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ORGANIZATIONAL PSYCHOLOGY

Editorial
We present our journal’s new edition Issue No. 2, 2025.

In the “Research in Organizational Psychology”
In this issue the “Organizational Psychological in Practice”
In the section “First Steps”

heading “Organizational psychology in dialogues and discussions.”
Please, enjoy the reading!
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Abstract. Apathy is a serious threat to the well-being of employees and organizations, but so far it has
been little studied in the job context. The construct of job apathy includes two components: apathetic
thoughts and apathetic actions. Apathetic thoughts comprise the lack of interest in and satisfaction
from one’s job. Apathetic actions mean the lack of intention to perform well. Employees just do what
they must do without putting meaningful effort into fulfilling their tasks. Purpose. The study aims
to examine the predictive role of perfectionism and personality traits in job apathy. Method. Three
hundred and twenty Russian employees (56.2% females) with mean age of 38.57 years (SD = 9.80)
completed the Russian versions of the Job Apathy Scale, Short Almost Perfect Scale, and Short Portrait
Big Five Questionnaire. Findings. A series of linear regression models showed that age, extraversion,
agreeableness, and openness to experience were negative predictors, whereas gender and maladaptive
perfectionism were positive predictors of job apathetic thoughts. Age, agreeableness, and openness to
experience were negative predictors of job apathetic actions. Overall, perfectionism and personality traits
partly predicted job apathetic thoughts and actions among Russian employees. Implication in practice.
These findings can be used to measure maladaptive perfectionism in the employee selection process,
develop coaching and mentoring programs and career counseling, provide support to employees with
maladaptive perfectionism and low extraversion, agreeableness, and openness to experience.

Key words: job apathy, adaptive perfectionism, maladaptive perfectionism, personality traits.

Introduction

Apathy is a serious threat to the well-being of employees and organizations, but so far it has
been little studied in the job context. The concept of job apathy was coined in 2015 when the Job
Apathy Scale was developed by G. Schmidt. Job apathy is defined by him as a feeling of low motivation
and decreased interest in one’s job (Schmidt et al., 2017). It is a type of selective apathy because
an individual with job apathy can pursue their hobbies, be actively engaged in family activities or
enjoy other pastimes outside their workplace (Marin, 1990). The construct of job apathy includes
two components: apathetic thoughts and apathetic actions (Schmidt et al., 2017). Apathetic thoughts
comprise the lack of interest in and satisfaction from one’s job. Apathetic actions mean the lack of

Address: Studencheskaya St., 38, Perm 614016, Russian Federation. E-mail: msheveleva@hse.ru
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intention to perform well. Employees just do what they have to do without putting meaningful effort
into fulfilling their tasks.

Though job apathy can significantly predict workplace constructs and organizational outcomes,
very little empirical research has been done on this construct in the work settings (Abd, Behadili,
2019; Enwereuzor, 2023). It has been shown that it is positively connected with job withdrawal
behaviors, professional burnout and organizational deviance while being negatively connected with
employee engagement, job satisfaction and personal initiative (Schmidt et al.,, 2017; Ugwu et al,
2019; Zolotareva, 2020).

The reasons why job apathy arises are still unknown. It does not need to result from job-related
stress but might relate to a number of personality traits (Alarcon, 2011). To our knowledge, no
research exists in this domain to date. Thus, the aim of this study is to improve understanding of the
job apathy concept by investigating a range of personality traits (Big Five, perfectionism) that could
be associated with it.

Personality variables: the Five Factor Model, perfectionism

The Five Factor Model of personality has been widely used for examining the trait-relatedness of
organizational phenomena (Vergauwe et al., 2015). This model includes such traits as neuroticism,
extraversion, openness, agreeableness, and conscientiousness (John, Srivastava, 1999). Neuroticism
exhibits an emotional mood and excitability. Extraversion expresses characteristics of sociality and
mobility. Openness relates to imagination, new ideas’ acceptance, and mental curiosity. Agreeableness
indicates trustworthiness and altruism. Conscientiousness reflects self-discipline and a tendency to
be responsible. (McCrae, Costa, 2008).

Perfectionism is defined as an excessive striving for excellence combined with an over-critical
attitude to one’s results (Stoeber, Otto, 2006). It considerably influences attitudes and behaviors
at the workplace (Harari et al., 2018). However, the multidimensional nature of perfectionism
brings both benefits and drawbacks for employees and organizations. One the one hand, adaptive
perfectionists demonstrate stronger work engagement, striving for flawless performance and higher
level of job motivation (Ozbilir et al.,, 2015). By contrast, maladaptive perfectionists are prone to
higher level of job-related stress, job burnout and workaholism (Stoeber, Damian, 2016).

Hypotheses

We propose the following hypotheses:

Adaptive perfectionism is negatively correlated with job apathetic thoughts and job apathetic actions.

2. Maladaptive perfectionism is positively correlated with job apathetic thoughts and job apathetic
actions.

3. Extraversion, openness, agreeableness, and conscientiousness are negatively correlated with job
apathetic thoughts and job apathetic actions.

4. Neuroticism is positively correlated with job apathetic thoughts and job apathetic actions.

=

Method

Procedure

All participants gave informed consent to participate in the study. The study was conducted in
accordance with the Helsinki Declaration (seventh revision, 2013).

10
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Participants

Three hundred and twenty Russian employees (56.2% females) with mean age of 38.57 years
(SD =9.80) took part in this study. The participants were recruited by mailing the electronic addresses of
former HSE University students. All volunteers filled out a Google form questionnaire, assessing job apathy,
perfectionism, and personality traits. Participants were not rewarded for participating in this research.

Measures

Outcome variables

Job apathy was measured with the Job Apathy Scale (JAS) (Schmidt et al., 2017). The JAS is a
10-item self-report measure assessing two dimensions: apathetic thoughts (e.g., ‘My mood at work
could be described’) and apathetic actions (e.g., ‘Producing work of average quality is good enough’).
Participants were instructed to indicate the degree of agreement on each item using a five-point
Likert scale ranging from 1 (‘disagree’) to 5 (‘agree’). The JAS has shown adequate psychometric
properties in Russian adult workers (Zolotareva, 2020). In the current study, the Cronbach’s alpha
were 0.89 and 0.78 for apathetic thoughts and apathetic actions, respectively.

Predictor variables

Perfectionism was measured with the Short Almost Perfect Scale (SAPS) (Rice et al,, 2014). The
SAPS is an 8-item self-report measure assessing two dimensions: standards (e.g, “l have high expectations
for myself”) and discrepancy (e.g,, “I have a strong need to strive for excellence”). The items were rated on
a seven-point Likert scale ranging from 1 (‘strongly disagree”) to 7 (‘strongly agree’). The SAPS has shown
adequate psychometric properties in Russian college student (Wang et al., 2016). In the current study, the
Cronbach’s a were 0.61 and 0.67 for standards and discrepancy, respectively.

Personality traits were measured with the Short Portrait Big Five Questionnaire (BF-10)
(Egorova, Parshikova, 2016). The BF-10 is a 10-item self-report measure assessing five dimensions:
extraversion (e.g., “He is sociable and full of energy”), agreeableness (e.g., “He is friendly and
helpful”), conscientiousness (e.g., “He is usually collected, disciplined and does not like to break the
generally accepted rules”), neuroticism (e.g., “He is anxious, easily upset”), and openness (e.g., “He is
open to everything new, it is interesting to be with him”). The BF-10 has a male and female version.
Participants were instructed to indicate the degree of similarity on each item using a six-point Likert
scale ranging from 1 (‘not similar’) to 6 (‘very similar’). The internal consistency was evaluated
using Spearman-Brown coefficients. This type of reliability coefficient is used as an analog of the
Cronbach’s a for two-item subscales (Eisinga et al., 2013). In the current study, the Spearman —
Brown coefficients ranged from 0.33 to 0.64. Such modest reliability coefficients are sufficient for
10-item scales based on the Big Five (Guido et al., 2015).

Statistical analysis
We performed all statistical analyses using IBM SPSS Statistics (version 27).
Analytic plan

Firstly, the participants’ socio-demographic characteristics were examined. Secondly, descriptive
statistics and correlation matrix for all study variables were calculated. Thirdly, multivariate
regression analyses were used to assess age, gender, perfectionism, and personality traits as risk
factors for job apathy.

Results

Table 1 presents the participant’s socio-demographic characteristics. Most participants (56.2%)
were females. Their age ranged between 20 and 68 (M =38.57,5D =9.80). Participants’ education level
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was relatively high, with 76.3% having completed a college or academic degree. Most participants
were married or lived with a partner (68.5%), most of them were parents (61.6%).

Table 1. Participants’ socio-demographic characteristics (N = 320)

Characteristics M (SD) N (%)
Age 38.57 (9.80)
Gender
Male 140 (43.8)
Female 180 (56.2)
Work experience 16.63 (9.60)
Marital status
Married 158 (49.4)
Living with a partner 61 (19.1)
Single 89 (27.8)
Other 12 (3.7)
Parental status
No children 123 (38.4)
One child 97 (30.3)
Two children 79 (24.7)
Three children 14 (4.4)
Four children 7(2.2)
Education
Secondary general 16 (5)
Secondary vocational 44 (13.7)
Incomplete higher 16 (5)
Higher 212 (66.3)
Two or more higher 28 (8.7)
Post graduate degree 4 (1.3)

Table 2 summarized the descriptive statistics and intercorrelations for the study variables.
Gender, discrepancy, and neuroticism were positively associated with apathetic thought (0.13 <
r < 0.25), while extraversion, agreeableness, conscientiousness, and openness were negatively
associated with apathetic thought (- 0.23 < r < - 0.42). Furthermore, age, standards, extraversion,
agreeableness, conscientiousness, neuroticism, and openness were negatively associated with
apathetic action (- 0.15 <r<-0.37).

Table 2. Means, standard deviations, and correlation matrix

Variables M SD 1 2 3 4
1. Apathetic thought 1.99 91
2. Apathetic action 2.52 .84 700
3. Standards 17.04 3.23 -.07 -.15%*
4. Discrepancy 14.24 3.60 244 .09 470X
5. Extraversion 3.83 .90 - 330 — 230 .06 — 210
6. Agreeableness 4.58 .93 — 420X -.30%% .10 -.16**
7. Conscientiousness 4.77 .90 — .23 — .22 18 -.09
8. Neuroticism 2.88 1.12 2500 - .18+ .01 264
9. Openness 4.25 1.02 - 370 — 370 200 - 200
1. Age 38.57 9.80 -.09 - .19 - .17 -.11
11. Gender 13 .01 .02 -.05

12



Organizational Psychology, 2025, Vol. 15, No. 2. www.orgpsyjournal.hse.ru

5 6 7 8 9 10
1. Apathetic thought
2. Apathetic action
3. Standards
4. Discrepancy
5. Extraversion
6. Agreeableness 2004
7. Conscientiousness 2% A0
8. Neuroticism -.16% — 39w - .20
9. Openness 570 28K+ 270 — .23
1. Age .01 -.02 -.01 -.10 .02
11. Gender -.12% — .19 -.08 - 21 -.05 2500

Note. Gender (1 = male, 0 = female); * p < 0.05, ** p < 0.01, *** p < 0.001.

Results of the multiple hierarchical analyses for job apathetic thought and job apathetic action
are presented in Table 3. Age and gender accounted for 3% of the variance of apathetic thought, while
standards and discrepancy accounted for an additional 14% of variance explained. When personality
traits were added, they accounted for 30% of the variance of apathetic thought (F (5,310) = 14.76,
p < 0.001), with gender and discrepancy significantly predicting lower apathetic thought, while age,
extraversion, agreeableness, and openness predicted higher apathetic thought. Similar results were
demonstrated by models predicting apathetic action. Age and gender accounted for 4% of the variance
of apathetic action, while standards and discrepancy accounted for an additional 10% of variance
explained. When personality traits were added, they accounted for 23% of the variance of apathetic
action (F (5, 310) = 10.19, p < 0.001), with age, agreeableness, and openness statistically predicting
higher apathetic action. Thus, HZ was fully supported, whereas H1, H3, and H4 were partly supported.

Table 3. Linear regression models predicting the apathetic thoughts and apathetic actions

Model Variables B SEB B p F AR?
Risk factors of apathetic thoughts
I Age -.01 .01 -.13 .029 5.36 .027
Gender .30 .10 17 .004
11 Age -.01 .01 -.14 .013 13.27 133
Gender 35 .10 19 .001
Standards -.30 .07 -.27 <.001
Discrepancy 37 .06 .36 <.001
111 Age -.01 .01 -.11 .032 14.76 .280
Gender .19 .10 11 .047
Standards -.12 .07 -.11 .064
Discrepancy 17 .06 17 .004
Extraversion -.10 .04 -.13 .025
Agreeableness -.27 .06 -.28 <.001
Conscientiousness -.01 .05 -.01 939
Neuroticism .06 .05 .06 305
Openness -.12 .06 -.14 .028
Risk factors of apathetic actions
v Age -.02 .01 -.20 <.001 6.27 .032
Gender .10 .10 .06 .280
A% Age -.02 .01 -.23 <.001 8.89 .090
Gender .14 .09 .08 137
Standards -.29 .06 -.28 <.001
Discrepancy .19 .06 .20 .001
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VI Age -.02 .01 -.20 <.001 1.19 206
Gender .02 .09 .01 .814
Standards -.11 .07 -.11 .079
Discrepancy .02 .06 .03 .689
Extraversion -.01 .04 -.02 775
Agreeableness -.17 .06 -.19 .003
Conscientiousness -.04 .05 -.04 .448
Neuroticism .01 .04 .02 .799
Openness -.22 .05 -.27 <.001

Note. Significant predictors are marked in bold.

Discussion

The study investigated the associations between job apathy and personality variables such as the
Five Factor Model and perfectionism. The key findings of the study were that job apathetic thoughts
were positively associated with maladaptive perfectionism and negatively - with extraversion,
agreeableness and openness. Job apathetic actions are negatively associated with agreeableness and
openness.

Maladaptive perfectionism was associated with apathetic thoughts. In fact, discrepancy between
the intended and real performance outcome might lead to the loss of interest in everyday actions which
is the key symptom of apathy (Marin, 1991). A maladaptive perfectionist is a person with fierce striving
for perfection, who is trying to reach perfection and is unable to stop even when tired or unsatisfied
by their actions. It is not surprising that after grueling attempts to reach perfection a person could feel
exhaustion and meaninglessness of one’s actions. That is why perfectionism is seen in the workplace to
a larger extent if a perfectionist employee is overcommitted to work (Philp et al., 2012).

As is known from previous research, extraversion, agreeableness, conscientiousness and
openness are associated with positive health outcomes and psychological well-being, while
neuroticism — with the negative ones (Lewis, Cardwell, 2020; Mitchell et al., 2021). The results of
this study showed that extraversion, agreeableness and openness are negatively associated with job
apathetic thoughts while agreeableness and openness are negatively associated with job apathetic
actions. By contrast with earlier research, we found that conscientiousness and neuroticism are not
associated with job apathy. The explanation of this fact might lie in cross-cultural differences. For
example, one study demonstrated that apathy and personality traits have different associations in
eastern and western cultures (Bjornsen et al., 2007).

This study has several limitations. Firstly, this study is based on the cross-sectional approach
which does not allow us to estimate the causal relationship between perfectionism, personality
traits and job apathy. Further studies could employ longitudinal or experimental research design.
Secondly, the sample is limited in size and sampling methods as the study was carried out on a
convenience sample with the limited number of respondents. In future researchers might enlarge
the sample size and employ more representative sampling methods. Thirdly, self-reported measures
were used in this study. Further studies should consider such job outcomes as the level of income,
the number of working hours per week, career development.

There are several implications of this study. Firstly, negative relationship between perfectionism
and job apathy could be reduced by ongoing workplace support in the form of coaching or mentoring
programs or regular positive feedback. Secondly, career counselors could pay special attention to those
employees who have a successful track record but lack the desire to move to higher organizational
positions. Thirdly, perfectionism questionnaires could be applied in the employee selection process
(Buf3enius, Harendza, 2019).
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[IpodeccroHasibHAsA anaTUs: POJib YePT JIUYHOCTH U
nepdeKnoHU3Ma

IIIEBEJIEBA Mapwuna CepreesHa
ORCID: 0000-0002-8713-1323
HayuonanvHoiii uccnedosamenvckuti ynusepcumem «Boicuas wikona skonomuku — Iepmov», Ilepmov, Poccust

30JIOTAPEBA Anéna AHaToJibeBHA
ORCID: 0000-0002-5724-2882
Hal/gllOHaﬂbelﬂ uCCﬂebOBameﬂbCKl/lfl yHusepcumem «BblCl/Lla}I wKonad SKOHOMUKU, MOCKB(J, POCCLI}I

AHHOTAUMA. AIaTHA SIBJISETCS CePbE3HOM YTPO30H /151 CYO'beKTUBHOTO0 6J1arono1y4usi COTPyLHUKOB
Y ycllexa OpraHHU3sallui, TeM He MeHee JJaHHOe sIBJIeHHe IPaKTU4YeCKHU He U3y4asloCch B OPraHU3aLMOH-
HOM KoHTeKcTe (Schmidtetal., 2017). [IonsaTue npodeccuoHasbHON anaTUU BKJIIOYAET JiBE COCTABJIA-
IOLIUX: allaTUYHbIe MBICJM U alaTUYHble JeWCTBUA. ATaTUYHbIE MBIC/IU NIPe/I0/aralT OTCYTCTBUE
HMHTepeca K paboTe U yA0BJIeTBOPEeHHs OT e€ BbINOJHEeHUS. ATaTUYHbIe JeCTBUS 03HAYal0T OTCYT-
CTBUE HaMepeHUsl BbIMOJHUTb paboTy xopouio. COTpyLHUKHU [leJaloT TO, YTO JOJ/LKHBI, He NMPUKJIa-
JibIBasl 0CO3HAHHBIX YCUJIMH K BBINIOJIHEHUIO MIOCTaBJEHHBIX 3aZa4. [Jesw. llenb jaHHOTrO MCCIe0Ba-
HUSA — MU3YYUThb NepPeKLUOHU3M U YepThbl JUYHOCTH KaK IpeJUKTOPbI NPodecCHOHANbHON anaTHH.
MeToa. B gaHHOM ucciefloBaHUM NPUHAMN ydacThe 320 COTPYAHHUKOB POCCUHCKUX OpraHM3aLUi
(56.2% »xeH1uH), cpeHUH Bo3pacT 38.57 sieT (cTaHAapTHOe OoTKJIOHeHHe = 9.80). YUyacTHUKH Hccie-
JIOBaHUA 3aMOJIHAIN pyccKos3bluHble Bepcuu «llkanbl npodeccroHanpHoi anatuu» I B. llIMupgra,
«KpaTkoil mkanbl nepdexuronusma» P. CielHM, KpaTKOTO NMOPTPETHOTO ONpOCHUKa «bosbas
nATEpPKa JIUYHOCTHBIX yepT» M. C. EropoBoii u O. U. [lapmukoBoii. Pedyibmamul. Cepusi TUHEWHBIX
perpecCMOHHBIX aHAJM30B NOKa3aJjia, YTO BO3PACT, IKCTPaBepCHs, J0OpOKeNaTeJbHOCTb U OTKPbI-
TOCTb OIBITY SIBJSJINCb HETaTUBHBIMU NPEeJUKTOPAMH allaTUYHbBIX JeHCTBUH, B TO BpeMs Kak I0JI
Y le3alalTUBHbIN TepPeKIIMOHU3M ObLIH M0J0KUTENbHBIMU IPeAUKTOPAaMU alaTUYHBIX MbICJIEH.

KnwuyeBbie cioBa: nmpodeccroHaNbHas amnaTHs]; afalTHBHBIA MepPeKIUOHU3M; Je3aJalTHBHBIN
nepdeKINOHNU3M; YePThI IUYHOCTH.
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Abstract. Purpose. The main purpose of this study is to examine the relationship between teacher
candidates’ motivation and their views on future time perspective (Trommsdorff, 1994). The mediating
role of academic self-efficacy is also explored. Study design. In this study, which is based on a relational
design, data were collected from 751 teacher candidates studying in various undergraduate programs
of Education Faculties in Tiirkiye. Data was obtained from teacher candidates who volunteered to
participate in the study through online survey methods. 73% of the participants were women, while
27% were men. Follovihg instruments were used: Future Time Perspective Scale (Carstensen; Lang,
1996; Soylu, Ozekes, 2020); Brief Regulation of Motivation Scale (Kim, Brady, Wolters, 2018; Saricam,
Erdemir, 2019); Academic Self-Efficacy Scale (Jerusalem, Schwarzer, 1981; Yilmaz et al., 2007). The data
were analyzed using structural equation modeling and bootstrapping methods. Findings. According to
the findings of the study, there are significant relationships between motivation, future time perception
and academic self-efficacy variables. According to the results of structural equation analysis, future
time perspective and academic self-efficacy together explained 30% of the variance in motivation. In
addition, academic self-efficacy plays a mediating role in the relationship between motivation and future
time perspective. Research limitations. In this study, the relationship between motivation and academic
self-efficacy with future time perspective was examined. In different studies, researchers can conduct by
including different variables that are thought to affect the future time perspective of teacher candidates.
Another limitation can be defined as the cross-sectional and self-reporting nature of the data precluding
a deeper investigation of the hypotheses. By conducting longitudinal studies, psychological factors
affecting teacher candidates’ future time perspective can be examined.

Keywords: motivation, future time perspective, academic self-efficacy, teacher candidates, mediation
analysis.

Introduction

People behave differently in predicting the future effects of their current behavior and evaluating
their effects. Some people become aware of the relevance of their current behavior to future outcomes.
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This ability to anticipate, plan and organize future possibilities is one of the most outstanding human
traits. Although people live in the present, they can also plan or predict a distant future. This concept
is conceptualized as future time perspective (FTP) (Husman, Shell, 2008; McIlnerney, 2004; Peetsma,
2000; Walker, Tracey, 2012). People with a high future perspective are expected to have high self-
determination and motivation.

As FTP affects the individual in many ways, it is seen as an important source of motivation for
teachers in the field of education. To be appointed as a teacher after completing their undergraduate
education in Tirkiye, teacher candidates take a national central examination called the Public
Personnel Selection Examination (Council of Higher Education, 2022; Center of Measurement,
Selection and Placement, 2022). Due to the large number of graduate candidates, the number of those
who take the exam is quite high, which makes it difficult to be appointed. The process of preparing
for this exam is quite stressful due to the competition. Because of the proportion to the low rate
of appointment, future planning of teacher candidates becomes difficult, and these uncertainties
determine their perceptions of future time perspectives and affect their motivation and self-efficacy.
Therefore, it is considered that there may be relations between these structures. With this study, the
relationships between academic self-efficacy, motivation, and FTP structures were examined in the
sample of teacher candidates.

Literature review

Teacher motivation

In general, the desire and power that makes people do something and act can be defined as
motivation. In this sense, it is possible to define motivation as a mental, psychological and behavioral
force that directs people to learn something or do a job to achieve a certain goal (Ayik et al., 2015;
Sinclair, 2008). It is also considered to be a physical and psychological driving force in the process of
meeting people’s needs or expectations (Tentama, Pranungsari, 2016). Accordingly, being motivated
includes showing enthusiasm for one’s goals, doing the job willingly and voluntarily, and enjoying
one’s duties.

Motivation is a key aspect within organizational research, by persuading employees to achieve
the goals of the organization including educational contexts (Lunenburg, 2011). The motivation
is expected to positively affect the quality and output of the organizations. A. Kaur states that
motivation increases job satisfaction of employees and thus contributes to the improvement of
performance within an organization (Kaur, 2013). Research in the field of organizational behavior
reveals that motivated employees exhibit high organizational performance (Lee, Raschke, 2016). This
contribution to activating the individual and doing their work willingly increases the effectiveness
of the educational process (Han, Yin, 2016). In alignment within educational organizations,
P. W. Richardson and H. M. Watt state that high motivation of teachers will contribute to the school’s
output and success through participation in school activities and educational processes (Ofoegbu,
2004; Richardson, Watt, 2010). At the same time, high teacher motivation contributes to the
educational and social development of students, increases student motivation, and contributes to
the achievement of educational goals (Atkinson, 2000; Gokce, 2010; Karatas, 2022).

When teachers’ expectations and needs are met at a sufficient level, their motivation is expected
toincrease. Motivated teachers contribute more to their students’ teaching processes and school goals
(Han, Yin, 2016; Katz, Shahar, 2015; Karatas et al., 2021; Petrie, 2010; Sylvia et al., 2015). Teacher
professional satisfaction increases when a positive school culture promotes student achievement,
student development, teacher achievement, recognition of work, and strong collegiality among staff
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(Campbell, 2005). F. 1. Ofoegbu considers the teacher’s high motivation increases efficiency and
school development for organizational success and productivity (Ofoegbu; 2004).

Future time perspective

People’s perception of time has animportantinfluence on their daily practicesand understanding
of the outer world (Dogruyol, Olgag, 2018). The term of future orientation is evaluated as a way of
subjectively regulating one’s cognitions, evaluations and behaviors about the future (Trommsdorff,
1994). FTP and its effects on educational outcomes constitute a developing research area in
educational psychology (Mclnerney, 2004). The concept of FTP generally refers to an individual’s
evaluation or conceptualization of time in terms of a certain area of life, such as professional career
or social relationships (Peetsma, 2000). According to another definition, FTP is defined as the ability
of a person to predict the future and the willingness to make sacrifices in the present to achieve a
better result in the future (Husman, Shell, 2008). FTP primarily focuses on what people think about
the future and how much they care about the future (Walker, Tracey, 2012).

FTP has the capacity to plan short-term goals by considering the relationships and activities
between the current situation of the person and the distant goal he wants to reach (Seijts, 1998).
While doing an activity, the person is motivated by either immediate and current goals or future
goals. Factors that motivate the individual can be categorized as short-term goals (for example,
going swimming this afternoon) or long-term goals (for example, preparing for a college entrance
exam to become a successful surgeon). These ultimate goals may even transcend the individual’s life
in time (for example, to save money for one’s own funeral) (Simons et al., 2004). Future-oriented
individuals place too much emphasis on their future work. In some cases, an individual’s planned
actions and investments for the future (such as allocating resources for education) can also cause
instant undesired results (Seijts, 1998). On the other hand, in the long run, it is considered as an
important action in planning and organizing an individual’s life.

The FTP includes expectations, evaluations and beliefs about the future, and ways of controlling
outcomes, as well as beliefs about the self and the future relationship between self and environment
(Trommsdorff, 1994). People generally perceive time and opportunities differently, but inter-
individual differences in this perception are especially greater in old age (Allemand et al., 2021).
FTP is a multifaceted construct that broadly expresses how people perceive and relate to the future.
It also affects how people see themselves, their goals and relationships (Barber, Strickland-Hughes,
2019). FTP is the degree and form of predicting the future and integrating future planning into the
individual’s psychological current state (Lens et al., 2012). The concept of FTP explains how much
time individuals believe they have left in life and whether they perceive this time as long or limited
(Allemand etal., 2012). At this point, FTP provides a very important effect on the life of the individual.
That is, FTP acts as a guide, especially in uncertain situations, by cognitively structuring the future
and evaluating possible tools, strategies and outcomes (Trommsdorff, 1994).

The effects of the FTP on social relations as well as on school and professional careers have
led to the assumption that it can have a positive effect on the development of learning processes
(Peetsma, van der Veen, 2011). People with high FTP focus on the future and upcoming rewards
and results (Bal et al., 2010). At this point, FTP has been accepted as a basic concept used to express
the essence of motivational changes that lead to higher levels of well-being for people in later life
(Sakakibara, Ishii, 2020). In this sense, teachers with a future perspective are expected to be more
successful, self-confident and highly motivated in planning their lives.

Academic self-efficacy

Self-efficacy refers to one’s personal belief in one’s ability to plan and execute the actions
necessary to achieve certain performances. The concept of self-efficacy, which is often defined as
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self-confidence specific to a task, has been accepted as an important component in motivation and
learning theories in various contexts (Artino, 2012). Self-efficacy is a judgment about a person’s
cognitive ability at different levels towards various information sources (Bong, Clark, 1999; Fan,
Williams, 2010; Schunk, Pajares, 2002). The competence of the individual in the academic field
is also expressed with the concept of academic self-efficacy. Studies in the field have expressed
academic self-efficacy as domain-specific efficacy beliefs for a particular academic subject (Putwain
etal., 2013).

The first and most important studies in this area were made by A. Bandura (Bandura, 1997).
According to Bandura, self-efficacy refers to an individual’s judgment regarding his ability to organize
and execute the necessary actions to achieve desired performances (Honicke, Broadbent, 2016).
Self-efficacy is a belief which affect their cognitive, emotional, social and educational processes
(Bassi et al., 2007). Therefore, it does not necessarily match one’s real ability in a particular area
(Artino, 2012). Self-efficacy is a person’s perceived ability to learn or perform actions at certain
levels (Schunk, DiBenedetto, 2014).

Self-efficacy includes an individual’s self-evaluation of one’s ability to achieve a goal or a belief
that one can achieve it. Accordingly, in the academic situation, people with high self-efficacy result in
higher academic achievement because they have a higher motivation to learn and can achieve their
goals (Altunsoy et al., 2010; Bong, Skaalvik, 2003; Joo et al., 2000; Khan, 2013; Yokoyama, 2019).
Since increasing academic self-efficacy can facilitate progress and success in education, it should
be examined more in academic studies (Alhadabi, Karpinski, 2020; Doménech-Betoret et al., 2017;
Peguero, Shaffer, 2015).

Academic self-efficacy belief is important in terms of education because it helps individuals
determine what activities they will do, how much effort they will put into performing these activities,
and how long they will endure in the face of obstacles (Gore, 2006). Accordingly, people with high
self-efficacy and motivation do the best they can and do not give up easily when they encounter
difficulties (Ersanli, 2015). Learners with high self-efficacy will try different strategies and be
determined, however, those who doubt their abilities will give up on the learning process (Jinks,
Morgan, 1999). This situation reveals the critical role of self-efficacy in providing motivation in the
education process.

Hypotheses and theoretical model

The main purpose of this study is to examine the relationship between teacher candidates’
motivation and their views on future time perspective (FTP). The mediating role of academic self-
efficacy is also explored. This study is based on the assumptions of A. Bandura'’s self-efficacy theory.
A. Bandura defined self-efficacy as “people’s judgements of their capabilities to organize and execute
courses of action required to attain designated types of performances” (Bandura, 1986, p.391).
According to A. Bandura’s social-cognitive theory, the individual's exercise of control in the face
of environmental demands is associated with self-efficacy beliefs (Bandura, 1997; 2002). These
beliefs of the individual affect their cognitive, emotional, social and educational processes (Bassi et
al., 2007). Many studies from past to present reveal that individuals’ self-efficacy is related to their
cognitive and affective structures (Shkémbi, Treska, 2023). When the related literature is examined,
it is seen that the concepts of motivation, academic self-efficacy and FTP are interrelated structures.
However, to date, there is no study in literature that tests the relationships between these concepts
based on data. To validate these theoretically relevant structures, the following hypotheses were
tested in this study using structural equation modeling technique:

H1: Future time perspective has a positive contribution in motivation.

H2: Future time perspective has a positive contribution in academic self-efficacy.
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H3: Academic self-efficacy has a positive contribution in motivation.
H4: Academic self-efficacy has a mediating role in the relationship between future time perspective
and motivation.

Method

Research group

In this study, which is based on a relational design, data were collected from 751 teachers
studying in various undergraduate programs at different universities in Tiirkiye. The study was
conducted in the spring semester of 2022 and data were collected during April. All participants
were informed that their participation in the study was not mandatory and their responses will be
kept confidential. Data were obtained from teacher candidates who volunteered to participate in
the study through online survey methods. 73.0 % of the participants were women, while 27 % were
men. In addition, 37 of them are 1°t grade; 183 of them are 2™ grade; 404 are 3™ grade; 93 of them
are in the 4" grade and 34 of them are graduates.

Instruments

Future Time Perspective Scale

The scale was developed by L. L. Carstensen and F. R. Lang and adapted into Turkish by C. Soylu
and B. C. Ozekes (Carstensen, Lang, 1996; Soylu, Ozekes, 2020). The scale adaptation study was
conducted with 202 young adults (aged 18-28 years) and 127 community-dwelling older adults (aged
60-86 years). The original structure of the scale was confirmed because of the reliability and validity
analysis. The scale consists of 10 items and has two dimensions [FTO = focus on opportunities; FTL
= focus on limitations]. The measurement items are based on a seven-point Likert-type scale with
values ranging from 1 (‘very untrue’) to 7 (‘very true’). Samples of the items in the scale are, “Many
opportunities await me in the future”, and “I have the sense time is running out”.

Brief regulation of Motivation Scale

The scale was developed by Y-e. Kim, A. C. Brady, and C. A. Wolters and was adapted into Turkish by
H. Saricam and N. Erdemir (Kim, Brady, Wolters, 2018; Saricam, Erdemir, 2019). The scale adaptation
study was conducted with 312 university students. The scale has 12 items and two sub-dimensions
including ‘regulation of motivation’ (eight items), and ‘willpower’ (four items). A sample item for the
‘Regulation of motivation’ sub-dimension is “Even when working is difficult, I can find a way to keep
myself going”. A sample item for the willpower sub-dimension is “I force myself to continue reading
even when a reading passage is really boring”. The Cronbach’s a internal consistency coefficient was
found to be a = .92 for the entire scale, @ = .93 for the regulation of motivation subscale, and a =.93
for the willpower subscale. The measurement items are based on a five-point Likert-type scale, with
values ranging from 1 (‘strongly disagree’) to 5 (‘strongly agree’).

Academic Self-Efficacy Scale

The scale was developed by M. Jerusalem and R. Schwarzer and adapted into Turkish by M.
Yilmaz with colleagues (Jerusalem, Schwarzer, 1981; Schwarzer, Jerusalem, 1995; Yilmaz etal., 2007).
The scale adaptation study was conducted with 672 university students. The original structure of
the scale was confirmed because of the analysis. The scale consists of seven items and has a single
dimension. The measurement items are based on a five-point Likert-type scale with values ranging
from 1 (‘strongly disagree’) to 5 (‘strongly agree”’). The Cronbach’s a reliability value of the scale was
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found to be .79. Samples of the items on the scale are, “I am always in a position to accomplish what
needs to be done in my education”, and “I know very well what I have to do to get good grades”.

Results

Measurement model assessment

In this study, Cronbach’s @ and composite reliability (CR) were used to test the measurement
reliability. According to the findings, Cronbach’s a values range from .70 to .81 and exceed the
threshold value of .70 (Nunnally, Bernstein, 1994). The results obtained in this way show that the
reliability of the scales is ensured (Kline, 2015).

Table 1. Correlations, reliability, divergent and convergent validity results

Scale « CR MOT ASE
Motivation (MOT) .81 .80
Academic self-efficacy (ASE) .70 .83 37%
Future time perspective (FTP) 71 .88 22% .33%

Note:* —p < .01

Confirmatory Factor Analysis (CFA) was performed to evaluate the factor structures of the
measurement models and the structural model obtained in the study. The model fit indices presented
in Table 2 indicate a good fit between models and data.

Table 2. Model fit

Fit indices M OTMeasurenj;eslllat models FTP Structural model Reference value(s)*
¥ (df) 143.69 (53) 28.06 (7) 71.72(26)  1225.48 (362)
p value <.001 <.001 <.001 <.001
x/df 2.99 4.01 2.76 3.09 <5
GFI .97 .99 .98 .90 >.90
AGFI .95 .96 .96 .87 > .80
CFI .97 .98 .98 .90 >.90
IFI .97 .98 .98 .90 >.90
RMSEA .05 .06 .05 .05 <.08
SRMR .03 .03 .05 .03 <.08

Note: * — as cited in (Yilmaz, Celik, 009).
Hypotheses testing

SEM-based mediation analysis was conducted to test the mediating role of academic self-efficacy,
which is the main hypothesis of this study. The analysis results shown in Table 3 show that the future
time perspective has a direct positive relationship with motivation (8 =.153, t = 2.865, p =.004). FTP
has a direct positive relationship with academic self-efficacy (f =.538, t = 9.900, p < .001). Academic
self-efficacy has a direct positive relationship with motivation (f = .453, t = 6.491, p < .01). Also
bootstrapping with 5000 bootstrap samples and a 95% confidence interval was used to test direct,
indirect, and total effects (Hayes, 2017).

As seen in Table 3, standardized indirect effects indicate that the lower limit and upper limit of
the confidence interval did not include 0 (8 =.244, LCL =.180, UCL =.322, p <.01). Thereby, the results
suggest that academic self-efficacy significantly mediates the relationship between motivation and FTP.
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Table 3. Hypotheses testing results

Direct, indirect, and total relationship Estimate S.E. LCL UCL p Hypotheses
Standardized direct relationship
(HI) FTP -> MOT 153 .057 .057 .243 .000 Supported
(H2) FTP —> ASE .538 .045 464 .610 .000 Supported
(H3) ASE -> MOT 453 .061 .353 554 .000 Supported
Standardized indirect relationship
(H4) FTP —> ASE -> MOT 224 .043 180 .322 .000 Supported
Standardized total relationship
FTP -> MOT .396 .040 326 .457 .000
FTP -> ASE .538 .045 464 .610 .000
ASE -> MOT 453 .061 .353 .554 .000

Academic
Seli-Efficacy

Future Time
Perspective

15

*“p=<.001, Indirect effect, f = 244, %95 BCA, FTP[0.180; 0.322]

Figure 1. The structural model

According to the analysis results shown in Figure 1 and Table 3, it can be said that academic
self-efficacy has a mediating role in the relationship between motivation and FTP. According to the
R2 values shown in Figure 1, it can be said that FTP and academic self-efficacy together explain 30%
of the variance in motivation. In other words, FTP and academic self-efficacy together significantly
predict motivation. It shows that teacher candidates’ motivation has a positive relationship with
FTP and academic self-efficacy. In addition, as their future time perspectives are positive and their
academic self-efficacy increases, their motivation will also increase.

Discussion and conclusion

This study was conducted based on the hypothesis that future time perspective positively
influences both motivation and academic self-efficacy, with academic self-efficacy serving as a
mediating variable in the relationship between future time perspective and motivation. The findings
confirmed all proposed hypotheses.

The results of this study show that teacher candidates’ motivation has a positive relationship
with FTP and academic self-efficacy. Since teacher motivation has a significant impact on educational
processes, teacher motivation is given great importance by educational leaders and administrators
(Jesus, Lens, 2005). Research results show that high teacher motivation has benefits for both students
and teachers (Bishay, 1996). In the literature, motivation is associated with some organizational
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behaviors such as job satisfaction (Czubaj, 1996; Han et al., 2022; Kaur, 2013; Lee, Raschke, 2016;
Viseu etal,, 2016). A. Kaur found that motivation plays an importantrole in increasing job satisfaction
among employees (Kaur, 2013). Similarly, ]J. Viseu with colleagues revealed the importance of job
satisfaction on teacher motivation (Viseu et al., 2016). According to M. T. Lee and L. R. Raschke
motivation of the employees increases the organizational performance (Lee, Raschke, 2016).

One of the main results of this study is that the FTP has a direct positive relationship with
academic self-efficacy and motivation. Related literature has also found a relationship between FTP
and other important psychological processes such as motivation (Barber, Tan, 2018; Lens etal., 2012;
McInerney, 2004; Karatas et. al., 2023; Peetsma, van der Veen, 2011). For example, the FTP is related
to social motivation (Lang, Carstensen, 2002). Researchers also reported that having a high FTP
was associated with increased motivation (Simons et al., 2004). Since the ability to predict and plan
future desired outcomes is very important for motivation formation, FTP is considered an important
part of changes in motivation (Kooij et al., 2018; Soylu, Ozekes, 2020). Future expectations, beliefs
about abilities, and interactions directly guide people’s goal setting, motivation, and decision-making
processes, and thus ultimately determine their behavioral consequences (Barber, Strickland-Hughes,
2019). Therefore, FTP has a positive contribution on people’s well-being, higher self-esteem, positive
subjective well-being (Allemand et al., 2012; Mello et al., 2022; Zhang et al., 2019).

Considering the empirical evidence on the importance of the FTP in educational success, it can
be suggested that the FTP is also related to professional goals (Walker, Tracey, 2012). Individuals
with a longer FTP can also more easily anticipate the implications of their present activities for
the more distant future and elaborate longer behavioral plans or projects (Lens et al., 2012). These
implications indicate that FTP beliefs play a role in motivating achievement and studying (Shell,
Husman, 2001). Research findings in the field show that the FTP plays an importantrole in influencing
the attitudes and behaviors of individuals (Milfont et al., 2012). Therefore, the FTP has influenced
the development of academic achievement through increased investment in learning (Peetsma, van
der Veen, 2011). Accordingly, some studies have found that students with extended FTP have more
intrinsic motivation (Bilde de et al., 2011). Similarly, some studies have found that FTP is associated
with work-related outcomes, economic and socio-emotional satisfaction, and academic achievement
(Adelabu, 2008; Bal et al.,, 2010; Yeung et al., 2020).

Another important result of this study is that academic self-efficacy significantly mediates the
relationship between motivation and FTP. When the relevant literature is examined, academic self-
efficacy is associated with some positive organizational behaviors. For example, it was found that
students’ academic self-efficacy and intrinsic motivation were related (Fan, Williams, 2010). In some
studies, academic self-efficacy was found to be related to motivation (Bong, Skaalvik, 2003), positive
psychology and well-being (Schunk, DiBenedetto, 2014), academic performance and language
learning (Ersanli, 2015; Honicke, Broadbent, 2016), students’ performance (Joo et al, 2000),
student motivation (Joo et al., 2000), academic performance (Altunsoy et al., 2010; Lee et al., 2014;
Peguero, Shaffer, 2015; Yokoyama, 2019), academic resilience (Cassidy, 2015), college outcomes
(Gore, 2006), academic success and persistence (Huang, 2013), academic success and emotions
(Putwain et al., 2013). People with low self-efficacy to perform a certain task may give up on it,
while those who believe they are talented are more likely to participate (Artino, 2012). Therefore,
it is stated that students with high self-efficacy have higher academic desires and pursuits than
students with low self-efficacy (Bassi et al., 2007). In this sense, researchers have found that self-
efficacy affects individuals’ learning, motivation and self-regulation (Karatas, Zeybek, 2020; Schunk,
DiBenedetto, 2014). The feature of academic self-efficacy that emphasizes the positive aspects of
individuals positively affects their motivation and increases their positive perspective towards the
future. Accordingly, academic self-efficacy has a moderating effect in relation to the individual’s
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motivation and FTP. In other words, it can be concluded that high academic self-efficacy increases
both motivation and a positive FTP.

Limitations and implications

As a result, teacher candidates’ FTP is closely related to motivation and academic self-efficacy.
Moreover, academic self-efficacy mediates the relationship between motivation and FTP. In this
context, high motivation and academic self-efficacy of teacher candidates will positively affect
their FTP. This positive effect will accelerate the personal and professional development of teacher
candidates. In addition, it will lead them to gain teacher competencies so that they can become
qualified teachers.

Although the findings and results of the study contribute to literature, it has some limitations.
First, the research group consists of individuals living in the same country. Therefore, the implications
that can be made from the findings of the study are mostly based on Tiirkiye region and culture.
Accordingly, the relationship between these variables can be examined in different countries and
cultures and the mediating role of academic self-efficacy can be tested. On the other hand, research
findings provide limited information on gender-based implications. Future research may examine
whether the mediating role of academic self-efficacy varies according to gender.

In this study, the relationship between motivation and academic self-efficacy with a FTP was
examined. In different studies, researchers can conduct by including different variables that are
thought to affect the FTP of teacher candidates. Another limitation can be defined as the cross-
sectional and self-reporting nature of the data precluding a deeper investigation of the hypotheses.
By conducting longitudinal studies, psychological factors affecting teacher candidates’ FTP can be
examined. Despite these limitations, the results of this study contribute to literature. Likewise, it
has important implications for researchers and practitioners. In the teacher training programes, it is
recommended to provide teacher candidates the knowledge and skills that will positively support
the FTP. Likewise, various in- and extra-curricular activities can be organized in order to maintain
their high motivation and increase their academic self-efficacy. Moreover, seminars can be organized
to support their personal and professional development.
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PoJsib akagieMuieckour caMo3pPEeKTUBHOCTH BO
B3aWMOCBSI3M MOTHBAIIMH U NIEPCIEKTUBBI OYAYIIETO Y
CTY€HTOB-I€1aroron

KAPATAC Kaceim

(oTBETCTBEHHBIN aBTOP)
Yuusepcumem Kapamaroeny Mexmemobes, Kapaman, Typuus

XAH bynbsaMmun

Yuusepcumem Kromaxvs ymnynvimap, Kiomaxvs, Typyus

OPAJI bexuet

Yuueepcumem Juosxcne, JJuspbaxoip, Typuus

AuHoTanums. [Jesab. OCHOBHASA 1ieJib JAHHOT'O MUCCIeJOBAaHUSI — H3YYUTh B3aUMOCBSI3b MEX/AY MOTH-
BalMel OyAylIMX y4UTesJed W MX BOCIpUSITHEM HepcrneKTHBbl 6yaymiero (Trommsdorff, 1994).
Kpome Toro, paccMaTpuBaeTCcsl OOCpeAyoIast poJib akaieMUiecKod caMmo3ddeKTUBHOCTH. Ju3atiH
uccsedosarus. B ;aHHOM Hcc/ieloBaHUM, OCHOBAHHOM Ha aHa/IM3e B3auMocBs3el (relational design),
OBLTM COOpaHbI JaHHble 751 cTymeHTa, 06y4YalOUIUXCS MO Pa3IMYHBIM MporpaMMaM 6GakKasJlaBpH-
ara nejaroruyeckux pakynbreToB Typuuu. /JaHHbIe GbLIU MOJIyYeHbl OT CTYAEHTOB, I0GPOBOJIBHO
NPUHSBIINX YYacTHe B UHTepHeT-onpoce. 73 % y4acCTHUKOB ObLIU YKeHINUHBI, a 27 % — MYKYUHBI.
Hcnosb3oBanuch cieaytome MHCTpyMeHTHI: lllkasa nepcrnektussl 6yayiiero Bpemenu (Future Time
Perspective Scale) (Carstensen; Lang, 1996; Soylu, Ozekes, 2020); KpaTkas 1mkaJsa MOTHBAlMOHHOU
perynsnuu (Brief Regulation of Motivation Scale) (Kim, Brady, Wolters, 2018; Saricam, Erdemir, 2019);
[likana akageMuyeckod camoaddextuBHocTu (Academic Self-Efficacy Scale) (Jerusalem, Schwarzer,
1981; Yilmaz et al., 2007). /laHHbIe 6bIM MPOAHATU3UPOBAHBI C UCIOJIb30BaHUEM MOJIEJIUPOBAHUS
CTPYKTYPHBIMH ypPaBHEHUSMH W METOJIOB OYTCTpenmnuHra. Pe3yibmambi. COTJIaCHO pe3y/bTaTaM
HCCJIeIOBaHMSs, CYIeCTBYIOT 3HAaYMMble B3aUMOCBSI3U MeX/y MOTHBAIlKeN, BOCIPUSTUEM TepCIeK-
THUBBI OYAYIEro U akaJieMu4eckol camo3dpdeKTUBHOCTBI0. COTJIACHO pe3y/ibTaTaM aHaJn3a CTPYK-
TYPHBIX YPaBHEHUH, IEPCIEKTHUBA OyIyIero BpeMeHH U akaZieMrudecKast CaMo3pPeKTHBHOCTb BMECTe
00bsicHsiin 30 % AucCHIepCcHUH akaZieMHUYeCcKo MoTuBauu. Kpome Toro, akazeMudeckasi caMmo3ppekx-
TUBHOCTh UT'PaeT OMOCPEAYIOUIYI POJib BO B3aUMOCBSI3W MOTHBAI[UHM WU MEePCIEKTUBBI OYAyIEero.
OzpaHuveHus uccsiedosaHusl. B JaHHOM HCC/eJOBAHUU M3ydalach B3aUMOCBSI3b MOTHUBAIINH, aKaJle-
MHUYECKOH caM03pEeKTUBHOCTH U MePCIeKTUBbI OyAylero. B pasjiIMuHbIX UCCIeIOBAaHUAX YIEHBIE
MOTYT HCII0JIb30BaTh pa3/IMYHbIe TepeMeHHbIe, KOTOpble, KAK CYUTAETCs, BJUSAIOT Ha MEPCIEKTUBY
OyAylIero y CTyleHTOB-eAaroros. JlpyruM orpaHu4eHUeM MOXKHO CYUTATh MOIEPEYHBINA XapaKTep
JIaHHBIX M CAaMOOTYETHBIA XapaKTep MepBUYHBIX JAHHBIX, YTO MPENSATCTBYeT OoJiee TUIATEJbHOU
npoBepke runotes. [[poBeleHNe JOHTUTIOAHBIX UCCIEJOBAaHUM MO3BOJISIET U3YYUTh MCUX0JIOTHYe-
ckue GaKTOPBI, BJAUSAIOIINE HA IEPCIIEKTHURY OYAYIIEro y CTYAEHTOB-1eIaroros.

KioyeBble c/10Ba: MOTHUBALHs; NEPCIEKTUBA GyAyllero; akageMudeckas caMo3$eKTUBHOCTE;
OyAylLire YIYUTeJs; CTYLEeHThI-e[arory; aHaJnu3 MeJHaL H.

32



Organizational Psychology, 2025, Vol. 15, No. 2, P. 33-52.
DOI: 10.17323/2312-5942-2025-15-2-33-52

ORGANIZATIONAL PSYCHOLOGY

www.orgpsyjournal.hse.ru

Personal branding and Kaleidoscope career success: The
role of future time perspective

Phuong TRAN HUY
ORCID: 0000-0002-9467-4836
National Economics University, Hanoi, Vietnam

Thi HUE HOANG
ORCID: 0000-0003-1460-5492
National Economics University, Hanoi, Vietnam

Mai PHUONG NGUYEN
ORCID: 0009-0005-5180-4871
National Economics University, Hanoi, Vietnam

Abstract. Purpose. The paper aims to develop a scale to measure personal branding based on the
utilization of resources. It also investigates the influence of personal branding on subjective career
success considering the Kaleidoscope career model. The role of future time perspective in the above
relationship is also examined. Methodology. Qualitative research with group discussions helped develop
the measurement scale for personal branding. Quantitative research was used to test the proposed
relationships. Data were collected from 356 adults in Hanoi, Vietnam. Partial least square structure
equation modeling was conducted with SmartPLS software. Findings. Three approaches to personal
branding: competence-based, relationship-based and identity-based were proposed. Competence-
based and identity-based personal branding positively while relationship-based negatively influences
career need satisfaction, which in turn predicts subjective career success, with future time perspective
moderates the relationship. Implications for practice. In building personal brands, utilization of strength
can bring about desired impact. However, reliance on relationship-based approach may have negative
effect on career parameters. Combination of approach for optimal branding is advisable. Personal
branding has been a recent interest, especially using social media. It is important to understand both the
bright and dark side of personal branding in the pursuit of career success. Value of the results. The paper
proposes a new approach to conceptualize personal branding and suggests three strategies for building
personal brand. It also explores the career impact of personal branding based on the satisfaction of
career needs as identified by the Kaleidoscope career model. Finally, the role of future time perspective
provides new contributions to literature.

Keywords: personal branding, career need satisfaction, subjective career success, kaleidoscope career
model, future time perspective, Vietnam.

Introduction

Career success is of great importance not only for the individual worker but also to career
counselors and organizations (Hirschi, Nagy, Baumeler, Johnston, Spurk, 2018; Ng, Feldman, 2014).
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Therefore, stakeholders share an interest in identifying factors that influence career achievements.
Individual factors, such as human capital, personality and socio-demographic status and organizational
factors such as sponsorship have been linked with career success (Hirschi et al,, 2018; Ng et al,, 2005).
A. Hirschi developed a resource-based framework which identifies four general categories of resources
that predict successful careers: human capital, social capital, psychological resource and career
identity resource (Hirschi, 2012). Human capital refers to knowledge, skills and attitudes that are
important to fulfill expectation for a given job. Social capital resources include outside relationships
like social networks, mentoring relationships, and social support. Psychological resources are positive
psychological traits and states inherent in an individual. Finally, career identity resources concern an
employee’s awareness and meaning of his or her work role. The model also suggests that to develop
and activate these resources, the employee needs to proactively undertake career development
behaviors, such as networking and positioning. Other researchers also suggest that to be successful in
their careers, employees in the current world of work need to manage their careers proactively (Smale
et al, 2019). In line with this model, a number of studies has investigated the impact of personal
branding (PB) activities (as proactive career development behaviors) on career success (Gorbatov et
al,, 2018; Khedher, 2019; Philbrick, Cleveland, 2015; Rangarajan et al., 2017).

Although research attention has been paid to personal branding and its outcomes, much is
unknown about the construct of PB and how it influences career success (Gorbatov etal., 2019). First,
despite recent research attention, there is a lack of an effective scale to measure personal branding.
S. Gorbatov with colleagues developed a scale to measure personal branding which consists of three
dimensions: strategic, differentiated, and technologically savvy (Gorbatov, Khapova, Lysova, 2019).
The strategic aspect reflects that personal branding activities are intentional and attentive to specific
target audience. Differentiated means trying to create a personal image that is distinct and unique.
Finally, technological savvy emphasizes reliance on technological advances to propagandize the
personal brand. While the scale achieved good reliability and validity, it is outcome-oriented and does
not reflect the process-nature of personal branding (Gorbatov et al., 2019). In addition, technological
savvy can be applied for both strategic and differentiated dimensions. M. Shafiee with colleagues
proposed five dimensions of personal branding which include strategy-, capability-, differentiation-,
audience-, and performance-based approach (Shafiee et al., 2020).

However, as personal branding is conceptualized as a strategic course of action aimed at creating,
maintaining and developing a person’ uniqueness and positive image to a target audience, such
aspects as strategic, differentiation or audience-oriented are inherent in the process. In addition, this
measure of personal branding has overlapped among its dimensions. D. Rangarajan with colleagues
based on exploratory reviews of respondents in the US and Europe, proposed that personal branding
activities can emphasize either competence or relationship building or combination of both
(Rangarajan, Gelb, Vandaveer, 2017). Competence-focus approach builds awareness, knowledge,
skills, experience and credibility. On the other hand, relationship building approach pays attention
to work history, strong work ethics and integrity and passion. Both approaches are strategic, and
differentiated, and that can be implemented with the help of technology. However, the author did
not consider identity-based resources. The current paper views personal branding as the utilization
of resources and develop a scale to measure personal branding. Second, career impact of personal
branding has been investigated through social capital or perceived employability (Gorbatov et al,,
2019; Gorbatov et al., 2024). This, paper proposes that personal branding influences career success
by promoting the satisfaction of career needs, based on the KCM (Mainiero, Sullivan, 2005; Sullivan
etal,, 2009). Finally, the association between career needs satisfaction and career success is expected
to be moderated by future time perspective.

34



Organizational Psychology, 2025, Vol. 15, No. 2. www.orgpsyjournal.hse.ru

Literature review and hypothesis development

Personal brand and branding

Personal brand refers to the skills, abilities and lifestyle of an individual (Harris, Rae, 2011;
Khedher, 2015). S. Scheidt with colleagues provide a definition of personal brand as an individual’s
intangible assets which can bring about economic and social values and is a product of a branding
process (Scheidt et al, 2020). The definition emphasizes that personal brand is a source of
competitive advantages and that it results from a process of branding. S. Gorbatov, S. N. Khapova and
E. I. Lysova put forward that “Personal brand is a set of characteristics of an individual rendered into
the differentiated narrative and imagery with the intent of establishing a competitive advantage in the
minds of the target audience” (Gorbatov et al., 2018). The definition highlights the intentional aspect
of personal brand and emphasizes the match between a person’s brand as the target audience. The
current paper adopts this definition.

While there exists a number of PB definitions, an universally accepted definition does not exist
(Scheidt et al., 2020). S. Gorbatov with colleagues distinguished two main streams of defining PB:
marketing-based definition and self-presentation related definition. Advocators of the marketing
perspective link PB to a product branding process, applying marketing techniques (Bendisch et
al,, 2013). Self-presentation proponents conceptualize PB as activities performed by an individual
with the aim to manage how the individual is viewed by others (Labrecque et al., 2011). These
authors proposed that PB involves identifying and promoting a person’s strengths and uniqueness
to distinguish that individual from others. In this sense, PB can be captured by self-presentation
strategies (Baumeister, Hutton, 1987). In this vein, PB was defined as “the entire process of
establishing, maintaining, and developing an individual’s human brand” (Scheidt et al., 2020, p. 4).
Taking a self-representation approach, S. Gorbatov, S. N. Khapova and E. I. Lysova proposed that PB
is “a strategic process of creating, positioning, and maintaining a positive impression of oneself, based
in a unique combination of individual characteristics, which signal a certain promise to the target
audience through a differentiated narrative and imagery” (Gorbatov et al., 2018). Our study takes the
self-presentation approach to investigating personal branding and adopts the definition proposed by
S. Gorbatov and his colleagues. Thus, personal branding is conceptualized as a continuous process,
undertaken intentionally by the individuals to create, promote and maintain a positive brand, with
the focus on a specific group of audiences.

Personal branding as resource utilization

The present research proposes that personal branding can be investigated from the resource-
based view perspective (Barney, 1991). Accordingly, firms try to develop and protect sustainable
competitive advantage based on effective utilization of their resources that are valuable, rare,
inimitable and non-substitutable. In PB context, individuals try to create, develop and maintain their
positive and unique images, which can bring about competitive advantages. In order to do so, the
individuals need effective utilization of their resources. Resources can be things that people value
or those that serve as a means of obtaining things they value (Hobfoll, 1989). A career researcher,
A. Hirschi, identified four groups of resources that can foster career success: human capital, social
capital, psychological resource and career identity resource (Hirschi, 2012). Human capital resources,
or knowing how, refer to knowledge, skills and attitude needed to fulfill the job. Social capital
resources, knowing whom, include external relationships such as networks, coaching relationships,
and other forms of social support.

Psychological resources are positive psychological traits and states inherent in an individual.
Finally, career identity resources concern an employee’s awareness and meaning of his or her work
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roles. Psychological and identity resources can be labeled as “knowing why” resources (Hirschi,
2012; Hirschi et al,, 2018). The current research proposes that personal branding activities can
take advantage of human capital resources (competence-focused approach), social resources
(relationship-focused approach) or psychological and identity resources (identity-focused approach).
Competence-focused approach involves sharing and marketing experience, knowledge and skills to
target audience. Relationship-focused approach takes advantage of the connections, membership,
affiliation and social support. Identity-focused approach highlights such personal qualities as
genuine, trustworthy, and integrity and skills such as engagement, enthusiasm and determination.

Career success

Acareerisknownasaseries ofaperson’sworkexperiencesacrosstime,locationsand occupations
(Arthur et al., 2005; Sullivan, Baruch, 2009). As such, a career does not require the availability of a
professional job or occupational stability. Positive outcomes or achievements accumulated from the
work-related experiences are referred to as career success (Seibert, Kraimer, 2001). Career success
is conceptualized as the accumulation of pleasant work related outcomes stemming from one’s
work experiences (Judge et al., 1999; Seibert et al., 2001). As it involves both work and psychological
outcomes, career success is often measured by objective and subjective indicators (Akkermans,
Tims, 2017; Sullivan, Baruch, 2009). Example of objective criteria are job security, salary, promotion
and lucrative job title (Ng et al., 2005). Career success can also be evaluated based on self-evaluated
criteria like job satisfaction and perceived employability (Spurk et al., 2019). While the association
between proactive career behaviors and objective career success (e.g. salary and promotion) has
been established in previous studies (Ng, Feldman, 2014), such effects on subjective career success
(SCS) are still limited and fragmented (Smale et al., 2019, p. 106). This paper focuses on three
dimensions of subjective career success, based on the KCM (Mainiero, Sullivan, 2005).

The Kaleidoscope career model

The KCM was developed to offer relevant explanation for individuals’ career management
activities inthe currentdynamicnon-traditional workplace (Simmonsetal.,2022). The KCM proposes
that the workers manage their careers based on their personal values. In doing so, the individuals
may modify various dimensions of their careers and work. In addition, the individuals explore and
choose among alternative options to best match the demand of the work with their personal values
and interests (Sullivan, Mainiero, 2008). The model also proposes that career decisions are made
based on consideration of three career parameters: authenticity, balance and challenge. Authenticity
involves ones’ choices that enable them to be true to themselves (Sullivan et al., 2009). Balance need
refers to the employees strive to reach equilibrium in both work and personal and family domains
(Sullivan, Mainiero, 2008). Challenge concerns the desire of the individuals to take in stimulating
work (Mainiero, Gibson, 2018). Although the three career parameters remain important over the
lifespan, at different points in time, one may take priority, illustrating the individuals’ situations at
that time, while other parameters become less dominant. The career parameters influence the tactics
that individuals use to manage their careers. Previous research indicates that SCS is determined by
the satisfaction of three career needs (Tran Huy, Vu Hoang, 2023).

Hypothesis development

Based on KCM, this research examines the relationship between personal branding and the
fulfillment of authenticity, balance and challenge career needs. Career needs satisfaction, then, is
supposed to foster SCS.
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Personal branding and career needs satisfaction

Competence-focused personal branding involves the demonstration of an individual’s skills and
expertisein certain fields. In addition, people who adopt this approach often highlight their experience
and professionalism (Rangarajan et al., 2017). They also try to make their success and achievements
visible among target audiences by self-presenting or seeking endorsement from other people in the
field (Gorbatov et al., 2019). Competence-focus branding requires and encourages the individuals
to constantly sharpen and upgrade their skills and expertise and stay up-to-date by acquiring
new knowledge and skills. Thus, competence-focus branding enables the satisfaction of challenge
need (Mainiero, Sullivan, 2005). People who build their brands based on their competence need to
rely on objective and visible achievements. They also seek approval from popular people in their
fields. Thus, competence-focus branding allows the individuals to be true to themselves, satisfying
their authenticity needs (Sullivan, Mainiero, 2008). Finally, people who build their brand based on
competence tend to take a narrow focus on areas that they have strong knowledge, experience and
skills. Being able to concentrate on some specific areas of expertise helps the individual to save time
and effort, thus, reserving time and energy for personal and non-work domains. Thus, this approach
can enhance the achievements of balance need (Sullivan et al., 2009). It is proposed that:

H1: Competency-based personal branding positively influences career need satisfaction.

Relationship-focused personal branding emphasizes networking, relationship with a wide range
of people and participation in groups (Rangarajan et al., 2017). People who adopt this approach
spend a lot of time creating, developing and maintaining their social network and memberships.
Relationship-focused personal branding involves the utilization, maintenance and development
of social capital. Social ties and networks provide information and social support to the workers
(Grimland et al., 2012). Social capital also aids in acquiring better matched team members and
improving the likelihood of high performance. While social capital has been found to have positive
influences, it also has negative consequences (Baycan, Oner, 2023). For example, there are negative
individual-level consequences of social capital such as exclusion of outsiders, overload duty of
group members, reduction of individual freedoms and norms restrictions (Portes, 1998). People
who rely on social capital to build their brands tend to conform to group norms. Those people
are required to take care of other members, reducing their resources to craft their jobs to make
it more interesting. In addition, those people enjoy less freedom on the way of doing their jobs.
High degree of relationship may result in group closure and low tolerance (Baycan, Oner, 2023).
In such an environment, organizational members are less encouraged to break the rules and seek
new challenges in their work, which results in the dissatisfaction of challenge need. Furthermore,
social capital is found to create involuntary compliance from members, leading to evasive behaviors
(Baycan, Oner, 2023). Thus relationship-focused approach to personal branding may hinder the
satisfaction of authenticity need.

Besides, social capital can have negative influence on mental health and cited three reason
(Sakuraya et al., 2017). First, excessive social capital may result in an unreasonable obligation
among members to give support to others. Second, social capital enhances group norm, which limits
members’ freedom, Third, social capital may discriminate insignificant members. Similarly, sub-par
networking capability may resultin social alienation which negatively influences work and non-work
outcomes (Zhangetal.,, 2016). Thus, relational-based personal branding requires active and frequent
participation in group events and may use up time and energy for family and non-work activities.
Therefore, personal branding strategy that relies on utilization of social capital may hamper balance
need satisfaction. Based on the above rationale, it is hypothesized that:

H2: Relationship-based personal branding negatively influences career need satisfaction.
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Identity-based PB concerns the utilization and promotion of personal characteristics and
psychological capital. This approach involve the identification of career goals and determination
to pursuit these goals even in case of hardship (Rangarajan et al., 2017). Activities involved in this
approach may include demonstrating strong work ethics, career decidedness and commitment
(Hirschi, 2012). People who adopt this strategy for building their personal brands are likely to
show high level of self-awareness, consistency and resilience in pursuing their established goals.
Thus, this approach fosters the individuals to be true to themselves, promoting the achievements
of authenticity parameters. This approach to personal branding also requires openness to change,
hardiness and adaptability (Hirschi, 2012). Furthermore, obvious career insight, strong sense of
purpose, and sheer identification with set objectives are required. These create challenges for those
who choose to build their brands based on identity-focused approach, satisfying challenge need.
Finally, it can be expected that building personal brands based on identity resources demands high
level of commitment, personal adaptability, willingness to learn and risk taking. People who adopt
this approach for personal branding may share their daily activities that they engage in their pursuit
of established goals. These can include non-work and family activities to demonstrate optimism and
hopefulness. Thus, it is expected that identity-focused personal branding can positively impact the
achievement of balance parameter of the KCM. In sum, it is proposed that:

H3: Identity-based personal branding positively influences career needs satisfaction.

Career need satisfaction and subjective career success

The KCM posits that in the context of a flexible and dynamic workplace, individuals adjust the
various aspect of their jobs to meet their situational demands at a specific point in time (Mainiero,
Sullivan, 2005). Just like a Kaleidoscope, when the parameters of career are rotated, unlimited
numbers of patterns can result. Based on their situations, the individuals choose the pattern that
best suits their needs. The KCM identifies three career parameters: (1) authenticity, the desires to be
their true selves; (2) balance, the ability to reach equity between work and non-work demand; and
(3) challenge, the preference to do meaningful and interesting work (Sullivan, Mainiero, 2008). The
KCM acknowledges that depending on the unique scenario, at a specific time point in a career, one
parameter can gain dominance and other parameters recede in priority (Mainiero, Gibson, 2018).
However, because all three parameters are still active throughout an individual’s career, fulfillment
of one or more career needs enhances the self-evaluation of career success (Tran Huy, Vu Hoang,
2023). Thus, we hypothesize that:

H4: Career need satisfaction positively influences subjective career success.

The moderating role of future time perspective on the link between career need
satisfaction and subjective career success

Psychological time refers to a person’s subjective feeling about his or her temporal experiences
(Zakay, 2016). Unlike physical time, psychological time is non-linear and dependent upon past
and present experience. Psychological time is of great importance in studying human behavior
(Carstensen et al.,, 1999). The authors posited that one’s perception of time significantly influences
his selection and pursuit of social goals, and is vital in understanding his emotion, cognition, and
motivation. Time perspective refers to a person’s patterns of thought about the past, present, or
future, which are considered relatively stable individual characteristics (Zimbardo, Boyd, 1999).
There are five time-perspectives which include: Past-Negative, negative perception about the past
resulting from bad experience; Past-Positive, recollection of good memories which may foster
positive affect; Present-Hedonistic, a tendency to live the moment, seeking thrill and pleasure;
Present-Fatalistic (PF), the feeling of helpless, and hopeless toward the future; and Future (F), a
focus on future accompanied by anticipation, and planning to realize desired outcomes (Zimbardo,
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Boyd, 1999). Future time perspective (FTP) is individuals’ perception of their remaining time in
life (Carstensen, Isaacowitz, Charles (1999). FTP can range from a limited future (time remaining
is short) to an open future (time remaining is abundant). A meta-analytical work found that FTP
influences an individual’s goal setting, choice of strategy and courses of action to achieve desired
outcomes (Kooij et al., 2018)anticipate, and plan for future desired outcomes is crucial for well-
being, motivation, and behavior. However, theories in organizational psychology do not incorporate
time-related constructs such as Future Time Perspective (FTP. Individuals high in FTP are more
likely to succeed in motivating themselves and developing self-regulatory capability. In addition,
higher FTP people tend to view their future with optimism and gain more confidence in attaining
future goals (Shipp et al,, 2009). Individuals higher on FTP are able to foresee outcomes of their
actions and ascertain about link between today’s behaviors and future desired outcomes, even in
case of difficulties and costs (Holman, Zimbardo, 2009; Phan et al., 2020).

According to KCM, one career parameter may be more salient at a given point in time. Thus,
depending on the situation, people may need to compromise other parameters in order to focus on
the dominant one (Simmons et al., 2022). For instance, young individuals who pursuit challenge in
the work have to delay getting married and having children. Likewise, family-oriented people may
decline lucrative job offers to achieve a greater balance between work and life (Tran Huy, 2023).
While the achievement of one career need often involves temporary giving the pursuit of other
needs, individuals high in TFP are still defiant about the fulfillment of other career parameters in
the future. They are likely to see satisfaction of one need as an achievement and an indication of an
effective strategy and course of action. Therefore, it is expected that:

H5: Future time perspective moderate the relationship between career need satisfaction and SCS,
in that the relationship is stronger for high future time perspective score.

The overall research model is depicted in Figure 1.

Future time
perspective
Competence-
based personal Bl )
branding H3
Relationship- H2 o
based personal Career need ! Subjective
branding satisfaction career success
H4

Identity-based
personal branding H3

Figure 1. The proposed research model

Research method

Procedure

This research adopts a mixed research method in two phases. In the qualitative phase, three
sessions of group discussion were conducted with 15 respondents who had experience in developing
their personal brands. The conceptualization of personal branding as utilization of resources was
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presented to the respondents. Then, they are asked to comment on the classification of personal
branding into competence-based, relationship-based and identity-based approaches. These three-
appoach structure was undisputedly accepted by the respondents. Next, a list of personal branding
items collected from the previous works were presented to the respondents (Gorbatov et al., 2019;
Labrecque et al., 2011; Rangarajan et al., 2017; Shafiee et al., 2020). They were asked to discuss the
relevance of the items and remove those that are redundant or repetitive. The respondents were also
requested to suggest new items that they think relevant. In the end, a list of 18 items (see Table 1)
was extracted to measure personal branding.

In the quantitative phase, a questionnaire survey was conducted to collect data for testing
the hypotheses. Data were collected through both online and offline surveys conducted in Hanoi,
Vietnam in 2023. Online survey was conducted by sending the survey link to the questionnaires
via social media such as Facebook accounts. Offline survey involved sending printed questionnaires
to working adults in offices located in Hanoi. The online survey yielded 210 responses while 175
were obtained from offline survey. After the initial analysis, 29 observations were discarded due to
incompleteness, which resulted in an analyzable sample of 356 cases.

Abouthalf of the respondents were women (52%). The sample’s average age is 40.3 years, standard
deviation of 15.1 years. Regarding qualifications, 61% had a bachelor’s degree or equivalent, and 18%
held postgraduate qualifications. About 85% (300 people) were full-time employees, with 14.8 years
of average tenure at the organizations. The remaining were freelancers and self-employed people.

Table 1. Personal branding items

Dimension  Items Item wording Source
Competence- CPB1 I showcase my knowledge of the industry and the dynamics of the business. (Rangarajan et al., 2017)
based personal CPB2 T highlight my mastery and expertise in my field of activities. (Shafiee et al., 2020b)
branding CPB3 I stress my experience in my field. (Rangarajan et al., 2017)

CPB4 Iproactively seek the endorsement of others to promote the quality of my work. (Gorbatov et al., 2019)
CPB5 I make my successes known to my professional network. (Gorbatov et al., 2019)
CPB6 I consistently communicate that I deliver valuable work (Gorbatov et al., 2019)
Relationship- RPB1 Ilet people know I am a good networker (Rangarajan et al., 2017)
based personal RPB2 I demonstrate good relationships with people (Rangarajan et al., 2017)
branding RPB3 I make an effort to expand my professional network (Gorbatov et al., 2019)
RPB4 I promote my society presence Group discussions
RPB5 I attend events where I can meet important people Group discussions
RPB6 I exhibit my social relations with a wide range of people (Shafiee et al., 2020b)
Identity-based IPB1 I make my vision and goals crystal clear (Shafiee et al., 2020b)
personal IPB2 I develop and communicate my strategy to achieve my vision and goals. ~ Group discussions
branding IPB3 I update the progress and diffculties I have in reaching my targets Group discussions
IPB4 Ishow thatIam passionate, enthused, and resilient in reaching my goals. (Shafiee et al., 2020b)
IPB5 I display integrity and a strong work ethic (Rangarajan et al., 2017)
IPB6 I demostrate my optimism and hopefulness. Group discussions
Measure

Responses to all items were scored on a 5-point Likert-type scale that ranges from 1 (‘strongly
disagree’) to 5 (‘strongly agree’), unless stated otherwise.
Personal branding

To measure different approaches to personal branding, a scale was developed for this study.
The procedure of scale development was detailed in the previous section. A total of 18 items were
generated for this scale. Competence-based personal branding (CPB), Relationship-based personal
branding (RPB) and Identity-based Personal Branding (IPB) were each measured with six items.
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The items are detailed in Table 1. Results of an exploratory factor analysis conducted on the 18-item
scale (Table 2) indicated are three-factor solution, however, four items (CPB 5, RPB3, RPB6 and
IPB3) were removed due to cross-loading (0.4 cut-off point). The final scale consists of 14 items, five
for CPB, four for RPB and five for IPB.

Table 2. Exploratory factor analysis result

Factor loandings
Items
Factor 1 Factor 2 Factor 3

CPB6 .737

CPB1 .709

CPB2 671

CPB3 .670

CPB5 .661 459

CPB4 .637

RPB4 .730

RPB5 .706

RPB2 .696

RPB1 .683

RPB3 .523 .679

RPB6 .621 466
IPB6 .749
IPB5 .691
IPB1 .677
IPB4 .650
IPB2 .566
IPB3 403 457 478

Career need satisfaction

In this paper, career need satisfaction is measured by the nine-item scale developed by (Tran
Huy, 2023). This scale includes three subscales (three items each) to measure authenticity need
satisfaction (ANS) balance need satisfaction (BNS) and challenge need satisfaction (CNS). Sample
items include: “I can find a greater purpose to my life that suits who I am” (ANS); “I am able to
arrange my work around my family needs” (BNS); and “I am thriving on work challenges and turning
work problems into opportunities for change” (CNS). Career need satisfaction was conceptualized as
a second-order construct formed by three first order construct of ANS, BNS and CNS.

Subjective career success

This is measured using the four items developed by U. E. Gattiker and L. Larwood. The items
include “I am reaching my career goals within the time frame I set for myself”. Cronbach’s a for this
scale was 0.784 for this dataset (Gattiker, Larwood, 1988).

Future time perspective

This variable was measured using three items extracted from the Zimbardo Time Perspective
Inventory (ZTPI-short) developed and validated by (KosStal et al., 2016). The scale achieved good
Psychometric properties and was recommended for further use (Kostal et al., 2016). Sample items
include: “I am able to resist temptations when I know that there is work to be done”. In this study, the
3-item scale has a reliability coefficient of 0.804.

Control variables

Respondents’ age, gender, and educational level were included as control variables because
these may alter the pattern of career parameters (Sullivan, Mainiero, 2008).
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Data analysis

The current research uses Partial Least Square Structural Equation Modelling (PLS-SEM)
technique for data analysis using SmartPLS software version 3.3.3. PLS-SEM excels in handling small
sample size, testing moderated (conditional), and analyzing models with higher-order constructs
(Akter et al., 2017). Figure 2 illustrates the model.
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Figure 2. The PLS-SEM model

Results

Construct reliability and validity

In evaluating the reliability of the latent constructs, item loadings and composite reliability
are checked against the acceptable thresholds. As indicated in Table 3, almost all factor loadings
were higher than 0.7. Loadings are less than 0.7 had a significant level of 0.001, and thus retained.
Composite reliability values for all latent constructs were larger than 0.7. Thus there were no issues
with reliability of the constructs.

To verify convergent validity, Average variance extracted (AVE) values of all constructs must be
greater than 0.5, which were confirmed in this research (Table 3). The current study uses Fornell-
Lacker criterion to test discriminant validity of the variables in which the square root of AVE value
for a construct must be higher than all correlations involving this construct. As shown in table 4, this
criterion was satisfied. Furthermore, the heterotrait-monotrait ratios (HTMT) of all construct were
less than 0.8 (Hair Jr et al,, 2016), confirming the discriminant validity of the constructs.
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Table 3. I[tems, composite reliability, average variance extracted and convergent validity of the
constructs

Construct Items Loadings p-value CR AVE
Competence-based personal branding (CPB) CPBl1 736 <.001
CPB2 .849 <.001
CPB3 .770 <.001 .866 .566
CPB4 718 <.001
CPB6 .676 <.001
Relationship-based personal branding (RPB) RPB1 916 <.001
RPB2 915 <.001
RPB4 902 <.001 993 842
RPB5 936 <.001
Identity-based personal branding (IPB) IPB1 .765 <.001
IPB2 .692 <.001
IPB4 .809 <.001 .876 .587
IPB5 .788 <.001
IPB6 771 <.001
Authentic need satisfaction (ANS) ANSI1 .846 <.001
ANS2 .883 <.001 900 .750
ANS3 .869 <.001
Balance need satisfaction (BNS) BNS1 .894 <.001
BNS2 900 <.001 924 718
BNS3 .893 <.001
Challenge need satisfaction (CNS) CNS1 .835 <.001
CNS2 .802 <.001 .850 .655
CNS3 .790 <.001
Future Time Perspective (FTP) FTP1 910 <.001
FTP2 .863 <.001 .882 716
FTP3 .759 <.001
Subjective Career Success (SCS) SCS1 717 <.001
SCS2 715 <.001
SCS3 817 <.001 844 976
SCS4 .783 <.001

Note: CR = composite reliability, AVE = average variance extracted.

Table 4. Correlations and discriminant validity

Variable ANS BNS CNS CPB FTP IPB RPB SCS
ANS .866
BNS 431 .896
CNS 413 116 .809
CPB 397 .636 116 752
FTP 464 .694 124 .637 .846
IPB 455 .601 216 .628 .568 .766
RPB -.233 -.402 -.057 -.364 -.36 -.39 917
SCS .359 .247 297 22 .245 234 -.046 .759

Note: Square roots of AVEs are diagonal and indicated by bold.
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Figure 3. Path analysis model

Hypothesis testing

To test the models in Figure 2, 1000 randomly generated samples was performed in a
bootstrapping run, yielding results shown in Figure 3. The results suggest that control variables
did not have significant impact on SCS. The analysis showed that CPB positively and significantly
predicted career need satisfaction (f=.286, p <.001), providing support for hypothesis H1. Similarly,
the relationship between RPB and career need satisfaction (= -.085, p < 0.05) and that between IPB
and career need satisfaction (f = 0.392, p < 0.001) were significant and in the predicted direction.
Therefore, both H2 and H3 were supported. The impact of career need satisfaction on SCS was
significant and positive (f =.405, p <.001), supporting H4. Finally, FTP moderates the link between
career need satisfaction and SCS (f =.108, p <.05). Therefore, H5 is supported (Figure 4).

Discussion

Dataanalysisindicates that competency-based personal branding activities are positively related
to satisfaction of career parameters including authenticity, balance and challenge. Similar result was
found for identity-based branding activities. People who use their abilities to build their brands will
be able to focus their time and thought on improving their abilities through interesting and engaging
work. Additionally, by focusing on their own strengths, they can be true to themselves without having
to perform actions such as surface acting and deep acting (Bridgen, 2011). Focusing on a few areas of
strength also helps those who choose this option to allocate their time to other non-work activities.
Identity-based personal branding also requires and encourages the person to be true to himself.
This approach involves overcoming obstacles and learning which fosters challenge need satisfaction.
Finally, non-work activities in either family or private areas can be a part of the branding process
based on this approach, which assist in fulfilling balance needs. The research results have similarities
to previous studies. Some studies show that personal branding plays an important role in improving
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employability which fosters career satisfaction (Gorbatov et al., 2019; Khedher, 2019; Rangarajan
et al.,, 2017). Another study shows that building a personal brand will help increase personal brand
equity. Brand equity, in turn, plays an important role in improving work performance, employability
and feelings of career success (Gorbatov et al., 2021).

Although personal branding is an individual factor, the role of personal branding in organizations
is also emphasized. Personal branding is one of the knowledge management practices that
contributes to promoting creative innovation in the organization (Alonso-Gonzalez et al., 2019).
They argued that personal branding will help motivate career development within the organization.
In addition, personal branding promotes self-confidence, enhances the reputation of individual
employees. At the same time, personal branding helps improve teamwork performance through
mutual understanding, enhanced internal communication and increased employee satisfaction. It
was found that sales force personal brand positively leads to sales performance (Amoako, Okpattah,
2018). Personal branding process improves a salesperson’s credibility, product knowledge, and
communication skills. Furthermore, personal brand can foster a salesperson’s ability to connect
emotionally with prospective buyers, leading to better sales performance. Similarly, there was a
mutually supportive relationship between employee personal branding and organizational branding
(Kucharska, 2019). In addition, both factors help improve the organization’s brand performance.
The author concluded that in the effort to build an organizational brand, managers should support
employees in building and developing personal branding because both promote the organization’s
brand image. In a recent work it was found that building and enhancing personal brand equity can
serve as an important motive for knowledge workers to share their explicit and tacit knowledge
(Kucharska, 2024). Therefore, knowledge-driven organizations can support employees’ personal
branding to increase the knowledge-sharing flow.
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Figure 4. The moderating impact of future time perspective

Career success is one of the most important motives for employees at work. Career success has
been measured with objective criteria such as salary, promotion and position in the organizational
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hierarchy (Sullivan, Baruch, 2009). In modern day’s flatter organizational structure, however,
lateral advancements upward within an organization become more difficult. As such, employees
are seeking other subjective career success such as career satisfaction and reputation (Akkermans,
Tims, 2017). Personal branding can be viewed as the process through which the employees satisfy
their career needed as proposed by the KCM (Mainiero, Sullivan, 2005). The fulfillment of the career
needs significantly predicted SCS. The result was in line with previous research in the field (Tran
Huy, 2023). Thus, by supporting the employees to create and develop their personal brands, the
organizations can provide opportunities for the employees to succeed in their careers in the absence
of promotion opportunities.

Extant research suggested that in the current dynamic career environment, the employees are
required to be active in developing and pursuing career achievements, the roles of organizations are
still vital. It was found that management practices in the forms of high performance work system
foster the employees’ job crafting, which in turn foster career success (Tran Huy, Vu Hoang, 2023).
On the other hand, personal branding has been found to enhance perceived employability, which can
lead to the employees leaving the organizations (Alonso-Gonzalez et al., 2019; Gorbatov et al., 2019).
Thus organizations can engage employees in intrapreneurial projects that allow them to act like
entrepreneurs (Huy Tran, 2022). Such projects enable the employees to make use of their personal
brands in a task that requires communication, relationship, and social connections.

The moderating role of future time perspective on the link between career need satisfaction and
subjective career success has been confirmed. The result also conforms with literature evidence.
For example, it was found that people who score high in FTP tend to engage in goal directed
behaviors, are high achievers and have better health (Kooij et al., 2018). Another research proposed
that occupational future time perspective fosters job satisfaction, organizational commitment
and work engagement (Rudolph et al,, 2018). This research argues that as the importance of each
career parameter changes over time, satisfaction of career needs may be perceived as potential for
future overall career success. Therefore, people who have high future time perspective are likely to
experience subjective career success when career needs are met.

Implications

Theoretical implications

Thisresearch makes several contributions to literature. First, it conceptualizes personal branding
as utilization of resources and proposes three approaches to personal branding: competence-,
relationship- and identity-based. Previous measures of personal branding were either not mutually
exclusive or not collectively exhaustive (Gorbatov et al., 2019; Rangarajan et al., 2017; Shafiee et al,,
2020). In addition, a measurement scale for personal branding was proposed. Second, the current
research explores the influence of personal branding on career success through the achievements
of career needs, based on KCM. Previous works mainly investigates employability as the mechanism
through which personal branding influences career success. Finally, future time perspective has been
hypothesized and found to have a moderating impact on the link between career need satisfaction
and SCS. While future time perspective has been widely researched, such moderation receives less
attention.

Practical implications

It is beneficial to develop and promote personal brands through effective branding strategies
(Vallas, Christin, 2018). Beside employability, successful personal branding can lead to the
satisfaction of career needs, which is an antecedent of SCS (Gorbatov et al., 2019). People can utilize
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their different resources to develop their brands. Ones can rely on competence, relationship or
identity to base their personal branding. In addition, they can adopt any combination of the three
approaches. It is also important to note the dark side of personal branding. Insufficient branding,
misdirected branding and overreliance on relationship may have negative effects on health, well-
being and career need satisfaction. Thus, finding optimal personal branding is vital for successful
careers (Labrecque et al., 2011).

AsFTP canbe viewed as amalleable cognitive construct, itisimportant for people who try to build
their personal brands to adopt this orientation towards the future in order to achieve their career
success (Kooij et al., 2018). Because there are different patterns of career, some career parameters
may be more dominant at a point in time, requiring the compromise of other career parameters. By
adopting a future time perspective orientation, the individuals can be more determined in achieving
career success despite certain setbacks.

Limitations

First, our sampling technique and sample size may not be presentative enough to ensure
generalizability and robustness of results. Instead of focusing only on adults in Hanoi, future research
can examine respondents in different areas of Vietnam. Previous research indicates a strong cultural
differences across the regions of the country (Phuong, Takahashi, 2021). In addition, multiple-wave
data collection may be helpful in interpreting causal relationships.

Second, this research did not investigate the possible moderators of the relationships between
personal branding approaches and career need satisfaction. Because people place different
importance on various needs, personal values, career orientations such as boundaryless and
protean may have interesting impacts (Huy Tran, 2022). Third, this paper only includes future time
perspective as a moderator of the link between career need satisfaction and SCS. More important
variables such as values and personal orientations can have important effect as well.

Conclusion

Personal branding is a process through which people develop, maintain and promote their
brands. Personal branding can be viewed as the utilization of different types of resources. Besides
positive effect, it is important to note PB activities can negatively influence the individual’'s career
need satisfaction. The relationship between PB and SCS may be moderated by important factors that
require further research attention.
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AuHoTanms. [Jeaw. llenbio JaHHOUW PaGOTHI SIBJSETCS pa3pabOTKa IIKaJbl JIJis1 U3MepeHUs Iep-
COHAJIPHOTO GpPEeH/INHIa, OCHOBAaHHOI'0 Ha HMCHOJIb30BAaHWHM pecypcoB. Kpome Toro, paccmatpusa-
eTCsl BJWsIHUE MepPCOHABHOTO OPEeHANHra Ha CyO'beKTUBHBIN yCIeX B Kapbepe C UCI0JIb30BaHUEM
Mozenu «Kasneigockon»!. PaccMaTprBaeTcsi poJib MepCleKTHBbI 6YAyIIero B BblllleyKa3aHHOW B3a-
UMOCBsI3U. Memodo.iozus. KauecTBeHHOe HCCelOBaHHE C TPYINOBBIMU OGCYXKIAEHUSIMH MOMOTJIO
pa3paboTaTh MKaJy U3MepeHHUs s JUIHOTO 6peHAuHra. KosinuecTBEHHOE HCCIeJOBaHUE UCIIOJIb-
30BaJIOCh JIJIsI MPOBEPKHU IMpeIJI0KeHHbIX B3aUMOCBs3el. [laHHbIe ObIIM cOOpaHbl y 356 B3pOC/BIX B
XaHoe, BbeTHaM. MoziesinpoBaHye CTPYKTYPHBIMUA YPAaBHEHUAMU METO/IOM YaCTUYHBIX HAUMEHBIIUX
KBaJ[paTOB MPOBO/IUJIOCH C MTOMOIIBI0 MporpaMMHoOro o6ecrnedyenuss SmartPLS. Pe3yibmamul. Beuiu
NMpeaJIoKeHbl TPU MOAX0AA K JIMYHOMY OpeHJIMHTY: OCHOBAaHHBIA Ha KOMIIETEHI[USX, OCHOBAaHHBIN
Ha OTHOIIEHUSIX ¥ OCHOBAHHBIA Ha UJIEHTUYHOCTU. [lepcoHaIbHBIN GPEHAUHT, 0OCHOBAaHHBINA Ha KOM-
MEeTEHLMAX U OCHOBAHHBIA HAa UJIEHTUYHOCTH, BHOCST MOJIOXKUTEJbHbIN BKJIaJ, B YA0BJIE€TBOPEHHE
KapbepHBIX MOTPeOHOCTEN. B TO ke BpeMsi 6peH/JUHT, OCHOBAaHHBIA Ha OTHOLIEHHUSIX, BHOCUT OTPH-
1aTeJIbHBIN BKJIAJ, B YAOBJETBOPEHNE KapbepPHBIX MOTPEOHOCTEH. ITO, B CBOIO Oouepe/b, Mpe/cKa-
3bIBaeT CyO'beKTUBHBIA KapbepHBIN yCIeX, IPU 3TOM BpeMeHHas MepCneKTHBa 6y/yIlero cMsardyaeT
WX B3aUMOCBSI3b. 3HAYUMOCMb 0151 hpakmuKu. [Ipy MOCTPOEHUH JIUYHBIX OPEH/I0B MCII0b30BaHUE
CUJIBHBIX CTOPOH MOKET 0Ka3aTh )KesaeMoe Bo3zedcTBHe. O/lHAKO OmMopa Ha MOCTpOoeHHe GpeHsa,
OCHOBAHHOT0 Ha OTHOLIEHHUAX, MOXET MMeTb OTpPULATEeJbHOE BJIWSAHHUE Ha NapaMeTpbl Kapbephl.
PekoMeHayeTCs coueTaHUe MOAXO0/I0B AJisi ONTUMa/ILHOTO OGpeHAuHTa. B mocyieHee BpeMsi HHTepeC
K JINYHOMY GPEHJUHTY BO3POC, 0COOEHHO C UCI0JIb30BAaHUEM COIHATBHBIX ceTel. BakHO MOHUMATh
KaK IM0JIOXKUTEJIbHbIE, TaK U OTPHULIATEeTbHbIE CTOPOHBI INYHOTO 6pEeH/IUHTa B CTPEMJIEHUH K Kapbep-
HOMY ycnexy. [JeHHocmb pe3yabmamos. B cTaTbe npeJjaraeTcsi HOBbIM NOAX0/, K KOHLLENTya/Iu3aluu
JINYHOTO OpEeHJWHra U TPU CTPATETHH ero mocTpoeHus. Kpome Toro, paccMaTpuBaeTcs BJIHUSHUE
JINYHOTO 6peH/IUHTa Ha Kapbhepy, 0OCHOBaHHOE Ha YAOBJIeTBOPEHUH KapbepPHBIX MOTPEOHOCTEH, BbISIB-
JIeHHBIX Ha OCHOBe Mojenu «Kanmeigockom». HakoHel, W3y4yeHHe POJIM MepPCIeKTUBbI GyIyIIero
BHOCUT HOBBIU BKJIA/| B INTEPATYPY.

KaioueBsie ci10Ba: nepcoHa/IbHbIN OPEH/IUHT; YI0BIETBOPEHNE KaPbEPHBIX IIOTPEOHOCTEH; CyOBEKTUBHBIH
KapbepHBIN ycriex; MoieNb Kapbepsl «Kaneiiockomy; nepcrexTusa Oy IyIero.

1 Mopenp kapbepbl «Kajeiifockom» IpefmonaraeT, 4T0 pabOTHUKM YIPAB/IAIOT CBOeNl Kapbepoil Ha OCHOBE CBOMX JIMYHBIX
IleHHOCTelt. [Tpy 5TOM OHM MOTYT MI3BMEHATD pas/MyHble aCIIeKThI CBOe Kapbephl ¥ paboThl. KpoMe TOro, OHM MCCIERYIOT U BBIOMPAIOT Cpeiu
a/IbTePHATHBHBIX BAapIAHTOB Kapbepbl TAKON, KOTOPBI HAWIydIInM 06pa3oM OyheT obecriednBaTbh COOTBETCTBIE TPeOOBaHMIT PabOTHI
CBOUM JIMYHBIM IleHHOCTAM 1 nHTepecaM (Sullivan, Mainiero, 2008). Mopenb Taxke IIpeIIoNaraeT, 4YTo pelleHnsa o Kapbepe IPUHIMAIOTCA
Ha OCHOBE PAcCMOTPeHMs TPEX IapaMeTPOB Kapbepbl: ay TEHTUIHOCTD, GA/laHC U BBI3OB, KOTOPbIE B JAHHOM MCCTI€HOBAHUY BBICTYIAIOT B
KadyecTBe KapbepHBIX ToTpebHocTeit. — Ipum. peo.
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Abstract. Purpose. The purpose of this study is to determine the mediating role of meaningfulness of
work in the effect of mindfulness on psychological resilience in cargo sector employees. Method. For this
purpose, data were obtained from 415 cargo employees working in Turkey through a questionnaire.
Three scales were used in the study. Cronbach’s alpha coefficient was used for reliability analysis and
confirmatory factor analysis was used for validity. Correlation analysis was conducted to determine
the relationships between variables. Regression analysis was conducted to determine the interactions
between variables. Structural equation modeling was used for model tests. SPSS and AMOS programs
were used to analyze the data. Findings. As a result, it was found that mindfulness has a positive
and significant effect on psychological resilience and meaningfulness of work. On the other hand,
meaningfulness of work was found to have a positive and significant effect on psychological resilience.
It was also determined that meaningfulness of work played a mediating role in the effect of mindfulness
on psychological resilience.

Keywords: mindfulness, meaningfulness of work, psychological resilience.

Introduction

In today’s business world, competition leads to higher levels of stress among employees
compared to the past. Additionally, natural disasters and global health crises, such as the COVID-19
pandemic, have significant psychological impacts on workers. During the COVID-19 pandemic,
cargo sector employees, like healthcare workers, could not minimize human interaction and had
to maintain constant contact with people due to the nature of their work. While many professions
shifted to remote work, cargo sector employees were unable to do so because of the work’s inherent
requirements. Moreover, the importance of the cargo sector became even more evident during natural
disasters in our country, such as fires and earthquakes. Therefore, research is needed to explore ways
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to help sector employees cope with adversities more effectively and to enhance their psychological
resilience. This study aims to determine the role of mindfulness and meaningfulness of work in
increasing the psychological resilience levels of cargo workers.

The purpose of this study is to examine the role of mindfulness and meaningfulness of work
in increasing the psychological resilience levels of cargo sector employees. Additionally, the study
aims to determine the effects of these two factors on psychological resilience and to develop
recommendations to help individuals working in stressful and challenging environments, such as
the cargo sector, become more resilient.

Mindfulness is a state of consciousness focused on the present moment. Conversely, individuals
who have grasped mindfulness do not dwell extensively on the past or worry about the future.
Instead, they only perceive the present moment and their current surroundings (Hyland et al., 2015,
p. 580). Meaningfulness of work means work that is experienced as particularly important and has a
more positive meaning for individuals (Rosso et al.,, 2010, p. 95). It is very important for employees
to find their work as meaningful as their lives. For a person who spends at least eight hours a day at
a job, working in meaningful work can also increase the level of satisfaction in his life. D. L. Henry
defined psychological resilience as the capacity to successfully adapt, work positively, or continue
life despite high risk, chronic stress, or long-term and severe trauma (Henry, 1999).

The study’s contribution to the literature can be said to be the emergence of the need to emphasize
psychological factors such as mindfulness and meaningfulness of work in order to develop psychological
resilience. There are limited studies in the literature on the effects of these factors on employees in
private sectors such as the cargo sector, and this research aims to fill this gap. In addition, by providing
practical suggestions for organisations, it will contribute to the development of strategies to increase
the psychological resilience of employees in the cargo sector and similar areas.

The findings of the study will guide sector managers and human resources experts in developing
intervention programs that will enable their employees to cope with stress. It will also contribute to
the creation of organizational strategies that aim to increase employees’ job satisfaction, productivity
and overall quality of life. When the three variables of the study are examined, it is seen that each
variable is positive concepts. Giving importance to positive elements for organizations can lead to
happier, more productive and higher-performing employees.

Conceptual framework

Mindfulness

Consciousness is a separate concept from other forms of mental processing (cognition,
motivations, and emotions) that allow people to function effectively (Averill, 1992, p. 13).
Consciousness includes both awareness and attention. Awareness is the background “radar” of
consciousness that constantly monitors the internal and external environment. Attention, on the
other hand, is the process of focusing on a limited range of experience, the alertness of consciousness
that provides high sensitivity. Awareness and attention are intertwined, such that attention is
constantly pulling “shapes” from the ground of awareness and keeping them in focus for varying
periods of time. A person can be conscious of thoughts, motives, and emotions, as well as sensory
and perceptual stimuli (Brown, Ryan, 2003, p. 822).

Mindfulness is defined as a level of awareness developed by paying attention in a specific way: in
the present moment, intentionally, and without reactivity or criticism, with an open-hearted attitude,
moment by moment, non-judgmentally (Kabat-Zinn, 2015, p. 1481). The concept of mindfulness
is based on ancient Buddhist, Hindu and Chinese philosophies. These Far Eastern approaches to
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mindfulness therefore inherently emphasise contemplative, non-reactive awareness and a focus
on the self and one’s experiences (Thanissaro, 2007). The role of such mindfulness practices is to
appropriately balance the mind in the present moment and reduce its reactivity to what is happening
in the moment. This is a way of relating to all experiences (positive, negative and neutral). In this way,

the overall level of emotional suffering decreases and the sense of well-being increases (Germer, et
al,, 2005, p. 12).

Psychological resilience

Basically, psychological resilience means the ability to maintain mental health or adapt positively
to the environment and events despite experiencing various troubles and difficulties (Masten,
2001, p. 227). Psychological resilience: it is being examined by researchers from various disciplines
including psychology, management sociology, and more recently genetics, among others. However,
there is no consensus on a general definition. One of the most important research questions in
studies is how individuals cope with and withstand difficulties without resulting in negative physical
or mental health outcomes (Herrman et al., 2011, p. 259).

Resilience has both behavioral and psychological components. The psychological component of
resilience enables people to maintain their mental health and well-being not only when recovering
from trauma but also when facing adversity. The behavioral component of resilience enables people
to remain effective at home and at work, to focus on relevant tasks and goals, and to achieve them
(Robertson, Cooper, 2013, p. 175). In his literature review on resilience, L. M. Daly identified some
important characteristics of psychological resilience as follows: Psychological resilience enhances
the ability to utilize resources, accelerates positive functioning by regulating flexibility, and improves
the ability to recover in the face of challenging conditions (Daly, 2020, p. 330).

Meaningfulness of work

Meaningfulness of work refers to work that is particularly experienced as significant and carries
a more positive meaning for individuals (Rosso et al., 2010, p. 95). Meaning can be constructed
individually from one’s own perceptions, socially from norms (shared perceptions), or from both
(Pratt, Ashforth, 2003, p. 312). To comprehend the meaningfulness of work, it may be beneficial to
understand the meaning in life, another significant topic. Meaning in life refers to the perception
that individuals’ lives are significant, have value, and emerge in accordance with some overarching
purposes (Steger, Dik, 2010, p. 133). The concept of meaning in life was defined by psychologist
Viktor Emil Frankl, a prisoner in the Auschwitz concentration camp during World War I, as “finding
something that brings positive emotions and a sense of purpose in life, and then imagining success
and the fulfillment of that purpose.” (Frankl, 2019). According to V. Frankl, the purpose of life is to
find meaning; if there is a purpose, humans can endure suffering (Bragger et al., 2021, p. 1046).
V. E. Frankl stated that the primary concern of humans is not pleasure or avoiding pain, but finding
meaningin theirlives (Frankl, 1984). Meaningis the outcome of whatis felt or what the felt experience
signifies. Just as in interpreting the meaning of life for an individual, the meaning of one’s work or the
role it plays, such as a paycheck, a higher position, something to be done, etc., has different levels of
significance for each individual (Pratt, Ashforth, 2003, p. 309).

Perceptions about meaning, despite being influenced by the environment or social context, are
ultimately determined by the individual themselves (Wrzesniewski, 2003, p. 304). Therefore, as
individuals fulfill their autonomy and relational needs, they are likely to find meaning in their work.
Meaning at work thus represents the subjective experience of meaningfulness within a specific work
context (Schnell et al., 2013, p. 543). Meaningfulness emerges when one’s identity is integrated with
one’s role in the organisation (Bailey et al.,, 2019, p. 92). Similarly, a meaningfulness occurs when there
is consistency between the individual’s self-perception and the actual job role (Scroggins, 2008).
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The meaningfulness of work is related to the extent to which job tasks are aligned with goals
that are consistent with one’s values and principles (Mostafa, Abed El-Motalib, 2020, p. 113). As the
terms “meaning” and “meaningfulness” are interrelated, there is considerable overlap in the way
they are used in the literature (Rosso et al,, 2010, p. 95). Researchers have often used the terms
“meaning” and “meaningfulness” interchangeably (Pratt, Ashforth, 2003, p. 311).

Hypotheses and research model

The relationship between mindfulness and psychological resilience

Psychological resilience, an important psychological trait, is defined as the individual’s capacity
to achieve positive adaptation and development in adverse and stressful conditions (Ong et al., 2006,
p. 733). Despite significant distress or trauma experiences, resilient individuals tend to mitigate
the negative effects of stress, adapt to change and difficulties, and maintain an optimistic outlook
(Ferreira etal., 2020, p. 2). Studies in the literature have found evidence of the relationship between
mindfulness, defined as the capacity to focus attention on the present moment both externally and
internally, and psychological resilience (Vidal-Melid etal., 2022, p. 2). R. W. Thompson with colleagues
examined theoretical and empirical evidence supporting the relationship between psychological
resilience and mindfulness in response to trauma, determining that mindfulness has a positive effect
on psychological resilience following exposure to trauma (Thompson et al., 2011). On the other hand,
the findings in study on a sample of 141 university students revealed that there were significant
positive relationships between mindfulness and resilience (Pidgeon, Keye, 2014). In their studies,
they concluded that programs aimed at developing resilience and awareness should be developed
and supported in order to increase university students’ skills in effectively managing the complex
challenges and demands of university life. It was found a positive and significant relationship between
mindfulness and psychological resilience in their study on 133 humanitarian aid workers (Harker et
al,, 2016). X. Liu with colleagues conducted a meta-analysis on the relationship between mindfulness
and resilience in the data they obtained from 20 different sample groups of university students (Liu
etal, 2022). As a result of the study, they observed that there was a significant relationship between
these two variables. The literature review indicates a positive interaction between mindfulness and
psychological resilience. Therefore, the H1 hypothesis is formulated as follows:

H1: Mindfulness positively influences psychological resilience.

The relationship between mindfulness and meaningfulness of work

Some studies consider mindfulness as an antecedent that affects employees’ perceptions
of meaningfulness towards their work (Leroy et al, 2013; Long, 2017). Mindfulness increases
employees’ passion for work by perceiving their work as meaningful and purposeful (Leroy et al,,
2013). Mindfulness helps employees to better understand their environment and make quality and
accurate decisions. Employees who practice mindfulness tend to show a better ability to use their
senses when interpreting data from the environment. This makes their work more meaningful (Singh,
Bamel, 2020, p. 260). The number of studies investigating the relationship and interaction between
these two variables is limited. These studies are listed below, respectively. L. Chen with colleagues
determined a positive and significant relationship between mindfulness and the meaningfulness of
workin their study on 129 employees. In another study conducted on 311 employeesin the publicand
private sectors, N. Singh and U. Bamel found that mindfulness positively affected the meaningfulness
of work (Chen et al.,, 2022; Singh, Bamel, 2020). Considering the studies in literature, it appears
that there is a positive effect between mindfulness and psychological resilience. In this case, the HZ
hypothesis was created as follows:

HZ2: Mindfulness positively influences the meaningfulness of work.
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The relationship between meaningfulness of work and psychological resilience

The other two variables whose interaction was investigated in the study are meaningfulness
of the work and psychological resilience. When the literature was scanned, studies were found that
found an effect between these two variables. It was determined a positive relationship between
the meaningfulness of work and resilience in their study on 550 healthcare workers (Lorenz et al,,
2016). In research on 154 call industry employees, it was revealed that meaningful work plays an
important role in increasing the psychological resilience of employees, so that employees can cope
with difficult situations and protect their identities (Kanwal et al., 2020). In their study on a group
of primary school teachers (N =174), ]. van Wingerden and R. F. Poell found that there was a positive
relationship between the meaningfulness of the work and psychological resilience (Wingerden van,
Poell, 2019).

It was found a positive relationship between the meaningfulness of the work and psychological
resilience in their study on 41 military members (Carroll, Bailliard, 2023). In the light of these
studies, the third hypothesis of the research, H3, was created as follows.

H3: Meaningfulness of work positively influences psychological resilience.

The mediating role of work meaningfulness in the effect of mindfulness on
psychological resilience

When the literature was reviewed, no study was found that tested the concepts of mindfulness,
meaningfulness of work and psychological resilience simultaneously in a model. However, as
mentioned above, it was observed that there were studies investigating the influence of mindfulness
on work meaningfulness (Chen et al, 2022; Singh, Bamel, 2020; Koger, 2019), mindfulness
on psychological resilience (Liu et al, 2022; Harker et al,, 2016) and work meaningfulness on
psychological resilience (Carroll, Bailliard, 2023; Wingerden van, Poell, 2019; Kanwal et al., 2020).
In the light of this information, this study was based on the idea that the meaningfulness of the work
could play a mediating role in the influence of mindfulness on psychological resilience. In this case,
the H4 hypothesis was created as follows.

H,: The meaningfulness of work has a mediating role in the influence of mindfulness on psychologi-
cal resilience.

MEANINGFULNESS

% OF WORK .

Hy
L =3 PSYCHOLOGICAL
MINDFULNESS Hi " RESILIENCE

Figure 1. Model of research

Research methods

Sample and data collections

In the study, convenience sampling method, which is among the non-probability based sampling
methods, was used. Convenience sampling method is a method that enables rapid data collection
known as accidental or convenience sampling method (Glrbiiz, Sahin, 2015). A total of 434
questionnaires were distributed to cargo employees throughout Turkey. A total of 19 questionnaires
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were excluded from the returned questionnaires due to incomplete, incorrect and extreme outliers,

and the analysis continued with the remaining 415 data. Of the participants, 78.6% were male,

38.8% were between the ages of 36-45, 69.4% were married, 38.1% were high school graduates,

50.6% were couriers, and 24.3% stated that they had been working in this position for 6-10 years.
The following scales were used in the study.

Mindfulness

A 15-item unidimensional dispositional “Mindful Attention Awareness Scale” (MAAS) developed
by K. W. Brown and R. M. Ryan and adapted into Turkish by Z. Ozyesil with colleagues was used
(Brown, Ryan, 2003; Ozyesil et al., 2011). Item exaples: “I do jobs or tasks automatically, without
being aware of what I'm doing” and “I snack without being aware that I'm eating.”

Meaningfulness of work

A 10-item, three-dimensional “The work and meaning inventory” (WAMI) developed by M. F.
Steger with colleagues and adapted into Turkish by M. A. Findikh with colleagues was used (Steger et
al,, 2012; Findikl et al., 2017). Item examples: “I have found a meaningful career” and “I understand
how my work contributes to my life’s meaning.”

Psychological resilience

A 6-item “Psychological resilience scale” developed by F. Luthans with colleagues and used as
a sub-dimension of the organizational psychological capital scale, which consists of 24 items and
whose reliability and validity were tested by F. Cetin and H. M. Basim, was used (Luthans et al., 2007;
Cetin, Basim, 2012). [tem examples: “When I have a setback at work, I have trouble recovering from
it, moving on [...]” and “I usually take stressful things at work in stride”. [tem 3 in the scale is reverse
coded.

For all scales, participants were asked to rate each statement using a 5-point Likert-type scale.

Data analysis

Before proceeding with data analysis, the normality distribution of the scales was examined.
The reliability of the scales was assessed by calculating the Cronbach’s alpha coefficient, while their
validity was evaluated using confirmatory factor analysis (CFA). Regression analysis was used to
identify the interactions between variables. Structural equation modeling (SEM) was employed
for model testing. The significance of the mediation analysis was determined using the bootstrap
method. SPSS and AMOS software were used to analyze the data.

Results

Descriptive statistics for scales

Information on the skewness and kurtosis values for the mean, standard deviation, and normality
distribution of the scales is presented in Table 1.

Table 1. Descriptive statistics for variables

Variable Mean Standard Deviation Skewness Kurtosis
Mindfulness 3.3820 .83052 -.166 -.383
Meaningfulness of work 3.8224 .78072 -.563 .197
Psychological resilience 3.9051 .80610 -.635 742
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When Table 1 is examined, it is seen that the averages of the scales are above 3. Skewness and
kurtosis values should be between -1.5 and +1.5 (Tabachnick, Fidell, 2013). According to the table,
the data are normally distributed.

Validity and reliability

Confirmatory factor analysis (CFA) was conducted to test the structural validity of the scales.
Initially, t-values were examined, and no issues were observed in this regard. Following the analysis,
two modifications were made to the mindfulness scale, one modification to the meaningfulness of
work scale, and one item was removed from the psychological resilience scale due to low factor
loading, resulting in goodness-of-fit indices reaching the expected range. Goodness-of-fit indices
were compared to the reference values (Simon et al., 2010, p. 239). The goodness-of-fit indices for
the scales are presented in Table 2.

Table 2. Measures of global fit for all models estimated

Scales x2/df RMSEA SRMR NFI GFI TLI CFI
Mindfullness 3.356 .075 .050 .878 907 .893 910
Meaningfulness of work 3.062 .071 .033 .948 952 953 964
Psychological resilience 2.746 .065 024 .985 .987 981 991
Thresholds for good fit* <3 <.05 <.05 > .95 >.90 >.95 >.95
Thresholds for acceptable fit* <5 <.08 <.10 >.80 >.80 >.80 >.85

Source: * — (Simon et al., 2010, p. 239).

When the goodness of fit values are examined, it is seen that all values are between good fit and
acceptable fit values.

In social sciences, reliability coefficient is generally measured by cronbach alpha values. This
value is between 0 and 1. The closer the value is to 1, the higher the internal fit of the questions in the
scale (islamoglu, Alniagik, 2014, p. 282). While some of the researchers stated that this value should
be greater than 0.70 (Biiytikoztiirk, 2018, p. 183), some researchers stated that it should be greater
than 0.40 (Kalayci, 2014, p. 405).

The Cronbach’s a values for the reliability coefficients of the scales are given in Table 3. When
the reliability coefficients for the scales are examined, it is seen that all values are greater than 0.70.

Table 3. Reliability coefficients

Scale Number of items Cronbach’s «
Mindfullness 15 .898
Meaningfulness of work 10 .897
Psychological resilience 5 .847

Structural equation modeling

The structural equation model of the hypotheses created for the purpose of the research is
shown in Figure 2. Path analysis can be seen that mindfulness significant and positively influences
meaningfulness of work (path a =.18), a meaningfulness of work significant and positive influences
psychological resilience (path b = .66), and mindfulness directly influences psychological resilience
(path ¢’ =.16). As in the simple effect analysis, it was seen that the RMSEA value was slightly above
the acceptable value range for model goodness of fit, and the modification suggested by the program
was made. As a result of the modification, all values reached the reference value ranges. Goodness of
fit values for the model are given in Table 4.
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Table 4. Structural equation model goodness of fit values

Fit parameters x*/df RMSEA SRMR NFI GFI TLI CFI
Good fit value 2.328 .057 .060 .855 872 903 .905
Thresholds for good fit* <3 <.05 <.05 > .95 >.90 >.95 >.95
Thresholds for acceptable fit* <5 <.08 <.10 > .80 > .80 >.80 >.85
Note: * — Source: (Simon et al., 2010, p. 239).
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Figure 2. Structural equation model

When Table 4 is examined, it is seen that the x2/df value in the model is among the good fit
values and all other values are within the acceptable value ranges. The t-values for the model were
also examined. It was found that there was no problem in the t-values. Therefore, it is understood

that the model is significant with these findings

Table 5 shows the non-standard path coefficient values (f5), standard error values (SE) and
significance (p) values of the simple mediating effect model for the mediating role of meaningfulness
of work in the relationship between mindfulness and psychological resilience.

Table 5. Structural equation model coefficients

Result variables
Forecast variables Meaningfulness of work Psychological resilience

B SE P B SE P
Mindfullness (c path) - - - .270% .054 <.001
R? - - - .077
Mindfullness (a path) .176* .044 <.001 - - -
R? .051 - - -
Mindfullness (¢’ path) - - - .159* .048 <.001
Meaningfulness of work (b path) - - - .657% .074 <.001
R? - - - .340

Indirect effect - -

- 115 (.048 - .197)

Note: * — p < 0.001.

The total influence of mindfulness on psychological resilience was found to be statistically
significant (path c; f = .270; p < 0.001). According to this result, HI hypothesis was accepted. A
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positive path coefficient was obtained between mindfulness and meaningfulness of work (path a; § =
.176; p <0.001). According to this result, HZ hypothesis was accepted. A positive path coefficient was
also detected between the meaningfulness of the work and psychological resilience (path b; f=.657;
p < 0.001). According to this result, H3 hypothesis was accepted. Finally, it was decided whether the
indirect effect between mindfulness and psychological resilience was significant or not by looking
at the confidence intervals obtained as a result of Bootstrap analysis. Accordingly, as a result of
the Bootstrap analysis, when the meaningfulness of the work is mediated, the indirect influence of
mindfulness on psychological resilience [ = 0.115; p < 0.001; 95% BCA CI (0.048 - 0.197)]. Since
this range does not include the value 0, the mediation effect is statistically significant (MacKinnon
et al.,, 2004, p. 9). According to this result, the H4 hypothesis regarding mediation analysis, which is
one of the main hypotheses of the study, was accepted. When the R? value for path a is examined, it
can be said that mindfulness explains 5.1% of the meaningfulness of the work in the sample of cargo
workers within the scope of this study. On the other hand, when the R? value of path b is examined, it
is seen that the meaningfulness of the work explains 34% of psychological resilience.

Conclusions

Recent outbreaks of infectious diseases and natural disasters (such as floods, fires, earthquakes,
etc.) have once again highlighted the critical role of the cargo sector in all processes. Particularly,
the COVID-19 pandemic has profoundly affected the way organizations operate. Until 2020, remote
work and hybrid work methods were used in very few countries. However, with the declaration
of the pandemic by the World Health Organization in 2020, remote and hybrid work became
widespread. Nevertheless, the cargo sector, like the healthcare sector, continued to work face-to-
face. Given the significant role played by the cargo sector employees during challenging times, it is
crucial for them to be psychologically resilient. Therefore, increasing employees’ work engagement
and psychological resilience in organizations will yield positive outcomes. This study addresses the
topics of mindfulness and meaningfulness of work, which are believed to have a positive impact on
these two variables.

As a result of this study, it has been found that mindfulness increases both the meaningfulness
of work and psychological resilience in cargo employees. When the literature was reviewed, it was
seen that there were studies that found a positive relationship and effect between mindfulness and
psychological resilience (Harker et al.,, 2016; Pidgeon, Keye, 2014; Thompson et al.,, 2011). There
are also studies finding a positive effect and relationship between mindfulness and meaningfulness
of work (Chen et al.,, 2022; Singh, Bamel, 2020; Koger, 2019). In this case, it is understood that
the findings of the study show parallels with the literature. Therefore, as the level of mindfulness
increases in employees, both psychological resilience and meaningfulness of work will increase.

On the other hand, the fact that only the meaningfulness of the work explained 0.34 of the
psychological resilience is another important finding of the study. The fact that the meaningfulness of
the work explains a significant part of the psychological resilience in cargo workers is an important
result for managers and human resources managers.

Furthermore, it was found that the main purpose of the study, which is the mediating role of the
meaningfulness of work in the relationship between mindfulness and psychological resilience, was
confirmed. According to this result, it is evident that mindfulness enhances psychological resilience
more through the meaningfulness of work. Additionally, the finding that only the meaningfulness of
work explains 34% of the variance in psychological resilience is also a significant result of the study.

Inthelightoftheseresults, some suggestions were made to both managers and practitioners. First
of all, suggestions to managers are as follows. As a result of the study, the importance of mindfulness
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was determined. When this situation is considered from the perspective of organizations, managers
have important duties. Managers who want to increase the meaningfulness of their employees’ work
and their psychological resilience can provide mindfulness training in their organizations. Thanks
to the mindfulness training provided, employees can relax mentally by reducing their stress levels
by improving their awareness, thus increasing their psychological resilience. Receiving mindfulness-
based training not only for employees but also for managers at all levels can increase the quality
of managers in listening carefully and making the right decisions. The meaningfulness of the work
also has a significant impact on psychological resilience. In order for employees to find their works
meaningful, managers rewarding and appreciating employees’ achievements and being fair in
promotions and wages can have an increasing effect on employees’ understanding of their works.
Arrangements can be made to improve the working conditions of employees. In innovations to be
made in the organization, employees’ opinions can be taken and their participation in decisions
can be ensured. This will contribute to employees finding their works meaningful. Having open
communication channels in the organization and having the opportunity for employees at all levels
to reach managers may cause the employee to feel valuable to the organization and increase the level
of meaning of his/her work.

Recommendations for researchers are as follows. The study was tested using quantitative
research methods. Future qualitative studies or mixed studies may contribute to an in-depth
examination of the study. Additionally, the study is a cross-sectional study; a longitudinal study can
be conducted in the future. The study was conducted only on cargo sector employees. Future studies
in other sectors may change the results. As a result of this study, it was determined that there is a
need for new studies on the subject.
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Onocpeayoias poJib 0CMbICJIEHHOCTH TPyZAa BO
B3aMMOCBSI3U BHUMATEJbHOCTH U MICUXOJOTUYECKOHN
YCTOMYUBOCTH Y pabOTHHUKOB I'PY30BbIX NEPEBO30K?

['TOJITEKMH ®pipat
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BAVIPAMOIJIY Téxk6en
ORCID: 0000-0002-6880-6903
Yuusepcumem Xumum, Yopym, Typyus

AHHoTaums. IJesw. Lenb uccief0BaHAA — MONBITATHCS ONpPeAeUTh ONOCPeYIOIYI0 POJIb OCMBbIC-
JleHHOCTH TpyAa (meaningfulness of work) Bo BAMsIHUM 0CO3HAaHHOCTHU (mindfulness) Ha ncuxosoruye-
CKYI0 YCTOMYUBOCTH (psychological resilience) paboTHUKOB TPaHCIOPTHOU oTpaciu. Memod. [lns aToi
LleJIM JaHHble ObLIX MOJIy4YeHbl NyTEéM onpoca 415 pabOTHUKOB TPAaHCIOPTHOTO CEKTOpPa, paboTaro-
mux B Typuuu. Koadpdpunuent anbda Kponbaxa 6b1s1 paccuMTaH A NIPOBEPKU HAZENKHOCTH LLIKAJIbI,
a MOoATBePX/AaILUI GaKTOPHBIN aHa/NIU3 OblJI NPOBeJEH Ha NpeJMeT JJOCTOBEPHOCTH MOJyYeHHBIX
pe3y/abTaToB. [l onpejesieHUsl B3aUMOCBsI3ell Mex/y NepeMeHHbIMU OblJ NPOBeJEH KOPpeAaLU-
OHHBIM aHa/IM3. PerpeccoOHHBIN aHa/NIU3 ObLI NPOBEEH A5 ONpe/e/leHUs] B3aUMOJeUCTBUS MeXAY
nepeMeHHbIMU. /Il TeCTHUPOBaHUA MOJeJM HCIOJAb30BalOCh MOJeJHpOBaHHEe CTPYKTYPHBIMH
ypaBHeHUAMHU. Jlyig aHa/IM3a JAaHHBIX WCI0Jb30BadCh nporpaMmbl SPSS u AMOS. Pesyasemameul. B
pe3y/ibTaTe YCTAHOBJIEHO, YTO OCO3HAHHOCTb BHOCHUT NOJIOKUTEJIbHBIN U 3HAUUMbIH BKJIAJ| B ICUXO-
JIOTUYECKYI0 YCTOMYMBOCTb M OCMBICJIEHHOCTb paboThl. C pyroi CTOPOHBI, yCTAHOBJIEHO, YTO OCMBbIC-
JIEHHOCTb paboThbl BHOCUT MOJIOKUTEJNbHBIN U CYLIeCTBEHHBIN BKJI/J, B ICUX0JIOTMYECKYH0 YCTONYU-
BOCTb. YCTAHOBJIEHO TaK)Xe, YTO OCMBICJIEHHOCTb TPYyJia UI'paeT ONOCPEeAYyIOIIy0 POJIb BO BJAUSHUHU
OCO3HAHHOCTH Ha MICUXO0JIOTUYECKYI0 YCTOWYHUBOCTD.

KirouyeBble c10Ba: OCO3HAHHOCTb, OCMBIC/JIEHHOCTb pa60TbI, IICUXOoJIorn4ecKad YCTOIZQHBOCTB.

2 I[aHHoe NCCnenoBaHmne 6b1710 IIOATOTOB/IEHO HAa OCHOBE I[OKTOpCKOI?'I AUccepTanyy IepBoro aBTopa.
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[IIxasa yCTOMYMBOCTH paboUYeil TPyIIbI: ICUXOMETPUUYECKAs
IIPOBEpKa M MEPCIICKTUBBI NCITOIh30BaHMS !

VMJIBMHA Onbra Hukonaesna
ORCID: 0000-0001-8477-2507
Canxm-ITemep6ypeckuii 2ocyoapcmeentviii ynusepcumem, Canxm-Ilemep6ype, Poccus

JIEITEXIIH Huxkonait HukomaeBmy
ORCID: 0000-0001-6587-8234
Canxm-Ilemep6ypeckuii 2ocydapcmeennuiii ynueepcumem, Canxm-Ilemep6ype, Poccust

AHHoTapmda. B ycioBusix TypOGy/JeHTHbIX U3MEHEHUH COLMaJbHO-3KOHOMHYECKOH CpeJibl Ba)KHOE
3HaueHUe NpuobpeTaeT obecrnevyeHHe YCTOWYUBOU [esTEJbHOCTU OpraHU3aldil U pabouyux Moj-
paszesieHUH, 4YTO OCOGEHHO aKTyas/lbHO JJsl POCCUMCKUX opraHusauuil. lJess. CTaThs NOCBsIlEHA
ONMCAHMIO MpoLiecca aJanTalui U ICUXOMEeTPUYECKON MPOBEPKU PYCCKOSI3BIYHOM LIKa/bl YCTOMYH-
BOCTH paboyell rpynnsl (koMaHzbl). Memodosozus. [lpouenypa ajanTanuy BKJOYaaa psf, 3TANOB:
CPaBHUTE/bHBIN aHAJIM3 HHCTPYMEHTOB U3MePeHUs yCTOWYMBOCTH I'PYMNIbI HA OCHOBE JIUTEPATyPHBIX
JIAHHBIX; lepeBo/, BbIGpaHHON MeTOAMKY; aHAJIM3 U COKpallleHHe NYHKTOB OMPOCHUKA C COXpaHEHHEM
HCXOAHBIX U3MepPEHUH; c60p JAaHHBIX B TPEX HE3aBUCHUMBIX UCC/Ae[0BaHUAX; CPABHUTEbHAS MICUXO-
MeTpUyecKasi IpoBepKa Bepcui onpocHuka U3 21 v 12 nyHkToB. OKOHYaTe/JbHasA Bepcus afanTH-
POBAHHOTO ONPOCHUKA COLEepPKUT 12 myHKTOB. ONPOCHUK BKJIIOYAET LIECTh CyOLIKaJ, OTPaXKAIOIIUX
[IOKa3aTeJH yCTOWYMBOCTH: THOKOCTb paboyrX IpyI, IPyNnoBble HOPMBI, CBSI3b B paboTe, pa3zes-
eMbli f3bIK, JOBEpHUE, BOCIpUHUMaeMas 3PPEeKTUBHOCTb KOJIEKTUBHBIX AeHCTBUH. Pesyrbmamel.
[IcuxoMeTpHYecKast MpoBepKa OCYLLeCTBJIsAIach HA OCHOBE Pe3yJIbTaTOB, I0JIyYeHHbIX B TPEX UCCIe10-
BaHMUSX C 06IIUM 06 beMOM BbI6OpKHU N = 937, COTPYAHUKOB POCCUMCKUI OpraHU3aL Uil B Bo3pacTe oT 18
Zo 69 net (M = 38; Me = 37), u3 Hux: 75% — eHI1IUH; 25% — My4yuH. Pe3yabTaThl. ONPOCHUK HMeeT
yA0BJIETBOPUTEJIbHbIE NOKAa3aTeJ M BHYTpeHHeH corsacoBaHHOCTH (@ Kpon6axa = .96). [IpoBepka
CTPYKTYPHOH U METPUYECKON MHBAPUAHTHOCTH, a TaKKe BHYTPEHHEH COIJIACOBAaHHOCTH MO MO/ BbI-
6opkaM: Ipoleaypa UcCaef0BaHus, 1101, CTax, NpodeccuoHasbHas AesaTenbHocTh (UT, MeHemKepbl
10 paboTe ¢ KJHMeHTaMHy, 6yxrajatepa) Jajia MoJ0KUTeNbHble pe3y/bTaThl. KoppessroHHbIN aHAIU3
[I0Ka3aJI 10JIOXKUTeJIbHbIE CBSI3U IPYIIIOBON YCTOMYHUBOCTH C peJIeBaHTHBIMU IIepeMeHHbBIMU: 6a30BbIM
CaMOOLleHMBAaHHUEM, IICHXOJOTMYECKUM KalmUTaJ0M, KOHPIUKTOYCTOMYHMBOCTbIO, KOONEPATHBHBIMU
OTHOLIEHHUSIMH, LIeJIOCTHOCTb 3aJay M 00paTHasl CBsA3b OT pe3yJIbTaTOB paboOThl, @ TaKKe OTpHLA-
TeJIbHYIO CBAI3b C BBIFOPAHHEM, YTO [03BOJIsET 060CHOBATh BAJIMAHOCTD LIKAJbI, U UCIIOJb30BaTh €€
B KauyecTBe HaJ&XKHOI'0 MHCTPYMEHTAa U3MePEHHsI TPYIIIOBOM YCTOWYMBOCTH. YCTOHYUBOCTb PAabOunuX
IPyNn UHTErpupyeT pecypcbl MHAUBUAYATbHON U yIpaBJeHYeCKOH YCTOMYMBOCTU B OPraHU3aLMOH-
HOH J1eATe/IbHOCTH.

KiroueBrble c/10Ba: M3MepeHNe YCTOMIMBOCTH paboduXx IPyIIL; LIKaIa yCTOMYMBOCTH KOMaH/bl; IIKaJIa
YCTOWYHUBOCTH paboyel rpyIbl; yCTOXYUBOCTb OPraHU3aluH.

1 Cratba ony6mmkoBaHa npu noggepxxe ITporpammer HMY BIIID «YHMBepcuTeTCKOE HapTHEPCTBOY.
Appec: 199034, CaukT-IleTep6ypr, YHuBepcuTeTckas Hao., 1. 7 /9. E-mail: n.lepehin@spbu.ru

67



OprannsannonHas ncuxonorus. 2025. T. 15. Ne 2. www.orgpsyjournal.hse.ru

BBegeHue

JlesiTe/IbHOCTh COBPEMEHHbBIX POCCUMCKHUX OpPraHU3alUi MPOUCXOAUT B YCJOBUSIX MOJUTH-
YeCKHUX, 9KOHOMHYECKUX, COLMATbHBIX, UHAHCOBBIX, BOEHHBIX, KaJI[POBbIX U JIPYTUX U3MEHEHUU
MaJio npeJCcKa3yeMoro U BHE3alHOro XapakTepa. AKTya/IbHOCTb UCCeJ0BaHUsA GAaKTOPOB YCTOU-
YHUBOCTU OpPraHU3alMOHHON JesTeJbHOCTH, 0ObSCHAETCS, B YAaCTHOCTH, Te€M, UYTO MO HUTOraM
nepBoi moyioBUHbI 2024 . Yucs10 6aHKPOTCTB KoMIaHUU B Poccuu Bbipocsio Ha 40% B cpaBHEHHH C
TeM ke nepuoaom 2023 r. CofepkaTeIbHOM 0COOEHHOCTBIO MOHSTHS «YCTOUYUBOCTb» (resilience)
SIBJISIETCSI TO, YTO OHA MOXKET PAacCMaTPUBATHCS KaK CUCTEMHBIU POLIECC, TPUCYLIUHM TPAKTUYECKU
JII060MY TUIY OPraHM30BaHHOM 1€JIOCTHOCTH: ... YeJIOBEKY, OPraHU3alM K, 001IUHEe coce/iel, co06-
IECTBY, TOPOAY, TOCYIapCTBY WJIU Aaxke Hauuu» (Zautra, Reich, 2011, p. 177). Peluenue npo6JieMbl
YCTOMYMBOCTU OpTaHU3aLUH HOCUT CUCTEMHBIN XapaKTep, NpeAnoJaramlii, YTo YCTOMUUBOCTb
cUCTeMbl 6oJiee BBICOKOTO MOpsi/iKa (opraHu3alnyu), obecnedyrnBaeTcsl yCTOMUUBOCTbIO BXOASAIIUX
B Hee 3JIEMEHTOB: CTPYKTYpbl YIIpaBJeHUs], No/pa3/eseHui, COTPYAHUKOB. Benyieck nHTepeca K
VCCJIeIOBAHUIO PECYPCOB YCTOMYMBOCTH OPraHU3aLMOHHOM J1eATeJIbHOCTU KaK B OT€4YeCTBEHHOH,
TaK U 3apy0beKHOM OpraHU3alMOHHOM MCUX0JI0OTMH 0603Ha4YmMJIcs Ha GpoHe KpU3Kca, BbI3BAaHHOTO
naHgemuen Bupyca COVID-19, Bo BpeMsl KOTOPOTO KOMIAHUU CTOJIKHYJIUCh C pa3JIMYHbIMU Npo6Jie-
MaMH, YCJIO)KHUBIIUMU KaK BHEITHUE, TaK U BHYTPEHHHE YCJI0BUSA AesaTeJbHOCTU opraHu3anuil. Ha
IICUXO0JIOTUYECKOM YPOBHE pellleHHe 3TUX IPo06JieM CipaBeAJIMBO pacCMaTpPUBAETCS Yepe3 MPU3MY
pa3BUTHSA PeCypCcoOB YCTOMUYMBOCTH IepCOHAsIa B COLMAIbHO-IICUXOJIOTHYECKOM, IOBELEHYECKOM,
KOTHUTUBHOM M 3MOLIMOHAJIbHOM U Apyrux acnektax (Bepmununa, 2022). C no3uuui opraHusa-
IIMOHHOW AMHAMHUKU 3TO O3HAYaeT KaK pa3BUTHE UHAMBUAYAJbHBIX, TPYNNOBbIX (KOMaH/HbIX),
yHpaBJeHUYECKHUX PECYPCOB YCTOMYMBOCTH, TaK M MEXKYPOBHEBOE B3aWMOJEUCTBUE JaHHbIX
pecypcoB, KOTopoe o6ecreyruBaeT YCTOMYUBOCTb opranusanuu B nesom (Kozlowski, Klein, 2000;
JlenexuH u Ap., 2025).

Yucsio ny6aMKanui, NOCBSALUEHHbIX UCCIEJOBAHUIO0 KOHCTPYKTA YCTOMYMBOCTH B OpraH13aliu-
OHHOM NcUX0J0TUH, ToONbKOB 2017-2019 rr. HaCUHUTBHIBAJIOCh OKO0JIO ThICSIYU. BbI/10 BbIJIETIEHO 0KOJIO
JleCSITH KJIaCTEepPOB, KOTOPbIe HA 0CHOBE 00'beKTa UCCJIeJOBAHUM MOXKHO pPa3/ie/IMTh Ha TPU I'PYIIIIbI:
pas/IMyHble aceKThl UHAUMBUAYAIbHOW NPOdecCUOHAaTbHON YCTOMYUBOCTH; YCTOMYUBOCTDb JUA/,
KOMaH/I, pabo4yux nojpas/jie/leHul; YCTOMUMBOCTD B yIpaBJeHUHU (CTpaTerus, CTPyKTypa, ynpas-
nenue, augepctBo) (Raetze et al., 2022, p. 869-875). UccnejoBaHKs MOKa3bIBAKOT, YTO YCTOUYM-
BOCTb OpraHH3allMU CHOCOGCTBYET NPOAKTUBHOMY MPEO/0JIEHHUI0O HETaTUBHBIX 9KOHOMHUYECKHUX,
COIMaJIbHbIX, TYMaHUTAPHBIX CTPECCOB B 1€JI0OBOW CpeJie, YTO 0C060 aKTyaIbHO /1Jisl COBPEMEHHBIX
pOCCUMCKUX opraHusauui. OpraHu3alMOHHAsA YCTOMYMBOCTb 06GecreduBaeTCsl MeXypPOBHEBBIM
B3aUMO/IeICTBUEM, UHTETPUPYIOILUM UHAUBU/ya/bHbIE, KOMaH/IHbIE U YIIpaBJIeHYECKHE PeCYPChI
YCTOMYMBOCTHU HAa OCHOBE MPOAKTHBHOIO NOBeJIeHUs1 pyKOBOAWTe el U nepcoHasa (Raetze et al.,
2021; Galy et al,, 2023; Jlenexun, 2024; JlenexuH, JIucosckas, 2024).

Ha ¢one yucsia uccaejoBaHUM aHTELEAEHTOB U NPEJUKTOPOB UHAUBU/YaIbHON YCTOMYMBO-
CTU B nNpodecCHoHaTbHOU JesiTeJIbHOCTH, a TaKXKe HCCJIeJ0BaHUU YCTOMYMBOCTHU B yIpaBJieHYe-
CKOM MCC/Ie/J0BaHUSl PECYPCOB I'PyINnoBoi (KOMaHHOM) YCTOMYMBOCTH NpPe/CTaB/IEHbI JOBOJbHO
ckpoMHoO (Raetzeetal., 2021, p.617). BKoHTeKCTe JaHHOM CTAaThU MO/, KOMaH/A01 NOHUMaeTcs chop-
MUpOBaHHas opraHusanuel pabodas rpymnmna u3 JAByX UM 6oJiee YyeJ0BeK, KOTOpble JJMHAMUYHO
B3aUMO/JIEMCTBYIOT, B3aMMO3aBUCHUMbl NPU BBINOJHEHUM 33j4a4 [AJs JOCTUXKEHHS COBMECTHO
paszensieMoi obueit neau» (Kozlowski, Bell, 2019). CoBpeMeHHbIN AuU3aliH paboThl MpejoJia-
raeT, YTo pabouuve rpynnbl (KOMaH/ibl) SIBJSIIOTCS BaXXKHEHIIMMHU CTPYKTYPHBIMU 3JIEMEHTAMU
rocy/lapCTBEHHBIX U KOMMepYeCKHUX OpraHu3anui B pasiuyHbIX chepax gesaTenbHocTH (Global
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Human Capitol Trends, 2016). KomaHAHBI} AU3aiiH pab0Thl UMeeT BaKHOE 3HaYeHHUe JJis yCIexa,
IIOCKOJIbKY KOMaH/ia obecriedrBaeT ObICTPOe ¥ TBOPYECKOEe pearupoBaHue Ha CJI0KHbIe IP006JieMbl
Y HEOXXU/IJaHHble U3MeHeHUs OU3HeC-Cpe/ibl, YTO SBJSAETCS CTpaTerM4eCKUM pecypcoM opraHu3a-
uuu (Ployhart, Chen, 2019).

Yrpo3sl U TypOyJIEHTHOCTH GU3HeC-Cpe/ibl MPOSIBASAITCA B CAMbIX pa3HO06pa3HbIX popmax,
OKa3bIBaOLUX HEFaTHUBHOE BJIMSHUE Ha JedTeJbHOCTb pabo4yMuX Py, NojApas/ie/leHhH, OpraHu-
3allMU B LIeJI0OM, TOT/ja KaK YCTOMYMBOCTb KOMaH/, U TPYIII SABJISIETCA UHTerpanyeil MHAUBUya/lb-
HbIX Y TPyINIOBbIX PECYPCOB, NO3BOJISIOIIUM NPEO/0JIETh BbI30BBI U 06ecieYUuThb 3P PEKTUBHOCTHU
JestenbHocTH (Tannenbaum et al,, 2022).

CopeprkaHue OHSAATHUS «YCTOMYUMBOCTb KOMaH/bl» (paboyel rpymnibl) MNOCTENEHHO 3BOJIIOIU-
OHHPOBAJIO OT CIIOCOOHOCTU K afaNTallMd U BOCCTAHOBJIEHUIO K NPOAKTUBHOMY IPEO/0JIEHUIO
KpPHU3HUCOB, MU B HACTOsLee BpeMsl MOXKET ONpeJiesiieTCs KaK MPOaKTUBHbIE JUCIO3UIIMU YJI€HOB
KOMaH/lbl U UX I[0BeJleHHe, T03BOJIAIIINE TPyNIe «CHOPaBJIATbCA C NOBCEJHEBHbIMU CTpPeCCaMU
paboThl, 0OCTaBaThCA 3J0POBBIMH, 3/lallTUPOBAHHBIMU K U3MEHEHHUSIM U ObITh IPOAKTUBHO HACTPO-
€HHBIMU B OTHOIIEHWM BO3HUKHOBEHUS OYAyLMX paboyux TpeboBaHUi» (McEwen, 2016, p. 14).
[IpoakTHBHAs YyCTOMYHUBOCTb PAabOUYUX I'PYII MOXET ChIrpaTh pellalllyl0 poJib Kak B IpeojoJie-
HUM KPU3UCHBIX COOBITUM TEXHOI€HHOI'0 WU COLIMaJIbHOTO XapaKTepa, TaK U B UHHOBALLMOHHOM
pasBuTuu opranusanuu (Alliger et al,2015; Allsop et al,, 2016; Raetze et al., 2022).

OpraHusanus, MCHOJb3yolass KOMaH/AHbIM Au3aliH paboThl, CMOXET ONEepeThbCsl Ha HEro,
TOJIBKO B TOM CJy4yae, eCc/ld eé KOMaH/lbl KaK LeJIOCTHble CyObeKThl [leITeJbHOCTHU CIIOCOOHDI
IPOTUBOCTOATh HEWU30EXHBIM CTpeccaM [esITeJIbHOCTM WU NPOAKTUBHO CIPABJAATHCA C HUMMU.
YcToluuBble KOMaH/bl CIIOCOOHBI MPOAKTHBHO NPOTUBOCTOATH BbI30BaM, JaBJIEHUIO U CTPECCO-
reHHbIM QaKTopaM U ONpPaBJIATBLCA OT HUX, @ KOMaH/ibl, KOTOpble MeHee YCTOMYUBbI UJIN XPYIIKH,
MeHee yCIellHbl B peofoseHnu Heyaad (Meneghel et al,, 2016; Stoverink et al., 2020; JlenexuH,
2024). YcTOMYMBOCTD IPYINIbl Ba’KHA HE TOJIbKO [/l [1eTeJIbHOCTU B KPUTUYHBIX [J1s1 6e3omnac-
HOCTHU YCJIOBUSIX, HAIpUMep, BOEHHbIe [IeMCTBUS, aBapUHHble CUTyalluH, HO TaKXe U JJiF TeX,
KTO peryjsipHO paboTaeT B YCJOBUAX CUJbHBIX 3MOLMOHAJbHbIX MU MEHTAJbHbIX Neperpys3ok:
NpOeKTHble KOMaH/bl, OTAeJbl NIepBOM MOMOLIMA, KOMaH/lbl PYKOBOJWUTEJEN BBICLIETO 3BEHa U
npyrue (Raetze et al., 2021).

Csiabast mpeicTaBJIEHHOCTb UCCIeJ0BAHUN YCTOUUMBOCTHU pab04uX rpynIl 00'bsICHAETCS B TOM
4yHCJie U OTCYTCTBHEM XOPOLIO 000CHOBAaHHbBIX METOJ MK U3MepeHUs JJaHHOro peHoMeHa (YurpuHa
v ap., 2020). CywecTBytole METOAUKHU, KaK IPaBUJI0, U3MEPSIOT OT/e/IbHble COLUAJIbHO-IICUXO-
JIorM4YecKHe NokasaTesed pabodel Ipymiibl, HO CyMMa 3TUX NOKa3aTeJiell He paBHA UHTerpaTUB-
HOMY COCTOSIHMIO NPOAKTUBHOW YCTOUYMBOCTH, ObOecredyuBalolleld B3auMMOJIEMCTBUE PeCcypcoB
peryJiupoBaHUs «CBEPXY — BHU3» U PeCYpPCOB UHAUBHU/IyaJIbHOM YCTOMUUBOCTH «CHU3Y — BBEPX».

UccnenoBanue no npoekTy «KoHIeNnuus yCTOMYMBOIO Pa3sBUTHUSL KOMaHJ, B OpraHU3al[UU»
M0Ka3aJio, YTO YCTOMYUBOCTb paboyel rpynibl (KOMaH/bl) ONpe/ieisieTCsl He TOJIbKO KaK COCTOSIHUE
«yNpyrocTu» (CIoCOOGHOCTb BEPHYTbCS B pabOTOCIHOCOOHOE COCTOSIHUE IOCJIe CEPbE3HOT0 €604
IpY BBINOJIHEHUH 33/1a4), HO U KaK NPOaKTHUBHbBIN NpoliecC BHeJpPEeHUs U3MEHEHUH B peryJsp-
HYI0 paboTy, NepecTPOMKOM Ju3aliHa paboThl, KOT/ia TPyIa BbICTYNAET KaK CYO'bEeKT, ClIOCOOHbBIN
IPOAaKTUBHO BOCIPUHATbH 33JlauM, MOCTaBJEHHble PYKOBOJCTBOM. I[IOCKOJIbKY KOMaH/HbIN
JIU3aiiH paboThl IpUOOpeTaeT B OpraHU3alrax BCE 6oJiee NIMPOKOe pacnpocTpaHeHUe B IPOEKTE
Oblsla 060CHOBaHA pa3paboTKa PYCCKOA3BIYHOM METOJUKU HW3MepeHHs TpyNnnoBOW YCTOWYMUBO-
CTH, KaK BaXKHOTO MpeJUKTOpa MPOAKTHUBHOW YCTOMYUBOCTU OPraHU3ALMOHHOU JeATe/NbHOCTHU
(Poccuiickuit HayuHbid poup, 2022-2023).

llenpto JaHHOW CTaTbU SIBJSETCSA ONKWCAaHUE Pa3pabOTKUM U NCUXOMETPUYECKOU NPOBEPKHU
PYCCKOA3bIYHOM 1IKaJbl YCTOWYUBOCTU pabodel rpynnbl (KOMaH/Abl) AJis OpraHU3alUil pas3Jind-
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HOro npodu/s JesdTeJbHOCTU. TaKOM MHCTPYMEHT U3MepeHHUs] YCTOWYUBOCTU paboyell rpymnimbl
Jl0JDKEH COOTBETCTBOBATh TPeOOBAHUAM COZlepKaTeJIbHOM BaJIUAHOCTH, OTPAXKAIOLel pecypcHoe
COCTOSIHME TPYIIIbI, TI0KAa3bIBaTh BHYTPEHHIOK COTJIACOBAHHOCTD, IEMOHCTPUPOBAThL COOTBETCTBY-
IOLIYI0 KOHBEPIeHTHYI0 / JUCKPUMHUHAHTHYIO BaJIMIHOCTh, MHTEPIPETUPOBATHCA KaK peJieBaHT-
HbIM [10Ka3aTeJb, B3aUMOCBSI3aHHbIN C [TI0Ka3aTeJs MU UHAUBUAYaJIbHON YCTOUMYMBOCTHU U MIPOAK-
TUBHOM YCTOWYUBOCTH OpPraHM3al U B LIeJIOM.

KomaH/Has yCTOMYMBOCTb KaK pa3BUTHE IPyNINOBBIX NMPOILECCOB U COCTOAHUMA

BOJIbIIMHCTBO COBpeMEHHBIX UCCIe[J0BaHUN NPOodecCUOHAJbHOW YCTOMYUBOCTU B CJIOXKHBIX
YCJIOBUAX [eATEeJbHOCTH COCPeLOTOYEHBbl HAa WHAMBUAYAJTbHOW YCTOMYUBOCTHU CHELMAJIACTOB
(Korber, McNaughton, 2018). Cpeau UHAUBUyaJbHBIX OBeJeHYECKUX XapaKTEPUCTHUK, obecne-
YUBAKOLUX YCTOMYUBOCTb JAeATEeJbHOCTH, MOXHO BBIJIEJIUTh BOBJIEYEHHOCTb, aJallITUBHOCTD,
HaBbIKM KOMMYHHUKALUH, KOHPJHUKTOYCTOWYUBOCTb, IMOLMOHAJbHbIN HHTEJJIEKT, caM0o3pPek-
TUBHOCTb, NPOPECCHOHAIN3M, U MHOTHE APYTHeE, YTO B COBOKYNHOCTU 06ecrieYrBaeT UHAUBU/Y-
aJIbHYI0 NpodecCUoHaNIbHY0 YyCTOMUYMBOCTb coTpyAHUKa (Hartmann et al, 2020; Hartwig, et al,,
2020; JlenexuH, 2024). Ha TMYHOCTHOM ypOBHE UHAUBUJYaTbHAs YCTOMYMBOCTDb MOJIOKUTEJNBHO
CBA3aHa C TaKMMM 4YepTaMM, KaK OTKPbITOCTb HOBOMY ONBIThI, IMOLMOHAJbHAsA CTAOUJIBbHOCTD,
ONTUMHUCTHUYHOCTB, pedJiekcusi, camoapdekTUBHOCTD U Jpyrue (Kinman, Grant, 2017; Oshio et al,,
2018;). [loBbllIEHME YCTOMYUBOCTU HAa UHUBU/IyaJIbHOM YPOBHE 6€3yCJI0BHO SIBJISIETCS PECYPCOM
KOMaH/JHOM yCTOMYMBOCTH, OJJHAKO KOMaH/1a, COCTOAIAsA U3 BBICOKOYCTOUYMBBIX K CTPECCY JII0JIeH,
BCé paBHO MOXeT CTaJKHUBAaTbCA C MpobjeMaMy B OOLIEHWH, HeIocC/eJ0BaTeJbHONW OLeHKOU
CUTYyaluH, C60SIMU B KOOPAUHALUK U HU3KUM MOPaJIbHbIM YXOM U3-3a CHUXKEHUS YCTOMYUBOCTH
KaK 11eJIOCTHOTO COCTOsIHUA cyObeKTa AesaTeabHocTH (Alliger et al,, 2015).

Pazinuuda B CTpyKType [eATeJbHOCTH OTJe/IbHbIX JIIOAEW U TPy, a UMEHHO, CTelleHb B3au-
M03aBHMCHUMOCTH 33/la4, NpOLEeCcChl MIPUHATHUA COBMECTHBIX pellleHHH, He06X0AUMOCTb KOMMYHUKa-
MU ¥ KOOPJIMHALIMU U JIpYTHE IPYIINOBbIE IPOLECChl CBU/ETENBCTBYIOT 0 HEOOXOAUMOCTH U3y4aTh
YCTOMYMBOCTb Ha UHJWBU/yaJIbHOM U KOMaHJHOM YPOBHSX KakK pa3Hble ¢peHoMeHHI (Stoverink et
al,, 2020). [ToaToMy yCTOHYUBOCTb I'PyINbl (KOMaH/bl) HEJIb351 pACCMAaTPUBATh TOJIbKO KaK CYMMY
WJIU YCpeIHEHHBIN [T0Ka3aTesb YCTOMYUBOCTHU OT/EJIbHbIX pAOOTHHUKOB, COCTABJIAIIUX paboyee
nozapaszeseHue. cxona M3 MexXypoBHEBOW JleTEPMUHALMA KOMaHJAHOU YCTOMYHUBOCTH, CleyeT
YYUTBIBaTb HE TOJIBKO COBOKYNHOCTb XapaKTEPUCTHUK WHAUBU/YyaJbHON YCTOWYUBOCTH YJIEHOB
IpyIbl, HO TakXe NPodecCHOHAJbHbIM KOHTEKCT [lesITeJIbHOCTH, OpraHMW3allMOHHbIA KJIMMAaT,
XapaKTep JIUZAepCcTBa, obecneyrnBarliie pa3BuTHe IPOAKTUBHOM YCTOWYUBOCTH CaMOpery/upye-
MbIX KOMaHJ, (self-designig team) (Chapman et al., 2020).

KoMaH/iHas yCTOMYMBOCTB KaK KaueCTBEHHO HOBOE COCTOSIHME IPyNIbl BOSHUKAET B pe3yJib-
TaTe JIBYX TUIOB IMPOLLECCOB: KOMIO3UIIMOHHBIX, ONMCBIBAIOIUX COCTOSIHUE YCTOMYUBOCTU KaK
CYMMHUpOBaHUEe WH/WBHU/JYaJbHbIX BKJAJ0B, U KOMIWJIALMOHHBIX, CO3JAIIIUX 3IMepPKeHTHOe
COCTOsIHME YCTOMYHMBOCTH Ha OCHOBe MpolieccoB KoMmaHAoo6pa3zoBaHus (Kozlowski, Chao, 2018;
Galy et al,, 2023). [Ipoueccbl KOMIMO3ULUU ONUCHIBAIOT BKJIAJ, BbIUIEONMCAHHBbIX UHAWBUAYaJIb-
HBIX I0BeJJeHYeCKUX U JIMYHOCTHBIX XapaKTEPHUCTUK YJIEHOB IPYyIIIb] B IOBbIIIEHUE YCTOMYUBOCTHU
KOMaHJHOH JesITeNbHOCTH.

Ocoboe 3HayeHUe MMeeT BO3HUKHOBEHHE 3MEP/PKEHTHOTO COCTOSIHUS YCTOMYMBOCTH Ha
OCHOBE MPOLECCOB KOMIUJSALUU, TO €CTb «COOPKKU» WX TPaHCPOpPMALUHU I'PYNIbI B CyO'bEKTHYIO
11eJIOCTHOCTb 60Jiee BICOKOT'0 YPOBHsl. KoMaHHOE COCTOSIHUE «SIBJSIETCS IMEP/AKEHTHBIM, KOTr/ia
OHO BO3HMKAaeT B CYXXJEeHUSX, IMOLHUAX, IOBEJJEHUM WJIM APYTUX KadyecTBax 4J€HOB KOMaH/bI,
YCUJIMBAeTCs B pe3yJibTaTe UX B3aWMOJENCTBUS U NPOSIBJASAETCH KaK KOJJIEKTUBHbIN (peHOMeH
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6oJsiee BbicOKOro (koMmaHgHoro) ypoBHsi» (Kozlowski, Chao, 2018, p. 579). OnucaHue ycTon4u-
BOCTH KaK I'pyNIoBOTO0 HOBOOOpAa30BaHUs MpeJnoJaraeT, YTO YCTOMYMBOCTb IPYNIbl SIBASETCS
3Mep/PKEHTHBIM COCTOSIHUEM BTOPOTO MOPsAAKA, KOTOPOe BO3HUKAET (KOMIUJIUPYETCsI) HA OCHOBE
NPOLIECCOB MEPBOro0 NOPSAAKA, U CJIe[,0BATENbHO, 3TU IPYIINOBbIE POLECChl MOKHO pacCMaTPUBATh
KaK UCTOYHUKU UHTEerpaTUuBHOU ycToituuBocTu (Bowers et al,, 2017).

[lepeyeHb 3THX KOMaHJHBIX NpPOLECCOB (COCTOSIHUM), CO3/AIOLUX YCTOMYUBOCTb PAa3HUTCA
y pa3JIMYHbIX aBTOPOB, HO Haub0Jiee YacTO YIIOMUHAIOTCS YyBCTBO KOMaHAHOU 3dPEeKTUBHOCTH,
KOMaH/IHbI{ OIbIT, TPAaHCAKTHAas NaMATh, CIIJIOUEHHOCTb, UAEHTUYHOCTb C KOMaH/0H, COBMECTHU-
MOCTb MEHTAJIbHBIX MOJZieJIEH U 3MOIMOHAbHBIX COCTOSIHUM, B3aUMHOE Jl0BEpUe, CETeBasi KOMMY-
HUKallus, poJieBas TUOKOCTb, pacnpe/ie/IEHHOe JUAEPCTBO, U [pyrMe COCTOSIHUS], BOSHUKAIOIMe
B MpoIecce IPyNnnoBoi JUHAMUKHU U BbIIIOJIHEHUS] B3aMMO3aBUCUMON COBMECTHOM AeATeNbHOCTH
(Bowers et al., 2017; Stoverink et al., 2020; Yurpuna u ap., 2020). Takue KoMaH/ bl bITAIOTCS PE-
yraJlaTb BOBHUKHOBEHUE HOBBIX PO EeCCUOHAIbHBIX BBI30BOB, ONTHUMHU3UPOBATh MJIH YCTPAHUTh
HeHyKHble TpeboBaHUSA K paboTe. KpoMe TOro, KoMaH/bl MOTYT aKTUBHO UCKAaThb U MOOMUJIU30-
BbIBAaThb OpPraHH3allMOHHbIE Pecypchbl AJis YaydllleHUs cBoel paboThbl. KOMaHAbBI TaKOro YpoOBHSA
Pa3BUTHS CIIOCOOCTBYIOT He TOJIBKO POCTY KOMaHAHOW YCTOMYUBOCTH, HO U YCTOMYHUBOCTH Opra-
HU3anuu B 1iesioM (Oprea et al., 2019).

TakuM 06pa3oM, COCTOSTHUE YCTOMYMBOCTHU Ha yPOBHE KOJIJIEKTUBOB U KOMaH/, IBJISIETCS UHTe-
IrpaTUBHBIM MPOU3BOAHBIM OT UCXOAHBIX UHAUBHUAYAJIbHBIX Ka4eCTB, 00eCleYrnBaOL[UX COCTOSIHUE
VH/JWBU/yaJbHOU YCTOMYMBOCTH, HO TJIaBHOE, YTO OHO BO3HUKAaeT B pe3ysbTaTe IPYyNIOBBIX
NPOLIECCOB U KOMAaHAHbBIX COCTOSIHUM, KOTOPble 06ecrieYruBatoT 60Jiee BbICOKUN YPOBEHD YCTOWYU-
BOCTH I10 CPABHEHMUIO C YyCTOMYMBOCTbIO UHAUBUAYaJIbHOU AedaTenbHOCTH (Gucciardi et al., 2018).

Kak 0TMe4arT OTeueCTBEHHbIE aBTOPbI, B UMEIOIIUXCS TEOPETUYECKUX MO/JIE/ISIX OTCYTCTBYET
e/IMHbIM TOAXOJ K OllepaliMOHaJU3alMi U W3MEpPEHUI0 TPYNINOBOM YCTOMYMBOCTHU U UMEIOTCS
pasHble MOJX0/bl B OTHOLIEHUH TOT0, KAKMe XapaKTEPUCTUKHU ONpPeesisiioT IPYNINOBYI0 YCTONYH-
BOCTb, HO B TO e BpeMsl, 60JIbIIMHCTBO MOAX0/I0B UCNOJIb3YeT CXOXKUe NoHATHSA (YurpuHa u Aap.,
202.c.153).

UccnepnoBanue no npoekty PH® «KoHuenuus ycToMYuMBOTrO pa3BUTHUSl KOMaH/J, B OpraHu3a-
nuu», (pyk. C. A. MaHu4eB), MOKa3aso, YTO YCTOMYMBOCTb paboyell IpyMNIbl 0JKHA ObITh OCHOBaHa
Ha CNOCOOHOCTH K NPOAKTUBHOW NepecTpolKe Ju3aiiHa paboThl, KOrja rpynmna BbICTyMaeT Kak
CYyO'bEKT, CIOCOOHBIN He TOJIbKO KOMIIETEHTHO BOCIPHHSATH 33/]a4M, IOCTaBJIeHHbIE MEeHeIPKMEeH-
TOM, ¥ IPOAKTUBHO NEPECTPOUTH CBOIO paboTy AJis 3GPeKTUBHOI0 UCIOJIb30BaHUs Npodeccuo-
HaJIbHBIX U COIIMAJIbHO-TICUXOJOTHYECKUX PECYPCOB C LIeJIbIO IOCTHXKEeHUSI MaKCHUMabHOM 3 dek-
TUBHOCTHU. B TO 2ke BpeMs, ec/iv He o6ecriedeH HE0OX0AMMbI YPOBEHb MPOAKTUBHON yCTOMUYUBOCTHU
pabouel rpyIIbl, TO ylpaBJeHYeCKUe pellleHus], HallpaBJeHHble HA UHHOBALlMOHHbIE U3MEHEHHE
Jiu3aiiHa paboThl, OyAYT BOCHPUHUMATLCS KaK JIONOJTHUTEbHbINA pab0uui CTPecc, BbI3OBYT CONPO-
THUBJIEHUE U TIOTEPIO JIOSJbHOCTH K OpraHU3allHH.

CpaBHHUTe/NIbHBIN aHA/NU3 TEOPETUUECKUX KOHCTPYKTOB, JieXKallluX B OCHOBE METOJUK, U3Me-
PSIOIIUX YCTOUYHUBOCTD paboyel rpymibl, MOKasaJj, YTO MHOTHE U3 HUX U3MEPSIIOT YCTONYUBOCTD
rpynnbl Kak CyMMY UHAMBUAYaJIbHBIX OLlEHOK YCTOMYHUBOCTH eé€ yieHoB (McEwen, et al.,, 2017).
Jpyrve MeTOJUKH U3MePEeHHs YCTOMUMBOCTHU I'PYIIbI MPUBSI3aHbI K creliiprke npodeccroHalb-
HOU JleITe/IbHOCTY Ipynnbl, Kak HanpuMep, (Barcenilla Gonzalez et al., 2018; Tannenbaum et al,,
2022; Su et al.,, 2023).

B pesysibTaTe aHa/M3a JIUTEPATypPhl, yYUThIBasi MHOTOMEPHOCTb KOHCTPYKTa YCTOMYUBOCTHU
¥ He0OXOAMMOCTb €r0 U3MepeHHs B PA3JIMYHbIX chepax AesTeJbHOCTH aBTOpaMu JJis JaJbHel-
nel afjantanuu 6slia BeiopaHa «Mepapxudeckas 1mkassa KoMmaHgHo#M yctornuuBocTu» (Hierarchical
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team resilience scale, HTRS) (Sharma, Sharma, 2016). [Ipu Bbi6ope JaHHOM LIKaJIbI JJ151 aAaTAllUU
aBTOpPBI TaKXe 00paTU/IM BHUMaHNe Ha eé aHaJIN3 Y NI0JIOKUTEJIbHYI0 OLleHKY CO CTOPOHBI PYTUX
OTe4yeCTBEHHbIX UccaeoBaTeseit (Yurpuna u ap., 2020). BMmecTe ¢ TeM, Haps/y € JOCTOMHCTBAMHU
N0APOOHOM coZlepKaTeJIbHOM CTPYKTYpPhI JJAHHOM METOJUKH, psiJ, aBTOPOB OTMedaeT eé rneperpy-
YKEHHOCTb KOJIMYeCTBOM NyHKTOB (50 yTBEep>KAEHU ), YTO BbI3bIBAET TPY/HOCTH U CONPOTUBJIEHUE
IIPU IPAKTUYECKOM MCII0JIb30BAHUA ONIPOCHUKA, BbI3BaHHbIe BpEMEHHbIMHU 3aTpaTaMU Ha 3aIo0J-
HeHUe, HeraTUBHOM peaKL WU Ha BOCIPUATHE IOBTOPOB. B CBAA3M € 3TUM Ha OCHOBE OPUTMHAIbHOU
BepCUH ObIIIM pa3paboTaHbl COKpalleHHble BEPCUM ONPOCHUKA, U3MepsAIoLe KOMaH/IHYIO yCTOM-
YUBOCTb B OTAeEJbHBIX chepax aedaTesbHOCTU (Barcenilla Gonzalez et al., 2018; Su et al.,, 2023).
MeTtoguka «Mepapxudeckas mKaaa KOMaHJHOW YCTOMYUBOCTU» Obljla B3Ta HAMHU 32 OCHOBY IS
pa3pabOTKHU PYCCKOSI3bIYHOM BePCUH LIKaJIbl FPYNIOBON YCTOMYHUBOCTH, IOCKOJIbKY B OTJIMYUH OT
OIHOMEpPHBIX 1IKaJI BblOpaHHas 1IKaJla MMeeT MHOTOMEPHYIO CTPYKTYPY, T03BOJISIOLYIO OLLlEHUTh
NpOosIBJIEHUS1 KOMaHJHOW YCTOMYUBOCTU B pa3/IMYHbIX acnekTax (Sharma, Sharma, 2016). [Ipu aTom
OblJ1a [TOCTaBJIEHA 3a/la4a COKpallleHWs 6O0JIbIIOr0 KOJMYeCcTBa MyHKTOB ONPOCHHUKA 6e3 MoTepu
ero coZep:kaTeJIbHON BaJINJHOCTH.

OnucaHue CyOoILIKaJ/ HepapXruvyeCKou IKaibl KOMaHAHOM YCTOMYMBOCTH

OpuruHanbHas BepcHus METOIUKM Obula pa3padoTaHa Kak MHCTPYMEHT M3MEPEHUs! yCTOMYU-BOCTH
pabouux rpymi (KOMaH ), 3aHATHIX B cepe pa3paboTku mporpammHoro odecnieuenus (Sharma, Sharma,
2016). Onupascb Ha aHa/IM3 METOJAMK U3MEPEHUs] YCTOWYMBOCTH HA MHAMBHYaJIbHOM, IPYIIIOBOM U
OpPraHU3aIl[MOHHOM YPOBHSX, aBTOPbI MPEAJIOKUIN UEPAPXUUECKYIO MOJIETh KOMAaHIHOM yCTOWYHBOCTH,
KOTOpasi JIeTJIa B OCHOBY CTPYKTYPBI OMPOCHHKA (PUCYHOK 1).

YCTOHYHEO CTE KOMAHIEI
A A T T
x X |

CrpyETVpa TPVIIIEL PazEHTHE MacTepCTER CoOUHATEHEI KATHTAT KonnextHeHzaq 3phekTHEHOCTE

x y x A

. BOCI’IpMHHMEE‘MEH

+ OpHeHTauH: HA 3O HEKTHEHOCTE KONMNEKTUBHBLIX

, + (CpA3k B padote neHCTBMi
EOMAHIHOS O0VEICHHS -
Tud 50 » Pasgeatenus wum Bocnpunumaeman
- oy L]
HOEOCTE padoTHX . ,:[OEEpHe p V' V
TPy 3diheKTMBHOCTE YNEHoB

KoMaHabl

« TH3aiiy sagaT
» CoOCTae KoMaHIE
« [pVIMOBEIE HOPMEL

Tlpmnedanne: cocTaeTeno mo Sharma, Sharma, 2016

PucyHok 1. Mepapxuyeckasi CTpyKTypa LIKalbl KOMaHAHOW YCTOWYHUBOCTH

TeopeTnyeckass MoJiesib, JieXalllas B OCHOBe, Mpe/noJiaraeT YeThipe H3MepeHHUsT KOMaHHOM
YCTOMYMBOCTH, KaXK/I0€ U3 KOTOPBIX BK/IIOYAET ABE UJIU TPH CYOILIKAbI:

Cmpykmypa 2pynnsl (group structure), BHyTPeHHsIs1 0CHOBA IPYIIIbI, peryJupyoliasi B3auMo-
JIEMCTBHE U CIIOCOOCTBYIOIAs KOMaHAHOU paboTe. [/ U3MepeHHs CTPYKTYPHbIX 0COOEHHOCTEH
OBLJIO BbIJIeJIEHO TPU CYOLIKaJBI:
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1) ausaiiH 3axa4 (task design) — olleHKa BO3MOXXHOCTH CaMOCTOSITEJIbHOT'O MJIAHUPOBAHUS
rpynnoy npouecca BbINOJHEHUS 33/lad U OlleHUBaHUe ero 3G PpeKTUBHOCTH;

2) cocTaB KOMaH/bl (team composition) — olleHKa Heo6XOJMMOM YMCJIEHHOCTb TPYIIIbI, a
TaK»e pa3HO0Opa3us He0OX0AMMbIX HABbIKOB B IpyIIIe /JIJIs1 yCIIELIHOTO BhIMOJIHEHHUS 33/1a4;

3) rpynnoBble HOpMbI (group norms) — oljeHKa HOPM [0Be/leHHs B rpyIIe, BOCIPUHUMaeMbIX
Ha OCHOBE 00LIMX 0XKUJAHUU TPYIIIIHI.

Pazsumue macmepcmea (mastery approaches) — o6111e YCTAaHOBKM KOMaH/bl U ee aKTUB-
HOCTb, HallpaBJIEHHbIE HA KOMaH/IHOE Pa3BUTHE U yCIELIHOE BbINOJHEeHUE 3a/4a4, KOTOpble U3Me-
PAIOTCS C/eAYIOIUMHU CyOLIKaIaMuU:

1) opueHTanusa Ha KOMaHAHOe oby4yeHue (team learning orientation) — oleHKa YCTaHOBOK
KOMaH/1bl, HallpaBJIEeHHbIX HAa: 00y4YeHUe; CO3/JaHre pa3/iesisseMoro 3HaHUs; 03By4YUBaHUe NPo6JieM
Y pellleHWH, He3aBUCUMO OT pPaHra 4JieHa rpyliibl; COBMECTHBIM pa3bop OMMO0K U KOPPEKTUPOBKA
JeHCTBUH;

2) rubkocTb pabouux rpynn (team flexibility) — oljeHKa CIOCOOHOCTH 4YJIEHOB KOMaH/bl
KOJIJIEKTUBHO OLleHUBATh CBOe paboyee MOBeJAEHUE U CTPYKTYPY poJiel AJisi BHECEHUs] He0OX0 -
MbIX KOPPEKTUBOB C LieJ1b10 3 PeKTUBHOTO GYHKIIMOHMPOBAHHUS B JIDOOM HOBOU UJIY HebJIaronpu-
ATHOU CUTYaLlUH.

CoyuawHblll kanumad (social capital) — conpaibHO-TICUX0JIOTHYEeCKHe 3P EKTHI B pabodyeM
npouecca (HETBOPKHUHI, JJOBepHe, pa3/iessieMblid S13bIK), C1OCOOCTBYOINE 3G PEKTUBHOMY B3au-
MOJeMCTBUIO [JiSl JOCTUKEHUS 00LUX LieJied, KOTOpble OMUCHIBAIOTCS CAEAYIOLUMU CyOIIKaIaMu:

1) cBs3b B paboTe (network ties) — oljeHKa CTPYKTYpPbl COLLMAJbHOTO KalKTaJla, OTpakaroLas
MEeXJIMYHOCTHbIE B3aUMOCBSI3U B pabo4eM MpolLiecce;

2) noBepue (trust) — olLieHKa JJ0BepUTEJbHbIX OTHOLIEHHWH B TPyNIIOBOM B3aUMO/1€CTBUHY;

3) paszenseMbli 93bIK (shared language) — ouieHKa 06LHOCTU NPOPECCUOHAIBHOTO I3bIKA U
CNoco60B KOMMYHHUKAIMK 4JIeHOB KOMaH/ibl, OOLEr0 OMNbITA, a TaKXKe pa3/iessieMOl opraH13alu-
OHHOU KYJITYDHI.

KoanekmueHasa 3gpekmuenocme (collective efficacy) — y6exJEHHOCTb TPyNIbl B CBOUX
CIIOCOOHOCTSX IOCTHXKEHUS pe3yJibTaTa, AJisi U3MePeHUs1 KOTOPbIX Bbl/jeJIEHO JiBe CYOLIKabI:

1) BocnpuHuMaeMasi 3¢ PeKTUBHOCTb KOJIJIEKTUBHBIX JlecTBUM (perceived efficacy for collective
team action) — olleHKa KOMaHAHOW 3 PEeKTUBHOCTH, PECYyPCOB Y BO3MOXKHOCTEN JJ151 ;OCTUKEHUS
0011ero pe3y/bTaTa;

2) BocnpuHuMaeMas 3 PeKTUBHOCTb 4JeHOB KOMaH/bl (perceived efficacy of team members)
— OlL|eHKa croco6HoCTel U 3PpPEeKTUBHOCTH YJIE€HOB IPYIIbIL.

TakuM 06pa3oM, opuUTrHHa/bHAs Bepcus IIKaibl «Mepapxuyeckas ILIKaja yYCTOWYUBOCTH
koMmaH/bl, UIIIYK» BkJtodyaeT 10 cy6uikaJsi, s ONMCAHUS KOTOPbIX UCHOJib3yeTcs: 50 yTBepxkK/ae-
HUi. Kak yxe oTMeydasnoch, opuruHanbHasa Bepcusa UIIYK Hamia npusHaHue y psjia uccieoBa-
TeJlel, HO BMeCTe C TeM, OTMedaeTcs eé ype3aMepHasi HaChILeHHOCTb KOJIMYEeCTBOM IYHKTOB, YTO
3aTpy/HsIeT NpaKTU4YeCcKoe UcnoJsib3oBaHue. BuactHocty, M. A. bBapcenunbs ['oHcanec ¢ kosieraMu
ucnosib3oBasu HTRS npu paspaboTke 061er4y€éHHOMN IKaIbl yCTOMYMBOCTHU U BBISIBUJIY, YTO LIKAIY
KOMaH/JHOM YCTOMYHUBOCTH Harpy»atoT 13 NyHKTOB, 00bsACHAOIIUX 99% naMeHuuBocTH (Barcenilla
Gonzalez et al., 2018). Co3ganHbiit Ha ocHoBe onpocHUKa UIIYK «OnpocHUK yCTOMYMBOCTH KOMaH/,
Mezcectep» (Nurse Team Resilience Scale, NTRS), conep>kUT BoceMb NyHKTOB, U OH TaK»e 006J1aZjaeT
0lHOPAKTOPHOM CTPYKTypoi (Su et al.,,2023).

BbL10 cAeslaHO IpeAno/I0KeHUe, YTO IPY CO3/IaHUU PYCCKOSA3BIYHON BEPCUU UMEETCSI BO3MOXK-
HOCTb COKpallleHUs1 KOJIMYeCcTBa IYHKTOB ONPOCHUKA 6e3 yliep6a /Jis ero cojepaTebHOU Balu/-
HocTu. Takoe cokpalieHre MOXXHO 000CHOBATh TeM, YTO UCX0/AHas Bepcus «Mepapxudeckas mkaJsa
YCTOMYMBOCTU KOMaH/bl» CTPOUJIACH C UCIIOJIb30BAaHMEM OKOJIO JeCATHU Pa3IMYHbIX LIKaJ, U3Me-
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832010011970 YCTOI‘/JI‘-II/IBOCTI:: Ha MHAWBU/YaJIbHOM, CeMEI;'IHOM, rpynmnoBom, O6LL[I/IHHOM U OpraHuv3anu-
OHHOM YPOBHAX, B KOTOPbIX UCIIOJIb30BAJIUCh CXOXKHE€ YTBEPXKJEHUA, I,E[}76J'II/II)YIOI_U,I/IG Apyr Apyra B
CMBbICJIOBOM OTHOIIEHHWH, YTO U IIPHUBEJIO K U306bITOYHOCTHU IMYHKTOB.

IlocsieaoBaTE/ILHOCTb aJaNTAlMM METOAUKH, 3TAlbl CO0PA JAHHBIX U BLIGOPKA

[Ipoueaypa afjanTani U NCUXOMETPUUYECKON MPOBEPKU METOAUKHU BKJIIOYaJIa psji MOCaefo-
BaTeJIbHBIX 3TANOB. Ha mepBoM K3 HUX ObLJ OCYIECTBJIEH TepeBO, METOAUKU, KOTOPbIA BKJIHOYaJI:
1) npsiMo# mepeBO/, MEPBbIM 3KCIEPTOM-IICUX0JIOTOM Ha PYCCKUM f3bIK; 2) 0OpaTHBIN MepeBo/,
BTOPBIM 3KCIEPTOM-IICUXOJI0OIOM HA aHTJIMHCKUH f3bIK; 3) 3aK/I04YeHre 06 CMbICJIOBOM CXOZICTBE
NpsIMOU ¥ IepeBOAHOU aHIJIOSA3bIYHBIX BEPCUM HOCUTEJIEM SI3bIKA; 4) MUJIOTAXKHBIM ONPOC C UCTIOJIb-
30BaHHEM PYCCKOSI3bIYHOM BEPCHUU PECHOHJAEHTAMHU, 3aHATHIMU B pPa3/IMUHbIX chepax AesTesb-
HOCTH [1J11 BbISIBJIEHUS] 0COOEHHOCTEN BOCIPUSTHS U BO3MOXKHbBIX TPYAHOCTEN NPU NOHUMaHUU
yTBepKJeHNUH.

Pe3y/sbTaThl MUJIOTAXXHOTO HWCCJAE0BAaHHS MOKasaly, 4YTO cybOlikasa «BocnpuHruMaeMas
3pEeKTUBHOCTb APYTrUX YJEeHOB KOMaH/bl» BOCIPHHHUMAETCS KakK Ay6Jupylouas CyoIIKaay
«BocnpuHuMaeMass 3QpQPeKTUBHOCTb KOJIJIEKTUBHBIX JelcTBUM». CyOlKanbl: «/lu3ailH 3ajau»,
«OpueHTaLMs HA KOMaH/AHOe HaydyeHUe», «CoCcTaB KOMaH/bl» UHTEePIPEeTUPOBAJIUCH B Pa3/IMYHOM
CMbICJIOBOM 3HAaY€HUU PECHOHJAEHTAMH, pab0oTaIMMU B Pa3HbIX NPOoPeCcCUOHATbHbIX KOHTEK-
ctax. [loaTOMy AJ1s ICUXOMETPUYECKONM MPOBEPKU U anpobaIiuu 60Jiee KOMIAKTHOW PYCCKOSI3bIY-
HOW IIKaJibl, IpeJiHa3Ha4YeHHOM [Ji1 paOOTHUKOB pa3/IMYHbIX NpodeccuoHaNbHbIX cdep, ObLIU
B3SIThI IIECTb CYOIIKaJI, OTPAXKAIIIUX BCe YeThIpe U3MepeHHUs] KOMaHJHOU YCTOMYHUBOCTH:

1) pa3BuTHe MacTepcTBa — «['MOKOCTb PAa6OYUX IPYIII»;

2) cTpyKTypa rpynibl — «[pynmnoBbie HOPMbI»;

3) couuanbHbii KanuTaa — «CBSA3b B paboTe», «PasaensieMblil 13b1K», «/loBepHe;

4) xoJsnieKTHBHas 3¢PeKTUBHOCTL — «BocnpuHumaeMass 3pPeKTUBHOCTb KOJIJIEKTUBHBIX
JEeNCTBUI».

B uTore mepBoHavyasibHasi anpo6upyemasi Bepcusi ONPOCHUKA cofepkasa 21 yTBepKJeHue,
OL|€HMBAIOLUX I'PYIIY [0 HIEeCTH BbIlIeyKa3aHHbIM LIKasaaM. /laHHbIA ONPOCHUK MCIOJIb30BaJCs
I cbopa JJaHHBIX B TPEX HE3aBUCUMBIX HCCIeN0BAHUSAX, B KOTOPBIX MPUHSJIO y4acTue 937
pPEeCNOH/IEHTOB, paboTaOIUX B COCTaBe pabo4yux rpymni (1no/pas/eseHnii) B CoOCTaBe OpraHu3anuu
pasanyHoro npodusis. MHCTPYKIMS U YTBEPXKAEHUs NpeaJaraeMold BepCcUU ONMPOCHUKA BO BCEX
YcC/ie[JOBaHUAX ObLIM eMHble. XapaKTEPUCTUKH PECIOHAEHTOB: Bo3pacT oT 18 no 69 net (M =
38,06; SD = 11; Me = 37), u3 HUX *KeHU[UHbI 75%, My>X4nHbI 25%.

B Tpéx He3aBUCUMBIX UcciaeoBaHusaxX (N1 = 496; N2 =213; N3 = 228), 1OMUMO OLIEHKU CBOEU
paboyel TpyImbl MO BbIlIEYKa3aHHbIM CyOIlIKajaM YCTOWYHMBOCTH, PECIOHJEHThI OlLleHUBaJIU
Jlpyrve XapaKTepUCTUKU CBOed paboded rpynnbl (KOMaHAbI): COBMECTHUMOCTb MEHTaJIbHbIX
MoJiesiel, pasjesisieMoe JUAepPCTBO, UHAUBUAYAJbHYIO KOHPJIUKTOYCTOMUMBOCTb, MPOAKTHUBHbIE
HAaCTPOUKHU paboThl, IpodpeccCuOHa/IbHOE BIFTOPAaHUE.

HUccnepoBanue 1

Bbi6opka coctaBusia 496 pecnoHaeHTa, B Bo3pacTe oT 20 go 69 set (M = 40; SD = 9,3), us
HUX 75,2% >KeHIUUH U 24,8% MyxK4uH. PeclioHieHThI Ipe/iCTaBJIAIN pa3ndHble chepbl Npodec-
CHOHAJ/IbHBIX JeSITEJIbHOCTEN: CIEIUaJMCThl 0 UHGOPMALIMOHHBIM TexHoJiorusaM — 142 (29 %),
MeHeJ/pKepbl 10 paboTte ¢ kaveHTaMu — 171 (34 %), 6yxrantepsl — 182 (37 %) pecnoHzeHTa.
Jnsa 5.4 % pecnioHAEHTOB CTaXX B PO eCcCHOHANIbHOM [leITeJIbHOCTH cOCTaBUJI MeHee 10 JieT, A4
49,6% 60s1ee 10 seT. C60p AAHHBIX MPOBOAUJICA NMOCPEACTBOM MHTEPHET-0NPOCA C MCI0JIb30Ba-
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HueM ['yria-¢opm. B ucciaeoBaHUM M3ydasMCh B3aMMOCBSI3M JIMYHOCTHBIX (CaMOOIeHKa, MCUXO-
JIOTUYECKUH KaluTaJl, BOBJIEUEHHOCTD, BHITOPAHHE, MOTUBAIUSA JOCTHKEHHUS ), pabOYUX pecypcoB
(xapaKTepUCTUKHU Ar3aliHa pabOoThl), MPOAKTHBHBIX HACTPOEK PAabOTHI C MOKa3aTeJsIMUA YCTONYHU-
BOCTH pabouux rpynn (MabuHa, Jlenexux, 2024).

et BaTHAHKE HECTPYMEHT IR ONeHHBAHHA VCTOHUHBOCTE palodHR Tpymm
(EongamET).

Pesymerar: merommra «llepaprEmeckas mMEata EoMaEIHOE VCTOHYHEOCTHS
(5.5harma) mpHEATA 33 OCHOEY A4 paspafoTEH PYCCEOASEITHON BEPCHE MEATH
woManmHo# yerofmsocTr (Prcyrok 1)

ARATHI H CPAEHERNES
HECTPYMEHTOE HIMEPEHHT
VCTOHUHEOCTH IPYIINE Ha OCHOBE
THTEPATVPHEIR JaHHEX

1. IIpanod mepeEon SECIEPTOM - DCHROMONOM 1 Ha PYCCKHE AhIE;
2. OGpaTHE NepeEo] SECIEPTOM - ICHEOIOTOM 1 HA AHTTTHECKHE T35,
3. Onpenenerne cMHCIOEOTD CROTCTEA MPMMOH H NepeEQTHOH ARTTIORIEITHEDE
Iepeson MeTOMHEER BepcHiT HOCHTENEM A3BIEA;
4. TlmmoTasHEN ONpOC PECHOMNSHIOS, SAEATMX © pasIHYHRIX cdepax
IDeATENBHOCTH LT85 NPOBEPEH NOHHMANHA MVHETOS
ONPOCHHEA PYCCHORSHYHOH BEpCHH.

h A

QT00paEE! CIETVEOIHEE CYyOMEATEL OTPAEAMIES TeTHDEX HIMePeHHA

. VCTOHIHECCTH TPVTIORL:
AHATHS COTSPEARHA YETHIPEX b b

HSMEPEHHE ONPOCHHKA.
Coxpamenss OOPOCEHEE A0
ImecTH CyOmEAN, OTPEEAIIIHE
BCE GETHPE HIMEPeHHA
VCTOHIHBOCTHE TPy IS

—

. Paseutme MacTeperTsa — «rHGR0CTS paSowsx rpvmms;

CTpVETYpa IPVIIE — «TPYIIOEEE HOPMEL?,

ConHATHEE EAIHTAT — ¢CEASH B PafoTes, apasTenmenErd

#3BIEY, €I0BSPHEY;

4. Konnextreaan sbderTHEROCTD — «BOCTpHERMaeaT shderTHEROCTE
WIEHOE TPYIIIED

L

» Hecnenoeamme | (N = 406), B HecHeI0EAHHE HSVIATHCE E32HMOCETSH

¥ THEHOCTHEIX B PaSOTHX PECYPCOE Kak NPeIHETOPOs
TpOAKTHEHOTO MOBSTEHHA, EHIOPANHEA B VeTofMHS0cTH padouy IPVIIL
Cfop mammx & Tpex » Hecnenosasme 2 (N ). B HCCTIBICBAHHH ESVYaNachk POIE PasIelaeMoro
HEIAEMCHMEIX HCCTENOBAHMAR C THOEPCTE: B PASOSIReMEX MEHTATEHEIR MOJeTes IeATeTEHOCTH
HIOOMBRIOEANHEM EdK OpemHETOpOE VeTORTHEOCTH padouss TPV,
PYCCRONSEITHOE BEPCHH, s Hecnenoeamme 3 (N =128), B BccleIoBaHHE HSVIATOCE BIHAHEE
comepamed 21 mymET HETHBHTyATbECH EoEGIHETOVCTONMHECCTH Ha VETOHIHBOCTE padodsE
TPYIIL

O6mee umcno pecmoEneHToE N =037,

» IIposepsa darTopsaoH CIPYVETY PR ONPOCHEKA . CONSpamuE 21 mVEKT;
= $OPMHpOEIHHE CHPOCHHEA, COTEpEamero 12 myEsToR Ha ocHOSE

v moTyaeREoH GakETopEOE CTPYEIVDH EEPCHH HS 21 IVEETOE B
TEOPETHILCKOTO KOHCTPYET VCTONUHBOCTH TPVIIIEL
CpagHETeNEHAS » [IpoBepEa EHYVTpeHHe COMACOBANHOCTH ONPOCHHNDE |, BEMOYammx 2 1
ICHEOMETPHUSCEAR NPOBEPKa = 12 nyHETOE;
JEVX BepCHET ONPOCHHER, » IIpoBepxa MeTpEGeCKDH H CTPVETYPECH HHEAPHAHTHOCTH ONPOCHHEDE,
sxmowaromeEx 21 B 12 myERTOE ExmovarmaEx 21 B 12 myERTOE!
» [IpoEepsa XOHCTPVETEOH EAMHINOCTE ONPOCHERDE, ERTORamEX 21 1 12
TOYHETOE;

» (CpaBHeHHe BePCHH ONPOCHHEA, COCTORMHEK H3 21 B 12 nyHETOS;
+ BHEOT 0 B0SMOEHOCTH NPHMEHEHHA OIpPOCHHES , BRTI0Iatomere 12
IYHETOE.

Pacysox 2. OcHOBHEI® 3TaNE anpofais B ICHKOMETPHISCEDHE NPOEEPKE
PYCEOESHMEOTC ONPOCHEE ' YeToRIHECCTE pafoged TPVIINEL (RoMaHIH )"

UccaepoBanue 2

Bri6opka coctaBusa 213 pecnioHzeHTa, B Bo3pacTe oT 19 fo 66 set (M = 40; SD = 10) u3 Hux
65,7% »xkeHIUUH U 34,3% My>X4UH. PecioH1IeHThI Ipe/CTaBsAIU chepbl JesTeJbHOCTU: 06pa3oBa-
HUe ¥ HayKa — 32%, 3paBooxpaHeHre — 24%), duHaHcbl — 16%, aAMUHUCTPATHBHO-yIIpaBJIEeH-
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yeckas AesaTeJbHOCTb — 15%, connanbHoe o6cayxuBanue — 13 %. CTaxk B BbIOpaHHOU paboyeit
JlessTeJbHOCTU cocTaBu MeHee 10 sieT 111 59% pecnnoHzieHTOB, a 60J1iee 10 sieT ass 47% pecrnoH-
JeHToB. CO0p JaHHBIX TPOBOAMJICS OYHO B OpraHU3alMsSIX U B UHTEPHETE C UCloJib30BaHueM ['yrii-
dopM. B uccieoBaHuM U3ydasiach poJib pa3/iessieMoro JUiepcTBa U pas/iesisieMblX MEHTATbHBIX
MozeJiel 1eITeJIbHOCTH KaK NPpeJUKTOPOB yCTOMYUBOCTU pabouyux rpyni (JlenexuH u ap., 2024).

UccaepoBanue 3

Bbi6opka cocTaBuia 228 pecrioHIeHTOB, B Bo3pacTe oT 18 fo0 69 snet (M = 37,5; SD = 12,2), us
HUX 85% >xeHIHH U 15% My>K4YMH, 3aHATBIX B pa3/IMYHbIX chepax AesATeJbHOCTHU: IeJaroru4ecKoy,
neJjlaroruieCcKkord My3bIKaJbHOM, COLMAJbHOM, TOPrOBOW, aJl]MUHUCTPAaTUBHO-YIIPABJIEHYECKOU U
Apyrux. CTax paboThl B paboueit rpymnne (komaHze): meHee 10 jseT — 62% pecrnoHIeHTOB, 6oJiee
10 et — 38%. C60p AaHHBIX NPOBOJUJICA OYHO B OPraHU3aLMUAX U OHJIAWH C UCNOJb30BaHUEM
['yrin-¢opm. B nccienoBaHuy usyvaanch pasjesisieMoe JUAEPCTBO U MHAUBU/YaIbHasA KOHQJINK-
TOYCTOUYMBOCTb KaK NPeAUKTOPbI YCTOMYUBOCTH pabouux rpynn (Jlenexun, 2024).

Tak kak JaHHble, IOJlyYeHHble B TPEX HE3aBUCUMBIX MCC/IEOBAHUAX, OTJIMYAJIUCh MEXAY
coboil mpoueAypod cbopa U coJep)kaHUEM ONpocHbIM ¢opM, ObLIa MpPOBeJeHa NpPOBepKa
ONPOCHHUKA Ha MeTPUYECKYI0 U CTPYKTYPHYI0 HHBAPUAHTHOCTD [JIF NOJBbIOOPOK, pa3/ies € HHbIX
110 OCHOBAHHUAM: pole/lypa Uccae0BaHUA (JAaHHble, COOpaHHble B pa3/IMYHbIX UCCIeJ0BAaHUAX),
I0JI, CTaX paboThl, NpodeccroHaNlbHasA JedATeJbHOCTb. [lojlyueHHble CTaTUCTHYeCKUe IOoKa3a-
TeJIY, IpUuBe/iéHHble B Tabsnie 5 JaHHOW CTaTbH, IOKA3bIBAIOT, YTO PA3JIMYUU 110 METPUYECKOHN
Y CTPYKTYPHON UHBAapHMaHTHOCTHU ONPOCHUKA He 0OHapykeHo. TakuM 06pa3oM, peCiOHZ|eHThI BHe
3aBHCHUMOCTH OT IpoLeypbl cO0pa AAaHHBIX U BblJleJIeHHBIX N10JBbIOOPOK, BOCIIPUHUMAKOT CMBbICJI
NYHKTOB OMPOCHUKA OJJMHAaKOBO (JlenexuH u ap., 2024; UnbuHa, JlenexuH, 2024). OCHOBHbI€e 3Talbl
anpo6anyy ¥ NCUXOMeTPUYeCKOU IPOBEePKU ONPOCHUKA Npe/iCTaBJIeHbl HAa PUCYHKe 2.

MeToabI

B paHee yka3aHHBIX UCCJe[0BaHUSAX COOp JJaHHBIX JJisl U3MepeHHUsl TPyNnnoBor (KOMaHAHOM)
YCTOMYMBOCTH OCYILLeCTBJIAJICA CUCII0JIb30BaHUEM IepeBeJEHHON BepcuH ollpocHUKa «Mepaxuyeckon
IIKaJ1bl yCTOMYMBOCTHU KOMaH/,bI», BK/II0OYaIoLel CyOLIKa/Ibl: «TMOKOCTb PAaO0YUX IPYII», KTPYIIIOBbIE
HOPMBbI», «CBSI3b B pab0Te», «paszie/iseMbli SI3bIK», «JJOBEpUE», KBOCTIPUHUMaeMasi 3P PEeKTUBHOCTh
KOJIJIEKTUBHBIX JeUCTBUM». Bcero onpocHbIi JUCT cofepxasl 21 nyHKT. PecnoHzieHTaM npeaJiara-
€TCsl BbIPA3UTh CTeNEeHb CBOETO COIJIacusl C yTBEPKAEeHUSIMU N0 NATHOaNIbHON LiKase P. Jlukepra,
rJe «1» — «IOJIHOCTBIO He COTJIACEeH», «5» — «IOJIHOCTBIO coryiaceH». [[Jisi MpoOBEPKU KOHCTPYKTHOM
BaJIMJJHOCTH aZJallITUPYEMOH I1LIKaJIbl UCM0JIb30BAIUCh CAEAYIOLE METOJUKHU:

«IIcuxonornyeckuit kanutaa» A. bakkepa B agantauuu C. A. ManudeBa v B. E. [Torpe6unikoi
(Manuues, [lorpe6unkas, 2018). MeToauka BkJ4YaeT 16 NYHKTOB, OTpa)KalwIUX 4YeTbIpe
cyOLKanbl: «caM03p(PEKTUBHOCTbY, «CAMOOLIEHKAa», «ONTHUMHUCTUYHOCTbY», «KU3HECTOUKOCTbY.
PecnoH/1eHT BbIpaXkaeT CBOIO CTeNeHb corsiacus no wkase P. Jlukepra. [lis cy61IKaabl «ONTUMU-
CTUYHOCTb» BbIPAXXEHHOCTb OL|€HKHU OT «abCOJIIDTHO HelpaBAa» 10 «abCOJII0THO MpaB/a Mo NsATU-
6a/sIbHOM 1iKase. s cy6ikan «caMo3dpPeKTHUBHOCTbY, «CaMOOILleHKa» BbIPAaXKEHHOCTb OLlEHKH
10 YeThlpexbasbHOM LIKaJe OT «abCOoJIIOTHO HenmpaBAa» A0 «abCoJI0THO npaBAax. s cy6iiKasibl
«KHU3HECTOMKOCTb», YeThIpEx06asl/ibHas [IKaJ1a OLeHKHU OT K HEMPUMEHUMO KO MHE» /10 KTPUMEHUMO
KO MHe». BHyTpeHHss corylacoBaHHOCTb a KpoHabaxa aJis Bbi6opku (NI = 496) BapbupyeTcs 1O
cybukanam ot .75 j0 .83.

«lIkana 6azoBoro camooueHuBanus» (Core Self-Evaluation Scale) T. A. [lxxaji>ka ¢ KoJljieramu
B pycckosiablyHOM azantauuu C. A. MaHudecBa ¢ koJsieramu (Judge et al,, 2003; MaHu4deB u [1p.,
2022). Copepxkut 10 MyHKTOB, OTpa)kalolUX 00Ollee 6a30Boe caMOOlleHUMBaHHe. PecrioHAeHTY
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npejjiaraeTcsi BbIpa3uTh YPOBEHb COIJIACHUSA MO NATUOANIbHON LiKase JIMKepTa OT «II0JHOCTBIO
HeCcoTJIaceH» J10 «IIOJIHOCTbIO coTJiaceH». BHyTpeHHss corylacoBaHHOCTb a KpoHb6axa /11 BbIOOpKHU
(N1 =496) paBHa .76.

«/luzamiH pabotei» (The Work Design Questionnaire, WDQ) ®. I1. Moprecona u C. 3. Xamdpu
B asantauuu C. A. ManudeBa c kosuteramu (Morgeson, Humphrey, 2006; ManuyeB u gp., 2016).
OnpocHUK BKJI0OYaeT 77 MyHKTOB, OTHOCALIMXCS K pa3JIMYHbIM XapaKTepUCTUKAM M3aliHa paboThI.
s ucciefoBaHWe OTOOpPAHbI LIKAJbL: «1eJIOCTHOCTD 33/la4 M oOpaTHas CBsA3b OT pe3yJbTaTOB
paboThI», «kKOONepaTHBHbIE OTHOUIEHHUS». PeCIOHJeHThI BbIPAXKalOT CTeNeHb COIJIacus MO NATH-
6a/1/1IbHOM 1IKaJle, TAe 1 — «abCoMITHO He COIJIaceH C JAHHbIM YTBEPXKJeHUeM», 5 — «abCoI0THO
coryiaceH. BHyTpeHHsis corslacoBaHHOCTb - KpoH6axa Auis1 Bbibopku (N1 = 496) BapbupyeTcs 1o
JAaHHBIM LIKaJjaM oT .79 jo .81.

«OnpAeHOYpPrcKUi ONIPOCHUK NpodeccruoHanbHOTO Beiropanusa» E. JlemepyTtu u A. b. Bakkepa
B pycckosi3bluHOM ajanTtauuu A. 0. CMupHoBoil (Demerouti, Bakker, 2007; CmMupHoBa, 2017).
HUcnosnb3oBanack o611as noJsipHas 1Kasa, Ha OJHOM MOJII0Ce — BbITOPaHUe, XapaKTepHU3ylolleecs
OTCTPAaHEHHOCTBIO U UCTOLIEHHOCTBIO, HA PYTOM — BOBJIEYEHHOCTD. PeClIOHAeHTY NpeJJaraeTca
BbIPAa3UTh YPOBEHb CBOEr0 cOrvacus ¢ 16 yTBepKJeHHUSAMH, 10 NATUOAJIbHOM 1IKaJle OT «COBep-
IIIEHHO He COIvVIaceH» [0 «COBEPIIEHHO coryiaceH». BHyTpeHHss coryiacoBaHHOCTb @ KpoHb6axa s
BbIOOpKH (N1 =496) paBHa .75.

«OnpegesieHne ypoBHA KOHGQIMKTOycTOMYMBOCTU» (PeTuckuH u ap. 2002). OnpocHUK
coziepkuT 10 nap NoJIApHBIX CyK/JeHUM, KOTOpbIe OLeHUBAIOT [TI0Be/IeHUE B CUTYallSIX KOHPJIMKTA
no 5-6a//IbHOM LIKaJsie OT HU3KOU [0 BBICOKOW YCTOMYMBOCTU K KOHPIMKTAM BHyTpeHHss coria-
coBaHHOCTb @ KpoHb6axa 151 Bbi6opku (N2 = 228) paBHa .85.

PesyibTaThl

IIpoBepka GpaKTOPHOI CTPYKTYPbI OMPOCHUKA

[IpeaBapuTebHO ObLI NPOBEAEH SKCIJIOPATOPHBIN GaKTOPHbIN aHA/IU3 METO/IOM MaKCUMaJlb-
HOro npaBjomnojo6us ¢ BpaueHueM [Ipomakc. [lokazatesu KMO u kputepuit baptiaerta (978,
p <.001) no3Bosinau npoBecTH GaKTOPHbIN aHaIU3. bblia BbisBJeHA 0JHOPAKTOPHAs CTPYKTYypa.
Jonsa o6bsicHaeMol fucnepcun paBHa 62,5%. B Tabauna 1 npeacraBieHa ¢akTopHas Harpyska
NYHKTOB OMPOCHHUKA.

W cxopa M3 TeopeTU4ECKOM MO/Ie/1M aHIVIOSI3bIYHOW BepCUU METOAMKH, OblJIa cZle/laHa IPOBepKa
PYCCKOSI3bIYHOM BEPCUU B OTHOLIEHUU HUCNOJIb30BaHUSA 4-PaKTOPHOU U 6-GaKTOPHOU CTPYKTYPHI,
KOTOpasi oKasaJia, YTO OHHU 00bsCHAT 67,6% u 7.7% aucnepcuy COOTBETCTBEHHO, HO IIPU 3TOM
OCHOBHAsl YaCcTb 00'bSICHUTEJNbHOU AUCIIEPCHUU XapaKTEPU3YeTCs MEPBbIM PaKTOPOM, B TO BpeMs
KaK oCTa/IbHble GaKTOpPbl BHOCAT JMIIb 1-2%. O6Hapy»KeHO, YTO OJHU U Te XKe yTBePKJeHNUA UMEIOT
Harpy3kKu Ha pa3Hble GpaKTOpbl U NMPU 3TOM HU3KYH $akTopHyl Harpysky (< .40). Koppensyus
Mexy pakTopamu Kosiebsetca oT .67 fo .80. ITU cTaTUCTUYECKHUE pPe3yabTaThl NOATBEPKAA0T
OCHOBHY0 MHGOPMATUBHOCTb OJJHOTO GpaKTOpa U HE3HAYUTENbHOCTb OCTaJIbHBIX. TAKUM 00pa3om,
Y4YUTBIBas y/I0BJIeTBOPUTEJIbHbIE [T0Ka3aTeJu 0AHO(PAKTOPHOU CTPYKTYpPhl OHA Oblja MPUHATA 33
OCHOBY /iJ151 JJaJiIbHENIero napaMeTpUyecKoro aHain3a 1 aJlanTaluu.

/i mpoBepKHM BO3MOXHOCTH CO3JaHUS 0OoJjiee KOMIAKTHOM BEpPCHUM OINPOCHUKA Oblia
npoBepeHa paKTOpHas CTPYKTypa b6oJsiee KpaTKOM BepcuH, cocTosiie u3 12 nynkros (v.12). s
CO3/1aHMA JaHHOM BepCUU ObLJIO 0TOOPAHO MO JjBa MYHKTA Ha KaXK/yl0 U3 LIeCTH CyOLIKaJl OPUTH-
Ha/IbHOW METO/IMKHU COTJIAaCHO HauboJibllel Harpy3Ke Ha o61ui ¢paktop. Ha ocHoBaHuM pe3ysibTa-
TOB, ONMCHIBAOIIMX (PAaKTOPHYI Harpysky (Tabsuna 1) 6bl1M 0TOOpPaHbl MYHKThI ONPOCHUKA AJI
IIEeCTH CyOILIKaJ: KTHOKOCTb KOMaH/bl» — 8, 20; «rpynnoBbie HOPpMbI» — 12, 18; «CBsI3b B paboTe»
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— 9, 15; «pasaensemblil 13bIk» — 1, 16; «goBepue» — 5, 11; «BocnpruHuMaeMasi 3pPeKTUBHOCTD
KOJIJIEKTUBHBIX JAelcTBU» — 7, 21. B pesynbTraTe PA BbisiBJieHA O0AHOPAKTOPHAs CTPYKTypa
BEPCUHU ONIPOCHHUKA U3 12 NyHKTOB, paKTOpPHBIE HATPY3KU KOTOPBIX MIpe/ICTaBJIeHbI B TabauLe 2.

Ta6bsauua 1. OgHodakTOpHAsA CTPYKTypa oNpoCHUKA U3 21 nyHkTa (v21)*

Ne Copep:kaHue MyHKTa CaxropHas
Harpyska
16 YmeHbI MOet KOMaH/bI CTAPAIOTCS MOHMMATD PYT APYra Ajisl KOOPAMHALMY COBMECTHON PaboThI .856
7 Mos xoMaHza CIIOCOOHA IIOMOYb YYACTHUKY KOMaH/bI PeIinThb ero (e€) pabouyro npobiemy .839
9 Yensl MOejl KOMaH[BI ITIOJOTBOPHO OOLIAIOTCS APYT C LPYTOM .839
21 Mos KOMaHJia MO>XKeT CIIPaBUTHCA € OOIBIINHCTBOM TPYRHBIX CUTYALVIIA .837
19 S Bepo B CHOCOOHOCTH MO€V KOMaHIbI IOCTUTATh BBIIIOTHEHNSI COBMECTHBIX 3a/1ad .832
15 YreHBI MOeii KOMaH/bI Ae/ATCA HeO0OXOAMMOIL MHPOPMALVIell IPYT C PYyroM .823
11 51 Bepro, 9TO MOM TOBAPUII IT0 KOMAH/I€ YITYT MO IIOTPEOHOCTH PV IPUHATUN PEIICHVIS .818
13 Most KOMaHIa MOXeT PaboTaTh BMeCTE /ISl JOCTVDKEHNS LIeN 818
18 YseHBI MOET KOMaH/IBI COTZTACOBAHBI B OTHOIIIEHNN TOTO, KaKye JIeVICTBUS U ITOBeleHNe OT HUX OXKUIAETCS 813
12 ‘-Inemzl Hallleil KOMaH/bl AICHO IIOHMMAIOT, 4TO SABJIAAETCS, U YTO He ABJAETCs, IPMeMIEMBIM ITOBENEHEM B 800
Hallleif KoMaH/ie
5 4 cumrar, 4TO WiIEHbI MOEJ KOMAaH/Ibl JOBEPAIOT APYT LPYry .794
17 4 cumTaro, 4TO MO TOBAPUIIN 110 KOMaH/Ie IIPABAMBBI 1 YECTHDI .788
YreHBI MOeJl KOMaHbI JIETKO CIIPABIAIOTCA C BapuabeTbHOCTBIO ¥ ISMEHIMBOCTDIO 3a/5a4 .783
3 Ynensl MOejl KOMaHABI ITOAAEPXKIBAIOT TECHBbIE pabouyie CBA3MU APYT C APYTOM 777
YreHBI MOeil KOMaHbI KOPPEKTHUPYIOT CBOY IIOAXOABI /IS IPEO0IeH s TIPEILATCTBII B paboTe 776
10 YreHs! MOelt KOMAH/[bI UCIIOIL3YIOT OOILIETIOHSATHDIE TEPMIHBI I BBIPOXKEHIIS B X0fle 00CY KIeHMiT (COBELIjaHmit) .758
4 YneHsl MOelt KOMaHZbI CTAPAIOTCsI MCIIOMB30BATh O01IIIe TEPMUHBI B paboTe .749
20 Harna koMaH/ja IPOSsIBIIsAET BBICOKYIO M300peTaTeIbHOCTD 06 yMbIBas HOBBIE M/ Ty4IlINe CIIOCOObI 738
BBINO/THEH NS HAIMX 33714
6 CraHpapThl IOBefleHNA YTIeHOB MOeil KOMaH/bl YETKO OIIpefie/IeHbl 1 IOHATHDI 731
1 Bwmecre Hallla KOMaH[a CIOCOOHA PEIINTD IPOOTIEMBbI 724
14 Haira KoMaHJa 9acTo MpoOyeT a/bTePHATYBHBIE CIIOCOODI, KOTOPbIe MOXKHO IIPYMEHNTD B Hallleil paboThl .687
IlpuMeyaHMe: ¥ — MeTOJ MaKCUMa/IbHOTO IIPaBJoIIof06us, MeToy, BpalieHus — [Ipomaxkc.
Tabauna 2. OgHopaKTOpHAs CTPYKTypa ONpPOoCHUKA U3 12 nyHKTOB (v.12)*
Ne Copepxanue PaxropHas
Harpyska
16 YeHbl MOelt KOMaHABI CTAPAOTCS IIOHUMATD APYT APYTa A/Is KOOPAMHALIMN COBMECTHOI pabOThI .858
9  UseHsl MOelt KOMaHbI IVIOFOTBOPHO OOIAIOTCA APYT € APYTOM .846
Most koMaH[a CIIOCOOHA IIOMOYb YYACTHUKY KOMAH/bI pelnTh ero (e€) pabouyio npobiemy .841
21 Most KOMaHJa MOXeT CIIPaBUTHCA C OONBIIMHCTBOM TPYAHBIX CUTYALMIA 825
15 Yensl MOejt KOMaHABI eATCS HeoOX0omuMOoit MHGOpMaLyeit APYT € LPYyroM .823
11 4 Bepro, YTO MOV TOBApUIIM II0 KOMaH/e YYTYT MOY IOTPEOHOCTI IPY IPUHATUY PelleHNs .820
18 rennl Moelt KOMaH[bI COITIACOBAHbI B OTHOLIEHNY TOTO, KaKye JEeMCTBIA U IOBENEHNE OT HUX OXKUAETCs .809
12 Ynennt Z{ameﬁ KOMaH/IbI SICHO IIOHMMAIOT, YTO AB/IAETCH, M YTO He AB/IAETCH, IIpUeM/IEeMbIM IIOBefleH/eM 802
B Hallell KOMaHe
5 S cumuTar, 4TO 4JeHbl MOE KOMaH bl JOBEPAIOT APYT APYTY .789
8 UnmeHBI MOeit KOMaH/IBI JIETKO CIIPABIIAIOTCA C BapHabeTbHOCTDIO M IBMEHUMBOCTBIO 3a1a4 .786
10 YteHbI MOeiT KOMaH/Ibl MICIIOTIb3YIOT OOIEIIOHATHBIE TEPMUHBI U BBIPQXKEHUA B XOfe 00CY>KIeHM 751
(coBemranmit) '
20 Hairra KoMaHzia IPOSIBIIAET BBICOKYIO M300peTaTeIbHOCTb OO yMbIBasl HOBBIE VI JTyYILIVe CIIOCOODI 738

BBIITO/THEHMA HAIIMX 3aJa4

IIpumeyanue: * — MeToy MaKCUMAIBHOTO NPABOIOA006IsI, MeTOx BpalieHnst — IIpomakc.
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TakuM o6pa3oM, mo pe3dyjabTaTaM (aKTOPHOrO aHa/M3a OblLIa BblsiBJeHA OJHO(aKTOpHas
CTPYKTypa [AJis Bepcuu onpocHUKa ¢ 21 nyHKToM (v.21), a Takxke JJisl 60Jiee KpaTKOW BEpCUH,
coctosiie U3 12 nyHkToB (v.12). I[lokasaTesn COOTBETCTBUS KOHQPUPMATOPHBIX MOAesel
VCXOJHbIM JJaHHBIM Npe/CTaBJeHHble B Tabyule 3, CBUAETEJNbCTBYIOT, YTO 00€ MOJENU UMEIOT
y/l0BJIETBOPUTEbHbIE TOKA3aTeJU COOTBETCTBHUS, KOTOPbIe MO3BOJISAIT NOATBEPAUTb 0fHODAK-
TOPHYIO CTPYKTYpY AJid Bepcuid v.21 u v.12 onpocHHUKa.

Ta6sauna 3. [lokaszaTes I COOTBETCTBUS MO/JieJiel HCXOAHBIM JJaHHbIM

Mopgenb x/df CFI RMSEA (90% CL)
v.21 2.499 987 .04 (.035;.045)
v.12 2.136 993 .038 (.028;.047)

IIpoBepKa nmoka3saTesieil HAAEKHOCTHU

[IpoBepka mnokasaTesiss BHYTPEHHEH COIJIAaCOBAaHHOCTU IYHKTOB OINpPOCHHKA « KpoH6axa
N0KasaJia, YTO UMEITCS BBICOKHE NT0Ka3aTeu COIJIaCOBAaHHOCTH Kak /151 Bepcuu v-21, a Kponbaxa
= .97, Tak u A Bepcuu v-12, a« KpoHnb6axa = .96. /lsis noATBep>XAeHUs HAZEXKHOCTU ONMPOCHUKA
ObLJ1a TaKXKe IPOM3BeJieHa MPpOBepKa BHyTPEHHEe! COIJIaCOBaHHOCTH J1Jil TOJIBbIOOPOK, chopMUpO-
BaHHBIX U3 0061[ell BLIOOPKHU MO pa3HbIM OCHOBAHHUSAM: 110JI, CTaX paboThl, npodeccus. B Tabauie 4
npezcTaBJeHbl I0Ka3aTeJd BHYTPEHHEN COTJIACOBAaHHOCTHU JJis MOABBIOOPOK, CGOPMUPOBAHHBIX
110 OCHOBAHMUSIM, YKa3aHHbIM B JIEBOM CT0JIO1Ie. BbicOKMe oKa3aTe ik COTJIACOBAaHHOCTH M0 MO/ABbI-
60pkaM B AuanasoHe oT . 94 10 . 98 [0NOJHUTEIbHO NOATBEPXKAIOT HAZEXKHOCTb ONPOCHUKA.

Ta6svua 4. [lokasaTesu BHYTpEeHHEHN COTJIaCOBAaHHOCTH [1J1s1 Pa3JIMYHBIX IOABbIOOPOK

OcHoBaHMe N v.21 (a-Kpounbaxa) v.12 (a-Kpoubaxa)
ITpouenypa uccnegosanmus
uccnenoBanus 1/2/3 496 /213 /228 97/.98/.96 95/.95/.97
Ilon
MY>CKO />KEeHCKUIA 231/706 96/.97 .94/ .96
Crax
mo 10 et / 6omee 10 neT 375/ 334 .96 /.97 .94 /.94
[TpodeccuonanpHas feATENbHOCTD
VT / MeHemKepsl 110 paboTe ¢ KIMeHTamy / OyXranrepbl 142/171/182 .96/.96/.97 95/.95/.95

IIpoBepKa CTPYKTYPHOU U MeTPUYECKON MHBAPUAHTHOCTHU ONPOCHMKA

/151 NpoBEepKY MHBAapPUAHTHOCTH NIPOBeJieHa IPOBEPKA CTPYKTYPHOM U METPUYECKOW MHBAPH-
AHTHOCTH /|Ji5l IO/IBbIOOPOK, BbIJ|eJIEHHBIX 10 OCHOBAHUSIM: NPOLie/lypa UCCAeJ0BAHUS, TI0JI, CTAXK,
npodeccroHa/bHas AesTeJbHOCTb.

MeXrpynmnoBble mokasaTesu cOOTBeTCTBUS Mojean KPA ncxoAHbIM JJaHHBIM 0AHO(AKTOP-
HOM CTPYKTYpPbl UMEIOT Y/IOBJIETBOPUTEJ/IbHbIE 3HAYEHHUS], YTO NOKA3bIBAET, YTO OAHODAKTOpPHAsA
CTPYKTypa 06eux BEPCUN METOAWKHU SBJISIETCS YCTOMUMBOM J1Jis MO/ABBIOOPOK: MpoLelypa uccie-
JOBaHUs, IOJI, CTaX.

/i1 NpoBepKHM HWHBApPUAHTHOCTHM MOJEJM MO TpynnaM pasjMdHOW mnpodeccuoHalbHOU
JlesITe/IbHOCTH ObIJT MCIOJIb30BaH MeTo/Aa HavyaibHOU 3arpy3ku (5000), mokasaBuui caeayroiiyie
NoKasaTeJU JOCTOBEPHOCTH: /151 V.21 — Bce OLleHKU NOMNaJalT B JJOBEPUTEJbHbIA UHTEPBAJ, He
BKUIIOYAOIUK HOJIb. ¥? = 1092,7, pacnpezenenue y? nas Beioopku 5000 (636,7; 1445,7). Bollen-
Stine bootstrap p =.135; a1 v.12 — Bce OLleHKM N0Na/Jal0T B JO0BEPUTENbHbBIA UHTEPBaJI, HE BKJIIO-
yawIiui Houb. Y = 329,6, pacnipesenierue y? ajs Boeioopku 5000 (189,9; 563,59), Bollen-Stine
bootstrap p =.476.

TakuM 06pa3oM, CTPYKTypa 060MX BEPCHI ONPOCHUKA COXPAHSETCS /s Pa3JIMYHbIX MOJBbI-
60poK. /laHHbIe NIPOBEPKU CTPYKTYPHON MHBAPUAHTHOCTU NPUBEJEHbI B TabIUIE 5.
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Ta6auua 5. CTpyKTypHast MYHBapUaHTHOCTb

OcHoBaMHIe N Bepcusa MeXrpynnospie IIOKa3aTenu cOOTBeTcTBIA Mofenn KOA
ONPOCHUKA x’/df CFI RMSEA (90%CL)
ITponenypa nccnenoBanms
uccnenoBanusg 1/2/3 496/ 213/ 228 v-21 2,229 968 .036 (.033;.039)
v-12 2,005 .985 .033 (.027; .038)
ITon
MYXCKOJI / YK€HCKII 231/ 706 v-21 2,270 978 .037 (.033;.04)
v-12 2,061 .989 .034 (.027; .04)
Crax
1o 10 et / 6onee 10 et 375/ 334 v-21 1,875 977 .035 (.031; .04)
v-12 2,240 981 .042 (.034; .049)
ITpodeccuonanbHas neAaTeTbHOCTDY
VT / meremxepsI 1Mo pabore ¢ 142 /171/ 182 v-21 1,774 944 .040 (.036; .043)
K/IMeHTaMM / GyXranTepsl v-12 1,624 972 .036 (.028;.043)

HpumellaHue: *— JIA JaHHDBIX HOJIB])I60pOK VICTIONIb30BAJICS METO] Ha4aJIbHOM 3arpyskKn.

Jlasiee 6bl1a Ipor3Be/ieHa IPOBepKa MeTpHUYECKOW HHBapUaHTHOCTH. CoriacHO pe3yJibTaTaM,
npeJicTaBJeHHbIM B Tabyule 6, IOATBEPKAAETCA MeTpUYecKass MHBapUaHTHOCTB (p > .05) mexay
I0/iBbIGOPKAaMH, 0606paHHBIM [0 OCHOBAHMSAM: IOJI, CTaX, NpodeccuoHalbHasl JesATeJlbHOCTb.
TakuM 06pa3oM, MOKHO 3aKJIIOUUTh, YTO PECNOHJEHTbI U3 Pa3/IMYHbIX MOJBbIOOPOK MOHUMAKOT

CMBICJI OITPOCHHKA CXOXXHUM o6pa30M.

Ta6smua 6. MeTpuyeckass MUHBApUAHTHOCTb JiJ1s1 pa3JIMYHbIX MO/|BBIGOPOK

OcHoBanne N Bepcus onpocHuka Ax? p

ITpouenypa uccnegosanmus

uccnemoBanusa 1/2/3 496 /213 /228 v-21 28.661 .095
v-12 32.553 .051

ITon

MY>CKOVI / JKEHCKII 231/706 v-21 28.947 .089
v-12 16.28 133

Crax

mo 10 net / 6omee 10 neT 375/334 v-21 19.771 A72
v-12 14.585 202

[TpodeccuonanbHas aesaTenbHOCTHY

VT / MmeHem>kepsl 110 paboTe ¢ KIMeHTamu / OyXraarepbl 142/171/182 v-21 4.525 447
v-12 31.238 .091

IIpumeuanue: * — py14 HaHHBIX IPYIII UCIOIb30BAJICA METOJ, Ha4ya/IbHOIL 3arpysku (5000).

[IpoBepKa KOHCTPYKTHOM BaJIMAHOCTH

[l npoBepKU KOHCTPYKTHOM BaJIMJAHOCTH HCIOJIb30BAJICA KOPPENALMWOHHBbIM aHAJIN3,
pe3ysIbTaTbl KOTOPOTO MOKa3aJ/IM CTAaTUCTUYECKH 3HaYMMble B3auMoCBA3H (p < .001) mex/y noka-
3aTeJIIMU IIKaJbl yCTOWYUBOCTHU PabOUMX Py 060MX BEPCUM U pesieBaHTHBIMU IlepeMeHHbIMH,
ONMCBHIBAIOIMMH Pa3/IMYHble XapaKTePUCTUKH, OTpaXKalolie UHAUBUAYATIBbHYIO IPOdeCccuoHalb-
HYI0 YCTOMYHUBOCTb. Pe3ysibTaThl KOPPEeSALLIMOHHOTO aHa/Iu3a pe/icTaB/eHbl B Tabiule 7.

O6HapyxeHbl 0XHJlaeMble CTATUCTUYECKM 3HAaYMMble B3aMMOCBSI3M [IOKa3aTeJseHd M0 LIKaje
YCTOWYUBOCTU C peJIeBAHTHBIMM IlepeMeHHBbIMU Ha YpOBHe 3HauyuMocTH p < .001, yTo MOxeT
CBU/ZETEJIbCTBOBATh O KOHCTPYKTHOM BaJIMAHOCTHU. Takxke 0OHapyeHa B3auMOCBSA3b MeX /1y MT0Ka-
3aresiaMu Bepcud v.21 u v.12 onpocHuka (r [lupcona = .9, p < .001). AHa/IM3 pas3IMyUN MeXAY
K03pPUIMEeHTaMU KOppeJsIsAL MU NoKa3aTeJ s YCTOWYUBOCTH, U3MEpPEeHHBIX C NOMOoLbI0 V.21 u v.12,
C IpyTUMU NlepeMeHHbIMHY, T0Ka3aJsl, YTO CTAaTUCTUYECKUX 3HAYMMbIX pa3JIMYMi He 06HAPYKEHO.
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Ta6suna 7. KoapduipeHThl KOppesasiuy NoKasaTeJis MKaJabl ycToHYuBoCcTU V.21 / v.12 ¢
pesieBaHTHbIMU [lepeMeHHbIMU

IlIkana ycroitunBoCcTH pabodnx rpymnmn Tect sHAUMMOCTH pasnu4nit Ko3¢ puiyentos
Ilepemennbie
(r-IImpcoHa, v-21/v-12) Koppensunn (z-01eHKa, (p))

KondnmkroycToitunBocTnb 228/ .211 .19 (.8)

basoBoe caMOOlLeHBaHMe 345/ .344 .02(.9)
CamoorieHKa 341/ .341 0(1)
Ontumusm 408 /.398 .18 (.9)
JKusnecroikocrtb 266 /.267 -.02(.9)
Camo3dPexkTuBHOCTD .388/.38 15(.9)
KoormeparusHble OTHOIIEHNS .584/.572 28 (.7)
LlemocTHOCTD 3a7a4 1 06paTHast 364/ 340 43(.7)

CBSI3b OT Pe3y/IbTATOB PAbOTLI

Briropanne -.412 / -.389. -43(.7)

06cyxaeHue pe3y/bTaTOB

Heob6xonuMocTh pa3paboTKU MeTOAUKH, IO3BOJIAOLEN U3MEPUTb COCTOSIHHME YCTOMYUBOCTH
paboyeil rpyIbl, OTMeYaeTcs Kak 3apybeXHbIMU, TaK U 0TeYeCTBEHHbIMU aBTOpaMu (Poccuiickuit
HayuyHbld ¢onp, 2023; Yurpuna u ap. 2020; McEwen et al., 2017; Raetze et al,, 2022; Sharma,
Sharma, 2016; Tannenbaum et al., 2022). KoHueniysi MHOTOMEPHOU MoOJie/IM IPyNIoBON yCTOM-
YHMBOCTU M COOTBETCTBYIOLUIN ONPOCHUK Oblja BbIOpaHa aBTOpPAaMH, KaK UCXO/lHAsi MeTOAMKA [
aJlanTalyy, IOCKOJIbKY OMMChIBaJia I'PYINOBOE MOBeJleHHE, a He JUCTO3ULUHU OT/e/IbHbIX YJIEHOB
rpynnsl (Sharma, Sharma, 2016). [TosioxkuTesibHasA OlleHKA JJaHHOW METOAWKU Oblia paHee Npej-
CTaBJIeHa B CTaThe JAPYTUX OTeueCcTBEHHbIX aBTOpPOB (YurpuHa, u ap., 2020).

[Iponenypa ajantaluyd U NCUXOMETPUYECKOM INPOBEPKU PYCCKOA3BIYHOW BEpPCHUM LIKAJIbI
N03BOJIWJIA pa3paboTaTh HAAEKHBIN U MPOCTON UHCTPYMEHT U3MepeHUsl YCTOMYMBOCTH pabouux
rpynn. KomnakTHas Bepcus onpocHuKa (v.12), coctosinas u3 12 nyHKTOB, Y 0BJI€TBOPSIET TPeOO-
BaHUSIM KOHCTPYKTHOM BaJIM/IHOCTH, a TaKXKe HMeEeT XOPOIlKe [0Ka3aTeJu BHYyTPeHHEHN coriaco-
BaHHOCTH a = .96, B TOM 4uCJie U Jis Pa3JIMYHBIX 10/ BIOOPOK, B KOTOPbIX a KpoH6axa Bapbupy-
eTcs 0T .94 110 .98. 3TO TOBOPHUT 0 TOM, UTO IIPH OLieHKe CBOel paboyeil rpyInbl eé YyjieHbl CIOCOOHBI
$eHOMEeHOIOTUYECKH OTIMYUTh «yCTOMYMBYIO TPYIIYy» OT «KHEYCTOMYUBOW» C IIOMOILbIO yTBEPXK-
JleHU U, UCNI0JIb3yeMbIX B MYHKTaxX MEeTO/UKHU.

AjfanTupoBaHHass MeTOJMKa IO3BOJIAeT IMpeo0JleTb KaK OJHOMEpPHOCTb HW3y4yaeMoro
dbeHOMeHa TrpynnoBOW YCTOMYMBOCTH, TaK U COKPATUTb KOJMYECTBO MYyHKTOB METOJAUKHU IO
CPaBHEHHIO C UCXOJHBIM BapuaHTOM. COIJIaCHO C yTBEPXKAEeHUSAMH, NIpeJijlaraeMbIMUA B METO/JUKe,
COCTOsIHME YCTOMYMBOCTU paboyel rpynnbl onpejessieTcs OLeHKOM TaKUX XapaKTePUCTUK, KakK:
«TUOKOCTh KOMaH/bI», «PYIIIOBble HOPMbI», CBSI3b B Pab0Te», «pa3/iesisieMbli SI3bIK», «OBEPUEY,
«BocpuHUMaeMas 3G PeKTUBHOCTb KOJIJIEKTUBHBIX JEACTBUN».

B oT/iM4uMe OT OpUTrMHAJIBHOI'O ONPOCHUKA B PYCCKOA3bIYHOU BEPCUH, U3MeEPAIOLLEN YCTOUYU-
BOCTb paboyei rpynnsbl, 6blja BblJlesieHa 0JHOpaKTOpHAas CTPYKTYpPa, YTO TEOPETUYECKHU COTJa-
cyeTcsa ¢ o6muM $aKTOpoM, NMpejCcTaBJeHHBIM B aHIVIOA3bIYHOM opuruHaste. OgHodakTopHas
CTPYKTypa He MeHseTcsl B MOJBbIOOPKAX, BblJleJIEHHbIX 10 TAKUM OCHOBAHMSAM, KaK Mpoueaypa
ycc/eloBaHus, I0J1, CTaX, HallpaBJIeHHOCTU npodeccroHasbHOM AesATenbHOCTH (UT, MeHemxephI
1o paboTe ¢ KJIMeHTaMHU, Oyxraatepsbl). Hamnuure ofHOGAKTOPHOU CTPYKTYPHI COIVIACYETCS C paHee
BbIZIBUHYTOW KOHLeNLWeN, YTO YCTOMYMBOCTD I'PYIIbI ABJSAETCA COCTOSSHUEM BTOPOTrO MOPAJKA,
BO3HUKAMIIUM B Mpoliecce JesiTeJbHOCTH, TO €CTb UHTErpUpPyeT UHAUBUAYaTbHbIE U TPYIIIOBbIE
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dbeHOMeHBI, OTpaXkalolle YCTOMYMBOCTh YJIEHOB I'PYIIbI U CTENleHb PAa3BUTHUSA FPYIIbl, TAKHE KaK
COBMECTHMOCTb MEHTAJIbHbIX MOJieJiel, pa3zeisieMoe JIUAepCcTBO, B3aMMHOe Jj0BepUe, TPaHCAKT-
Has naMaTh U Apyrue (Bowers et al., 2017).

Hamu wuccnefoBaHusi, B KOTOPbIX OOHapy»KeHbl B3aWMOCBSI3U IOKa3aTeJssl YCTOMYUBOCTHU
paboyel Ipynmnbl C TAKKMH NepeMeHHbIMH KaK COBMECTUMOCTb MEHTAJIbHbIX MOJieJiel, pa3aeis-
eMOoe JIM/IEPCTBO, UHAUBHUAYaIbHAsA KOHPJIHUKTOYCTOMUUBOCTb, IPOAKTUBHbIE HACTPOUKHU PabOTHI,
KOoollepaTUBHble OTHOLIEHUS], L|eJIOCTHOCTb 33Jjlad U ob6paTHas CBfA3b OT pe3y/bTaTOB paboThl,
npodeccruoHaJbHOE BbITOPaHUe, T03BOJIAIT NOATBEPAUTD NPeAIoJIoKeHNe 00 UHTErpalluOHHOM
XapaKTepe YCTOMUYMBOCTH paboyel rpymnbl. B ucciesoBaHUsAX Tak»Ke ObLI0 TOKAa3aHO NPeJUKTOP-
HOe 3HauyeHUe pas3/esisieMOro JIMAEPCTBA U pa3/iessieMbIX MeHTaJbHbIX MoJeseld [l YCTOWYU-
BOCTH PabOYUX TPYII. YCTOUUMBOCTh, KaK COCTOSIHHE paboyel IpyMiibl, BbI3bIBAET O0Jiee UHTEH-
CUBHOE HCIO0JIb30BaHME NPOAKTUBHbIX HACTPOEK JAu3aliHa paboThbl, a UMEHHO — yBeJMYeHUe
CJIO)KHOCTH paboy4ux 3a/ad U yBeJMUeHHUe CTPYKTYPHBIX pecypcoB B pabore (MabuHa, JlenexuHs,
2024; Jlenexun, 2024; JlenexuH u ap., 2024).

Pe3ysibTaThl, OJIyYeHHbIE B 3TUX UCCJAEL0BAHUSAX, TO3BOJIUJIU MPEAIIOJ0XKHUTD, YTO YCTOUYHU-
BOCTb pabo4ux rpynIl MOXXHO pacCMaTpPUBATh KaK KJIHYEBOW OpraHW3allMOHHBIN UHTerpaTop (B
CTaTUCTHUYECKOM CMBbICJIE, KAK MeIMaTop), MO3BOJISIOINN 06eCceYnTh B3aUMOIENCTBUE PECYPCOB
VH/JUBU/yaJIbHOU YCTOMYUBOCTH «CHU3Y — BBEPX» U yIIpaBJeHYEeCKOW YCTOMYHMBOCTHU «CBEPXY —
BHHM3». B IPOTUBHOM ci1y4ae, ec/iv He o6ecriedeH He06X0 UMbl yPOBEHb IPOAKTUBHOU YCTOUYUBO-
CTU paboyel Irpynnbl, ynpaBJjeHYeCKUe pellleHUs], HallpaBJeHHble Ha MHHOBAlMUOHHbIE U3MEHEHUE
Jiu3aliHa paboThl, OyAyT BOCIPUHUMATbLCS KaK JJOMOJHUTENbHbIN pab04uii CTpecc, BbI3OBYT CONPO-
TUBJIEHUE U TIOTEPIO JIOSJIbHOCTH K pykoBoguTesaM (JlenexuH u ap., 2025).

Orpaﬂnqeﬂne Hcc/j1ea40BaHUA

OleHKH TpyINIOBOH YCTOMYMBOCTH, a TAKXKe IOKa3aTeJNd JPYrdX IepeMeHHbIX, KOTOopble
WCII0JIb30Ba/IMCh JIJI51 ICUXOMETPHUYECKOU MPOBEPKH IIKaJIbl, ObIJIU OJyYEHbI B pe3yJIbTaTe Olpoca
peCnoH/ZIeHTOB, pabOTAILMX B COCTaBE CBOEH KOHKPETHOU rpymnibl (MoApas/esieHus1) B pa3HbIX
opraHuzanusax. OrpaHUYeHHe MeTo/a UHTEPHET-0MpOca BhIpaXkaJloCh B TOM, YTO y aBTOPOB He
OblJI0 BO3MOXKHOCTH IMOJIyYUTh OTBETHI OT MOJHOTO COCTAaBa YJIEHOB pabo4YuX I'PYII, OLEHUTb U
CPaBHUTb COCTOSIHUE I'PYNIOBON YCTOMYHMBOCTH KOHKPETHBIX Pa60YUX MO pa3/ie/IeHuH B OpraHu-
3alUAX Pa3JIMYHbIX Chep esITeTbHOCTH.

B vcciejoBaHUY He HAIJIO OTPaXKEHUsI BJAHSIHUE Ha YCTOMYMBOCTb TPYIIbI XPOHOJIOTHHU €é
CyIIEeCTBOBAaHUSI U JIOCTUTHYTOrO YPOBHS pa3BUTHUSA KoMaHAbl. /[lyis ganbHelniero o60CHOBA-
HUSI MYHBAapUAHTHOCTH U BaJIMJHOCTU ONPOCHHKA Heo6X0AMMa MPOBEpPKa ero Mpu MCCAeJ0BaHUU
pa3JIMYHBIX MPOdEeCCUOHANTBHBIX TPYII, CpaBHEHHE IOKa3aTeJsisl YCTOWYHMBOCTH B PA3THUYHBIX
YCJOBUSAX AW3alHa paboThl, a TaKKe W3Y4YEHHs] BJIUSHHUS YCTOHYHUBOCTH pabodeld rpynnbl Ha
3pEeKTUBHOCTD ee AeATeJbHOCTH.

3akK/JIl0oueHue

B npe/icTaB/ieHHOM CTaThe ONKCbIBAETCS pa3paboTKa M ICUXOMeTpHUYecKas MpoBepKa pyCcCKo-
SA3bIYHOW ILKaJsbl FPYNNOBOM (KOMaH/JHOHM) yCTOMYMBOCTH, NMpeJHA3HAYEHHOHN [JIl U3MepeHUs
YCTOMYMBOCTH pabo4uXx I'pyIl, 3aHATHIX B Pa3JIMUYHbIX cpepax JesTeJbHOCTH. B Xo/1e 3TON paboThl
Obla pazpaboTaHa KOMNAKTHas1 pycckosi3blyHas «lllkana ycTtoiuuBocTH pabodei rpynmsl, v.12)»,
BaJIMIHOCTb U HAJEXHOCTb KOTOPOM MO3BOJIIET MCHO0JIb30BaTh €€ B KayeCTBe NPAKTUYHOIO
JIMarHOCTUYECKOTr0 MHCTPYMEHTA [IJIsl OLeHKH YCTOMYMBOCTH pabo4yux rpyni U UX CIOCOOHOCTHU
IPOAKTUBHO CIPaBJATbCA C OPraHU3allMOHHBIMU CTpeccaMyd W BbI30BaMH B INpodeccuoHasb-
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HOM J1eITeJIbHOCTHU. ViMes: KOPOTKY0 BepPCHI0 ONMPOCHUKA, PYKOBOJAUTENHW NMOAPaA3JeleHUd MOTYT
OIepaTHUBHO MPOAHAJIU3UPOBATh NPOOJIEMBI, CBSI3aHHbIE C YCTOWYUBOCTbIO IPYNIbI U ONPEeJeUTh
JIeMCTBHS 110 Pa3BUTHIO PeCYypPCOB KOMaH/IHOM PaboTHI.

K aHTeneseHTaM rpynmnoBOoM yCTOWYMBOCTU KaK IPyNHnoBOro peHOMeHa MOXXHO OTHECTH
KOMaH/IHYI0 OpraHU3al1i0 paboThl, TPDAHCAKTHYIO NaMsTh, COBMECTUMOCTb MEHTa/IbHBIX MO/iesiel
Y paszesisieMoe JILJePCTBO, KOTOPbIE AAI0T BO3MOKHOCTb YleHaM IPYIIbI BAUSATH Ha 1€ATEJbHOCTD
nojipasziesieHUsI «CHU3y BBEPX», YTO 0COOEHHO aKTyaJIbHO JJis IPYIII, pa3pabaThIBalOIIUX UHTE-
JIeKTyaJIbHble POAYKTbl — MPOTPaMMUCTOB, KOHCTPYKTOPOB, Au3ailHepoB U Apyrux (Kozlowski,
Bell, 2020; JlenexuH u ap., 2024).

JlanbHelasg BcecTOpoHHSAASA ajanTtauus lllkanbl, npoBepka eé BaJUJHOCTU U HaLEXHOCTHU
JUJ1s1 Pa3JIMYHbIX BUI0B MPOdECCHOHANbHOM 1eTEJIbHOCTH B OPraHU3alUsAX Pa3IMYHOr0 NPOoPUIIs
OCYLeCTBJISIETCS B X0/l UCCJIe[0BaTelbCKON paboThl o npoekTy PH® «MHTerpaTuBHas ycToW4YU-
BOCTb OPraHM3al[MOHHOM [eITEeJIbHOCTU Ha OCHOBE B3aUMO/IEMCTBUS MIEPCOHAJIbHBIX, KOMaHAHbBIX
Y ynpaBJyieH4YecKux pecypcoB, 2024-25». /laHHbIM NPOEKT HallpaBJeH Ha 000CHOBaHUE YCTOWYHU-
BOCTH paboyMX Py KaK KJHUYEBOTO OpraHu3alMoHHOro ¢pakTopa (MeauaTopa), 03BOJISIONETO
VHTErpUpoBaTh pecypchbl UHAUBU/AYAJbHON U yIpaBJIeHYECKON YCTOMYNBOCTH B OpraHU3alMoH-
HOM J1eITeJIbHOCTH.

biarozapHocTn

ABTOpBI BbIpaXKaloT 60JIbLIYI0 6J1aroZ@apHOCTh 3a MOMOLb B COOpe JaHHBIX CTYAeHTKaM-
MaructpaHTkaMm ¢akysnbreta ncuxosioruu CII6I'Y Mapuu [letpoBHe [Ipo3opoBoit u MaprapuTte
AnekceeBHe AKMHOM.
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B3aUMO/IeUCTBUA IIePCOHATBbHBIX, KOMaH/HbBIX U yIIpaBJIeHYeCKUX pecypcoBy», N2 24-28-00603.
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IIpunoxenue 1. llIkasia ycTOM4MBOCTH pabo4vei rpynnbl (KOMaHAbI)

WHCTpyKIMS: NPOYUTANTE Kax/J0e yTBEePXKJEeHUE U OLeHUTE Mo 5-6a/IbHOU LIKajie OT «1»
(mo/IHOCTBIO He corJiaceH) [0 «5» (MOJIHOCTBIO COIVIACEH), HACKOJIbKO MOJAXOAUT JaHHasl XxapaKTe-
pHCTHKA JJis ONMCcaHUs pabodel rpynnbl (KOMaH/pbI), C YIeHaMU KOTOpPOoi Bbl HemocpeACTBEHHO
B3aMMO/IeMCTByeTe B IPOLecce exxeJHeBHOU paboThl. BbIGHMpaliTe TOT OTBET, KOTOPbIM HAUIYULIUM
o6pasoM oTpakaeT Baile MHeHUe. 3/jeCh HET NPABUJIbHbBIX UM HENPAaBUJIbHBIX OTBETOB, TaK KaK
BaXKHO TOJIbKO Ballle co6cTBEHHOEe MHEHHUE.

TTomHOCTBIO HE coriaceH CKopee HE COTJIaCcCH Hu TO, HU IPYTO€C CKopee CorjiaccH TTomHOCTBIO COTIaceH

1 2 3 4 5

Ne Y1Bepxpenne 1(2(3]4]5

YrteHbl MO€J KOMaHbI CTAPAIOTCS TIOHMMATD APYT APYTra A/ KOOPAMHALINI COBMECTHOI PabOThI

YreHBI MO KOMaHbI IIOZOTBOPHO OOIIAIOTCS APYT C APYTOM

Mos koMaHfa CIOCOOHA IOMOYb YYaCTHUKY KOMaH/Ibl PELINTD ero/ee padouylo npoobaemMy

Most KoMaHa MOXET CIIPABUTHCS C GONIBIIMHCTBOM TPYAHBIX CUTYAL[UIA

YeHBI MOeiT KOMaHABI AE/ATCA He0OX0AMMOIT MHPOPMAIVETT IPYT C [PYTOM

A BEPIO, YTO MOM TOBApMIIY 110 KOMaH[I€ YITYT MOU HOTPC6HOCTI/I IIpU TIPVHATUN PENIEHNA

N | |U | |w N |-~

Ynensl Mmoeit KOMaH/[IbI COTJIACOBAHbI B OTHOUICHUN TOT'O, KaKIne JIeIZCTBI/IH M IIOBEOCHNE OT HUX
OXXHMpgaeTcsa

8 YreHbl Halemn KOMaH[IbI AICHO ITOHVMAIOT, YTO ABIAETCHA, VI YTO HE ABIAETCS, IIPNEMTIEMBIM I10BE-
JOC€HNEM B Haliemn KOMaH[J €

9 A cumraro, 4TO 4/IeHbI MOEV KOMaH/bI IOBEPAIOT JPYT APYTY

10 | Ymenst Mmoen KOMaHJbI JIETKO CHIPaBJIAIOTCA C Bapma6enbﬂocmo U UISMEHYMBOCTDBIO 3a/1a4

11 | Yensr MO€lt KOMAH/bI MICIIONIb3YIOT OOIEIOHSTHbIE TEPMIHBIL U BRIPAXKEHMS B XOf€ 00CYK/IeHIIT
(coBeanmin)

12 | Haura koMaHJa IPOsIB/IsIET BBICOKYIO M300peTaTeIbHOCTh OOyMbIBast HOBbIE VJIM Ty UIIIle
CIIOCOOBI BBITTOTHEHN S HALIINX 3a7ad

YpoBeHb BbIPaXKEHHOCTH YCTOMYUBOCTU paboyell rpynnbl (KOMaH/ibl) paCCYMTHIBAETCS NYTEM
nozc4yéTa cpefHero 6asa no 12 orseram.
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Abstract. In the turbulent conditions of the socio-economic environment, it is important to ensure
the resilience of organizations and work units, which is especially relevant for Russian organizations.
Purpose. The article describes the adaptation and psychometric verification of the Russian-language
scale of work group (team) resilience. Method. The adaptation procedure included a number of stages:
comparative analysis of instruments for measuring group resilience based on literature data; translation
of the selected scale; analysis and reduction of questionnaire items while maintaining the original
dimensions; data collection in three independent studies; comparative psychometric verification of 21-
and 12-item questionnaire versions. The final version of the adapted questionnaire contains 12 items.
The scale includes six sub-scales, reflecting dimensions of resilience: flexibility of work groups, group
norms, network ties, shared language, trust, effectiveness of collective actions. Findings. Psychometric
verification was carried out on the basis of results obtained in three studies with a total sample size of N
=937, employees of Russian organizations aged 18 to 69 years (M = 38.06; Me = 37), of which: 75% are
women; 25% are men. The questionnaire has satisfactory internal consistency (Cronbach’s a = 0.96).
The verification of structural and metric invariance, as well as internal consistency in subsamples:
research procedure, gender, length of service, professional activity (IT, customer service managers,
accountants) yielded positive results. Correlation analysis showed positive relationships between
group resilience and relevant variables: core self-evaluation, psychological capital, conflict resilience,
cooperative relations, task identity and feedback from work results, as well as a negative relationship
with burnout, which allows us to substantiate the validity of the scale and use it as a reliable tool for
measuring work group resilience in Russian organizations of various profiles of activity. The resilience
of work groups integrates resources of individual and managerial resilience of organizational activities.

Keywords: measuring the resilience of workgroups, team resilience scale, organizational resilience.
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AuHoTaums. lJess. llesiblo AaHHOW PaGOThI SIBJSETCS TEOPETUYECKWH aHa/JM3 HaydHbIX Halpas-
JIEHUH M3y4YeHHUsl COLUaTbHO-IICUX0JIOTHYECKHX O0COGEHHOCTEH MpeeMHHUKOB CeMeWHOro Ou3Heca.
/Jluzativ. B Havasie paGoThI OBLIN ONpezie/ieHbl MOHATHUS «CEMEeHHbIH 6U3HEC» U «ITPEEeMCTBEHHOCThY.
[Mocsieayromui aHa M3 MO3BOJIUJI BbIIEJTUTh TPU OCHOBHBIX METO/[0JIOTHYECKHUX MTO/X0/1a K U3yUEHUIO
MPEeEeMCTBEHHOCTH: CTPYKTYPHBIM, IPOLIECCHBIN, ICUX0JI0TH4YecKui. OCHOBOH /1Jisl MOC/IEAYIOIIEro Teo-
PETUYECKOTO HCC/Ie[0BaHUS BBICTYNHW/IA WHTErpaTHBHAs MOJeJsb YCIEIIHOW mepejayu CeMeHHOoro
o6usHeca U. Jle bpeton-Musnep, JI. Munnepa u JLIL lllTaiiepa (Breton-Miller et al., 2004). Pezyabmamei.
CorstacHO BbIGPAHHOM MO/IEJIM, YCIENIHOCTb MPEEeMCTBEHHOCTH B GU3HECe M3y4daeTCsl M0 YEeThIPEM
HanpaBJieHUsIM. 1. OTHOLIEHUS B 6U3HEC-CEMbSIX: TADMOHHUYHbIE OTHOLIEHHUS Y/Iy4IlIal0T OpraHu3alu-
OHHBIN KJIMMaT, MOBBILIIAIOT CTOMMOCTb KOMIAHUHU U CIIOCOGCTBYIOT 3MOIMOHAJBLHOMY BOBJIEYEHHIO
MpeeMHUKOB. 2. MOTHBal1sl MPEEMHUKOB: BHYTPEHHSIsI MOTHBAI[MsI COCTABJISIET OCHOBY IPEEMCTBEH-
HOTO MOBE/I€HHS], T03TOMY BKJIIOYeHHE B GU3HEC JI0J’KHO HAYMHATBCS C pAaHHET0 BO3pacTa v COMpoOBO-
KJAThCS OBEpHEM, NTPUBJIeYEHUEM MTpeeMHUKa K MPUHATHIO Ou3Hec-pemieHui. 3. KoMneTeHTHOCTD
MPEEMHHUKOB: NPUOPUTET OTAAETCS 3H/OTEHHOMN MOATOTOBKE MPEEMHMKOB C paHHUM BOBJIEYEHHEM
B paboTy COIJIaCHO WMEKILIMMCS HaBblKaM C 06s3aTeJbHbIM MOCAEAYIOIIUM 6GU3HEC-06yYeHHeM.
4. JIMYHOCTHbIE XapaKTEPUCTHUKHU: OMMUCAHbl KOHKPETHbIE YePThl JUYHOCTH MPEEMHHUKOB, KOTOpbIE
MOMOTAIT YCIEIIHOMY HacJaeJ0BaHUI0 (OTKPBITOCTb, 3KCTPaBEPCHs], J06POCOBECTHOCTh U YCTYMYH-
BOCTh) U MPENSITCTBYIOT (HEBPOTU3M), TIOKa3aHa 3HAYMMOCTb [[EHHOCTHOI'O COOTBETCTBHUS BJIaJleJblia
Y Hac/leJHWKa B MpOIecce MPeeMCTBEHHOCTH, MpeJCTaBJeH MexaHHW3M B3aWMHOM TpaHcpopMaliuu
WX UJEeHTUYHOCTel. [JeHHocmb pe3yrbmamos. LleHHOCTb MpeJCcTaBJeHHOT0 TeOpeTH4YecKoro 063opa
COCTOUT B TOM, YTO CTaThsl MO3BOJISIET OYEPTUTb aKTyaJbHOE MoJie 3apy6elKHbIX HAy4YHBIX HCCIe-
JIOBaHUW B JaHHOW mpeamMeTHOM ob6sactu. Kpome Toro, Mbl npejJiaraeMm psif uzaed ajs Toproso-
MPOMBIIIJIEHHON NajiaThl P® no pasBUTHIO ceMelHOro Gu3Heca: TeMbl /Il MEPOIPUSITHH C 1eJIbI0
npoaBuKeHus: yepe3z CMU; TeMbl CEMUHAPOB M OTKPBITBIX JEKIHUH /151 MOJIOAEKH; TEMbI TPEHHUHTOB

1 Cratba ony6mmkoBaHa npu noggepxxe ITporpammer HMY BIIID «YHMBepcuTeTCKOE HapTHEPCTBOY.
Appec: 625003, r. Tromens, yi1. Bosogapckoro, 4. 6. E-mail: y.s.murzina@utmn.ru
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Y CEMUHAPOB AJIsl IPeJCTaBUTeNEN ceMelHOoro 6u3Heca. JlonoJIHUTENBHO Npe/JlaraeM pacCMOTPETh
BO3MOXXHOCTb HAy4HOI'0 B3aWMOJIEWCTBUS perdoHajJbHbIX GuaIHaioB ToproBo-nmpoMblieHHON
NaJIaThl ¥ BY30B [IJIs1 OpPraHU3aL MU HAy4YHbIX UcceJoBaHUN. TakiM 06pa3oM, HayyHas U IpUKJ/aJHast
pa3paboTKa TeMbl IPeeMCTBEHHOCTH 03BOJIUT CHU3UTb PUCKH IIPU Nepesiade GUPMbI HacJeJHUKaM,
COXPaHUT U YKPENUT ceMelHble CBsI3H, I03BOJUT CTPOUTb OU3HEC BO MHOTUX TOKOJIEHUSX.

KitoueBble c/10Ba: ceMelHbIN OU3HEC; MPEeEeMCTBEHHOCTb CEMEWHOTO 6U3HeCa, MPEeeMHUK CEMEHHOT0
O0M3Heca, COIUATbHO-TICUXOJIOTUYECKHE XapaKTEPHUCTHKN IPEEMHUKOB CEMEHHOTO GU3Heca .

BBegeHue

BaxkHOCTBb ceMeliHOTO GHM3Heca /Jis 3KOHOMHUYECKOTO Pa3BUTHS CTPaHbl oueBU/IHA. B cTpaHax
EBpocoto3a 70-90% BBII npou3BoAXUTCA ceMeHHBIMU NMPEANPUATUSIMU, KOTOPbIEe CO3JAI0T 6oJiee
100 Mu1MOHOB pabo4yrx MeCT B YaCcTHOM cekTope. KpoMme Toro, 85 % crapTanoB GrUHaHCUPYIOTCS
13 pecypcoB cemeiiHoro 6usHeca (Ricotta, Basco, 2021). B P® noaaep>Koi U pa3BUTHEM JaHHOU
dbopMbl IpeiIpUHUMaTeNbCTBA 3aHUMaeTcsl ToproBo-npoMbliieHHas nanata P® (ganee — TIIII).
Kakyka3sbiBaeT npe3usieHT nasaThbl C. KaTbipuH, B 2024 1. KOMIIaHWH, T/i€ 33/1€KCTBOBAHbI HECKOJIBKO
YJIEHOB CEMbH, COCTABJSAIOT 74% npeanpusaTuil Masioro u cpefiHero 6usHeca (Kateipun, 2024). Io
nopy4enuto [Ipesupenta PO B. B. [lytuHa c 2019 r. BeiéTcs paboTa 1o pa3paboTKe Mep MOoAAePKKU
ceMelHoro 6rsHeca (fasee — CB). Tak, B BocbMu pernoHax P® odpuiimanibHo Ha ypoBHE CyO'bEKTOB
3aKpenu/iv MOHATHE «CeMelHOoe NpeAnpUHUMaTebCcTBO». ITO Hrxkeropoackas, Baagumupckas,
Psasanckas, KupoBckas, TamboBckass o6Jactsax, Pecny6sirka bamkoproctan u Pecny6sinka Caxa,
KamuaTckuit kpail. B fpyrux peruoHax aHajoruuHas paboTa euié npojgosnkaetcs (YceHoBa, 2024).
2024 r. 6611 00bsABIEH rogoM ceMbd B PO. Cb MoxxHO paccMaTpuBaTh Kak OJHY M3 pOpM yKpe-
IJIEHUS ¥ pa3BUTHUA UHCTUTYTa ceMbU. C ogHOU cTOpoHBl, Cb cniayvMBaeT ceMblo yepe3 COBMeCT-
HYI0 eTeJbHOCTb U CIOCOOCTBYET POCTy ceMelHoro 6JiarococtossHust. C apyrout ctopossl, Cb
IIOMOTaeT COXPaHATbh ceMeWHbIe TPAJUIMU U LIEeHHOCTH (KaK MaTepHuaJibHble, TaK U JyXOBHbIE). B
pe3y/ibTaTe BbICTPAUBAETCS KOMMYHUKALUS MeX/JY HECKOJbKHMMU MOKOJIEHUSIMU BHYTPU CEMbU
Y TPAHCJUPYeTCd HallMOHaJbHAsA UAEHTUYHOCTh. Kak ucTopryeckuii npuMep MOXXHO BCIIOMHUTD
KpelnKue Kynedyeckhe U NPOMBIIIJIEHHbIE CEMbHU JIOPEBOJIIOLIMOHHON Poccuu, KoTophle, ciaeays
peJIMrMO3HbIM TPAJULMAM PABOCAaBUS, OTIMYAJUCh 61arOTBOPUTENbHOCTBIO U MELleHaTCTBOM
— 3TO0 ceMbu CTporaHoBbiX, Mopo30BbIX, PsabymuHckux, [op6yHOBBIX, CKBOPIOBBIX U MHOTUX
Apyrux (Myp3uHa, 2014).

BMmecTe ¢ TeM ceMeliHble NMpeANpUATHS B CPAaBHEHHWU C HeCeMeWHBbIMM BKJIIOUEHBI B OoJiee
CJIOKHBIE IICUX0JIOTMYeCKUe OTHOLLIEHUS], TAK KaK UM IPUXOAUTCS 6alaHCUPOBATh MEX/ly CEMeNHOM U
o6usHec-cucteMaMu. Heo6xoqUMOCTb COeJUHAThL OJHOBPEMEHHOE HCIIOJIHEHUE CEMENHBIX U OPTaHU-
3alMOHHbIe 1esiel, PYHKLUH, posiel 3a4acTyi0 CTAHOBUTCS MPUYUHON KOHPIUKTOB. [IpoBejéHHBIN
HaMHU aHa/M3 GaKTOJIOTMYECKOr0 U HAYYHOTO MOoJisl TOKa3bIBaeT, YTO OJHOW M3 HauboJsiee BaXKHbIX
npo6JieM B ceMelHOM GU3Hece sIBJISIeTCS BbIOOP KOMIIETEHTHOI0 PYKOBOAUTEJSI U3 YJIEHOB CEMbU
Ha NPOTSHKEHUU HECKOJIbKUX MOKOJIEHHH. PellleHMeM JaHHOT0 Bompoca MOT Obl CTaTh MJIaH IpeeM-
ctBeHHOCTU. OfHako, kak orMevaeT C. E. EMesnbAHOBa, ynpaBasomuyi napTHép koMmnanuu «lIAT
KoHcantunr»: «6osiee 80% ceMelHbIX PeANPUATHN HE UMEIOT TAKOTO IJIaHA, YTO SIBJISIeTCS rapaH-
TUPOBAHHBIM pellenToOM KOHJIMKTA U xaoca B 6yayuiem» (besnos, EMenbsiHoBa 2021).

Bo MHOTrMX HallMOHAIbHBIX KYJIbTypPax eCTb yCTOSBIIMECS BbICKAa3bIBaHHUS O TOM, YTO CEMENHOE
6oraTcTBO 3aKaHYMBAETCS HA TPeTheM MOKOJIEHUU POICTBEHHUKOB. B CBsA3U c yeM B cpe/ie 6U3Hec-
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KOHCY/JIbTQaHTOB MOXXHO BCTPETUTb TaKOe BbICKa3blBaHUE, KaK «IPOKJATHE TPEX MOKOJEHUMN».
[IpuBeiEM MpUMepbl OCJOBUI] pa3HbIX HAPO/I0B?, PACKPbIBAIOLIHUX CMBICJ 3TOTO «ITPOKIATHUS»:

e KMUTalCKas: «CaH/JaJIMU 3a CaH/AAJIMSIMU B TPEX OKOJIEHUSX,

e SINOHCKas: «TpPeThbe MOKOJIEHUE pa3pyllaeT JOM»,

e UTaJIbSIHCKas: «OT KOHIOIIHU K 3B€3/]aM U K KOHIOIHAMY,

e OpasuJibCKas: «60oraTbli oTell, 6J1aropoJHbIN CbIH, 6€JHbIN BHYKY,

e QHIVIMHCKas: «OT pyKaBa /10 pyKaBa B TPEX NOKOJIEHUXY,

e HpJaH/CKasd: «KaJo0e YeTBEPTOE MOKOJIEHUE XOAUT B JlepeBSHHBIX OallIMaKax»,

e CeBepoO-aMepUKaHCKas: «KaXk/i0e YeTBEPTOe NMOKOJIeHUEe XOAUT B 0OlHOM pybaiuke» (Baron,
Lachenauer, 2021; Hughes, 2004).

CnefoBaTesibHO, Mbl MOXKEM 3aKJIOYUTh, YTO MpobJeMa mepejadyu O6U3Heca U MOJATOTOBKHU
NpeeMHUKOB — 3TO CJI0KHasd 3a/lada JJis npezacraBuTtesnerd Cb Bcex cTpaH, cTaBduas noj yrposy
npojo/keHre Ou3Heca. [loaTBepx/JeHHeM MpeJCTaBJIeHHOMY (pEeHOMEeHY CJyKaT M Hay4yHble
¢dakTel. MccenoBaHus NMoKasbIBalOT, YTO TOJAbKO 30% ceMeWHBIX NMpeANpUATUN NepeKUBalOT
nepexo/; OT IepBOro MOKOJIeHUsI KO BTopoMy, 15% 13 HuX 6yAyT paboTaThb /10 TPETHETO, U TOJIBKO
3% Bcex ceMeWHbIX NpeANpPUATHUNA NPOJOJKAIT CylLleCTBOBAThb MOCJE YeTBEPTOTrO MOKOJIEHUS
(Gagné, Marwick, Brun de Pontet, Wrosch, 2021). B cBs3u ¢ 3TUM BaXHbIM C HAyYHOU U MPaAKTHU-
4eCKOW TOYKU 3peHus SIBJISETCA pean3alUsi CEpUU COLUATbHO-TICUX0JIOTUYeCKUX UCCIeJ0OBAaHUH,
CMOCOOHBIX C yYETOM HallMOHAJIbHBIX U KYJbTYpPHbIX 0COOeHHOCTEeN Halleil cTrpaHbl noMoyb TIIII
P® B ns1aHMpoBaHUM U OpraHU3alMy PaMOTHOrO0 polecca NPeeMCTBEHHOCTHU /1J1s COXpaHEeHUs U
NpOJJIeHUs }XU3HU KoMIlaHuM Ch.

[]esbto faHHOW PabOTHI ABJIAETCA TEOPETUYECKUM aHA/IN3 HAayYHbIX HallpaBJeHUH B U3yYeHUHU
COLIMAJIbHO-NICUX0JIOTUYEeCKUX OCOOEHHOCTEN NpeeMHUKOB ceMeWHOro 6usHeca. JlocTHKeHUe
NIOCTAaBJIEHHOMU LeJ1Y M03BOJIMT HaM B [JIAHUPOBAaHWU U OpTaHU3allMM MOCAeyoLiero aMnupuye-
CKOTO HCCJIe[JOBaHUs, peaii3yeMoro Ha pOCCUUCKON BbIOOPKE MOTEHIMaIbHbIX TpeeMHUKOB CB.
Jlns [ocTKeHUs MOCTaBJIeHHOM 1jeJIM He0OX0AMMO pellleHUe CAeAyI0IIUX 3a0ay.

1. OmnpenenuTb YETKOE COZiep>KaHUe NOHATUHN «CeMeUHbIN OU3HEC» U «ITPEEMCTBEHHOCTbY.

2. llpoananusupoBaTh TeopeTUYeCKHe MO/ esr npeeMcTBeHHOCTU CB c 11es1b10 BIOpATh a/leK-
BaTHYI0 MOJieJib, KOTOpasi HauboJiee CUCTEMHO U 11eJIOCTHO ONMUCHIBAET IpOLecC npeeM-
CTBEHHOCTH.

3. BblgesuTb TeopeTHYeCKHe HamnpaBJeHUs B H3yYeHUHU COLUAIbHO-NICUXOJ0TUYECKUX
XapaKTEpPUCTUK NpeeMHUKOB Cb.

4, [leTanu3upoBaTh BblJeJIeHHble HalpaBJeHUsI NOCPeJCTBOM HAay4yHOro o63opa HauboJiee
3HAYMMBbIX Pe3y/JbTATOB 3MIUPHUYECKUX UCCJIeJOBAHUMU.

KiyiroueBble NOHATUA TEOPETUYECCKOIo UCC/IEJ0BAHUA

TemMa mpeeMCTBEHHOCTHU OM3HeEcCa [OCTATOYHO IOJIHO OCBEIAeTCS B HAyYHOM IoOJie OTede-
CTBEHHbIX HCCJE0BAaHUU. PaccCMOTpeHUI0 MoAJiexaT, pexae BCero, pUuguieckue MexaHU3Mbl
nepe/iauu NpaB COGCTBEHHOCTHU Y aCNeKThl yrpaBJieHUs1 3TUM npoueccoM (Koposes, 2021; Bosikos,
2013; Kpuknusen, 2023; [lackanoBa, 2021; PeukyHos, 2021; Kowo, 2021; Ca3zoHoBa, 2023; BATKuUH,
2024), a TakKe COLMOJIOTUYECKHME O0COOEHHOCTU B3aMMOJEWCTBUS Pa3HbIX MOKOJIEHUH CEMbU U
dbopmupoBanue guHactuil (KacbsineHko, Bopotunkuna, 2020; Knumos, 2024; KysHenosa, 2021;

2 VIHTepecHO OTMETHUTb, YTO, U3YIUB KOHLENT «OOTaTCTBO» Ha MaTepyase PycCKOro GpoabKIopa, HaM He yHamach HaiTy aHaIoTuit
HOJ0OHBIX IIOC/IOBUIL: B PYCCKOM Hapoje 60raTcTBo He 66110 B TouéTe (JJeHucenkosa, 2015; Meicenko, 2011). Hao6opot, B MOpanbHO-9THYe-
CKVX HOPMaX «[JOCTATOK ¥ MaTepuajibHble IIeHHOCTU PAcCMAaTPUBAIOTCA B KadecTBe aHTULeHHOCTI» (CKisap, 2020, c. 40). B manHOIT cTaThe
MbI He OyfieT OCTaHaB/IMBATbCS Ha 9TOIL TeMe, BEPOATHO, OHA CTaHET OCHOBOJI /IS Ja/IbHeNIIIel Ty OMuKaL .
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[Tandunona, 2020; Ansabuna, 2024; KysnenoBa, 2022; Kaumenko, 2021). lossBusack U 4yepeza
paboT MoJIoJbIX UcCef0oBaTe el (CTyleHTOB 6aKkajaBpraTa U MarucTpaTyphbl), KOTOpble paccMa-
TpuBalT TeMmy nepenauu Cb (Jy6poBa, 2020; CmupHoBa, 2021; KpuBunkas, 2024; HeymouHa,
2021; MamarTiok, 2024).

BMecTe ¢ TeM Mbl BBIHYK/J€Hbl KOHCTaTUPOBATh, YTO IICUXOJOTHYECKOe HU3y4YeHUe IpeeM-
CTBEHHOCTU W ICUXOJIOTUYECKUX OCOOEHHOCTEN NMpeeMHUKOB, BaajesbleB Cb dakThuecku He
Ipe/CTaBJE€HO B POCCUICKOM I10Jie HAyYHBIX paboT?. IKCIEPT B 06J1aCTH BJIA/IeIbUeCKOTO KOHCAJI-
TUHTra JJ1a ceMeUHbIX KoMnaHui E. H. EMesibssHOB cuuTaeT, «camoe BaXKHOe /)14 yclexa nepejaqyu
Ou3Heca HacJeJHUKAM HYXKHO y4eCTb TPU COCTABJIAIOLIME: XKeJlaHWe CaMOro HacjeJHUKa HacJe-
JlOBaTh, «Tpe3Basi» roJioBa CaMOro OTAAIOILEr0 U TOTOBHOCTh KOMIIAHUU K nepenadye» (EMenbsHoOB,
EmenbsHoBa, 2017, c. 98). B npe/icTaBieHHOM MHEHUU NEPBOE U BTOPOE YCJI0BHUE — ITO MCUXO-
Jlorndyeckre peHOMeHbl, KOTOpble HE0OXOAMMO U3Yy4YaThb C YYETOM COLHAJIbHBIX, 3KOHOMUUYECKUX,
NOJIMTUYECKUX peaJui Halllek CTPaHBbI.

CeMelHBIN 6U3HEC

He /10 KOHI]a pellIéHHBIM KaK B HAyYHOM, TaK U NPAaBOBOM I0JIe OCTAETCs U BOIPOC O COJiep-
YKaHUU MOHSATHUS «CeMeUHbIM 6U3Hec» B Halllell cTpaHe. B3risaibl HAy4YHOIo COO6LIeCcTBA MTOKa He
CJIOKUJIUCh B CaMOCTOATEJIbHYIO IIKOoJy, Kak cyuTaT T. [. KackaHeHko u A. M. BopoTuikuHa.
OHM NpOBOJAT CUCTEMHBIM aHaIW3 ompejeseHUN U GOPMYNUPYIOT CleAylollee olpejeseHue:
ceMeliHblll bU3HeC — «3Mo CoOYyuUa/abHO-IKOHOMUYECKAas Kamez2opusl, 03Ha4yarnuas eedeHue dessmesb-
Hocmu, npuHocsweti d0Xo0d, C06CMB8EHHUKOM 6U3Heca CO08MECMHO € pOOCMBEHHUKAMU HA OCHOBAHUU
caoxcuswUXcs mpaduyuil U ynpas/aeHvyeckux udetl, nepexodssyjux om NOKO/EHUS K NOKOJEeHU»
(Kacbsinenko, BopotunkunHa, 2020, c. 187). ABTOpbl CYMTAIOT, YTO JJisl ONpeJesieHUs HOBOTO
noHATUA («ceMeWHbIN OU3HEC») cliefyeT BbIJeNSATb TPU HE3aBUCUMBIX KJIOUEBBIX KPUTEpHUS B
CUCTEMHOM OIlpeJie/IeHUN:

- KOHTPOJIbHAs [|0Jis1 COOCTBEHHOCTH B OHU3HECE;

- ydYacTHe B CTpaTeruiecKoM yIrpaBJeHHUU KOMIIAaHUEN;

- ceMelHas NPeeMCTBEHHOCTb B OTHOLIEHUU COOCTBEHHOCTHU U YIIPABJIEHHUH EIO.

[IbITalOTCA peluTb BONPOC MO ONpeJesIeHUI0 MOHSTHUS «CeMeWHbIM OU3Hec» W 3aKOHO/a-
TeJIU Ha PerMoHa/IbHOM YPOBHE, TaK KaK «JI0 CUX MOp Ha ¢enepasibHOM ypoBHe ujes Toproso-
IPOMBILIJIEHHOW NaJsaThl 0 NOAJEPXKKEe ceMeMHOro 6M3Heca He MoJiy4yuJa pa3BuTUs» (BaceHuHa,
2024). Tak, HanpuMep, CapaToBckas obsacTHas Jlyma npuHsaa 3akoH «0 pa3BUTHUM CEMENHBIX
npeanpusTUi», rae Cb npu3HaeTcss TAKOBbIM, €CJIU BBINOJHAOTCA C/eAy0lMe YCa0BUsA (IPUBOJUM
B COKpallleHUH):

1) cy6'beKT MaJsIoro U CpeiHero nNpeAnpuHUMAaTENbCTBA CO CPEeJHECIUCOYHON YUCTEHHOCThIO
pPabOTHUKOB 3a Npe/leCTBYOUIWN KaJleHJapHbIX roj o 15 yenoBek;

2) 4JIeHbl OJJHOW ceMbH* BJIaJIEIOT CYMMapHO 0oJiee YeM IO0JIOBUHOU JlOJIed U OJWUH U3 HHUX
SIBJISIETCSI PyKOBOJIUTEJIEM;

3) He MeHee MOJIOBHMHBI YJEHOB NMPOU3BO/JCTBEHHOI0 UJIH NMOTPEOUTENBCKOTO KOOMEPaTUBA,
WM GpepMepCKOro X03s1MCTBa — YJIeHbl OJHOU CEMbU;

4) He MeHee MOJIOBUHbI OQHUIMAJBHO TPYAOYCTPOEHHBIX PAOGOTHUKOB HHAUBHUYaJbHOTO
npeAnpUHUMATEJS] — €ro POACTBEHHUKU.

3 BbIBOZ fieaeTcsa Ha OCHOBAHMM TIOMCKa IUTepaTyphl B bubmmorpaduyeckoit cucreme HanyoHaabHOI 9/1eKTPOHHON 6MOIMOTEKN
E-library mo k/oueBBIM C/IOBaM «IICUXOJIOTN IIpeeMHINKOB CB», «IIcuXoorndeckne XapakTepucTHKy npeeMHNKoB Chb» (1o cocTosHmIo Ha
01.02.2025 ).

4 ITox «4IeHaMM CeMbl» MOJPAa3yMeBaIOTCA MY>Kbs 1 KEHBI, POUTE/IN UIN YCBIHOBUTENN, AeTH, OPaTbsa U CECTPBI, BHYKH, YLK
u 6a0YILIKY, a TAKXKe AN U TETU KKIOTO U3 CYNPYToB.

95



OprannsannonHas ncuxonorus. 2025. T. 15. Ne 2. www.orgpsyjournal.hse.ru

Takum o6pa3oM, usydyenue Cb u onpesiesieHre ero K/Ja4YeBbIX 0COGEHHOCTEHN, B TOM YUC/E U
MICUXO0JIOTUYECKUX XapaKTEPUCTUK YYaCTHUKOB, — JOCTAaTOYHO HOBas1 06J1aCThb J1s1 HAYYHbIX UCCJie-
JfloBaHUH B P®. 00'bsicHsIeTCA TaKas CUTyalys NOJIMTUYECKUMHU U SKOHOMUYECKUMU GaKTOpaMu —
CcBOOO/HOE 3aHSITUE MpeJIPUHUMATENbCTBOM ObLIO pa3pelnieHo ToJbKO ¢ 1986 r., koraa Bhllles
3aKoH 06 «MHAUBUAYaIbHOU TPYAOBOH AesaTe/bHOCTU rpaxkaaH CCCPx».

B cBfI3U € 3TUM 06paTUMCSl K MUPOBOMY ONBITY, T/le IP06JeMbl U3yYeHUs B 006J1aCTH MCUXOJI0-
ruu Cb crana nogHuMaThca eie ¢ cepeaunbl 20 B. Kak cuuTaeT aBTOPUTETHBIA UCCIeL0BAaTE/b B
atou TeMe I1. lllapMma, ceMeliHble GUPMbI NPEACTABJIAIT COO0M OTIUYUTENTBHYI0 OPraHU3alMOHHYI0
¢opmy (Sharma, Chrisman, Gersick, 2012). [IbiTasicb 06 bSICHUTb OTJIMYUTEIbHbIE YEPThI CEMENHBIX
¢upwm, U. Jle BpeToH-Musiep ¢ KoJsisieraMu BblJIeJIWIY CAeAYIOlIMe KII0UeBble MOMEHTHI:

e yIpaBJieHHe OU3HECOM OCYIIECTBIISIETCS CO CTOPOHbI 3aKPbITOM IPyHIbI JIUL (4JIEHOB CEMbH );

e 0COObIe ceMelHbIe [IEHHOCTHU U YCTAaHOBKY;

e JIJINTEJIbHBIN CPOK BiaZieHus npeanpustreM (Le Breton-Miller, Miller, 2006).

[locnegnue vcce10BaHUSA PaCIIMPUIIN [lepeYeHb 3TUX XapaKTEPUCTUK U IOTIOJTHUIIN UX CJIEYIOLIUMU:

e JIOJITOCPOYHas NepcleKTUBa B OpraHU3alMOHHOM IIJIAHUPOBAHUHU [IPU IPUHATUY PeLIEeHNH;

e (QoJiee AJIUTEIbHbIN CPOK MPeObIBaHUS reHepabHOT0 JUPEKTOPA B JOJIXKHOCTH;

e TpaHCreHepalMOHHbIE 1|eJM, CBSI3aHHblE C >KeJlaHWe NepeAaTb OU3HEC MOCJAeAYHIIIUM

IOKOJIEHUSIM;

e HHTepeC K CO3/JaHHI0 CeMEWHOTO Hacieus (HeMaTeprualbHOTO aKTUBA);

e JJIUTeJIbHble MHBECTUIIMOHHbIE TOpU30HThI (McAdam, Clinton, Gartner, Hamilton, 2024).

TakuM o6pa3oM, nepevyrcieHHble XapakTepucTUku Cb npefocTaBasAOT YHUKAJIbHBIN pecypc,
a HeceMeWHbIM (UpPMaM TPYJHO «MMHUTHUPOBATb» MOAOOHbIE OCOOGEHHOCTU OpPraHU3alMOHHOU
KyJAbTypbl. Kak ObLIO MOKa3aHO, XeJlaHWe U HaMepeHue NOAJAepKUBaTh J0/aroBedHocTb Cb us
NIOKOJIEHUS] B TMOKOJIEHUE SIBJISIETCS OTIMYUTEJIbHOW 4YepTOW U BaKHeHlIed MUCCUEeN MHOTUX
ceMeiHbIx npeanpusaTuil (Sirmon, Hitt, 2003). CiefnoBaTeslbHO, IPEEMCTBEHHOCTb BbICTYNAET
OTJIMYMTEJIbHOU U OCHOBOIIOJIararler xapakrepuctukou Cb.

IIpeeMCTBEHHOCTH

[IpeeMCTBEHHOCTb — OpraHMU3aLMOHHBIN NPOLECC, HAa KOTOPbIM BJIMSET MHOXECTBO BHEIIHUX
(counasbHO-9KOHOMUYECKHX, IOPUJAYECKUX) W BHYTPEHHUX (COLIMaIbHO-MCHUX0JIOTUYECKUX)
dakTOpoB. ITOT NpolLecc NPU3HAH OJHHUM U3 CaMbIX BaXKHBIX, I0CKOJIbKY OIpeJieisieT JabHelllee
BbDKMBaHUe ceMelHoro 6rusHeca. Eciu Cb 6y/ieT npepBaH, 3TO IPUBEJET K APOOJIEHUI0 U BO3MOXKHOU
1oTepe ceMeMHOro KalrTasla, 4JeHbl CEMbU JIMIIATCSA paboThbl U BHYTPUCEMENHbIE OTHOLIEHUS Oy T
paspyuensl (Lam, 2011). B cBsi3u ¢ 3TUM, IpeeMCTBEHHOCTb MexAy mnokosieHussMu Cb sBiseTcs
cepbEé3HOM NMpob6sieMON A/ IPOJOJKEHUSI paboThbl CeMeMHbIX KOMIIAHUM, IOCKOJIbKY ONpefesseT
Oyayliee Kak /sl ceMbH, Tak U AJ1s1 dupMbl (Chua, Chrisman, Sharma, 1999).

Hanbosiee yacTeiMu npobJsieMaM{, C KOTOPBIMM CTaJIKUBAIOTCA CeMelHble NpeANpUATHS,
ABJIIIOTCA: OTCYTCTBUE HaMepeHUH O NMpeeMCTBEHHOCTH y MojpacTarllero nokoseHus (Gagné
et al.,, 2021), HegocTaTouHasaA KBanmudukanusa HacaegHUKoB (De Massis, Kotlar, 2014), a Takxe
HeXXeJlaHWe CaMUX BJIaJiesiblieB JleJleTUpoBaTh BjacTh npeeMHukaM (Lam, 2011; Alterman,
Froidevaux, Fasbender, Xie, 2020). BMmecTe ¢ TeM npu NpaBUJbHOW OpraHU3alMU MPeeMCTBEHHO-
cty, Kak cuutaet K. I'y c kossieramu, MoxeT 6bITh cGOPpMUPOBAHA YHUKaAJIbHASA U LleHHAasi KOMOU-
HallUsl pecypcoB, KOTopas Oy/ieT nepejjaBaTbCsl B BUJE J0OJTOCPOYHbIX HHBECTULUHN U COLUA/Ib-
HOI'0 KanuTasa (LleHHOCTel, OTHOLIEeHMM, MOTUBALMH ), YTO YKPENIUT CEMbIO Y IO3BOJIUT NPOJJIUTh
»ku3Hb Cb (Gu, Lu, Chung, 2019).
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TeopeTnyeckre 0OCHOBBI HAC/JI€A0BAHUSA CEMENHOro 6U3Heca:
MO/ €eJI4 IPeeMCTBEHHOCTH

YT0o6bl M3y4yaTh W yNpaBJATH MpoLeccOM npeeMcTBeHHOCTU B CB, HE06X0AMMO CUCTEMHO
onucaThb ero peanusanuio. KoHuenTtyanansanus 3TOro npouecca BO3MOXHa € MO3UIUH CTPYKTYP-
HOTO, IPOLLECCHOTO WJIM MCUXO0J0TUYeCcKOro noaxoa. Ha cerogHAIIHUY leHb B 3apy0eXHOM HayKe
CYLIeCTBYET HECKOJIbKO MO/iesiel, OMUChIBAKIIUX JAHHBINA COLMAIbHO-9KOHOMUYECKUN peHOMEH.
PaccMoTpuM HauboJiee IUTUPYeMble TeOpeTUYeCKUe Mo/Jiesiu IpeeMcTBeHHOCTH Ch.

CTpYKTypHBIil NOAXO[,

Oanumu us nepBbix K. 3. Tepcuk u k. A. J|3BUC BbIABUHYINA «MOJ€JIb TPEX MO CUCTEM CEMENHOTO
ousHeca» (the three-circle model of family business). Moznenb paccMaTpuBaeT Cb kak cucteMy U3 Tpéx
He3aBUCUMBIX, HO epeceKkaruxca nogcucreMm: busnec — CobctBeHHOCTh — CeMbs. Kaxk b1t 4ieH
Cb MoxeT ObITh B OJJHOM U3 ceMHU 006Js1aCcTel, 06Pa30BaHHbBIX NlepeceUeHUEM ITUX TPEX MOJCUCTEM
(Gersick, Davis, 1997). 3Ta cTpyKTypHasi MOJieJIb 10 Cel JleHb OCTAETCs KJIaCCUYeCKOU IJIsi MeX/IUC-
UIJIMHAPHbIX UccaefoBaHuid peHoMeHOB Cb. M3ydas mosiockeHWe MHAMBH/IA B 3TUX MOJCUCTE-
Max, MO>KHO YTOYHUTb T'PaHUIbI €ro MpaB, 003aHHOCTeN, aBTOPUTETA, YTO [IOMOraeT pas/e/uTh
Y 3apUKCHpPOBATh BHYTPEHHHE B3auMoJeilcTBUs. HegocTaTKkoM 3TOW MOAENH SBJSETCS TO, UTO
dukcupyetca craTuuHoe coctosiHue Cb B onpe/iesléHHble MOMEHTHI M He yYUTbIBAeTCA JUHAMUY-
HOe pa3BUTHE BCeX TPEX NOACUCTEM. JIOTUYHBIM pa3BUTHEM MPE/CTABJIEHHON MOJEU CTajla KTPEX-
ypoBHeBasi Moziesib pa3BUTUA Cb», koTopas cTasa yYuThIBaTh NO3MLIMOHHYIO AUHAMKY 4ieHoB Cb ¢
Te4eHUeM BpeMeHHU. ITa MO/Ie/Ib PACKPbIBAET >KU3HEHHBIN IIUKJI YJIEHOB CEMbU, B3aUMOCBS3b MEX/y
*KU3HEHHBbIM IIUKJIOM 6U3Heca U cMeHoU BiajenbleB (Gersick et al., 1999).

IIponeccHbI NOAXOA,

BoJsibiyo nonyissipHOCTb noJ1y4rad B Hadasie 2000-x IrT. MoJesiv HacaeL0BaHUs, OCHOBAaHHbIE
Ha npoueccHoM noaxoge. Tak, Y. K. XangJiep npejioxxus TpEXCTyneH4YaTy0 Mo/iesib, OCHOBAHHYO
Ha TEOPUHU KU3HEHHBIX CTAAWM: CTAAUSA JIMYHOCTHOTO PAa3BUTHS, CTA/lUs PAa3BUTUSA NPeANPUATHUA
¥ cTaaus HacaeaoBaHus JugepcrBa (Handler, 1989). Jlepsate set cnycts, E. T. CtaBpy ¢ Touku
3peHus pa3BUTUSA IOKOJIEHUU AeJIUT NPOLecC IpeeMCTBEHHOCTH Ha TPH 3Tamna: /1o IpUxo/a JeTeun
B CB; BcTynsienue getert B Cb u dopmanbHas npeemcTBeHHOCTD (Stavrou, 1998). UyTk nosxe K. E.
['epcuk c KoslleramMmu paszie vy Npouecc HacJeJ0BaHUS Ha IEeCThb CTaJMW: HAKOIIJIEHU e 1aBJIeHUS;
VHHUIIMUPOBaHMe; pa3MeKeBaHWe; U3yueHre BapUaHTOB; BbIOOP Y BHeJ[peHHe HOBBIX CTPYKTYp Ha
OCHOBe TpéxypoBHeBo# Moziesi pa3BuTus (Gersick etal., 1999). Emé yepes yetnipe roga b. Mroppeit
N0/ CYMTAJI, YTO BeCb NpPOLeCC HAcJeJ0BaHUs [OJDKEH MPOJOJDKAThCA OT TPEX 10 BOCbMU JIET, U
paspaboTas ceMu-pas3Hy0 MOZeJb HacJle0BaHUSA: TOArOTOBKA CTAPOX CTPYKTYPbl K U3SMEHEHUSIM;
CILlyCKOBOM KpIOUOK; (pa3a MOKos; UccaeoBaHue (Me4yTa U OCylLeCTBUMOCTD); TPUTTEPHBIN BbIXO/;
BbIOOpP; NPUBEP!KEHHOCTb HOBOU CTpyKType (Murray, 2003).

ColMa/JIbHO-TICUX0JIOTUYECKH I MOAXO0,

B nociegHue roabpl HAOUpaAT MONYJASPHOCTb UCC/AE0BAaHUS, HallpaBJeHHble Ha U3y4eHUe
BHYTPEeHHUX PaKTOPOB U YCA0BUM NPEEMCTBEHHOCTH (COLIMATbHO-NICUX0J0TMYEeCKUX XapaKTepu-
CTHUK BJIaJleJIbleB, IPEEMHUKOB U caMou 6u3Hec-ceMbHU ). Tak, I. bosep, JI. JleBuH u /[k. K. CanTopa
npejaraloT CUCTeMaTH3al|i0 JUYHOCTHBIX U MPodeccuoHaTbHbIX epeMEeHHbIX, 0Ka3blBaIOIIUX
3HaYMMOe BJIMSIHUE Ha Mepejady Ou3Heca, [iJisl BJajiesibleB U AJis MpeeMHUKOB. /lis Biazgesb-
L|eB BbIJIEJIAIOTCA C/leAylollue nepeMeHHble: 1) JIMYHOCTHbIE XapaKTEPUCTUKU (UAEHTUUYHOCTb,
JIUJIepPCTBO, a/JallTUPYEMOCTb, 00pa30BaHUe, CTUJIb 00LeHUS, UHTEPECHI, OTBIT, IOAJEPKKA CEMbH)
U 2) npodeccroHabHble (CTPYKTypa U pa3Mep 6M3Heca, IPOTOKOJIbl OM3Heca, 6U3HeC-KyabTypa).
Jlnsi npeeMHUKOB 6M3Heca BblAENSII0TCS: 1) IMUHOCTHBIE IepeMEHHbIE (TUI IMYHOCTH, MOTUBALUS,
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couuanusauus BHyTpu CB, mocieoBaTeIbHOCTb POXK/EHUs, 0XKUIaHUS CeMbH) U 2) npodeccro-
Ha/ibHble (popMasibHOE 0Opa3oBaHMe, BHELIHUU ONBIT paboThl, paHee BOBJIeUEHUE, BOCIIUTAHUE,
HacTaBHU4YeCTBO, 3HaHUe CB, npuHaTue kynbTypbl CB, dopmanuzoBanHas ctpyktypa CB). s
OTHOLUEHUW BHYTPU CEMbU TAKUMU IlepeMEHHBIMHU ABJIAKTCA: CEMEUCTBEHHOCTD, CIIJIOUEHHOCTD,
COMEPHUYECTBO MeX/Y OpaTbsIMU U CECTPaMU, JIOTHKA POJICTBA, afjlallTUBHAsA ceMelHas KyJbTypa,
cynpy»eckas nogaep:xka (Bozer etal.,, 2017).

He ymasisiss JOCTOMHCTBA Ipe/iCTaBJIEHHBIX paHee Mo/ieJiel, HauboJiee LieJJOCTHOW U CHCTeMHOM
npeACTaBJsSeTCS HaM MoOJesib, NpeJJioKeHHass npodeccopoM MoHpeasbCKOro YHHUBEPCHUTETA
Kanaael HU3abenb Jle BpeToH-Musiep. JlaHHass Mojesib MO3BOJISIET KOMILJIEKCHO YBU/IETh BCIO
CJI0’KHOCTb U MHOTOYPOBHEBOCTbH Mpouecca nepegadu Cb, 0603Ha4YuTh BO3MOXKHbIE 3KCIIEPHMEH-
TaJIbHble IepeMEeHHbBIE, a TAKXKe CIIJIAHUPOBATh IePCNeKTHUBb] HALIKX AaJbHENIINX UCCIeJOBaHUN
(Le Breton-Miller, Miller, Steier, 2004).

SKOHOMHYECKH KOHTEKCT (kOHKypeHIHA, IPAEOECE PErYIHPOEAHHE )

)

BH3HEC-KOHTEKCT

¢ COEeT JHPEKTOPOE (COCTAE, NEPHOTHTHOCTE).

OCHOBATETb » Crparernq (CIpater. IWIHAPOEIHEE). : mﬁﬁ%&
- OTHOINEHHA C IpeeM- ¢ OprammzalHoHHAA KyIETYpa H JH3aHH e
HHEOM, ¢ DopuamEzamma OHHECA: OPOIECCEL CTPVETVDL - MOTHRAIEY,
- MOTHEAITHA, pazMep. OIEIT NPEEMCTEEHHOCTH. - KOMIIETEHTHOCTE,
-TOTOEHOCTE, + Qopua OH3HECA / COOCTEEHHOCTE (EOHTDOIHDY- - T T T
- JIHIHOCTE, IOITHH EMAfeIell, DapTHePCTEC OPaTeeR H CecTep, Femro T
- MOTPe0HOCTH HKOHCOPIHYM JEOIOPOTHELX OpaTBEE H CecTep)

MPOIIECC ITFPEJAYH EH3HECA

OCHOBHBIE OBYYEHHE OTEOP IMEPEJTAYA
IPABHIA H IEPBBIH | IPEEMHHKOB IMPEEMHHKA/-gE EH3HECA

AT e [[porpanoga odpazoea- v Paspaborkampapoeer  [» [[ocTememmmni mepe-
COWDEOGDZEDOWZ L OCHOE TIPOIIECea. X071 OmzHeca,

+ Kpureprm orSopananana- iy Voempmecteo. ¢ Pazpabotra kputepues  [¢ Hanenemwe nomx-
ﬁﬂ‘;ﬂms(‘:em=me‘ » KapeepHELT pocT, pas- 0TOOpa MpeeMHEHEA. HOCTH QUEpAT JH-

\ l'.[pm‘;ax:slﬁopa (nepsopo- HEE 3HAKOMCTEO C OHz-  |» OT0Op IpeeMEHEOE PEKTOP — Opemcena-
crsonT m) HECOM H pacTyIoad Bo- (EIOpH, IPAEHTIA). TETE.

s PyxosoAmmse np HETTIITSE BIEIEHHOCTE. e Ouenka maHOCTH npe-  |* KpaTeprn agdex-
TP AEISHNA (TP AEKTA ETage- | OmEIT paboTE 22 Ipese- EMHHEA (TANAHTEL EEN3- | THEHOCTH IEATeNE-
HHA, IPAETIeHHA, COEeTa). JamMH OHzHECA. HHA) H COOTBETCIEHE HOCTH [IpaBOIpeen-

o IL1aH pasgedeHAT pyKOBOA- thupne. HHEA.

CTEA W Mepefadn, » BEIOOp reHepansHOTo » [Tepeeoy KamHTana

o [L1an pasgensHHA cOOCTERH- IDHpEKTOpa.

HOCTH.
e [leaeEas Ipymma mo mpeen-
CTEEHHOCTH

i

3PPEKTHEHOCTE /Onerxa — O0paTHad cBA3E... (MOHHTOPHHT IpOlecea)

1T

CEMEITHBII KOHTEKCT

o CenefHAT THHAMHEA (COTPYIHHYECTEO-TAPMOHHT, KOMAHIHEI II0X0J, Ka9ecTEO OTHOIEHHH, JOBEpPHE, OTEPE-
TOCTE, O0IIHE NEHHOCTH, VEAKEHHE, THALPCTEO, HCTIOMHEHHE poldeH CYIPYTH / MaMEL . ).

» Binpmnie ceMBH Ha OM3HEC-DEINEHHT, MPHEEESHHOCTE OHIHECY H BIKHOCTE CEMEHHOIO (QHHAHCHPOBAHHT.

¢ CeneHHEE COBET / BCTPETH (HACTOTA, MHCCHT, HOPMEL IEHHOCTH, IPAEHIA, MOMHTHKA, POMH, 00g3aHHOCTH, Ipe]-
THCAHHT, Ipaea).

COIHATTHHBIA KOHTEKCT
(KymeTypa, cOLHAMBHEIE HOPMEL, 3THE3, PEJHTHA, 33KOHEL.. )

Bpeua

Vcrounuk: Le Breton-Miller, Miller, Steier, 2004, p. 318.

Pucynok 1. VIHTerpaTuBHas MOJe/Ib YCIELIHOI MIepefjadn CeMelTHOro 613Heca
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CTaHOBHUTCA OYeBHU/IHBIM, YTO PACCMOTPEHHE COLIMAIbHO-3KOHOMHYECKOT 0 Ipouecca nepegadyu Cb
HEBO3MOXKHO B paMKax y3KO-IIpe/IMETHbBIX 06s1acTel. /I NOHMMaHHUS U YIIpaBJeHUsI STUM MPOLEeCcCOM
TpeOyeTCsl LIUPOKUU CIIEKTP U3MePsSIEMbIX BHELTHUX U BHYTPEHHUX YC10BUH. TOJIbKO B paMKaX CUCTEM-
HOTO [10/IX0/]a BO3MOXKHO U3y4YeHHUE U yIIpaB/I€eHUE OPTaHU3aLMOHHBIM U [ICUX0JI0TUYeCKUM MIPOLECCOM
npeeMCTBeHHOCTH. bsiaro/iapsi pauiioHa/IbHOM cUCTeMe yIpaB/ieHUs 6y/1eT BO3MOXKHO MPOTUBOCTOSITh
«MPOKJISITHUIO TPEX MOKOJIEHUN» U TPOJJINTD KU3Hb CEMEMHOMY NPeANPUATHIO.

[logBOAST UTOT U3YyUYEHHIO KOHLENTYaJbHbIX MoJesied npeeMcTBeHHOCTU CB, oTMeTHM, 4TO
JlaHHas Hay4yHas paboTa fIBJSETCS OJHHUM W3 NepBbIX UIaroB B HaNlpaBJIE€HUU U3yYeHHS] BHYTPEH-
HUX YCJIOBUH YCIEIIHONW TpaHCTeHepallMOHHOMN Nepe/layu aKTUBOB. M3 npejcTaB/eHHbIX 0JIOKOB
Mogenu U. Jle Bpeton-Muunep (Puc. 1) fanee Hamu 6yAyT pacCMOTpPeHbI TOJBKO XapaKTEPUCTUKHU
npeeMHUKOB Cb (3/71eMeHT BblJieJIEH LIBETOM).

OTHoOLIEeHMs B GM3HEC-CEMbSX

B Havasie Halero o63opa Mbl 0603Ha4YaId NPo6JeMy B3aUMOJENUCTBUS JBYX CUCTEM CEMbBU U
6u3Heca. JTa mMpobJsieMa MOBbILIAET KOHPJIUKTHOCTh B CEMEHHBIX OTHOLIEHUSIX U MPENSTCTBYET
BXOXK/IEHHUIO ITPEEMHUKOB B COBMeCTHOe npeAnpusaTre. 0JHAKO eCTb U TPOTUBOIOJIOKHbIE TOUKH
3peHus. PesysbraThl uccaenoBanuii [1. M. Koysia yka3biBaloT, YTO 60JIBLIIMHCTBO YJIEHOB OU3HEC-
ceMel CUMTAIOT UX IBOMCTBEHHbIE OTHOLIEHUS MOJIE3HBIMU, HECMOTPSI Ha IEPUOUYECKU BO3HUKA-
I0lMe TPO6JIeMbl. ABTOP JieJIaeT BbIBOJI, YTO OPAThSM U CECTPAM, a TAKXKe CYyNpyraM O0JibIlle BCETO
HPABUJIOCh COBMEIATh 6U3HEeC U ceMbl0. CAaMbIMU KOHQJIUKTHBIMU MPE/CTABISAKTCS OTHOLIEHUS
MEXAY POAUTENSMHU U JeTbMH (0CO6EHHO, MaTepPbI0 U B3POC/BIM CbIHOM), TaK KaK B HUX MPOSIB-
JISIeTCS Mepapxusi MOKOJIEHUH, 60JibIlIasi pa3HUIA B BO3pacTe U HepaBHbIA COLMAJIbHBIN CTATYC.
«/leTn Bcerjja oCTAOTCSA A€ThMU B IJ1a3ax POAUTEJIEH, CKOJIBKO 6bI UM HU OBIJIO JIET» — 3aKJ/II04YaeT
aBTOp. HampoTuB, My>X U ’KeHa, a TaK)Xe 6paT U CeCTpa YacTo GJIM3KH M0 CTATYCY, IO3TOMY B 3TUX
OTHOIIIEHUsIX 60JIbIIIe IIAHCOB JIEMCTBOBATh B KOHTeKCTe paBeHcTBa (Cole, 2000).

WUTak, ciioxkHas cucteMa oTHolleHU Cb GyHKIMOHUpyeT 6J1arojaps CBsS3U JIBYX MOACUCTEM.
J. 0. HoitbayM npecTaBuII B BU/Ie CXeMbl B3AUMOCBSI3b JI€JIOBBIX MU CEMENHbIX OTHOIIeHUH (Puc. 2).
B 3To¥i MoJiesiu aBTOp cJles1al aKIeHT Ha B3aMMO3aBUCUMOCTH U IyOJMPOBAHUHU CTPYKTYP CEMbU
v 6usHeca (Neubaum, 2018).

\\
CemMb (POACTEEHHUKN)
XAPAKTEPUCTUKW
BUuzHec (COTPYOAHMKA)
J/
CemMbil (POACTEEHHAKA) A CeMbsl (poacTeeHHKM)
/ ®UHAHCOBLIE W
LLEEHHOCTW, LIENW, HEGMHAHCOBLIE
NPEACTABNEHWMA PE3Y/bTATbI
BuzHec (COTpYLHUKN) Buzkec (corpyar k)
CemMb (POAGTEEHHAKN) )
PEWLWEHWA WL
NOBEAEHWE
BuaHec (COTpYOAHWEA)

- /

Pucynok 2. Mozenb B3a¥IMOCBA3K MeX/Y ceMbeil n 6usHecoM (nctounmk: Neubaum, 2018)
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Konuenuus /. O. Holibayma noka3biBaeT, KaK 4leHbl CEMbU MOTYT BbICTPAUBATh OTHOLIEHUS
JpyT C ApyroM, coBMelllasi pa3Hble QYHKIMOHAIbHbIE POJIU. JTA KOHIENIXS IPU3HAET BAXKHOCTh
NPOYHbBIX CEMENHbIX CBSI3€H, KaK BHYTPH, TaK U 3a IIpeieJlaMU OpraHu3aliu. BHyTpeHHss UHTerpa-
LMl ¥ BHEIIHsIS cOLMain3alnys 6M3Heca BJAUAIOT Ha yclex ceMeMHOro npeAnpusaTus. PesyibraToM
BHYTpeHHel HHTerpanuu 4wieHoB CB cTaHOBUTCA Xopolass COBMECTUMOCTb B BbIMOJHEHUHU
TPYAOBBIX 3a/lad U NMPUBEPKEHHOCTb 00LIeMy Jesy. Bce mepeunciieHHble COLMAIbHO-TIICUXO0JIO-
rUyecKue XapaKTepPUCTHUKH, B UTOTe, SIBJSIOTCS OCHOBOM /yii OPMUPOBAHHUS COLUAJBHOTO UJIH
pensinuoHHoro kanutajia Cb — ocob6oro HeMaTepHUa/lbHOTO aKTUBA, HEJAOCTYNHOTO KOMIAHHUAM
HeceMeWHOro 6M3Heca.

TakuM 06pa3oM, 0OCHOBOU pesIAUOHHOTO KanuTasa ajs Cb cayuT ero fesioBas penyTauus U
CBS13U, BHEIIIHEE U BHYTPEHHEE COTPYAHUYECTBO, KOMMYHHUKAIUS, UMUK, 2 TAKXKe IOBepUe MEXAY
yneHamu Cb, ob6a3aTenbcTBa U ugentudukauus (Daspit, Long, 2014; Cucculelli, Peruzzi, Zazzaro,
2019). PenssuoHHBINA KanUTaJs MpeACTaBJsET COO0M pecypchl, MPUOOPETEHHbIE UJIU CO3/IaHHbIE B
pe3y/ibTaTe JIMYHbIX OTHOLIEHUN, YTO MPUBOAUT K MOBBIIIEHUIO CTOUMOCTU KOMIIAHUHY, yay4llaeT
KOHKYpPEeHTHbIe IPEUMYIIECTBA, a TAKXKe 6JIaroNPHUSITHO CKa3bIBAETCS HA MOBbILIEHUH TPOU3BO/IU-
TesibHOCTU TpyZa (Carr, Cole, Ring, Blettner, 2011; Daspit, Long, 2014; Niazi et al.,, 2024).

['pynnoBas ugeHTHdUKaLUs YieHOB Chb mosioKUTebHO CKa3bIBAETCSA U HA UHAWBUAYAJIbHOM
©/1aronoJiy4Mu: 4JieHCTBO B CEMEMHON KOMIIAaHUHM CO3/jaeT YyBCTBO FOPAOCTHU Y POACTBEHHUKOB.
PazzenisieMble MU 1I€HHOCTH W LIeJIU CO3JAI0T 3MOLMOHAIbHYIO MPUBEPKEHHOCTh U CEMENHY1I0
rapMOHMUIO. DITU HePUHAHCOBBIE ACHEKTHI [leITeJbHOCTH GUPMBbI 0TBeYaloT adPeKTUBHBIM IOTPED-
HOCTSIM CEMbHU, TAKMM KaK COXpaHeHHe CeMeWMHOW AMHACTHU U YeCTHOW ceMeWHOW penyTauuu
(Block, Wagner, 2014; Lamb, Butler, Roundy, 2017; Soleimanof et al., 2018).

Be3yc/i0BHO, IMUHbIE OTHOLIEeHHS 4ieHOB Cb nMelT 60JibllI0e BJAHMSHHE HA TPEEMCTBEHHOCTD.
[ Bo3ep c KoJLJIeraMu 0TMeYaloT, YTO /151 3G PeKTUBHON NIPEEMCTBEHHOCTH HEOOXOJUMBbI CIIJIOYEH-
HOCTb 4JIeHOB OHM3HEC-CeMbH, aIallTUPYEMOCTh CEMENHOM KyJIbTYPhI U BbICOKAsl CEMENCTBEHHOCTD
(rpynnoBasi uaeHTUUKaLMsA). ABTOPbI TaK >Ke BbIJIEJISIOT epeMeHHble, KOTOpble GOPMUPYIOT
NPUBEPKEHHOCTDb HaC/eHUKA JieJly POAUTE el — 3TO CoLlMaIr3alUsl CEMbU U OHM3Heca, HaJlaXKeH-
HbIM ONBIT BHEIIHUX KOMMyHUKauun Cb (Bozer et al,, 2017). UccenoBaHus, npoBeiéHHBbIE paHee,
IO0Ka3aJiy, UTO JIy4YIIUK BO3pacCT Yy poAUTes el /s epefjayr BaAacTu — nocje 50 seT, a A1 feTelt
NpUHATHE ynpaBaeHus — oT 27 go 33 seT (Haberman, Danes, 2007).

C. PaxmaHu u3y4aJi BJUsiHME CEMEMHOW rapMOHUH Ha IpeeMcTBeHHOCTb Cb. ABTOpP yCTaHOBUIJI
KpUTHUYeCcKHe aKTOphl s yCHellHOW npeeMcTBeHHOCTU CB: ob61ieHue, pa3pelieHrue KOHPJIUK-
TOB Y y4yaCTHe YJIeHOB CEMbH B CEMeHHOU UHAMHUKe (pa3BUTUH OTHOIIEHHUH). YPOBEHb ceMeNHOM
rapMOHUM MOJIOKUTEJIbHO BJIMSIeT Ha IJIAaBHBIA NPOLECC MPEEMCTBEHHOCTH U 0bOecrnevyrBaeT
CTAaOWJIbHYIO U TOJJEeP KHMBAIOLIYI0 OCHOBY [Jis Nepefladyu JUAEPCTBA OT OJHOTO MOKOJIEHUS K
Apyromy (Rahmani et al.,, 2023).

CaieoBaTesIbHO, OOIIEHHE B CEMbE NPeICTaBJIsseT cO60M BaXKHbIN GpaKTOp nojJep>kaHus M03U-
TUBHBIX oTHOLeHUH. C. [1. Munnep BoigenseT aBe Mojen kKoMMyHUKanuu B Cb: 1) c opueHTanuen
Ha pasroBop U 2) c opueHTanuyei Ha koHpopmusMm (Miller, 2023). OpueHTanus Ha pa3roBop omnpe-
JleJIsieTCsl KaK CTeleHb, B KOTOPOW CeMbH CO3JA0T KJIUMAT, MOOUPAIOIIUNA yYyacThe B OOLIeHUHU
(Koerner, Fitzpatrick, 2002). OpueHnTanys Ha KOHGOPMU3M OlpefieisieTCsl Kak CTeleHb, B KOTOPOU
ceMelHOoe 001lleHUe TPaHCAUpPYyeT aTMOCPepy OJHOPOJAHOCTH OTHOLIEHUH, IEHHOCTEN U yOexKIeHUH
(Tam xke). CeMbsi C OpyeHTAaLMeN Ha Pa3rOBOP IEMOHCTPUPYET OTKPBITOE 061 eHHUE; CEMbU C OpPHUEH-
Taluuel Ha KOHGOPMU3M, CKOpee BCEro, YIPaBJSIOTCSA CTAPLIUM IOKOJIEHUEM, UMEIOIIUM BbICOKUU
aBTOpUTET. [IoAPOCTKU U3 ceMel ¢ opHeHTallMeld Ha pa3roBOp UMEIT 6oJiee BbICOKUNA YPOBEHb
CaMOOLIEHKH, U3 ceMel C opueHTalue Ha kKoHpopMu3M — 6oJiee HU3KUHM (Rangarajan, Kelly, 2006).
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Kak noajep>kuBaTh MOJIOKUTEJbHbIE OTHOILIEHUSI B OM3HEC-ceMbe, obecriedrBasi HajJiexa-
11y10 TapMOHHUI0 ¥ KOMMYHHUKALUIO /151 IpeeMCTBEHHOCTU? Ha ceroiHAIIHUY JleHb HauboJiee momny-
JIIPHOHW Y IIUTUPYEMOM B JIUTepaType Mo paboTe ¢ OU3HeC-ceMbsIMU siBJsieTCsA Mojesb «FIRO-Bx.
JlaHHas MoJie/Ib OCHOBaHA Ha TEOPUU MEXJIWYHOCTHBIX oTHoleHUH B. lllyTia v BkJo4aeT B cebs
NpopaboTKy MEXJMYHOCTHBIX NOTPEOHOCTEN 4YJ€HOB CeMbM: BKJIOYEHHOCTb — KOHTPOJb —
61u3octhb (Doherty, Colangelo, 1984; Gaur, Katuse, 2022; Kubicek, Machek, 2020).

TakuM 06pa3oM, MCUXOJIOTUYECKHE OTHOILIEHUSI B OU3HEC-CEMbSIX MPEJCTABJISIOT BaKHOE
HallpaBJieHUe B UcCCae[0BaHUAX KakK Cb, Tak M HelnocpeACTBEHHO Ipolecca NpeeMCTBEHHOCTH.
JleiCTBUTENIbHO, 3MOLIMOHAJIbHAA HENIPUA3Hb YIEHOB CEMbH JIPYT K PYTy MOKET CTaTh NPUYUHOU
noTepu ceMelHoOro zesa. C Apyror CTOPOHBI, ABJISASCh PeNSALMOHHBIM KalUTaJ0M OU3Heca, rapMo-
HUYHbIE OTHOLUEHUS YIY4IlalT OPraHU3alMOHHbIM KJAUMAT, MOBBILIAIOT CTOUMOCTb KOMIAHUU U
CIOCOOCTBYIOT 3MOLMOHAJIbHOMY BOBJIEUEHUIO IPEEMHUKOB BTOPOTO, TPETHEr0 U MOCAEAYIOIIUX
NOKOJIEHUH. [leslaeM BbIBOJ, YTO TaPMOHUYHbIE CEMENHbIE OTHOLIEHUS — 3TO BaXKHOE YCJIOBUE Jid
npousetaHus Cb.

MoTuBanus npeeMHUKOB

BaKHbIM BONIPOCOM JIJIsI OCMbICJIEHMSI MOTUBAI[UW MPEEMCTBEHHOTO MOBeJIEHUS CTaHEeT: «To
SIBJIIETCSI OCHOBOM NpUBepKeHHOCTU K CBb y Mosioabix siofen?». MoTHBalLus, COTJIaCHO TEOPHUHU
caMooIlpeJieJieHUsl OompejiesisieTCsl KaK HCTOYHUK 3HEepPryuu, OINpeJessiioluUid HWHTEeHCUBHOCTb,
HamnpaBJIeHHe U TPO/I0DKUTEIbHOCTDb noBeAeHus (Deci, Olafsen, Ryan, 2017). OjHaKo He Tak MHOTO
vccleJOBaHUM U3ydaid GaKToOpbl, KOTOpble MOTUBUPYIOT NMpeeMHUKa BblOpaTh CB B KauecTBe
kapbepHoro nyTtu (Harvey, Evans, 1995; Handler, 1992; Zellweger, Sieger, Halter, 2011). OguH u3
KJIFDUEBbIX HMCCea0BaTes el MCUXoJ0run ceMeitHoro 6usHeca I1. [llapma BbljlesisieT YyeThbIpe BUA
MOTHBAIMH, KOTOpble OPMUPYIOT IPUBEP!KEHHOCTh CeMeHON dupMe:

e apdekTHBHAs (IPeEMHUK HMEET CUJIbHYI0 BEPY U INyOOKO MPUHUMaeT KopnopaTuBHbIe 1jesiu CB);

e JIOJPKEHCTBOBAHUSA (IPEEeMHUK YYBCTBYET ce651 00s13aHHBIM pUCOeJUHUThCS K CB);

e pacuéra (IpeeMHHUK 0CO3HAET, CKOJIbKO CTOUT €ro 0Jis1 COOCTBEHHOCTU B KOMIIAHUM );

e HEYBEpPEeHHOCTH B cebe (MPeeMHHUK HCNBITbIBAET CTPaX OBITh HEYyCHelIHbIM B APYrux cpepax
AesatenabHocTH) (Sharma, Irving, 2005).

MHorue uccaeoBaHusl npeeMcTBeHHOCTH CB mog4épKUBalOT BAXXHOCTh BOCIPUHUMAEMOTO
JlOBepHs pyKOBOJUTEJIEN K CIOCOOHOCTSIM IPEEMHUKA, @ TAKXKe HAJIMYUI0 BHYTPEHHEN MOTUBALIUU
K ynpaBJieHUto 6usHecoM (Gagné, Wrosch, Brun de Pontet, 2011; Handler, 1992; McMullen, Warnick,
2015; Chua, Chrisman, Sharma, 2003; Merwe van der, 2010). Kak yka3biBaeT M. 'aHbe, foBepue
JIEMCTBYIOIIEro pe3u/ieHTa U MOTUBALUSI TPeEeMHHUKA BJAUSIOT HA Pe3yJIbTaThl IPeeMCTBEHHOCTHU
TaK e, KaK JloBepue PYKOBOJUTEJSI U MOTUBALUS COTPYIHUKOB BJIUSIOT Ha IPOU3BOJUTENBHOCTD
Tpyza (Gagné etal., 2021). 12-71eTHee TIOHTUTIOJHOE HccaejoBaHUe 89 KaHAICKUX CEMENHbIX Pe/i-
NPUSATUN MOKA3aJio, YTO MCHUXOJIOTUYeCKasl MOJJiepKKa U BHYTPEHHssSI MOTHUBALUSI ONOCPEAYIOT
CBSI3U MEX/ly Jl0BEpUEM JeHCTBYIOIEro Npe3uieHTa K NPeeMHUKY U YCIEeIIHOW MpeeMCTBEeH-
HOCTbI0 6u3Heca. OCHOBBIBAsICb HA 6GOJIbIIOM 00beMe UCCAeOBAaHUM, MOATBEPXKAAKIUX T0JI0-
YKUTEJIbHOE BJIUSIHUE BHYTPeHHeW MOoTUBaLUU Ha Bce cdepnl *ku3HU (Deci, Olafsen, Ryan, 2017),
M. lF'aHbe BbISICHWJI, YTO BHYTPEHHSS1 MOTUBALMs IPeEMHHUKA JleJIaeT MPOoLecC 3aBeplIeHUsI peeM-
CTBEHHOCTH 60Jiee BeposaTHbIM (Gagné et al.,, 2021). IMnupuveckre JaHHble OATBEPKAAIOT MOTH-
BAallMOHHBIK (AKTOp A0BEPUS: PYKOBOAUTEJb, OTKA3bIBAsCh OT TOTAJbHOIO KOHTPOJIS, MOXET
JleJIerMpoBaTh OJIHOMOYMS U KOJIJIerHaJibHO NPUHUMaTh pewieHus (Schoorman etal., 2016). Boio
M0Ka3aHOo, YTO BHMUMaHHUE K MOTPEOHOCTSM NOJYUHEHHBIX U IPEEMHHUKOB B BbICOKOU CTENEeHU MPeJi-
CKa3bIBaeT pa3BUTHE UX BHYTpeHHel MoTuBanuu (Broeck van den, Ferris, Chang, Rosen, 2016).
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UccnenoBanue mMoruBauuu npeeMHUKoB Cb B KocoBo mokasasio, 4To BTOpOe NOKOJIEeHUE B
Ou3Hec-ceMbe MOTUBUPOBAHO BCTYNUTH B yIIpaBJIeHHUE, €CJIU HACJIeJHUKHU C ,eTCTBA ObLJIM OpHUEH-
TUPOBaHbl Ha GpopMUPOBaHUE MpPeANPUHUMATENBCKOTO MbIILJIEHUS, U Nocjae BxoxaeHus B Cb
reHepyupoBasii uHHoBauuu (Toska et al., 2022). 3toT BbeiBoA noATBepxkaatoT E. H. EMesibsiHOB U
C.E.EMesnbsiHOBa, KOTOpble B KayeCTBe YCIEIIHOro NMpuMepa no BkJw4YeHUIO B Cb, nmpuBogdar
paboTy acconaiuu «Henokiens» — ¢ppaHiy3ckoi opranusanuu, koropas 6osiee 100 et moMmoraer
BJIJleJibllaM GOPMHUPOBATh NMPEeMCTBEHHOCTh’. Kak yKasbIBalOT aBTOPBI, TEXHOJIOTUH PABGOTHI
Acconpanuy o4eHb NPOCTBI: «CHa4vasJla UX <INPEeMHUKOB> C JEeTCTBAa BOCIUTBHIBAOT B paMKax
CBOero 6M3Heca, NPONUTHIBAIOT LEHHOCTSMU CEMbH, NOTOM IMOCBLIAKT XOPOILO YYUThCA KyZa-
HUOY/ b, IOTOM NOCBHLIAIOT MO APYTrUM NpeANpUATHUAM, a IOTOM BTATUBAKOT B CUCTEMY yIpaBJie-
HUSA CBOUM IpeAnpusTUeM. BoT Takas sieceHKa, KOTOpasi, OKa3blBaeTCs, paboTaeT Jiy4dlle APyrux»
(EmenbsinoB, EMenbsiHoBa, 2017, c. 104).

TakvM 06pa3oM, BKJOYeHHe NpeeMHUKOB B CB [0O/KHO HauMHATbCA C paHHEro BO3pacTa,
CONpPOBOXAATbCS [JOBEpUEM U BOBJIEYEHHWEM B MNPHUHATHE OHU3HeC-pelleHHWH. ITO MO3BOJISAET
dbopMHpOBaTh BHYTPEHHIOI0 MOTUBALIMIO CJIEAYIOLIEr0 MOKOJIEHUS U MOBbIIIATh [IAHChI IJIABHOTO
nepexoza 6usHeca. BoinosiHeHHEe 3TUX YCIOBUN CHUKAeT BEPOSATHOCTD UCIIOJIHEHHUS ITPOKIATUSY.

KoMneTeHTHOCTb NpEeEeMHUKOB

TpaguuoHHbIE MOJie/IM HAaC/e0BaHUS B OCHOBHOM JeJISITCA Ha JjBa BU/la: BHYTPEHHEE U
BHelllHee HacJsie/loBaHHe. BHelllHee HacseoBaHHe GopMupyeTcsl 6GJarofapsi PbIHKY BHENIHUX
npodeccroHa/NbHbIX yIpaBJswomux. Koraa yieHsl ceMby He 00J1a4aI0T HEOOX0AUMOU KBaUPHKa-
Uen /1 MpeeMCTBEHHOCTH, TOT/|a BHEIIHUE PYKOBOAWTeNH (MpodeccuoHalIbHble MeHeKePhl )
MoryT Bo3riaBUTb koMnanuio Cb (Jin, Wang, Zhou, 2020). BHyTpeHHee Hac/ie[jloBaHUE MOXKET OBbITh
peas30BaHO CAeAYIOIMMU CIIOCOH6AMU:

e HacJea0BaHHeE IePBOPO/CTBA,

e HacJie[JoOBaHHE HAa OCHOBE 3aCJYT,

e HacJefj0OBaHUe Jj0Jiell HeCKOJIbKUMU cbiHOBbsIMU (He, Zhao, Wang, 2013).

[Ipy HeJOCTATOYHOM KOJIMYEeCTBE BHYTPEHHUX MPEEMHUKOB UJIM HEJIOCTATOYHOW MOTUBALIMHU
M KOMIETEHTHOCTU Hac/ie[JOBaHUE MOXET ObITb OCYILECTBJEHO CJAeAYHUMMHA BapHaHTaAMU:
3HJIOTeHHOe O0Oy4YeHHe HacJAeJHUKOB WM BHEUIHUW MOUCK PYKOBOJUTEEeN 4Yepe3 areHTCTBA
(Liao, Ruan, Huang, 2021). B To ke BpeMsl, 3HAOTEHHO BbIpallleHHble HACTEJHUKU OTJIMYAIOTCS OT
HaHSATBIX MEHePKEPOB TeM, UTO OHH JIydllle TOHUMAKT clenuPpUKy NpeJnprusaTUsa U 3a UX OUCK
He TpebyeTcs MJIaTUTh areHTCKUX KoMuccruil. O6yyeHre NpeeMHUKOB 61M3Heca HEMOCPeACTBEHHO
CBSI3aHO ¢ GOPMUPOBAHHUEM IICUXOJOTHYECKON TOTOBHOCTH BO3IVIaBUTh U MPOA0/KUTH Ch. B KuTtae
¥3-3a BJIMSHUS TPAJULMUOHHOTO KOHQYLHMAHCTBA OTLbl NpeANpUHUMATENU PYKOBOACTBYIOTCS
NPaBUJIOM «CbIHOBbSI HACJ€eyIOT OU3HEC OTILa», JJa’ke eCJM ChIHOBbsI He TOAXO/SAT JJisl Hace10-
BaHUs. U3-3a pa3siMuuil B OU3HEC-KOHIENIUAX U CTPATErUsIX MbIIIJIEHUS C IEPBbIM MOKOJEHUEM,
BTOpOE NOKOJIeHHEe KUTAlCKUX MpelIpUHUMaTe /el He UMeeT BbIpaXKEHHOT'0 CTPeMJIeHHS K HacJie-
JfloBaHU10. OHAaKO HE3PEJIOCTh COBPEMEHHOTO KUTAWCKOr0 pbIHKA NPOdeCcCUOHA/IbHbIX MEHe/Ke-
POB cTaJia 00'beKTUBHBIM (AKTOPOM, OTPAHUYMBAIOLUM U BHEIITHIOI TPEEMCTBEHHOCTD. B CBsI3U C
3TUM, e[JMHCTBEHHO BO3MO>XHbIM BAPUAHTOM pellleHHUs SIBJIsIeTCS 3H/J0TeHHasl MoAr0TOBKA MpeeM-
HukoB (Li, 2022).

5 10 accoumalys ceMeHbIX KOMIanuii, cosgannas B 1901 B r. [Tapuwxk (Opanist). Acconmanus paboraeTr Haj THPXMPOBAHNEM
JTyqIINX OPAaKTYK Hepefady CeMelfHOro 6113Heca, OHa BKTIOYaeT B Ce6s TONMbKO pUHACOBO YCIIeIHbIe KOMIIAHUM, TP OIO/DKUTETbHOCTD )KU3HU
KOTOPBIX 6071ee 200 steT. [I/is1 BCTYIIIeHNs B ACCOLMALINIO HY>KHO COOTBETCTBOBATH 51 KPUTEPUIO, IIPEICTaBIeHHOMY Ha CaliTe OpraHM3aliiu:
https://www.henokiens.com/content.php?id=6&Ig=en
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Kak yka3bIBalOT MHOTHE UCCJIE/I0BATEH, CAMBIM IPOAYKTUBHBIM CIOCOOOM IO/ITOTOBKU [TPEEM-
HUKOB AIBJISIeTCS BKJIIOUEHHE UX B pabOTy ceMelHbIX KoMNaHUM. [I[peeMHUKH, ycielIHO NPHUHSABIIME
ynpassienue Cb, cnycTs roapl nojiep:kMBarOT U/IE0 O TOM, YTO UMEHHO UX PaHHee 3HAaKOMCTBO C
CeMerHOW KOMIIaHUeH OJIOXKUTEJIbHO IOBJIUSJIO HA CTPEMJIeHHe B3Th Ha cebs1 pykoBoAcTBO (Klein
et al,, 2005). B uesiom, Bce npeeMHUKH NOAYEPKUBAJIY, YTO BbICLIee 0Opa30oBaHKe NOTEHIUAJIbHO
110JIE3HO J1JIS IPEeeMCTBEHHOCTH, OCOOEHHO eCJIM 3TO 0Opa3oBaHMe UMeeT OTHOLIeHUe K OU3Hecy
(Morris et al., 1997). Kak npeeMHUKH, TaK U HaHSATble COTPYAHUKHU PU3HABAJIH, YTO YCTAHOBJIEH-
Hble IPOTOKOJIbI U GOpMaJM30BaHHbIE CTPYKTYPhl ClIOCOOCTBOBAJIM yCIELIHON NPeeMCTBEHHOCTHU
(Cabrera-Suarez et al., 2001). BaxkHOCTb perjiaMeHTal My U IPAaBOBbIX OCHOB B Mepejiauye 6U3Heca
noaTBepxkgatoT [pk. Hurpu u P. /lu CtedaHo, KoTopble pe3loMUPYIOT yCEIIHbIM ONBIT 10 lepejaye
Cb B Utanun — crpane, rae nouytu 90% Bcex npeApUATHH ABJAIOTCA CeMeHHbIMU. B KadecTBe
NIpaBOBOW OCHOBBI Nepejayu Aes B UTanuu BeicTynaioT /loroBop AOBEpPUTENBHOIO YIIpaBJeHUS
(Ttrust) n CemelHasa KoHcTUTynus (Family pact). ABTOpbI CYMTAIOT, YTO UMEHHO XOPOILIO Mpopa-
©oTaHHasA pUJUYecKas 4YacTb IOMOraeT COXpPaHAThb JloBepue Mexay 4yieHamu ceMbu (Nigri, Di
Stefano, 2021). HecmoTps Ha To, yTo B P® npaBonpuMeHuTe/bHAas NpPaKTUKa TOJbKO GOpMUPY-
etcs, B. KoponéB noguépkuBaet, «busHec B Poccuu elije He Hay4yusicsa paboTaTb Ha KOHCOJIUAALUIO
ceMbH <...>. Ec/iv 1J15 COGCTBEHHUKA CEMbs Ba)KHee OM3HeCa, TO OH HAYUHAET BCE MeHbllle BpeMeHHU
TPAaTUTb Ha GU3HeC U Bce 60Jibllle — Ha CeEMbIO U (UJIM) 3apaHee TOTOBUT MpPeeMHUKA <...> JJis
3TOro COGCTBEHHMK CO3/1aeT MpaBUJia U B OU3HECE, U B ceMbe <...> [I[puMepoM Takoro JOKyMeHTa B
ceMbe SIBJIsIeTCs ceMelHas KoHCTUTyuus» (Koposes, 2021, c. 58). Kak BugHO U3 npeAcTaB/I€eHHOTO
aHasu3a, popmasin3anus OU3Hec-MPoLeAyp U CeMelHble COTJIallleHUsI UMEIOT KJIOUYEBYIO POJib B
COXpaHEeHHWHU CeEMbH U MPOJIOJKEHUH KU3HHU OH3Heca.

Pe3ynbTaThl uccienoBaHus Ha 860 ceMelHbIX peAnpuaTrUax KaHazabl oKa3asy, 4YTO Hacle[-
HUKH C NpodecCHOHaJTbHBIMU 3HAHUAMU C 60JIbIIEN BEPOATHOCTbIO CTAHOBATCS NMPaBOIpeeMHU-
KaMU Ou3Heca: crienipuyeckre 6M3HeC-3HAaHUS B COUETAaHUU C 6JIarONpUATHON 3MOLIMOHATBHOM
atrMmocdepoii BHyTpH Cb en1atoT uieHa ceMbU HauboJiee NoAX0AsAIMM TpeeMHUKOM (Royer, Simons,
Boyd, Rafferty, 2008). C. P. Capgemimykx u A. K. Kop6eTT cuuTaloT, 4TO yBEpEHHOCTh B cebe, obpa-
30BaHMe U ONBIT paboThl, CNOCOOHOCTh K MHHOBALUSAM U KOMIIETEHTHOCTb B cdepe ynpaBJeHUs
NepCOHAJIOM OKa3bIBAlOT MOJIOKUTENbHOE BAUSIHUE Ha ycrnex npeeMHuka (Sardeshmukh, Corbett,
2011). PaboTasa BMecTe C poAuTeNsIMH, JleTU eCTeCTBEHHbIM 00pa30oM MepeHHWMalrT NMOBeJeHHUE,
HOpMBI U leHHOCTU CB. B 3TOM c/iydyae poguTesib 4acTO CTAHOBUTCS 06pas1oM, Ha KOTOPOIo JIeTH
XOTAT ObITh MOXOXKUMHM B OyayiieM (Carr, Sequeira, 2007). [lockosibKy He Bce npeANpUHUMATEN
CKJIOHHBI BOBJIeKaTh AieTel B Ch, McciiejoBaTeIsiMU H3y4asioCh BAMSIHUE ONbITA PabOThI pOAUTENEN
B OM3Hece Ha BbIOOP Kapbephbl UX AeTbMU (Tabares, Cano, 2018). Oka3asock, 4To HabJIOJeHHE 32
paboTol poauTesel-IpeANIpUHUMATE/IEN He BCEr/ia MOJI0KUTENbHO CKAa3bIBA€TCS HA pPellleHUE O
IpeeMCTBEHHOCTU. B HeKOTOpBIX Cjy4yasx peajbHOCTb NpeANpPUHUMATENbCKOU JAeATe/NbHOCTU
(mpo6JieMbl € TEPCOHAJIOM U IPOBEPSIOLUUMU OpraHaMu, GUHAHCOBbIE TPYAHOCTH, BbIHYK/I€HHbIE
JINYHBIE KEPTBbI, PUCKH) UMeET NPOTHUBONOJI0KHBIN 3¢ PekT (Boyd, Royer, Pei, Zhang, 2015).

OZiHO¥M M3 caMbIX YaCThIX OLUMOOK poAuTesied IPU 00y4YeHUHU JileTell BHYTpU OM3Heca ABJsSEeTCH
TO, YTO MOJIOABIM JIOASAM MO3BOJISIIOT BIOMPATH JO0OYI0 JO/KHOCTD, laKe N0Ka Y HUX HEeT Heob-
XOZJMMbIX 3HAaHUM U KBaJMPUKaLUU. «3HaHUE B Jlesie» OyAyllero npeeMHUKa UMeeT pellarolee
3Ha4YeHue JJi COTPYJHUKOB BCEM OpraHU3allud — IMEepCOHa/] KOMIIAHUU JOJKEH CpaboTaThbCs
c OyAylUM PYKOBOAUTEJEM, HO JIJISl 3TOT0 MPEEeMHUKY He0O6X0AUMO 006/1a/laTh COOTBETCTBYIO-
IIMM YpOBHEeM KBaJu(pUKanvu. B 1iesjoM, akTUBHOe y4yacTHe MOTeHIHaJbHOro npeeMHuka B Cb
Jl0 ero BCTYIJIEHUS] B PYKOBOJSAIIYIO JOKHOCTD MOMOTAaeT C03/jaTh HE0OX0AMMO€e pPU3HAHUE K
MoMeHTY nepexoaa Biaactu (Kallmuenzer, Mikhaylov, Chelaru, Czakon, 2024). UHTepecHOM ¢ TOYKHU
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3peHus NPaKTUYECKOW paboThbl C MPEEeMHUKOM SBJSETCS NpoLeAypa, NpejJoxKeHHass KOHcas-
TuHrosol komnanver The Goleman — Boyatzis Emotional Competencies Inventory. 3kcriepTaMu
3TOM KOMINIAaHUM ObIIO0 pa3paboTaHO 52 MoBeJeHYeCKUX HH/MWKATOPa, KOTOpble 10 MeToAuKe «360
rpaZlycoB» omnpejessalT OyAylWHN ycnex OW3Hec-HAcJeJAHHWKa. BoT HekoTopble TpeGoOBaHUA K
npeeMHHUKaM:

1. OHu 3HAIOT OGM3HEC XOPOLIO; B UJiealle, OHU JIIOOAT CYIHOCTb 3TOr0 OU3Heca.

2. OHM 3HaAWOT cebsl, CBOM CUJIbHble U Cjabble CTOPOHBI, UMEIT CHUJIbHYI0 BHYTPEHHIOIO
MOTHUBALHMIO K MI0JIy4Y€HHIO BHELIHET 0 ONbITa U 06pa30BaHMUS.

OHU XOTAT PYKOBOJUTD U CIAYKUTb PUpMe.

4. OHHM C yBaKeHMEeM OTHOCATCA K ONBITY NpeJblAyIllero NOKoJeH!s, PyKOBOJCTBYIOTCH UM,
NPUC/IYIIUBAIOTCA K peKOMeH/allusM COBeTa JUPEKTOPOB.

5. OHM MMeIOT XOpOoLIKe OTHOLLEHHUS C CEMbEN U MOTYT IIpHBJIeYb B OM3HEC [IPYTHX €€ YJIEHOB,
KOMaH/1y NpeeMHUKOB (O6paThsl U CECTPbI, IJIEMSHHUKH, IBOIOPO/Hble OpaThs U CECTPHI).

6. OHM MOTYT pacCYMThHIBAaTb Ha KOMIIETEHTHOCTb HAaéMHBIX MEHe/KEPOB B KOMaH/le yIpaB-
JIEHUS B JIOTIOJIHEHUE K CBOMM HaBbIKaM.

7. OHM MOTYT CaMHU yHpaBJATb COOCTBEHHOCTBIO CEMbH HJIM C NOMOLbI NPHUBJIEYEHHBIX
CIEeLMaJIMCTOB.

8. OHM 3ac/y’KMBaIOT YBaXKeHHMe HaéMHbBIX COTPYAHUKOB, I0CTABIIUKOB, KJIMEHTOB U IPyTUX
YJIEHOB CEMbH.

9. Hx HaBBIKM U YMEHHUS COOTBETCTBYIOT CTPAaTern4eCcKrMM MOTPEOHOCTAM OU3Heca.

10. OHM yBaXKalOT NPOLIJIOE U COCPeAO0TAaYUBAOT CBOU YCUJIUSA Ha Oyaylllee 6U3Heca U CEMbU
(Mypsuna, 2015, c. 151-152).

OueHKy COOTBETCTBUS IPpeeMHHUKA 3TUM TPeOOBaHUAM, KaK IPaBUJIO0, MPOU3BOAUT KBaJIUPU-
LIMPOBaHHBIN N1cuxoJior. UHorAa 1715 OLleHKH 3a/1eMICTBYIOTCS CBEPCTHUKH, HA€MHbIE PYKOBOJUTEJIH
Cb, noguMHEHHBIE, KJIWEHTDI, IOCTABILUKY U JJaKe POACTBEHHUKHU NOTEHIUAJbHOTO NpeeMHUKa.
19 opraHu3sanuy 06’beKTUBHOM OOpPAaTHOW CBSA3M B KOMIIAHUAX CO3JAIOTCHA «KOHCY/JIbTaTHUBHbIE
JlOCKU» — WHQPOPMaIMOHHOE MPOCTPAHCTBO JJs1 c6opa MHEHUH U NpPeAJIOKeHHUH NPEeeMHUKY C
11eJIbI0 UX [T0CJIeAYIOLEro 00CYKAeHUA U IUCKYyCcCU . OKOHYATEJIbHYI0 OLLeHKY OCYLLeCTBJISIeT COBET
AupekTopoB. Tak, Ha NPOTS)KEHUU HECKOJIbKHUX JIeT (B TeueHHe KOTOPbIX MPOUCXOAUT Nepejaya
Ou3Heca) 4JieHbl IpaBJeHUsA y4aCTBYIOT B OLleHKe U MOATr0TOBKe NpeeMHUKa. B Poccru nopo6HoM
NPaKTUKOMN BJIaJle/IbYeCKOr0 KOHCYJIbTUPOBAaHUA M KOPIOPATUBHOIO YIIpaBJI€eHHUS 3aHUMAIOTCH,
Hanpumep, Koncantunr-lienTp «IIAI'»® u lllkosia kopnopaTUBHOTO ynpayeHus’. [Ioka crpoc Ha
N0/I06HbBIE YCIYTHU TOJbKO GOPMUPYETCs, HO IKCIEPThI MPOTHO3UPYIOT POCT B CBSA3HU C Pa3BUTHEM
npeANpUHUMAaTENbCTBA B Halllel CTpaHe.

M. MakAgawm, 3. KnunToH, Y. B. TapTHep, 3. [aMU/IbTOH pEKOHCTPYHUPOBAJIU yCIellHble OU3HeC-
NpPaKTHUKHY, lepeJlalolirecs U3 MOKOJIeHUs B IIOKoJIeHHe. [|J1 3TOro aBTOpbl 06pPaTUIUCh K UCTOPH-
YeCcKoMy Uccie/joBaHuI0 86-eTHero Cb B Tpéx nokosieHUsxX U nposesiv 50 nHTepBbio. Takas aHaIu-
TU4YecKas paboTa N03BOJIMJIA UM CUCTEMATU3MPOBATh PabOTy C OU3HeC-IPAaKTUKAMU B TPU PYIIIIbL:

1) co3iaHMe HOBBIX IPAKTHUK (I0e3/1KU o c60py UHPOpPMaLUK, B TOM YKCJIe 3a Ipe/iesibl CBOer
CTpaHbl; MEXAYHAPOAHBIN O€HUMapPKUHT® U ApyTOE);

2) mnojJepkaHWe aKTUBHOCTU (MeXIOKoJieHYecKass KOMaH/JHas paboTa; 3MOLMOHaIbHBIN
pacckas Baagesnblamu Cb ncropun ceMby; pasMeleHre ceMeHHbIX IOPTPETOB 10 BCeU OpraHu3a-
LIMY; pacckas o ToM, Kak Cb nepexuJ1 onacHble BpeMeHa / 6eiCTBUS U Jp.);

w

6 Koncantunr-Lentp «IIIAT» (r. MockBa). Odurimanpublit caitt: https://stepconsulting.ru/
7 IITxoma kopropaTuBHOro yrnpasaeHusa Buramia Koponésa (r. Mocksa). Oduimanbhbiii caitt: https://succession.ru/
8 BeHUMapKMHT — 3TO MeTOJ aHa/IM3a KOHKYPEHTOB, IIOMOTAIOIVIT HAITH JTydIle 6Ji3HeC-IIPAKTUKU B OTPACIIIL.
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3) TpaHcdopManus NPaKTUK (YPOKHU, U3BJE€YEHHbIE U3 TPUBJIEUEHUST COTPY/THUKOB, HE SIBJISIO-
IIMXCS YJIeHaMU CEMbH; 00paTHas CBSI3b U paKTHKa Mex Ay HeckosibkuMU CB ) (McAdam etal., 2024).

TakuM 06pa3oM, MpeANOYTEHUE IHAOTEHHOW MOJTrOTOBKU MPEEMHUKOB HaillMy mpodeccuo-
HaJIbHBIX MEHE/[)KEPOB, paHHee BOBJIeYeHHe B pabOTy COIJIaCHO MMEIOLIMMCS HaBbIKaM C MOC/Iey-
I0LUM TPodeCCUOHANBHBIM 00yYeHHEM — 3TO cJlaraeMble YCIEeNIHOW MOoArOTOBKU HacaeJHUKOB.
He cnopajguyeckasi mpeeMCTBEHHOCTb, a CHCTeMaTH4yecKass paboTa Mo 3apaHee MOATOTOBJIEH-
HOMY IJIaHy MOMOTYT PelIMTh BOMpoC nepejauu jujepctBa B Cb v He 3amyckaTh UCIOJIHEHUE
«TIPOKJISITUSI».

JINYHOCTHb NpEeeMHUKOB

YcnewHOCTh B IpeANpUHUMATEIbCTBE JeTEPMUHUPYETCS JUUHOCTHBIMU YEPTAaMH, KOTOpbIE
NPOSIBJISIIOTCS BOTHOLIEHUSX, TOBEJEHUM U KOTHUTUBHbBIX CIOCOOHOCTSX BJ1a/lesIblia 6u3Heca (Zicat,
Bennett, Chekaluk, Batchelor, 2018). AHasioru4yHbIM 06pa3oM, BCe MOTeHILUMAJbHbIE NIPEEMHUKHU
Cb 06s1a/ja10T pa3HbIMU NpeANPUHUMATENbCKUMHA U KOTHUTHUBHBIMHU CIIOCOOHOCTSIMH, KOTOpbIE
NOMOTalOT UM C pPa3HOU CTeNeHbI0 YCHEIIHOCTU pellaTh CJO0XHble 33a/a4d NpPeeMCTBEHHOCTHU
(Murad et al., 2022 ). Bbls10 06Hapy»KeHO, YTO YePThI IMYHOCTH OCHOBATeJIsl 6U3Heca, U3yYeHHbIe
no Metojuke «bosbliasa natépka» (Big-5), 3HauMMo BAUSAIOT Ha 3PPEKTUBHOCTb paboThl GUPMbI
(Antoncic, Antoncic, Grum, Ruzzier, 2018). YepTbl TUYHOCTH OKA3aJMCh TAKXKe 3HAYUMBI JIJIS1 TOTO,
KaK NpeJnprHAMAaTe/ b peliaeT BONPOChl OTKPBITUS OU3HEcCA U MO/ iepKaHUs ero YCTOMYUBOCTH
B TpyZAHble BpeMeHa (Soto Maciel et al.,, 2015; Lu et al., 2022). 3. Axmaz, B. M. Yau u 3. 10. H. YH
Y3y4JaJiu, KaKue 4epThl JUYHOCTU IpeeMHUKa (110 MeToAuKe «boJibliasg naTépka») CHOCOOCTBYIOT
ycnexy BkJoueHUs1 B Masibld CB. @akTosiornyeckas 6a3a u3 124 pecrnoHieHTOB 03BOJIMJIA YCTa-
HOBHUTb, YTO OTKPBITOCTb OMbBITY, IKCTPABEPCHUS], J0OPOCOBECTHOCTh U 3MOIMOHAJIbHAs TEMNJ0Ta
NpeeMHUKOB CIIOCOOGCTBYIOT ycreluiHoMy HacjeoBaHHio CB, a BOT yepTa «HEeMpPOTU3M» MpENsT-
CTBYET BKJIDUEHUIO B ceMeliHoe npeanpusaTre (Ahmad, Chan, Oon, 2023).

YcTaHOBJIEHO, MOTHBALMS IPEEMHUKOB MOBBIIIAETCS, KOT/|a Y4ePThI IMUHOCTH COOTBETCTBYIOT
neHHoctssM ¢upmbl (Arieli, Sagiv, Roccas, 2020). CnenoBaTesibHO, COOTBETCTBUE LIEHHOCTEHU
SIBJISIETCS BXKHBIM MEXaHU3MOM, KOTOPbI COMPOBOXKJAET Npoliecc nepegadu ¢upmol. Kpome toro,
NpOoLLIble UCCAEIOBAHUS MPOJEMOHCTPUPOBAIU COOTBETCTBUE MEXK/y YHUKAJbHBIM NpoduieM
JIMYHOCTH TOT-MeHePKepa U LIEHHOCTSIMHU GUPMBI: pYKOBOAUTEJb «B3pAlllMBAET» T€ OpraHU3aliu-
OHHbIE [IJEHHOCTH, KOTOpPblE COOTBETCTBYIOT €TI0 INUHOCTHBIM 0CO6eHHOCTSM. boJsiee Toro, Kaxkabli
PYKOBOJIUTENb CTPEMUTCH OKPYXKHUTb Ceb6s1 TAKUMHU COTPYJHUKAMH, KOTOpble CXO0XXH C HUM IO
LJEHHOCTSIM — 3TO [IOMOTraeT Jierye JOCTUraTh I0CTaBJIEHHBIX 1|eJIed U He TPAaTUTh BpeMsl Ha Mpeo-
JloJIeHre CONPOTHBJIEHHS, TaKXKe ObIJI0O MOKA3aHO, YTO COTPY/HUKHU OYyAyT ycep/iHee paboTaThb Ha
NPUOBLILHOCTD U [I0JITOBEYHOCTb GUPMBI, €C/IM UX LIEHHOCTU COOTBETCTBYIOT OPraHMU3alMOHHBIM
(Muiiiz-Velazquez, Frade, 2021). CnefoBaTe/ibHO, TOTOMKU NpeJIpUHUMaTe/ el ceMeMHbIX GUpPM,
YbU YEPTHI JIMYHOCTU COOTBETCTBYIOT LIEHHOCTSIM UX QUPM, CKOpee BCEro, oCTaHyTcs B GUpMe U
npogoJikaT TaM paboty (Motylska-Kuzma, Szymanska, Safin, 2022).

Euié oHUM Ba)KHbIM UCC/I€JOBAHUEM JIMUHOCTHBIX OCOOEHHOCTEW MPEEeMHUKOB SIBJSETCS
npo6seMa GOpMUPOBAHUSA UAEHTUYHOCTH. [Icuxosioruyeckoe nOHUMaHue UEHTUUHOCTH 3aKJII0-
4YaeTcsd B CelyI0lleM: YeJOBEK MOXKET «BbIJ€IUTh Ce051» U3 OKPYKAIOIUX €ro JIIJAeW U OTBETUTh
Ha Bomnpoc «KTo f7», AJ1 rpynnoBoX HAEHTUYHOCTH — Ha Bonpoc «Kto Mbi?» (Stets, Burke, 2000).
B nponecce opMupoBaHus UEHTUUHOCTH JIOJIU BHA4YaJle BOCIPUHUMAIOT MHGOPMAIMIO O CBOEU
JIMYHOCTH, KOTCEUBAIOT» €€, co3/laBasi COOGCTBEHHYIO KOHIEMLMIO. A 3aTeM, KaK TOJIbKO UJIeHTHY-
HOCTb Oy/leT CO3/1aHa, HAYMHAIT HAMEPEHHO AeUCTBOBATh B COOTBETCTBUU C HOPMAaMHU Te€X FPyIII, K
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KOTOPbIM OHHU cebs npuurcasaioT (Ethier, Deaux, 1994). B nociegHue rogbl UeHTUYHOCTb UCCIE0-
BaJlachb Ha pa3HbIX YpoBHsX B Cb: uHAuBUAyanbHOM U rpynnoBoM (Bettinelli, Lissana, Bergamaschi,
Massis de, 2022). [lepepaya Cb — 3To TpaHchopmanus Kak OTAeJbHON JIMYHOCTH, TaK U Opra-
HU3alUU B 1leJIoM. B npouecce Takoi TpaHcpopMalu NPOUCKXOAUT U3MEeHEHUEe UJeHTUYHOCTEN
BCeX YYaCTHUKOB Ha pOJIEBOM M OPraHM3allMOHHOM YPOBHE. B ciiydae coryiacoBaHHBIX U3MEHEHUH
WUIeHTUYHOCTEeN y4YaCTHUKOB IpoLiecca Ha WHAYMBU/YAJbHOM YPOBHE IOBBILIAETCHA Y/ 0BJIETBO-
PEHHOCTb pabOTON M HOBOW POJIbIO (AJis1 IpeeMHUKA — 3TO «JAUPEKTOp»; AJs Biaajesnbia Cb —
«IeHCUOHep»). Ha rpynnoBoM ypoBHe — pacTET NPOU3BOAUTENBHOCTb TpyZAa. Takre NoJ0XKUTe b-
Hble 3QeKThI BO3MOXKHbI, KOT/Ia BJajiesiel] U TPeeMHUK MPUHHUMAKOT HOBbIEe UJIEHTHUYHOCTU APYT
Jlpyra U COrJIacyloT CBOU AeUCTBUSA 0 OpraHU3alyu npouecca HaciaegoBaHus (Sharma, Chrisman,
Pablo, Chua, 2001; Huang et al., 2020).

KoHnennusa HMAEHTUYHOCTH oOecliedrdBaeT OObSICHUTEJNbHBIM MeXaHW3M /JIJI IOHHMaHUA
npeeMcTBeHHOCTH CB: Ha pasHbIX 3Tanax mpoijecca nepejadyud OU3Heca BJjajiesiel] U MPeeMHHUK
BeJlyT ceOs1 B COOTBETCTBUH C HOBBIMU QPOKYyCcaMHU BOCIpUATHS ApYyT Apyra. HoBbie Gokychl Bocnpu-
SATUS NMPUBOAAT K CMEHe U «IepeolnpeieleHUU» UJEeHTUYHOCTH, YTO CHOCOOCTBYET POPMHUpPO-
BaHMIO YyBCTBA NMPUHA/JJIEXKHOCTU U peajn3alnuu npeeMmcrBeHHoro nosegeHus (Li, Wang, Cao,
2023). B npoTHBHOM cJly4ae pUTrH/HOE BOCIIPUSATHE APYT APYra, OCHOBaHHOE HAa QUKCAIUH CTAPBIX
pOJIEBBIX MOJieJiel, IPUBOAUT K KOHQJIMKTY MeX/y MOKOJIEHUSMU U IPEEMCTBEHHOCTD He «3aly-
ckaetca». Kak nokasaHo Ha Puc. 3, Biagesiel] U peeMHUK Pa3BUBAIOT BOCIPUATHUE ULEHTUYHOCTH B
COOTBETCTBUU C UX MTOHUMaHHWEM 0COOEHHOCTEN CEMEWHOM CUCTEMBI, 0CO6eHHOCTel pHUPMbI U pOJIH
aujgepa (L1). 9To BocnpusTHe UJEHTUYHOCTH MOTUBUPYET MPEEMCTBEHHOCTb, KOTOpAas IJIAaBHO
MeHsleT ceMblo U opraHu3anuio (L2). B pe3sysnbraTe peanvsanuy npeeMCTBEHHOCTU MeHSETCS U
ceMmeiiHas cuctema (L3). [Io Mepe TOro, Kak MPOUCXOAUT IPEEMCTBEHHOCTb, MEHSETCSI BOCIIPUSATHE
UJIEHTUYHOCTH JeUCTBYIOLEero pyKOBOAUTEJIS U TpeeMHUKa (L2) He TOJIbKO B OLleHKe ApYT pyra,
HO U B U3MEHEHUH POJIEBBIX Mojiesiell nmoBeaeHus. TakuM 06pa3oM, ABa MOKOJEHHUS YIPABJSAIOT
NpeeMCTBEHHOCTbIO OT Hauya/IbHOM asbl [0 KOHEYHOM.

( KOHTEKCTCEMEMHOW )
PUPMBbI
CouwranbHbIi KOHTEKCT
O6beguHeHne ceMbk M BU3Heca:
BAVMAHWE CEMbU, BNMAHME OU3Heca,
\ OTHOLWEHNA Pa3HbIX MOKONEHWNIA y
( BOCMPUSTUE ) ( TMPEEMCTBEHHOE )
NMOEHTUYHOCTU NOBEAEHUE
IpynnoBan MAEHTUUYHOCTb (C CeMbéiA, /l“\ Hamepenua
¢ dupomii) 1 .2 MNMoBeaeHwe B paMKax ceMerHbIX
NaeHTUUHOCTL (BocnpuaTUe ceba u \l——l/ Tpaamumi (saboTta, nocnywaHwe,
OpPYruX, ponesble 0XXuaaHuna) KOHTpONb 1 Ap.)
PoneBoit KOHGAMKT MoBeneHmne cornacHo yctasy
J/ kKOMr‘IaHMM(CTpaTerMFI,r'IpIAKaSbI) Y,

WUctounuk: Li W,, Wang Y., Cao L., 2023.

Pucynoxk 3. Mozesib GopMupoBaHUSA UAEHTUYHOCTH B Ipolecce npeeMcTrBeHHOCTH CB
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JlpyruM HHTepeCcHbIM JJisl HaC HallpaBJIEHUEM, SIBJISIETCSA U3YyYEHHE JIMYHOCTHbBIX XapaKTepH-
CTUK MOJIOJEXKH, UMewllell HaMepeHUe pa3BuBaTh (co3zaaBathb) Cb. MccienoBaHue oTHOIEHUH
K CB co cTopoHbI cTy/ileHYecKol MoJsioAéxu mecTu ctpaH (bosarapus, Poccus, Iosabiia, AnbaHus,
Cepbus, PymbiHUMA) OblIO pearM30BaHO akKaJeMHUYeCcKMM KoHcopuuyMmoM InterGen B 2019 r. 3TO
M03BOJIMJIO BbISIBUTh HEKOTOPbIE COILMAJIbHO-IICUX0JIOTUYECKHE OCOOEHHOCTU MOTEeHIHaJIbHBIX
npeemMHukoB Cb (Bakracheva et al., 2020). Pe3yabTaThl cTaTUCTHYECKOU 06pabOTKU JaHHBIX 1424
PECIOH/ZIEHTOB IIEeCTU CTPaH MOKa3aJu, YTO KeJaHue NpoAo/LKUTh CB MosoKUuTe/IbHO B3auMOC-
BfI3aHO C HU3KKM YPOBHEM CYACThsl U JIOOBH, a TaKKe OTCYTCTBUEM JIMUHBIX LieJiel y MOTeHU-
aJIbHbIX IpeeMHUKOB. [loslydyaeTcs, Te MoJioAble JIIOAU, KOTOPble TOTOBBI NPOAO/KUTH Chb nuMeroT
«MEHBIIYI0 MOAJEPHKKY CO CTOPOHBI CEMbH, Yallle UCHBITHIBAIOT OJUHOYECTBO, FHEB, Medab U
MeHee JIIoOUMBbI» (TaM ke, . 98). U3 3TOro MOXKHO C/ieJ1aTh BbIBOJ], YTO XKeJlaHWe BKJIIUYUTbCA B Ch
vMeeT MOTHBALUI0 «HEYBEPEHHOCTU B cebe», 0 KOTOPOW Mbl YIOMUHa/M Bhlille (Sharma, Irving,
2005). BeposiTHO, eBponeiickasgs MoJIoZleXKb BOCIpUHUMaeT Kapbepy B CBb Kak «TpajguLMOHHBIN
NyTb», NOApPa3yMeBawIIMi paboTy 6e3 JIMUHOTO KeJlaHUA U TBopuecTBa. OTCyTCTBUE MO/ AEPKKU
Y JIIOOBU B ONHCAHUW CEMENHBbIX OTHOLIEHWH MOATBEPXK/JAeT 3TOT BbIBOJA. MeXKHalMOHAIbHAs
KOMaH/la aBTOPOB JaéT pekoMeHJanuu, 4Tobbl Cb cTasm «JIMYHBIM» U BaXKHbIM, IPEEMHUK J0/KEH
OBbITb B COCTOSIHUU CaM CTAaBUTb 1[eJIM B paMKax 00LIero NpeAnpUusTHs U JOCTUTATh UX.

[logBOAS UTOT paCCMOTPEHHUIO TEMBI IMUHOCTHOM JleTepMUHAL UM IPOoLiecca IpeeMCTBEHHOCTH,
OTMETHUM, UTO ONpee/iéHHbIe YepThl JUUHOCTH NIPEEMHHUKA, a TaKXKe CHMMeTpUu4Has TpaHcdop-
Maluys UJIeHTUYHOCTEN BJyaJlesiblia U HacJleJHUKA, pa3jesisieMble MU IeHHOCTU OYAYT SIBJASATHCSA
3aJI0TOM YCIEIIHOI0 3aBeplIeHUs Nepesadu JeJ. B aToM ciydae nociesyronie No0KoJAeHUA CEMbU
MOTYT OBITh CIOKOWMHBI 32 COXpaHEeHHEe CEMENHOr0 6/1arocoCTOSIHHUS.

3akK/JIl0oueHue

lleHHOCTHas: OCHOBA BOCIIUTAHUS MOCJAEAYIOLUUX TOKOJIEHUN 6epéT Havyasio B ceMbe. C 0iHOU
CTOPOHBI, HHCTUTYT CEMbH 3epKaJIbHO OTPAXKAET Te COlMaIbHbIe P06JeMbI, KOTOPbIE CYLECTBYIOT
B KOHKPETHOM PErvoHe, C [pyroi, — HEKOTOpPbIE CEMbH, 6J1aro/japsi CBOUM TPAJULUSAM U [IPaBUJIaM,
MOTYT COXPAaHUTb YUCTOTY U UCKPEHHOCTb OTHOIIEHHH, HECMOTPS Ha BHEIIHUE NepuneTuu. ficHo
OZIHO, BO3POX/JeHUe TPaJULMOHHbBIX POCCUMCKUX LIEHHOCTeN, MYHULIMUPOBAHHOE Ha rOCY[apCTBEH-
HOM YPOBHE, JI0JP)KHO HAYaThCsI C CeMbH, T03TOMY 2024 1. cTas rogoM ceMbU B PD (Ykas [IpesuaeHTa
P®, 2022). CemeliHblil OU3HEC IO CBOEMY YKJIa[y OTHOIIEHUN JOCTaTOUHO KOHCEPBATHBEH: B €T0
PYKOBOJCTBE BCErJla CTOUT CUJIbHBIN JIUZEP, KOTOPbIA PYKOBOAUT KaK CHCTeMOMN OH3Heca, TaK U
ceMbHU. [I[po6JieMa B TaKOUM XOPOIIIO0 OTJIaXKEHHOW CMCTeMe BO3HUKAET, KOT/1a MOsIBJIsSIeTCSl He0OX0U-
MOCTb llepeaTh OU3HEC C/e/IyI0leMy TOKOJEHUI0 TPEEMHHUKOB, I03TOMY 3Tall llepeiayl — caMbIi
PUCKOBAHHBIN U «60JIe3HEHHbIN» JJI1 KOMNIaHUU U ceMbU. Kak cuuTtaet E. H. EMesibsiHOB, ocCHOBHas
NpUYrMHA KOHQIMKTA MEXY BJIaJieJibleM U IPEEMHUKOM — 3TO, IIPeX /e BCero, pa3Hble MEHTAJIU-
TeTbl: POJUTEJNH CTPOUJIN OU3HEC OCHOBATEJbHO, C IJIAHAMU POCTAa U MacCIITaOUPOBaAHUS, a IETH
CTpeMSATCs cieslaTh 6U3HEC TEXHOJIOTUYHBIM, JIU60 «xXurncrepckum»’ (EmenbsiHoB, EMenbsiHOBa,
2017).

B cBfA3U C TeM, 4YTO MHOTHe BJajesblbl Cb He MOryT OopraHvM3oBaTh €ro mnepejady udepes
NOKOJIEHHWS1 W CeMeWHbIM KanuTa/l yTpayuBaeTcs, B OH3Hec-QOJIbKIOpE NOSBUJCS TEPMHUH
«MPOKJISATHE TPEX MOKOJeHUI». [laHHOe YTBepXAeHHe, X0TS U sABJsIeTcs MeTadpopol, HO B CBOeH
OCHOBE MMEET OMUPAETCS Ha HAPOAHYI MY/JIPOCThb, 3aGUKCUPOBAHHYIO B MOCJ0BHUIAX, © MOHUTO-
PUHT CTATUCTUYECKUX HAOJ/I0IeHUH 3a YrcJeHHOCThio MCII.

9 Xurncreps! — MpeCcTaBUTENN MOTIOLEKHO CYyOKYIbTYPBI, IPeTeHAYIOLIEl Ha S/IUTAPHOCTD, IPOIIAraH/VPYIOLe CBOOOLY caMo-
BeIpaKeHNs1. Kak HOSICHSIOT aBTOPBI, «XMIICTEPCTBO OT/INYAET HeKeaHue paboTaTh JIVIIIHETO, )Xe/laHme 3apaboTaTh CTONBKO, YTOOBI MOXKHO
OBI/IO CEeNaTh TO, YTO XOUYETCs, M BOOOIIEe He YIapuBaTbhCA CAUIIKOM CUIBHO...» (Emenbsanos, EMenbanosa, 2017, c. 101).
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llesibto JaHHOM pabOThI CTal TEOPETUYECKUU aHA/IM3 HAyYHbIX HallpaBJeHUH UCCle0BaHUS
COILIMaJIbHO-TICUX0JI0TUYEeCKUX 0cOOeHHOCTel npeeMHUKOB CB. U3yueHue Tpéx MeTOA,0/10TUYeCKUX
NIOZIXOZI0B MO3BOJIMJIO HAM BbIZIeJIMTh TOT, KOTOPBIX NIpe/IoJaraeT BKJAIOYeHUe COLaIbHO-TICUXO-
JiorTu4ecKrux GpaKTOPOB B IPOLIECC TPeeMCTBEHHOCTHU. biaroziapsi 3ToMy Obl/IY BblJj€/IEHBI CYLeCTBY-
I0llMe HalpaBJieHUsl U3ydeHUs1 ocobeHHocTeld npeeMHUKOB Cb. UTak, ycremHoCTb peeMCcTBeH-
Hoctu Cb feTepMuHupytoTcs: 1) MeXKJIMUHOCTHBIMY OTHOIIEHUSIMU IPEEMHUKOB C OCHOBATE/SIMU
CB, 2) MoTuBaL el NIPEeMHUKOB, 3) KOMINIETEHTHOCTbIO IPEEMHUKOB, 4) IMYHOCTHBIMU XapaKTe-
PUCTHUKAMU [IPEEMHHUKOB.

TeopeTuyeckuit anaiua 6osiee 100 ny6IMKaLMi, TpeACcTaBJAeHHbIN B JAHHOHN CTaThe, a TAKXKe
JIMYHBIN ONBIT NPAaKTUYECKON pabOThl MO3BOJIIET HaM CHOPMYJIUPOBATh BO3MOXKHbIE HalpaBJie-
HUSA OYAYLIMX UCCIeJOBAHUM B paMKax 0603HAa4€HHOM TeMBlI.

1. JIuyHOCTHbBIE OCOOEHHOCTU BJaZesblla U npeeMHuKa CB, nmomMorawiue ycnemHoMy
npoleccy nepexo/ia 6M3Heca; MOTUBALMs IPeeMCTBEHHOI0 TOBEe/JeHHSI; MOTHBALUs BbIX0/a
(nmepepaun) 6U3Heca; JIUJepCKUe KayecTBa BJajesblia U npeeMHuKa CB; aTanbl 1M4HOCT-
HOr'o ¥ nNpo¢deccUOHaJbHOr0 POCTa BJIaJlesIblia U IpeeMHUKa 6U3Heca; CMeHa UAeHTUYHO-
cTeM BJajesiblia ¥ npeeMHuKa Cb B mpolecce nepexona; coeJuHeHWEe CEMEWHBIX poJied U
6u3Hec-00s13aHHOCTeN yyacTHUKOB CB.

2. CouyanbHO-NCUXOJ0TUYECKUEe (QeHOMeHbl OU3HEC-CEMbU: CYINpYyKECKHE W POJUTEJIb-
CKO-ZIeTCKMEe OTHOLIEHHS, OTHOILUEeHUS] CUOJIMHIOB, CTUMYJUPYIOIIUE NPEeeMCTBEHHOCTD;
[IEeHHOCTH W pUTYyaJsibl, IpaBuJa U HOPMbI OU3HEC-CEMEN; JOBEPHUE MeEXK/Yy OCHOBATeJeM
u npeeMHUKOB CB; KOMMyHUKalMsl B OM3HEC-CeMbSX; TUIIMYHbIe IPUYMHBI CEMENHbBIX U
OpraHM3alMOHHBIX KOHPJIUKTOB, B TOM YMCJIe UX NPOPUIAKTHUKA U IIyTHU pelleHus.

3. CouyuanbHo-nicuxosorudyeckue ¢peHoMmeHbl opranusayuu Cb: Bbl6Op mpeeMHHUKa; BOCIHU-
TaHWe U MOATOTOBKA MpEeeMHHUKA; BKJIYEHHE JeTel MJaJlero UKoJbHOIO0 BO3pacTa B
paboTy; npodeccuoHasbHasA NOATOTOBKA NMPEEeMHUKOB (00yyeHUe B By3ax); oOyuyeHHe U
ajantauusa npeeMHuka B Cb; oneHka 3apdekTUBHOCTH 00y4yeHHUs, pabOTbl IPEEMHHUKOB;
BJIACTb U IMZepcTBO B CB; cTuib pykoBozcTBa B Cb; opranusanuonHas Kysibtypa Cb; ynpas-
JieHue uaMeHeHUsiMU B Cb (m1aHMpoBaHue U peasin3alius IPeeMCTBEHHOCTH); pa3paboTka
Y BHeJ[peHrHe HOPMAaTUBHBIX aKTOB, PerJlaMeHTUPYIOIUX NPeeMCTBEHHOCTh (CeMeNHbIN
JlOTOBOD, ceMelHasi KOHCTUTYLUs ); opraHu3anus paboTel CeMelHbIX COBETOB U TaK JaJiee.

4, CouMaJbHO-IICUX0JI0TUYecKHe (eHOMeHbl GOJIbIIUX TPyNI: 0COGEHHOCTU MEHTaJUTeTa
npeAnpUHUMaTe el pa3HbIX nokoseHun (1990-x, 2000-x, 2010-X IT.); KyJIbTypHbIE, HALlU-
OHaJIbHblE U peJIUTHO3Hble 0COOEHHOCTH BJafienblieB CB; 1leHHOCTM U MapKeTHHIOoBast
nosutuka Cb; BHewHsi uHTerpanusa Cb B paboTy 6M3Hec-co061eCTB MyHULUNIATbHbBIX
06pa3oBaHUH, peruoHa, ¢pejiepajbHOrO LleHTpa; KoMMyHuKanus Cb ¢ npeacraBuTensiMu
3aKOHOZATeJIbHOW U UCIIOJITHUTEIbHOU BJIACTH.

MaTepuasbl IpeACTaBJeHHON CTaTbU MO3BOJISAIOT HAM CPOPMYJIUPOBATH HECKOJIBKO MPAKTHU-
YeCKUX peKOMeHJalui AJisl paboThl perdoHaJbHbIX npeactaBuTeabcTB TIII, koTopble moMoryT
nojajepke u pa3purtuio Chb:

e npoaBmxeHue Cb 6usHeca yepes CMU. TemaTrnyecku MOTYT ObITh NpeACTaBJIEHbl TeMbI

MO3UTUBHBIX OTHOLIEHWH, CIIJIOYEHHOCTH, f0BepUs B Cb, KOHKypeHTHOro npeuMyuiecTsa
Cb — peJsiALlMOHHOTO0 KallUTala;

e OpraHMsalus CEMUHApOB WJIM CEPUM JIEKLUHU 110 CEMEWHOMY NpeJlpUHUMATENbCTBY Ha
06111eCTBEHHBIX OTKPBITHIX IJIOIIa/KaX TOPO/ia, I/le BO3MOXXHbIMU TEMAaMH [1Jisl BBICTYILJIe-
HUM 6yayT «06ydyeHue npeeMHUKOB Chb», «kKak BbiOpaTh peeMHUKa?», «k MOTUBALUSI IPEEM-
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HUKOB Cb», «Kakue no/nKHBI 6bITh OTHOILIeHUSA B CB, 4To6BI BOBJIeYb JeTeH B ceMelHoe
eJio»;

e [pOBeJieHHEe HayYHbIX UCCAEJ0BAHUMN 10 CEMEMHOMY OU3HECY B COTPYAHUYECTBE C By3aMH
— BO3MOXHO coTpyaHUuYecTBO TIIII c pernoHabHBIMU By3aMH, a TAKXKe CO3jlaHHe HAYYHOTI' 0
neHTpa — UHcTuTyTa CB, KOTOPBIN CTaHET AepKaTeseM HaydYHOM MOBECTKU MO MPUMeEpPY
«MHCcTUTYTa ceMeliHoro 6U3Heca» (Family Firm Institute, FFI) B r. JlJongoH';

e TMpOBeJieHHWEe TPEHUHTOB U 00yYalIIMX CEMUHAPOB /i npejcTtaBuTesneit Cb. Temo#t moryT
ObITb KaK CceMelHble OTHOIIeHUs (HalpuMep, rapMOHH3allMsl OTHOIIEHHWH IO MOJeJU
FIRO-B), Tak u opranusanuoHHas KyabTypa CB, 06yyeHue npeemuukoB Cb, popmupoBa-
HUE IJIaHa IPeeMCTBEHHOCTH.

[logBoAss WTOT, 0003HAUMM Hallly ABTOPCKYIO MO3UILMIO: MPEOJ0JIETh «IPOKJISITHE TPEX
IOKOJIEHU» CTAHOBUTCSA BO3MOXKHBIM, €CJIM TPAaMOTHO YIIPaBJIATh IPOLLECCOM Ilepeayy CEMENHBIX
aKTUBOB. HayyHasd U mpukJaZHas pa3paboTKa TeMbl NPEeeMCTBEHHOCTH B CeMeWHOM OH3Hece
N03BOJIUT CHU3WUTb PUCKHU MpU Nepejade GUPMbl HacAeJHUKAM, COXPAHUT U YKPENUT CEMeNHbIe
CB$13U, TO3BOJIUT CTPOUTH OM3HEC BO MHOTHX MTOKOJIEHUSIX.

durHaHCOBas NOAAEPKKA

UccnenoBanue BbINOJIHEHO NPU GUHAHCOBOM noazepxke Poccuiickoro HaydyHoro ¢oHza B
paMkax npoekta N2 24-28-01571 «CouuasbHO-IICUX0JIOTHYECKHE XapaKTePUCTUKU NPEEMHUKOB
ceMelHoOro 6usHeca» https://rscf.ru/prjcard_int?24-28-01571

JlutepaTtypa

AngbuHa, E. B. (2024). [logxoap! K MJIaHUPOBAHWUIO PEEMCTBEHHOCTHU YINPaBJIeHUSl B CEMENHbIX
npeAnpUHUMaTENbCKUX upMax. Juckyccus, 6(127),152-160.DOI: 10.46320/2077-7639-2024-
6-127-152-160.

Benos, P, EMenbsaHOBa, C. (2021). CeMeiliHbli 6U3HEeC — 7 IPUYHMH, KOTOpPbIe MOTYT eMy IOMeLIaTh.
Caiim KoHncanmuHzoeoli komnavuu «lllaz». https://stepconsulting.ru/ru/expert/articles/
effektivnyj-biznes/semejnyj-biznes-7-prichin-kotorye-mogut-emu-pomeshat

Bacenuna, /[I. (2024). Hawyanu c wmasnoro. Kommepcanm. URL: https://www.kommersant.ru/
doc/6693675 (paTta obopamenus: 23.01.2025)

Boskos, /I. A. (2013). MoTuBaLlMOHHbIE aCNEKThbl MPEEMCTBEHHOCTU B CEMEWHOM OU3Hece.
Pocculickoe npednpuHumamenscmso, 16(238), 89-96.

Bartkun, B. 0. (2024). HacnencrBeHHasi cTpaTerusi M Apyrue UHCTPYMEHTBI HaCJe[CTBEHHOTO
NJIAaHUPOBaHUs. UMywecmeeHHble omHoweHus 8 Pocculickoli @edepayuu, 2(269), 64-77.

Jenucenkosa, 0. C. (2015) [locsmoBuIlbl 0 JleHbrax B pycCKOU Ky/abType. Yesn08eueckuil kanumads,
(2),35-37.

Jy6poBa, JI. U. (2020). [Ilpo6aeMbl nmpeeMCTBEHHOCTU CeMeWHOTo OH3Heca B Mupe. Bekmop
skoHomuku, 12(54), 11.

EmenbsiHoB, E. H., EMenbsHoBa C. E. (2017). Kyga aeBaTtb 6usHec? Op2aHu3ayuoHHAs NCUX0/102Usl,
7(1),97-118.

KacbsineHko, T. I, BopoTunkuHa, A. M. (2020) CemeiiHbIi 6U3HEC: ONIpe/iesieHUE IOHATHUS U KJIaCcCU-
¢ukanusa. Kyaemypa. Hayka. ObpaszosaHue: coepemerHble mpeHdbl, 176-188.

10 OdunmanbHeni caiit: https://www.fli.org/

109



OprannsannonHas ncuxonorus. 2025. T. 15. Ne 2. www.orgpsyjournal.hse.ru

Katpipus, C. (2024). OyeHb 1M4yHbIN 6U3Hec. [Ipoekm CemeliHoe npednpuHumamenscmaso. Top2ogo-
npomvluiieHHas nasama P®. https://family.tpprf.ru/about/

Knumenko, JI. B., [TocyxoBa, 0. 10. (2021). /luHacTUIHOCTb B MaJIOM GU3HeECe B COBpeMeHHOoM Poccuu:
CTpaTeruu U nepcrneKkTUBbI BOCIPOU3BOACTBA. Coyuon02uyeckas Hayka u coyuaabHasi npakmukda,
9(1(33)),43-60.D0110.19181/snsp.2021.9.1.7871

Knumos, U. A. (2024). «OT ota — K cbiHy»? [Ipo6sieMaThKa ceMelHOTo 6M3Heca U IpeeMCTBEH-
HOCTH B MpeJCTaBJeHUN POCCUUCKUX. B cb.: Cembss u paboma: mamepuanvl mMexcdyHapoOHOU
Hay4Ho-npakmuyeckol koHpepeHyuu (620-624). Huxxuuit HoBropoa: HaunoHanbHbIN Hcciefo-
BaTeJibCKUM Hikeropozckuii rocylapcTBeHHbIN yHUBepcuTeT UM. H. U. JlobayeBckoro.

Kopounes, B. (2021). Bpems coocmeeHHocmu. Baadeavueckasi npeemMcmeeHHOCMb U KOpnopamuegHoe
ynpassieHue. MockBa: Osiumi-busnec.

Kpusuukas, 0. C. (2024). [IpeeMcTBeHHOCTb ceMelHOro 6usHeca. B ¢6.: CobopHuk Hay4yHbIX cmamell
V Bcepocculickoli HQyuoOHA/1bHOU HAy4Holl KoHepeHYuu cmydeHmos, MazucmpaHmos u acnupaH-
mos, nocesiujeHHou 60-1emuro Hzo-3anadHozo 2ocydapcmeeHH020 yHUgepcumema (468-472).
Kypck: FOro-3anagHbliii rocyAapCTBEHHbIA YHUBEPCUTET.

Kpukuugern, A. A. (2023) Posib mokoJieHUH B UHTEPHAIMOHA/JIU3AlUU CEMEeNHBIX GUPM: CUCTEMATHU-
YyecKUW 0630p JuTepaTypbl. BecmHuk CaHkm-Ilemep6ypackozo yHugepcumema. MenedxcmeHm,
22(3),391-421.

KysHenoBa, U. B. (2021). CTapuiee nokoJsieHHue ceMelHOro 61M3Heca: Npob6sieMbl MTPeEMCTBEHHOCTH.
B c6.: Cmapwee nokosenue cospemenHoll Poccuu: mamepuaavl mexcdyHapodHOU HAY4YHO-NpakK-
muueckoll koHgepeHyuu (634-637). Hwxuuit HoBropoa: HanvoHalibHBINA HCCie0BAaTeNbCKUN
Huxeropogckuil rocysapcTBeHHbIN yHUBepcuTeT UM. H. U. JlobaueBckoro.

KysnenoBa, U. B. (2022). UHCTUTYLMOHA/IM3AlMsl HAaCTaBHUYECTBA B MpeANPUHUMATESbCKUX
AuHacTusax. Becmuuk Mockosckozo yHusepcumema. Cepus 18. Coyuonozus u noaumosozus, 28(2),
99-120.D0I110.24290/1029-3736-2022-28-2-137-165.

Mamartiok, II. B. (2024). Oco6eHHOCTH KOPHNOpPATUBHOIO yIpaBJeHHWS B CeMelMHOM OU3Hece.
Hay4Hoe coo61iecTBo cTyzeHToB XXI cTosieTus. B ¢6.: Co6opHuk cmameii no mamepuaaam CXXXV
cmydeH4ecKkoll mexcdyHapodHol HayyHo-npakmuveckol koHgpepenyuu (46-51). HoBocubupck:
000 «Cubupckas akasieMruyecKast KHUTay.

MypsuHa, 10. C. (2014). CeMelinbiii 6u3Hec B Poccuun u 3apybexHbIx cTpaHax. B c6.: [Ipobaembl
¢opmuposaHusi €OUHO20 NPOCMPAHCMBA IKOHOMUYECKO20 U COYUANbH020 pa3sumusi cmpaH CHI':
Mamepuaswl excezodHoll MexcdyHapodHoll HayyHo-npakmuveckol koH@pepenyuu (194-201).
Tiomens, 25.04.2014. TroMeHb: TrOMeHCKUI rocylapCTBeHHbIA HedTera3oBbli YHUBEPCUTET.

MypsuHa, 0. C. (2015). Bygymee cemeliHoro 6usHeca B Poccuu: nepesavya 6u3Heca npeeMHUKaM.
Jludepcmeo u meHedxnmenm, 2(2), 141-158.

Msicenko, 0. M. (2011). Pycckue nocsoBULbI U IOTOBOPKU O TPyZe, 6€JHOCTU U OOraTCcTBe Kak
onpoBep>keHHe MUGDOB O PYCCKOM JieHU U HeyMeHUU paboTaTb. BecmHuuk OpeHbypackozo 2ocy-
dapcmeeHHozo yHugepcumema, 17(136), 157-162.

HeyMmouHa, II. E., /xxypaeBa, I. M. (2021). [IpeeMcTBEHHOCTb ceMelHOT0 6U3Heca. Mo.sodoli uccae-
dosameib: 8b1308bl U nepcnekmusyl, 12(207), 222-226.

[Tandusonra, 10. C. (2020). MakpoconyaibHble GaKTOPbl BOCIPOU3BO/ICTBA OU3HEC-AUHACTUHN B
coBpemeHHou Poccuu. Baacms, 28(4), 115-122. D01 10.31171 /vlast.v28i4.7445.

[TackanoBa, I. I. (2021). ®axkTopsl pocTa ceMeiiHOro 6u3Heca B Poccuu. MHHOBayuoHHOE pazgumue
skoHomuku, 1(61),114-123. D01 10.51832/2223-7984_2021_1_114.

PeukyHoB, A. A. (2021). AHasiM3 TeXHOJIOTUH IepeJladid IpaBa COOGCTBEHHOCTHM B CEMENHBIX
KoMnaHusx. Jurnalul Umanitar Modern, 4(2(8)), 16-19. DOI 10.46591/MHJM.2021.0402.0004.

110



OprannsannonHnas rncuxonorns. 2025. T. 2. Ne 2. www.orgpsyjournal.hse.ru

CasonoBa, A. II. (2023). U3yyeHHe 0O6ILIECTBEHHOrO OTHOLIEHUS K «CeMeHHOMYy OH3Hecy» Kak
K ¢eHomeHy. Teopusi u npakmuka obujecmeeHHo20 pa3sumus, 9(185), 78-82. DOI 10.24158/
tipor.2023.9.9. - EDN QBGDBV.

Ckusp, E. C. (2020). OTpaxkeHHe MOPaJbHO-3TUYECKHUX HOPM B PYCCKUX MOCJA0BULIAX O 6OraTCTBe.
PezuonasvHblll secmHuk, 14, 40-40.

CmupHoOBa, B. 0. (2021). [IpeeMmcTBeHHOCTb B ceMeliHOM 6u3Hece. B c6.: CoyuaabHo-noaumuveckue
npobsiemMbl COBpeMEHH020 obujecmea: Ho8ble 8bl308bl U mpeHObl: Tezucvl dokaados Il
MedcpecuoHaabHOU M01006x4CHOU HayyHO-npakmuveckol koH@pepeHyuu (40-41). Apocnaib:
fApocaaBckuii rocygapctTBeHHbIN YyHUBepcuTeT uM. I1. I. lemuzaosa.

Ykas [Ipesugenta Poccuiickoit @epepanuu ot 09.11.2022 r. N2 809 «06 ymeepacdenuu OcHos 2ocy-
dapcmeeHHOU NoAUMUKU NO COXPAHEHUI0 U YKPen/eHuo mpaduyuoHHbIX pOCCULICKUX JYXOBHO-
HpascmeeHHblx YyeHHocmell» URL: http://www.kremlin.ru/acts/bank /48502

YcenoBa, E. B. (2024). Poccuu pacTeT 4MCJI0 CeMeNHbIX KOMNaHUH. BAOXHOBAWOIIME WCTOPUHU
yCOellHbIX NpeanpuHuMartesneil. Ypa. Hoeocmu, 27 anpeas 2024. https://ura.news/
articles/1036288845

Ahmad, Z., Chan, W. M,, Oon, E. Y. N. (2023). Does congruence between a descendant entrepreneur’s
personality traits and family business values matter for succession? Frontiers in Psychology, 14,
1043270.

Alterman, V,, Froidevaux, A., Fasbender, U,, Xie, ]. (2020). A conceptual model of small business owners’
unique retirement decisions: Multilevel antecedents and retirement adjustment consequences.
Work, Aging and Retirement, 6(3), 146-152.

Antoncic, ]. A, Antoncic, B., Grum, D. K., and Ruzzier, M. (2018). The big five personality of the
SME manager and their company’s performance. J. Dev. Entrep. 23, 1-23. doi: 10.1142/
s1084946718500218

Arieli, S., Sagiv, L.,and Roccas, S. (2020). Values at work: The impact of personal values in organisations.
Appl. Psychol. 69,230-275. doi: 10.1111 /apps.12181

Bakracheva, M., Pavlov, D., Gudkov, A., Diaconescu, A., Kostov, A., Deneva, A,, ... Blazheva, V. (2020).
The intergenerational family businesses as a stress management instrument for entrepreneurs (Vol.
1). Academic Publisher University of Ruse “Angel Kanchev”.

Baron, ., Lachenauer, R. (2021). Do most family businesses really fail the third generation? Harvard
Business Review, July 19, 2021. URL: https://hbr.org/2021/07 /do-most-family-businesses-really-
fail-by-the-third-generation (gata o6pawenus: 10.06.2024).

Bettinelli, C., Lissana, E., Bergamaschi, M., de Massis, A. (2022). Identity in family firms: toward an
integrative understanding. Fam. Bus. Rev. 35, 383-414. doi: 10.1177/08944865221113675

Block, ]. H., Wagner, M. (2014). The effect of family ownership on different dimensions of corporate
social responsibility: Evidence from large US firms. Business Strategy and the Environment, 23(7),
475-492.

Boyd, B., Royer, S., Pei, R, Zhang, X. (2015). Knowledge transfer in family business successions:
Implications of knowledge types and transaction atmospheres. Journal of Family Business
Management, 5(1), 17-37.

Bozer, G., Levin, L., Santora, J. C. (2017). Succession in family business: multi-source perspectives.
Journal of Small Business and Enterprise Development, 24(4), 753-774.

Broeck van den, A, Ferris, D. L., Chang, C. H., Rosen, C. C. (2016). A review of self-determination
theory’s basic psychological needs at work. Journal of management, 42(5), 1195-1229.

Cabrera-Suarez, K., De Saa-Pérez, P, Garcia-Almeida, D. (2001). The succession process from a
resource-and knowledge-based view of the family firm. Family business review, 14(1), 37-46.

111



OprannsannonHnas rncuxonorns. 2025. T. 2. Ne 2. www.orgpsyjournal.hse.ru

Carr, J. C, Sequeira, J. M. (2007). Prior family business exposure as intergenerational influence and
entrepreneurial intent: A theory of planned behaviorapproach. Journal of business research, 60(10),
1090-1098.

Carr, J. C,, Cole, M. S, Ring, ]. K., Blettner, D. P. (2011). A measure of variations in internal social capital
among family firms. Entrepreneurship theory and practice, 35(6), 1207-1227.

Chua, J. H., Chrisman, J. ]., Sharma, P. (2003). Succession and nonsuccession concerns of family firms
and agency relationships with nonfamily managers. Family business review, 16(2), 89-107.

Chua, J. H,, Chrisman, . ]., Sharma, P. (1999). Defining the family business by behavior. Entrep. Theory
Pract. (23), 19-39. doi: 10.1177/104225879902300402

Cole, P. M. (2000). Understanding family business relationships: Preserving the family in business.
The Family Journal, 8(4), 351-359. https://doi.org/10.1177/1066480700084004

Cucculelli, M., Peruzzi, V., Zazzaro, A. (2019). Relational capital in lending relationships: evidence
from European family firms. Small Business Economics, 52, 277-301.

Danes, S. M. (2006). Tensions within family business-owning couples over time. Stress, Trauma, and
Crisis, 9(3-4), 227-246.

Daspit, J. J.,, Long, R. G. (2014). Mitigating moral hazard in entrepreneurial networks: Examining
structural and relational social capital in East Africa. Entrepreneurship Theory and Practice, 38(6),
1343-1350.

Davis, J. A, Hampton, M. M., Lansberg, I. (1997). Generation to generation: Life cycles of the family
business. Harvard Business Press.

Deci, E. L., Olafsen, A. H., Ryan, R. M. (2017). Self-determination theory in work organizations: The
state of science. Annual review of organizational psychology and organizational behavior, 4(1),
19-43.

Doherty, W.]., Colangelo, N. (1984). The family FIRO model: A modest proposal for organizing family
treatment. Journal of Marital and Family Therapy, 10(1), 19-29.

Ethier, K. A, Deaux, K. (1994). Negotiating social identity when contexts change: maintaining
identification and responding to threat. J. Pers. Soc. Psychol. 67, 243-251. doi: 10.1037/0022-
3514.67.2.243

Gagné, M. Marwick, C.,, Brun de Pontet, S, Wrosch, C. (2021). Family business succession:
What’s motivation got to do with it? Family Business Review, 34(2), 154-167. https://doi.
org/10.1177/0894486519894759

Gagne, M., Wrosch, C., Brun de Pontet, S. (2011). Retiring from the family business: The role of goal
adjustment capacities. Family Business Review, 24(4), 292-304.

Gaur, D., Katuse, P. (2022). FIRO-B and situational leadership model: A correlational context of Middle
Eastern business leadership. Corporate Bus. Strategy Rev.,, 3, 144-152.

Gersick, K.E., Davis, ]. A. (1997). Generation to Generation: Life Cycles of the family Business. Cambridge:
Massachusetts, USA, Harvard Business School Press.

Gersick, K. E., Lansberg, [., Desjardins, M., Dumn, B. (1999). Stages and transitions: managing change
in the family business. Family Business Review, 12, 287-297.

Gu, Q., Ly, J. W, Chung, C. N. (2019). Incentive or disincentive? A socioemotional wealth explanation
of new industry entry in family business groups. Journal of Management, 45(2), 645-672.

Haberman, H., Danes, S. M. (2007). Father-daughter and father-son family business management
transfer comparison: Family FIRO model application. Family Business Review, 20(2), 163-184.

Handler, W. C. (1989). Methodological issues and considerations in studying family businesses.
Family Business Review, 2, 257-276. doi: 10.1111/j.1741-6248.1989.00257.x

Handler, W. C. (1992). The succession experience of the next generation. Family Business Review, 5(3),
283-307.

112


https://doi.org/10.1177/1066480700084004

OprannsannonHnas rncuxonorns. 2025. T. 2. Ne 2. www.orgpsyjournal.hse.ru

Harvey, M., Evans, R. (1995). Life after succession in the family business: Is it really the end of
problems? Family business review, 8(1), 3-16.

He, Y., Zhao, S., Wang, D. (2013). Research on succession models of Chinese family businesses. East
China Econ. Manag. 27, 105-109. doi: 10.3969/j.issn.1007-5097.2013.05.023

Hedberg, P. R, Danes, S. M. (2012). Explorations of dynamic power processes within copreneurial
couples. Journal of Family Business Strategy, 3(4), 228-238.

Hughes, Jr, . E. (2004). Family Wealth: Keeping It in the Family. Wiley & Sons.

Jin, Y., Wang, X., Zhou, H. (2020). The impact of cash holdings on the market competitiveness of
family firms — A CEO-sourced perspective. Southern Econ., (01), 112-128. doi: 10.19592/j.cnki.
scje.360935

Kallmuenzer, A., Mikhaylov, A., Chelaru, M., Czakon, W. (2024). Adoption and performance outcome
of digitalization in small and medium-sized enterprises. Review of Managerial Science, 1-28.

Klein, P, Shapiro, D., Young, ]J. (2005). Corporate governance, family ownership and firm value: the
Canadian evidence. Corporate Governance: An International Review, 13(6), 769-784.

Koerner, A. F, Fitzpatrick, M. A. (2002). Toward a theory of family communication. Communication
theory, 12(1), 70-91.

Kowo, S. A. (2021). Management succession and entrepreneurship business sustenance. RUDN
Journal of Public Administration, 8(3), 256-276. D01 10.22363/2312-8313-2021-8-3-256-276.
Kubicek, A., Machek, 0. (2020). Intrafamily conflicts in family businesses: A systematic review of the

literature and agenda for future research. Family Business Review, 33(2), 194-227.

Lam, W. (2011). Dancing to two tunes: multi-entity roles in the family business succession process.
Int. Small Bus. (29), 508-533. doi: 10.1177/0266242610376357

Lamb, N. H,, Butler, F, Roundy, P. (2017). Family firms and corporate social responsibility: exploring
“concerns”. Journal of Strategy and Management, 10(4), 469-487.

Le Breton-Miller, L., Miller, D. (2006). Why do some family businesses out-compete? Governance,
long-term orientations, and sustainable capability. Entrepreneurship theory and practice, 30(6),
731-746.

Le Breton-Miller, I, Miller, D., Steier, L. P. (2004). Toward an integrative model of effective FOB
succession. Entrepreneurship theory and practice, 28(4), 305-328.

Li,Sh.(2022).Literaturereview on generational inheritance model and applications for Chinese family
businesses. Frontiers in Psychology, (13), 885752. https://doi.org/10.3389/fpsyg.2022.885752

Li, W, Wang, Y., Cao, L. (2023) Identities of the incumbent and the successor in the family
business succession: Review and prospects. Front. Psychol, (14), 1062829. doi: 10.3389/
fpsyg.2023.1062829

Liao, T, Ruan, F, Huang, Y. (2021). Built to last: the success of family business inheritance. Manag.
Latitude Longitude, (12), 82-85. doi: 10.19609/j.cnki.cn10-1299/£.2021.12.014

Longenecker, J. G., and Schoen, J. E. (1991). Management Succession in the Family Business. Family
Business Sourcebook.

Ly, F, Kwan, H. K,, Ma, B. (2022). Carry the past into the future: The effects of CEO temporal focus on
succession planning in family firms. Asia Pacific . Manag., (39), 763-804. doi: 10.1007/s10490-
020-09748-4

Massis de, A., Kotlar, J. (2014). The case study method in family business research: Guidelines for
qualitative scholarship. Journal of family business strategy, 5(1), 15-29.

Matthews, C.H.,Moore, T.W,, Fialko, A.S.(1999).Successionin the family firm:a cognitive categorization
perspective. Family Bus. Rev., (12), 159-169. doi: 10.1111/j.1741-6248.1999.00159.x

113



OprannsannonHnas rncuxonorns. 2025. T. 2. Ne 2. www.orgpsyjournal.hse.ru

McAdam, M., Clinton, E., Gartner, W. B., Hamilton, E. (2024). How family business practices are
created, maintained, and transformed across generations from a community of practice lens.
Entrepreneurship & Regional Development, 1-22.

McMullen, J. S., Warnick, B. ]. (2015). To nurture or groom? The parent-founder succession dilemma.
Entrepreneurship Theory and Practice, 39(6), 1379-1412.

Merwe van der, A. (2010). Does human capital theory account for individual higher education choice?.
International Business & Economics Research Journal (IBER), 9(6).

Miller, S. P. (2023). Family climate influences next-generation family business leader effectiveness
and work engagement. Frontiers in Psychology, (14), 1110282.

Morris, M. H., Williams, R. O., Allen, J. A., Avila, R. A. (1997). Correlates of success in family business
transitions. Journal of business venturing, 12(5), 385-401.

Motylska-Kuzma, A., Szymanska, 1., Safin, K. (2023). Family influence and succession strategies in
private businesses at the cusp of leadership change: comparison between family firms and lone
founder enterprises. Journal of Family Business Management, 13(4), 955-989.

Muiiz-Veldzquez, J. A., and Frade, A. ]. T. (2021). “Positive communication and public relations in
the nonprofit sector” In G. Gongalves and E. Oliveira (Eds.), The routledge handbook of nonprofit
communication (246-253). London: Routledge.

Murad, M., Ashraf, S. F, Syed, N., Munir, M., Butt, R. S. (2022). Entrepreneurial social identities and
nascent entrepreneurial behaviour: Mediating role of entrepreneurial self-efficacy. Entrep. Bus.
Econ. Rev., (10), 129-143. doi: 10.15678/EBER.2022.100109

Murray, B. (2003). The succession transition process: a longitudinal perspective. Family Bus. Rev.,
(16),17-33.doi: 10.1111/j.1741-6248.2003.00017.x

Neubaum, D. O. (2018). Family Business Research: Roads Travelled and the Search for Unworn Paths.
Family Business Review, 31(3), 259-270.

Niazi, A., Memon, M. A,, Sarwar, N., Obaid, A., Mirza, M. Z., Amjad, K. (2024). Work intensification: A
systematic review of studies from 1989 to 2022. Work, 77(3), 769-787.

Rahmani, S. S. A, Dewi, R, Pintanawati, S., Nurfitriya, M., Fauziyah, A. (2024). The Effect of Family
Harmony on Family Business Succession. Proceedings Series on Social Sciences & Humanities, 15,
110-114. https://doi.org/10.30595/pssh.v15i.937

Rangarajan, S., Kelly, L. (2006). Family communication patterns, family environment, and the impact
of parental alcoholism on offspring self-esteem. Journal of Social and Personal Relationships, 23(4),
655-671.

Ricotta, F, Basco, R. (2021). Family firms in European regions: the role of regional institutions.
Entrepreneurship & Regional Development, 33(7-8), 532-554.

Royer, S., Simons, R, Boyd, B., and Rafferty, A. (2008). Promoting Family. A contingency model of
family business succession. Family Bus. Rev. 21, 15-30.

Sardeshmukh, S. R., Corbett, A. C. (2011). The duality of internal and external development of
succession: opportunity recognition in family firms. Family Business Review, (24), 111-125. doi:
10.1177/ 0894486510391783

Schoorman, E. D., Mayer, R. C.,, Davis, ]. H. (2016). Perspective: Empowerment in veterinary clinics:
the role of trust in delegation. Journal of Trust Research, 6(1), 91-95.

Sharma, P, Irving, P. G. (2005). Four bases of family business successor commitment: Antecedents
and consequences. Entrepreneurship theory and practice, 29(1), 13-33.

Sharma, P, Chrisman, |. J., Gersick, K. E. (2012). 25 years of family business review: reflections on the
past and perspectives for the future. Family Business Review, 25(1), 5-15.

Sharma, P, Chrisman, J. ., Pablo, A. L., Chua, J. H. (2001). Determinants of initial satisfaction with the
succession process in family firms: a conceptual model. Entrep. Theory Pract., (25), 17-36. doi:
10.1177/104225870102500302

114



OprannsannonHnas rncuxonorns. 2025. T. 2. Ne 2. www.orgpsyjournal.hse.ru

Sirmon, D. G., Hitt, M. A. (2003). Managing resources: Linking unique resources, management, and
wealth creation in family firms. Entrepreneurship theory and practice, 27(4), 339-358.

Soleimanof, S., Rutherford, M. W,, Webb, ]. W. (2018). The intersection of family firms and institutional
contexts: A review and agenda for future research. Family Business Review, 31(1), 32-53.

Soto Maciel, A, de la Garza Ramos, M. I, Esparza Aguilar, . L., San Martin Reyna, J. M. (2015). The
influence of family relationships in the succession. J. Fam. Bus. Manag., (5),238-256.doi: 10.1108/
JFBM-11-2014-0036

Stavrou, E. T. (1998). A four factor model: a guide to planning next generation involvement in the
family firm. Fam. Bus. Rev,, (11), 135-142.doi: 10.1111/j.1741-6248.1998.00135.x

Stets, J. E., Burke, P. ]J. (2000). Identity theory and social identity theory. Soc. Psychol. Quart., (63),
224-237.doi: 10.2307 /2695870

Tabares, A., Cano, J. A. (2018). University students’ succession intention: GUESSS Colombia study
evidence. Revista ESPACIOS, 39(35).

Toska, A.,Ramadani, V., Dana, L.-P,, Rexhepi, G., Zeqiri, ]. (2022). Family business successors> motivation
and innovation capabilities: the case of Kosovo. Journal of Family Business Management, 12(4),
1152-1166. https://doi.org/10.1108/]FBM-11-2021-0136

Zellweger, T, Sieger, P, Halter, F. (2011). Should I stay or should I go? Career choice intentions of
students with family business background. Journal of business venturing, 26(5), 521-536.

Zicat, E., Bennett, J. M., Chekaluk, E., Batchelor, J. (2018). Cognitive function and young drivers: The
relationship between driving, attitudes, personality and cognition. Transp. Res. Part F Traffic

Psychol. Behav., (55), 341-352. doi: 10.1016/j.trf.2018.03.013.
[Toctynuna 25.11.2024

115


https://www.emerald.com/insight/publication/issn/2043-6238

Organizational Psychology, 2025, Vol. 15, No. 2. www.orgpsyjournal.hse.ru

ORGANIZATIONAL PSYCHOLOGY

“The curse of three generations”: A theoretical review
of research on the socio-psychological features of the
successors of family businesses

Julia S. MURZINA
ORCID: 0000-0002-8616-4422
University of Tyumen, Tyumen, Russian Federation

Vladimir P. POZNIAKOV
ORCID: 0000-0003-4524-4589
INSTITUTE of Psychology RAS, Moscow, Russian Federation

Konstantin O. SHOKHOV
ORCID: 0000-0003-2425-3734
University of Tyumen, Tyumen, Russian Federation

Abstract. Purpose. The purpose of this work is a theoretical analysis of the scientific directions of studying
the socio-psychological features of the successors of the family business. Method. At the beginning of the
work, the concepts of “family business” and “continuity” were defined. The subsequent analysis made
it possible to identify three main methodological approaches to the study of continuity: the structural,
process approach, and the study of internal factors of continuity. Findings. The basis for the subsequent
theoretical study was the Integrative Model for the Successful Transfer of a Family Business 1. Le Breton-
Miller with colleagues. According to the chosen model, the success of succession in business is studied
in four areas: 1) relationships in business families: harmonious relationships improve the organizational
climate, increase the value of the company and contribute to the emotional involvement of successors;
2) motivation of successors: intrinsic motivation is the basis of successive behavior, so inclusion in business
should begin from an early age and be accompanied by trust, involvement of the successor in business
decision-making; 3) competence of successors: priority is given to endogenous training of successors
with early involvement in work according to existing skills with mandatory subsequent business training;
4) personal characteristics: the specific personality traits of successors that help successful inheritance
(openness, extroversion, conscientiousness and compliance) and hinder (neuroticism) are described,
the importance of value correspondence between the owner and the heir in the process of succession is
shown, the mechanism of mutual transformation of their identities is presented. Value of results. The value
of the presented theoretical review lies in the fact that the article allows you to outline the current field of
foreign scientific research in this subject area. In addition, we offer events for the Chamber of Commerce
and Industry of the Russian Federation on the development of family businesses: topics for family business
events for promotion through the media; topics of seminars and open lectures for young people; topics of
trainings and seminars for representatives of the family business. In addition, we suggest that the Chamber
of Commerce and Industry consider the possibility of scientific cooperation between regional branches
of the Chamber of Commerce and Industry and universities to organize research. Thus, the scientific and
applied development of the topic of succession will reduce the risks of transferring the company to heirs,
preserve and strengthen family ties, and allow building a business for many generations.
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CaM03(]pPEeKTHBHOCTDb YYaCTHUKOB KaK KPUTEPHUH
OLlEHKH pe3yJibTaTa IPyNIoBOro KOTHUTUBHO-
MOBEeeHYEeCKOr0 KOyYUHIa PyKOBOJUTEJIEN

3YBOBA lO/ma KorcranTiHOBHA
ORCID: 0009-0003-9537-4522
Mockosckuii ocydapcmeenoiii ynusepcumem umenu M. B. Jlomonocosa, Mockea, Poccus

AHHOTanmm. [/esw. B HacTosALEeN cTaTbe NpeACcTaBAeHbl pe3yabTaThl UCCAEL0BAHUS, LeJib KOTOPOTO
COCTOsIIa B TOM, YTOOBI SMIUPHUYECKHU OLLEHUTh Pe3yJbTaTUBHOCTb I'PYNIIOBOTO KOTHUTHBHO-TIOBE-
JIeHYeCKOT0 KOYYHHTa PyKOBOJUTEJEN MOCPeSCTBOM U3MepeHUs caM03$PeKTHBHOCTH €ro y4acTHHU-
KoB. Jlusatin uccaedosarusi. BbI60pKy COCTaBUJIM yYaCTHUKH ABYX Py (3KCIEPHMeHTalbHON U KOH-
TPOJIbHOM), Bcero 53 yesioBeKka. IKCIIePUMEHTAJIbHYIO TPYIINY NPEACTABJISIOT YYaCTHUKU JIBYX CECCUN
IrPyNIOBOT0 KOTHUTHBHO-TNIOBEJEHYECKOT0 KOYYMHIra: PYKOBOAUTENHU CPeJHEro 3BeHa POCCHUHCKHUX
KOMIIaHUU U npefnpuuuMaresu (n = 33) B Bo3pacte 23-57 siet (M = 39,1). B kauecTBe KOHTPOJIbHOH
IPyNIbI BBICTYNHW/IN CAYLIATENH JIEKLHUH M0 MCUXOJUAarHOCTUKe: MaruCTPaHTbl HETOCYZapCTBEHHOTO
poccuiickoro By3a (n = 20) B Bo3pacTte 21-36 sieT (M = 28,3). MeTo/bI UCCIe0BAHUSA: TPYIIIOBOU KOT-
HUTHUBHO-TIOBEIeHYECKU N KOYIHHT C MCI0JIb30BaHueM MeTo/ja «Cepbé3Hou urpel B Jlero» (Lego Serious
Play), onpocHasi MeTO/AMKa HM3MepeHUsI CaM03$(EKTUBHOCTH YYaCTHUKOB KOy4MHra. Pe3yynbTaThl.
CpaBHeHHe DPe3y/JbTaTOB HayaJbHONW U WTOrOBOM JUAarHOCTUK caM03PpQPeKTHUBHOCTU B KOHTPOJIb-
HOM M 3KCIIEpUMEHTAJbHON IpyIax JjJaeT BO3MOXXHOCTb CHCTEMAaTU3UPOBATh apTyMEHThI B M0Jb3Y
3¢ PeKTHBHOCTH KOYYMHIOBOM MPOrpaMMbl, BIPA>KEHHOW B 3HAUMMOM MOBBILIEHUHU YPOBHS CaMo-
3dpdexTuBHOCTH €€ yyacTHUKOB (p < 0,05). Peaysbmamul. TeopeTudecku 060CHOBaHA U ASMIIUPUYECKHU
MO/ATBEPXK/leHa CBSI3b MeX/ly NpPHUMEHEHHEM TIPYNIIOBOTO KOIHUTUBHO-IOBEJEHUYECKOTO KOY4YMHIa
pyKOBOJMTEJIEH U TOBBIILIEHNEM caM03$HEKTUBHOCTH ero y4aCTHUKOB. B pe3y/ibTaTe rpynnoBoro Kor-
HUTHBHO-TIOBE/IEHYECKOr0 KOYYHHTa HabJt0aeTcss pocT caMo3pPeKTUBHOCTH MO0 BCEM KPUTEPHUAM,
BHE 3aBUCHMOCTH OT UX OTHOLIEHHS K CO/IEeP>KaHUI0 KOYYMHI'OBOM NporpaMMsl. [Ipakmuyeckas 3Ha4u-
MOCmb paboThI COCTOUT B pa3paboTKe METOAUKH 3KCIPecC-OLleHKU caM03¢$PeKTHBHOCTH y4aCTHUKOB
IPyNIIOBOTO KOYYHUHTIA, KOTOpast MOXKET ObITh YCIEIIHO UCII0b30BaHa CleluaJicTaMU-Koy4yaMy B UX
MIPaKTUYECKOU J1esITeIbHOCTHU. [JeHHOCMb pe3y/1bmamos 3aK/104aeTcsi B TOM, YTO U3MeHeHue caMo3d-
($EeKTUBHOCTH YYaCTHUKOB IPYINOBOr0 KOYYMHIa IPUHUMAETCS KaK OJJMH U3 ITI0Ka3aTeJslel ero pesysib-
TAaTUBHOCTH, YTO AAET HOBBIM paKypc AJisi HAQyYHOro U3y4deHUs 1po6JieMbl 3G PeKTHBHOCTH KOYYMHTa
KaK MeTo/ja IPaKTU4YeCKON paboThl.

KilodeBble c10Ba: HayYHO 060CHOBAHHBIM KOYUYHHT, IPYyNIOBOM KOYYUHI, KOTHUTHBHO-IIOBeleHYe-
CKUU KOYYUHT, CaM03pPeKTUBHOCTb, 3G PEKTUBHOCTb KOYYUHTa, ICUXO0JI0T Ul KOYUYUHTa.

BBegeHue

JIMHaMUYHO pa3BUBAOUIMICS U YCIOXKHSOLUNACSI COBPEMEHHBIN MUDP TPEOYET HOBBIX IM0/IX0/I0B
K CONIPOBOXK/IEHHI0 Pa3BUTUS — KPAaTKOCPOUYHBIX U Pe3YJIbTATUBHbIX. ITO CTUMYJIMPYET pacnpocTpa-
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HeHHe KOYYMHTIa KaK MeTo/ia COAeNCTBUS YeJOBEKY B JOCTUKEHUHU ero 1esed. KoyduHr ctpemu-
TeJIbHO HAaOUpaeT NONy/JIsPHOCTb IPUMEHUTEJIbHO K pa3HbIM cpepaM KU3HU, OT IMUHOT'O Pa3BUTHUS
Jl0 OpTaHM3alMOHHOrOo ynpaBjeHUs. 0CO6eHHO pacnpoCTPaHEéH KOYYUHT B OU3HeCe, UYTO CBA3aHO
C BO3paCTaKIIMM MHTEPECOM K KOYYUHTOBOMY CTHUJIIO YIpPaBJIEHUS U KOYYMHTOBOU KYJbType B
opranu3auyuu (AHToHOoBa, KasuHueBa, Cu3oBa, 2023). [Ipy 3TOM ceroiHst OTCYTCTBYET 001 eNIPUHS-
TOE oNpe/ieJieHUe KOYUYUHTa, a BbIOMpaeMble ClielMaJuCTaMu HHCTPYMEHTbI HOCAT 3KJIEKTUUYHbIH
XapaKTep U 3a4acTyl He 00J1aZjal0T JO0CTaTOYHbIM (QyHJaMeHTaJbHbIM 000CHOBaHUEM, OYAY4YU
3aMMCTBOBAaHHbIMH M3 Pa3/IMUHbIX HAaNpaBJEHUN NCUXOTEpPANUU U APYyTUX 06JacTel mpakTUye-
CKOH paboThl (YnaHoBckui, 2012). C y4€TOM LIMPOKOTO MHOT0006pa3usi KOyYUHTOBbIX YCJAYT, IPeJ-
JlaraeMbIX Ha pbIHKe, OCTPO CTaBUTCS BOIIPOC IICUX0JIOTUYECKOW 6€301aCHOCTH KJINeHTOB (3y60Ba,
MBaHoB, 2024). B cB13U € 3TUM BO3HHUKAET HEOOXOAMMOCTb peaiu3alMd HaydyHO 060CHOBAHHOIO
(evidence-based) mojxoza Kk KOy4MHTy B LieJiiX MeTOJ0JIOTUYECKOW pedieKCUU HCNOJIb3yeMbIX
CpPeZiCTB U OLIeHKH pe3yJIbTaTOB MX BO3JelcTBUsA. JlasbHelllee pa3BUTHE NPAKTUKUA KOYYHUHTra
HEBO3MOXXHO 0e3 eé MeT0/0JI0TM4eCKOr0 OCMbBICIEHUSI U HAyYHOT'0 060CHOBAHUS.

Hay4yHO 060CHOBaHHBIN NOAX0 K KOYYHUHTY

WcTopus cTaHOBJIEHUS KOYUYUHTA KaK MeTO/a IPaKTUYeCKOW paboThbl HACYUTHIBAET J1eCATKHU
set (Brock, 2012). [Ipu 3TOM cTaTyc Jl0Ka3aTeJbHON NMCUXOJOTUYECKON JUCLUIIJIIMHBI KOYYUHT
npuobpesn B 2000-x IT. B CBSI3U C pa3BUTHUEM IICUXOJIOTUU KOy4duHra (coaching psychology) —
OTpacjJM aKaJeMUYeCKOW M NMPUKJIAJHOUN IMCUXOJIOTHH, KOTOopass GOKycUpyeTcsl Ha MOBbIIIEHUU
NPOU3BOJAUTENbHOCTH, CTUMYJISLUK Pa3BUTUSA WU Ojaromnosyyusi Jwgaed (Grant, Palmer, 2013).
TeopeTuyeCcKMMH OCHOBAMHU ICUXOJIOTMM KOYYMHTa BbICTYNAOT KOTHUTUBHO-OMXEBUOpaIbHBIN
noaxon A. beka v A. Jinuvca, ryMaHUCTUYecKas ncuxosiorud A. Macisioy u K. Popkepca, no3autuBHas
ncuxosioruss M. Cenurmana (bek, ®pumen, 2002; Macsoy, 2019; Pomxkepc, 2016; Cenurman, 2006;
Jnnuc, 1999). Byayuu 06s1aCcThi0 MPUKJIAJHON MCUXOJOTUYECKOW HAYKH, MCUXOJIOTUSI KOYYUHTa
doKkycrpyeTcs Ha U3y4YeHUHU IICUX0JIOTMYeCKUX MeXaHU3MOB KOYUYMHTa KaK [TOMOorarliei JesTeb-
HOCTHU. PaboThI B paMKax 3TOro HanpaBJ/ieHUs1 HauboJiee 4acTo NOCBSALeHbI UcCeJ0BaHUIO 3P dek-
TUBHOCTU U PaKTOpPOB 3PPEeKTHUBHOCTHU KOYUYMHIOBBIX BMEIIATEIbCTB, UCIBITAHUIO OT/IeJbHBIX
MoJZieJlell KOYYMHIa, a TaK)Xe BbIJleJIEHUI0 3HAaUUMbIX (AaKTOPOB NOCTPOEHUS KOHCTPYKTHUBHBIX
KOy4YMHroBbIX oTHoueHu# (Lai, Palmer, 2019). C okTa6ps 2024 r. B paMKax Poccuiickoro ncuxoJsio-
ruyeckoro obiiectBa (PII0) felicTByeT ceKIUsl ICUXOJIOTUU KOYYUHTa.

[IcuxoJsiorvus KOy4rHra npejJjaraeT HaydHo 060CHOBAaHHbIN MOAX0/ K MPaKTUYeCKOH paboTe,
KOTOPbIN onvpaeTcs Ha JokasaTesbHyo Meguiuny /l. Cakerra (Sackett, 1997; Straus et al.,, 2018).
[Toaxos npeAnoJiaraeT UHTErPalLMio HAyYHbIX JJ0KA3aTeJNbCTB C TPodecCHOHaTbHBIM ONIBITOM KOy4a
Y YHUKaJbHbBIMHU OCOOEHHOCTSMU JIMYHOCTU U 0OCTOSITeNIbCTBaMU KiueHTa (Stober, Wildflower,
Drake, 2006; Steglitz et al., 2015; Lai, Palmer, 2019). [IpakTrka Hay4HO 060CHOBAaHHOI'0 KOYYHHTQ,
ONMparolascsa Ha CBU/IeTebCTBA U I0Ka3aTe/IbCTBA, 103BOJIAET HAU/IY4Y1LIMM 06pa3oM CO/lelCTBO-
BaTb JIOCTHXKEHMUIO 1ieJiel KJIMeHTa.

BOJIBIIMHCTBO CYLEeCTBYIOLUX CEroJHs IIKOJI KOYYMHIa COOTHOCATCA C HallpaBJIeHUSMH
IICUXOTepaneBTUYECKON paboThl M 6epyT 3a OCHOBY IPUMeHsIeMble B HUX MOJieJIM JIMYHOCTHU. Tak,
BBI/IEJIAIOT NICUXOJUHAMUYECKUN U HappaTHUBHBIA KOYYMHI, relITaJabT-KOYYMHI, CPOKYyCUPOBaH-
HbIM Ha pelleHUH U KOTHUTUBHO-6HMXeBUOPabHbIM KOyYMHT U Tak Aasee (Bachkirova, Clutterbuck,
Cox, 2023). HayuHo 060CHOBaHHbIN MOAX0/, Pa3BUBAETCs B EPBYI0 04epe/ib B KOTHUTHBHO-IOBE-
JleH4eCKOM HallpaBJIeHUU KOYYHUHTa.

B paMkax KOrHUTHMBHO-NIOBE/IEHYECKOTO KOYYHMHIa pa3pabOTaHbl MU 3MIHMPUYECKH OOOCHO-
BaHbl pa3JIMuHble MOJleJIM CTPYKTYpUpoBaHUs KoyuyuHroou ceccuu: ABCDEFG (Dryden, 2017),

125



OpranusaunonHas ncuxonorus. 2025. T. 15. Ne 2. www.orgpsyjournal.hse.ru

OSCAR (Gilbert, Whittleworth, 2002), ORACLE (Jones, Gorell, 2009), STEPPA (Thomas, McLeod,
2010) u apyrue. /. B. KoBnak u A. 10. Ex1koB npeAnpyHUMalOT NONbITKY aHa/lM3a U COOTHece-
HUSI 0603HAYEHHbBIX MOJleJiel U MpejJiaraloT Ux 0600IEHHYI0 BapUalMio, KOTOPYI 0603HAYalOT
akponumoM KUB. )KUB npeacraBiseT co6oii 6a30BbIM IUKJ KOHIENTYa/IM3al[MM B paMKaX CECCUHU
KOTHUTUBHO-NIOBE/IEHYECKOT0 KOYYHMHIa U COCTOUT M3 TPEX NMOC/Ie10BATE/IbHbIX 3TANOB:

1) uccnenoBanue xxesnaeMoro coctossHUsA (KC) — Kak KJIMeHT KOyYMHIa KOHLeNTyaJln3upyer,
BU3ya/IM3UPYeT U ollyllaeT 06pa3 6yAyLiero COCTOSIHUSA B HACTOSIIEM;

2) uccnefoBaHue ucxogHoro cocrossHue (MC) — Kak KJIWEHT KOHLENTyaJU3UpyeT CBOE
TeKylllee COCTOsIHUE, BKJII04asi ero adPpeKTUBHbIN, KOTHUTUBHBIN U MOBejleHYeCKUN KOMIIOHEHTHI.
UccnenoBanue UC npejmosiaraeT akLeHT Ha pecypcax, alallTUBHBIX YOexeHUaX, 3O PeKTHBHOM
NOBeJIEHUH, CIOCOOHBIX MO/ iepKaTh UM 06ecrieduThb nepexo K XKC;

3) uccienoBaHue BapuaHTOB AelcTBUM (B/l) — Kak KJIMEHT KOHLENTYyaJlU3UpPyeT JAeHCTBUS,
HeobOxoAuMble AJis nocteneHHoM cMeHbl MC Ha 2KC, a TakKe Kak OH IPUHKUMAET pelleHre 0 BhIGope
KOHKPETHBIX IeUCTBUH U uX peanunsanuu (Kosnak, Exxukos, 2021, ctp. 134).

CorsiacHO aBTOpaM, 6a30BbIM IIMKJ KoHUentyanusauuud KUB npejcraBsisieT co60il MUHU-
MaJIbHO HeO0OXOMMYI0 MOC/Ie0BaTeJIbHOCTD JeMCTBUM B paMKax OJHOM KOYYUHTOBOM CeCCUU U
COTJIACOBAH C TeM, KaK OCyLeCTBJIAeTCA KOHLeNTyaJlu3al s B pacClIpOCTPAHEHHBIX MOJEJIAX CTPYK-
TYPUPOBAHHUS KOYYHUHTA.

KOrHUTHBHO-NIOBE/IEHYECKUU KOYYUHT, B CPAaBHEHUHU C JIPyTMMHU HaNpaBJEeHUSIMU KOYYHUHIO-
BOM MPAKTUKH, B HAWOOJIbLIEN CTeNeHU 00J1aZlaeT HAKOMJIEHHbIMUA 3MIUPUYECKUMU NOATBEPXK-
JeHusiMU. B To xe BpeMs onjeHKa 3P PEeKTUBHOCTU KOYYHHIOBOTO BO3/IEMCTBUS Jlake paMKax B
KOTHUTUBHO-OMXEBUOPAJIbHOI0 NOAX0/JA OCTAETCs MaJlouCC/le,0BAHHONW 06J1acThblO, YTO CBSI3aHO
C OTCYTCTBUEM pPeJIEBAHTHOTO MHCTPYMEHTAPHS, BAPUATUBHOCTbIO KOYYMHIOBbIX MHTEPBEHIUHN U
MoJesiell IpOBeeHUs CECCUM, OTPaHUYEHUEM YHUCIEHHOCTH BbIOOPOK, OTCYTCTBUEM CTaHAApPTHU3a-
UM npodeccuOHANbHOU [1eITeJIbHOCTH KOoy4ya U ApyruMu paktopamu. [Ipu aToM 33/ja4a Ol[eHKHU
3QdeKTUBHOCTH KOY4YHMHIa OCTAaeTCs OJHUM W3 HallpaBJeHWU UCCAeOBaHUM B paMKax Hay4dHO
000CHOBAHHOTI0 MO/IX0/1a K KOYyYUHI0BOM NpakTHKe (AHTOHOBa, HaymueBa, 2022).

IIpo6siema oueHKU 3P PeKTUBHOCTU KOYYMHIOBOI'0 BO3/1eACTBUA

AHanu3 v oueHKa 3G PeKTUBHOCTHU B3aUMO/JeCTBUS BCer/ia ObLIU KI0YEeBOM TEMOMU /1Ji1sl TOMO-
ralwLyX NPaKTUKOB. 06paTHMCs K METO/[0JIOTMU CMEKHOM 06J1aCTH COLMAIbHO-TICUX0JI0TUYECKOT0
TPEHUHTa, B KOTOPOM 0603HaYeHHas TeMa noZpo6oHo pa3paborana. CorsiacHo 0. M. 2)KykoBy, oLieHKa
3pPeKTUBHOCTU — 3TO 06/1aCTh KOMIETEHIIUU CIIELIMAJIUCTOB B cpepe 3IKOHOMUKHU U GUHAHCOB, a
He ncuxoJsioroB. OH paccMaTpuBaeT 3 PeKTUBHOCTb KaK OTHOCUTEJIbHYIO KaTeropulo, yKa3blBa-
IOLYI0 Ha COOTHOILEHUE NOJIy4aeMbIX pe3yJIbTaTOB C 3aTPayeHHbIMU CpeZiCTBAMU, a pe3yJIbTaThbl
U CJIe[iICTBUMA TPEHUHTIa, pacCMaTpuBaeMble 6€30THOCUTENBHO K 3aTpaTaM, 0003Ha4aeT CJOBOM
adpdexTrr (PKykos, 2003). JI. A. [leTpoBckas omnpepensieT 3¢PeKThbl KaK TO, YTO Mbl N0Jy4aeM B
pes3y/bTaTe MCI0JIb30BAaHUA METO/a, K YeMy B UTOr'e CBOJUTCA ero IpUMeHeHHe € IPAaKTUYeCKOU
Touku 3peHus ([leTpoBckas, 2007). B paMmkax faHHOUM paboThl Mbl 6y/ieM paccMaTpUBaTh pe3yJib-
TaTbl KOYYUHTa, UMes B BUJy COBOKYNTHOCTb BceX 3¢ PeKTOB, K KOTOPbIM NPUBOAUT pean3anus
MeTO/ia B COOTBETCTBHHU C IOCTaBJI€HHBbIMHU 33/jla4aMHU.

MO>XHO NpeANoOJIOKUTH CylleCTBOBaHHWE KpaTKOBpeMeHHOro s¢dekTa KOY4YHMHIa, KOTrja
BO3HHKAMIMe U3MeHeHHsl He IOCTOSTHHBI M MCYe3al0T yepe3 HeKoTopoe BpeMmsd. [Ipu posarospe-
MeHHOM 3¢ deKTe U3MeHeHUsI HeOOpaTUMBbI UJIM COXPAHAITCA B TeYeHUe JAJUTEeNbHOr0 epuoja.
Pe3ynpTaThl KOy4YWMHra MOTYT COOTBETCTBOBAaTb U He COOTBETCTBOBATH NMOCTABJIEHHBIM LeJSM.
[ToaToMy 3¢ deKT, KOTOpbIM MBI NIpeAnosaraeM, Ha3blBaeTcHd OXHUJaeMbIM. MoxeT Takxe NposiB-
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JIAThCS KaK NO3WTHBHBIH, TaK U HEraTUBHbIHN (C TOYKU 3peHUs MOCTABJIEHHBIX LieJieil) MO60UYHbIN
adodekT. Hanpumep, cpe iy 10604HbIX 3G PEKTOB rpynnoBou ncuxorepanuu, Kotopsle I JIx. AlizeHk
Ha3bIBaeT HeclneqUPHUUeCKUMHU TepaneBTUYEeCKUMU BJAUSHUSIMH, OTMeueH M1ane60-3¢pPpeKT, ocHO-
BaHHbIU Ha CAMOYOeX/JeHUH, U APYyThe CIOHTaHHble u3MeHeHus (Al3eHK, 1994).

HecMoTpsi Ha Hasinuue MOOGOYHBIX 3QPEKTOB, MOHATHE «3PEKT» B 11€JIOM TECHO CBSI3aHO
¢ GopMy/IMPOBKOM Ijesield U 3aja4 KoyuuHra. KoyuuHr, kak v Jito60M paboTalolUi afeKBaTHbIN
MeTOJI, J0JKEH UMEeTh B KaueCTBe CBOMX OCHOBHBIX pe3yJbTaToB-3QPEeKTOB B NMepPBY0 ouepe/ib
peanu3alvi0 CTOSIIIUX INepesa HUM 3ajad. [lo 3ToM mpuvyrMHe KpPUTEPHUM OLleHKH pe3yJIbTaTOB
KOYYHMHTIa JJO/DKHBI OTPaXKaTh CYLHOCTb KOYyYMHIOBOI'0 BO3/1eHCTBUA.

Emuié ogHa oco6eHHOCTb 3QPEeKTOB KOYUUHTa CBSI3aHa C TeM, YTO HEKOTOPbIe U3 HUX OTCPOY€EHbI
BO BpeMEHHU M MOTYT He YKJaAblBaTbCAd B PaMKH Jaxke NMPOJAOJIKUTENbHOTO LIMKJA KOYYHMHIO-
BbIX ceccuil (AHTOHOBa, UBaHOBa, 2024). YyacTue B KOyYMHIe MOXKET CAY>KUTb MYCKOBBIM Mexa-
HU3MOM [IJI1 BO3SHUKHOBEHUS U3MEeHEeHUM, KOTOpble BIOCJELCTBUU NPOABJIAKTCA B JeMCTBUAX
Y NOCTyNKax KjaueHTa (koy4H). «OTcpouyeHHOCTb» 3 PEKTOB KOYUUHIa, C HAlllel TOYKHU 3peHUs],
CBSI3aHa C HEBO3MOXKHOCTbIO OBICTPOM MepecTPONKHU JUYHOCTHBIX KOHCTPYKTOB B COOTBETCTBUHU
C CO3HATeJIbHbIMHA HaMepeHUsIMH, a TaKXKe C He0OX0AMMOCTbIO PECTPYKTypHU3aLUH KOTHUTUBHOHU
CUCTEeMBbI U BKJIIOYEHHS B Hee HOBBIX IPe/ICTaBJIEHUN.

[TogHuMas Bornpoc 3pPeKTOB colMalbHO-IICUX0JoruYeckoro TpeHuHra, P. bakau u /Jl. Keitna
rOBOPAT O HEOOXOMMOCTH NpOBepKHU ero BaaugHocTH (bakiu, Keitni, 2002). BHyTpeHHsAs Balu-
[AU3alys TPpeHUHra NpU3BaHa OLEHUTb, JOCTUIJIO JIU 00y4alollee MEPONPUATHE NOCTABJIEHHbIX
neJsiedl. B npouecce BHelHeW BaJuAM3alMU BbISICHAETCS, Oy/leT JIM OCYIIeCTBJIEH IEPEHOC MOJIy-
YeHHbIX 3HAHWHM U HAaBbIKOB B peasIbHYIO XXU3Hb. [lepeHocs nMemolleecss 3HaHUe Ha KOTHUTUBHO-
NOBeJleHYeCKUA KOYYMHI, MOXXHO IpPeJIOJIOKUTh, YTO M3MEHEHHEe COCTOSIHUA KJIMEeHTa, ero
YCTAaHOBOK U yOeXX/1eHUW CTAHOBUTCS 3JIEMEHTOM BHYTPEHHEH BaJIMIHOCTU KOYYUHTa, B TO BpeMs
KaK BHEILIHIOK BaJIMJAHOCTb NOATBEPKJAIOT MOCAeyI0lLHe peaJlbHble 1eMCTBUSA KOY4YH.

OueHka 3¢ PeKTOB KOyYMHIa Ha CerOJHSIIHUMN JleHb — MaJIOMCC/Ie[JlOBAHHOe HalpaBJieHUeE.
st onieHKU 3¢ PEeKTUBHOCTU KOYYMHTIA aKTyabHbl KaK TpaZMLMOHHbIE Mozeu [l. KupknaTpuka
u JIx. ®ununca, Tak U aJanTUPOBaHHble K KOYYMHTOBOW MpaKTUKe Bapualuu (AHTOHOBa,
HaymueBa, 2022; Kirkpatrick, 1979; Phillips, Phillips, 2019; Lawrence, Whyte, 2014). [Ipu aTom
CpeJiu MPaKTUKYIOLUX KOydyell HanboJiee pacnpoCTPaHEHHBIMU UHCTPYMEHTAMU OLlEHKU pe3yJib-
TaTOB B3aUMMO/IEMCTBHUSA SIBJAIOTCA O0OpaTHas CBsA3b KJMEHTA U CaMOOIleHKa KOyya, a TaKXe B
HEKOTOPBIX CJy4asx — OIleHKa cynepBu3opa. [lonyasgpHocTh 0603HAaYE€HHbIX UHCTPYMEHTOB
YACTUYHO CBSA3aHA C JIETKOCTHIO NOJIyYeHUs JAHHbBIX U HU3KOU TPYL0E€MKOCThIO. [Ipy 3TOM, Ha Hal
B3IJIS/l, 10A00HAs OLleHKAa HECKOJIbKO MOBEPXHOCTHA, OCHOBAaHA Ha CyO'beKTHBHBIX BlleYaTIEHUSX
YYaCTHUKOB B3aWMOJIEMCTBUS U CUJIBHO 3aBUCUT OT MHJMBUAYAJbHOU clleliliPUKH: MOTUBALUH,
0COOEHHOCTEN BOCHPUSATHUS, YPOBHSA NMOATOTOBKH, IMYHBIX IleJled U 3a/ja4. TeM He MeHee, M10JI0XKU-
TeJIbHOe OTHOIIEHHE YYaCTHUKOB K KOYUMUHTY SIBJISIETCS BaXKHbIM YCJI0BUEM ero 3peKTUBHOCTH
(Grabmann, Schoelmerich, Schermuly, 2020; Haan de, 2021). Kpome Toro, o6paTHas cBsi3b Cynep-
BU30pa fIBJSAETCH LieHHbIM UCTOYHWKOM COBepPLIEHCTBOBAaHUA NMPAKTUKU Koyda. B cBA3M C 3TUM,
CHEeLaMCThl YAeISAI0T CyllleCTBeHHOe BHUMaHWe IaHHOMY TUILY OLleHKU 3P EeKTOB.

IMnupuryeckas olneHKa 3GPeKTUBHOCTU KOYYHHIAa KPUTUYECKU BaXKHA /11 OATBEPK/eHUS
ero pe3yJbTaToB, OPMUPOBAHUS peNyTalUM KOyYHHIra KaKk HaydYHO 0O0CHOBAaHHOW MPAKTHUKHY, a
TaK)Ke /IJIsl CTAHOBJIEHUs] KOYYMHTIa Kak NpodeccuoHalbHOM JieaTebHOCTU. HecMOTps Ha 3Ha4U-
MOCTB BONIPOCa, onpeeseHre 3G GeKTUBHOCTH SIBJSETCSA OJHOM U3 HEJJOCTATOYHO NPOPAObOTaHHBIX
obJsiacTell coBpeMeHHOro Koy4yuHra. [Ipu oueHke a¢ppeKTOB KOydMHIa UCCIeL0BaTeNN CTaJK1Ba-
I0TCSL CO CeAYIOIIUMU TPYAHOCTAMU. Bo-niepBbiX, HE0O6X0IUM BbIOOD crieliuPUUECKUX JJ151 KOYYUH-
rOBOI'0 BO3/1€MCTBUSI KPUTEPUEB U METOZ0B OLLEHKH, T03BOJIAKIIUX 3aPUKCUPOBATh U3MEHEHUs
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MMEeHHO B TeX 00JIacTsX, Ha KOTOpble KOYYMHI OKa3blBa€T BJIMSHHUE WM B KOTOPBIX MOTYT
NPOU30MTH U3MEHEHHUs M0/ BJUsIHUEM KOy4YUHra. Bo-BTOPBIX, OIeHKY HEOOXOJUMO MPOBOJUTD B
peasibHOM CUTyalMH, Ha IPAKTHUKE, B BBITNIOJHSIEMOU eI TETbHOCTH, YTO YACTO SIBJISETCS CI0KHOU
Y 9HeproeMKou 3a1aueil. B-TpeTbux, 3¢ PeKThl KOyUUHTa YaCTO CJI0XKHO OT/[€JIUTh OT Pe3y/IbTaTOB
JIPyTUX areHTOB BJIUSTHUSI.

Bo3HUKaeT He06X0MMOCTb MOUCKA UHBIX CIIOCOO0B 3KCIPeCcC-aHaIM3a YCIEeIIHOCTH KOYYHHTa,
OLIEHKH Pe3y/IbTaTOB KOYYHHTOBOT'0 BO3/1eMCTBUS. B KOHTEKCTe JaHHOHM MPOo6IeMaTHKH 06paTUMCS
K TEOPUH COI[MAJIbHOTO Hay4YeHusl, pa3paboTaHHoU A. BaHypoii, a MUMEHHO K BBEIEHHOMY aBTOPOM
HOHATHIO «CaM0O3pPEKTUBHOCTbY.

CaMm03¢pPeKTUBHOCTb YYAaCTHUKOB KaK KPUTEPUH OLLeHKH pe3yjibTaTa
KOy4YHMHra

OfHOM U3 3HAYMMBIX LieJiell KOyYMHra fBJISIeTCs U3MeHeHHe peaslbHOro NOBeJjleHUsl KJIMeHTa.
B cBA3M € 3TUM BBICOKMM MOTEHLHAJOM 006J1aZlaeT TeOPeTUYECKUH KOHCTPYKT caMo3pdeKTUB-
HOCTb. B pamkax koHuenuuu A. Bangypbel camoaddekTuBHOCTL (self-efficacy), naun oxupaHue
3pPeKTUBHOCTH, NpeJCTaBJsIeT CO60U ybexaeHre B TOM, UTO MHAUBHU/YYM CIIOCOOEH YCIEeLIHO
OCYyILIeCTBUTDb NOBeJleHHe, He0OX0oAMMOoe JI/Isl JOCTHXKEHUS OXUJaeMbIX pe3ynbTaToB (banaypa,
2002). Oxxupanue adpGeKTUBHOCTH, C O3ULUHU A. BaHIyphl, OTJIMYAETCS OT OKU/JaHUsl pe3y/bTaTa,
IIOCKOJIbKY KOHKpPETHbBIN UHJUBUJ, MOXKET 3HATh, YTO HEKOTOPbIE JeMCTBUA IPOU3BOJAT ONpe/e-
JIEHHBIN pe3yJIbTaT, HO MOXXeT He BEPUThb B TO, YTO CaM OH CIIOCOOEH MPOU3BECTH 3TU JIeHCTBUSA
(banaypa, 2002).

CorsiacHo A. BaHaype, cuity y6ex/1€HHOCTH YesoBeKa B CO6CTBEHHOU 3QpPEeKTUBHOCTH Olpe-
JensieT caM GakT, OyJeT UM HeT OH YTO-JU00 NMpeANpUHUMATh MPU KOHKPETHbIX 00CTOSATEb-
cTBax. Bricokasi oljeHKa JIMYHOCTbIO COOGCTBEHHOU 3P PEKTUBHOCTH He TOJIbBKO CHUXKAET MPOTrHO-
CTUYECKHEe CTpPaxu U TOPMOXKEHHS, HO U OKa3blBaeT BJIMAHMUE Ha NpeJlpUHUMaeMble NONBITKU U
npuJaraeMble yCUIMs OCPeICTBOM NPeJBOCXULleHUs 6yayLero ycnexa. OxkuaaHue 3G peKTUBHO-
CTHU olpeJiesisieT, CKOJbKO YCUJIWHM 3aTPaTUT UHAUBUAYYM, KaK J0JITO OH CMOeT MPOTHUBOCTOSATh
NpensTCTBUSM, BbIJIep>KUBAThb BpaX/JebHble 06CTOSITENbCTBA U HENPUSATHbIE NepeKuBaHus. YeM
BbIllle OXKUJAaHUA 3QPEKTUBHOCTH, TEM 60Jiee aKTUBHbIMU CTaHOBATCA ycuausa (banaypa, 2002).
TakuM 06pa3oM, NOTeHLMAJT KOHCTPYKTa caM03pPeKUBHOCTb 3aKJ/IKYAETCs B TOM, UTO OH UHTe-
rpupyeT B cebe KOTHUTUBHbIE N1pe/ICTaBJIeHHs 0 COOCTBEHHBIX CIOCOOHOCTSX, peaibHble JeCTBUSA
Y 9KOJIOTHYeCKHe TpeboBaHUsA, CBsI3aHHbIe C 0c06eHHOCTAMU 33aa4 (EpmakoBa, Kongakos, 2008).

MHOrokpaTHO 3MNUPUYECKU OATBEPXKEHO, YTO NpeJICTaBJIeHUe 0 COOCTBEHHON 3P deKTUB-
HOCTH CBSI3aHO C peasibHbIM I0OBeZleHueM yesioBeKa. Tak, BbicoKasi caM03pPeKTHBHOCTD, CBSI3aHHAs
C OXKH/JIaHUEeM ycrexa, 00bIYHO NPUBOAUT K XOpOIleMy pe3yJbTaTy, ¥, HAPOTHB, HU3Kas caMo3d-
deKkTUBHOCTb NPUBOJAUT K Heyzaaue (Stajkovic, Luthans, 1998). Kpome Toro, ogHax 16l cpopMuUpo-
BaHHOe 0xu/jaHre 3QpPeKTUBHOCTHU PaCIpOCTPAHAETCA U HAa CMeXHble CUTyal .

TakuM 06pa3oM, MOXKHO TOBOPUTb O TOM, YTO HAa OCHOBAaHUM JJaHHBIX 0 caM03PEKTUBHOCTHU
MBI MOXKEM [POrHO3UPOBAThH YCNEUIHOCTb WJIA HEYCIEeIHOCTh [0BeJleHUs UHAMBHU/IA, HA OCHOBE
Yero MOeT ObITb C/ieJlaHa OljeHKa pe3yJIbTaTUBHOCTH KOYYUHIOBOT0 Bo3ielcTBUA. MicciejoBaHusA
NOATBEPXK/JAIOT, YTO NOBbIIIEHHEe caM03PpPEeKTUBHOCTH NOCPEACTBOM KOYYMHIa MOXET NPUBECTH
K POCTY NMPOU3BOJUTENBHOCTH TPY/la, PAa3BUTHUIO HAaBBIKOB LieJIeNoJlaraHus U pelleHUs: MpobJieM
(Wong-Rieger, Rieger, 2013). OgHako B HACTOSILIMA MOMEHT B JIMTEPATYPE OTCYTCTBYET OJJHO3HAU-
HOe MOJTBEpPX/eHWEe CBA3U y4yacTHUsl B KOYYUHre U U3MeHeHUs caM03(pPeKTHUBHOCTU KJIHMEHTa
KOY4YMHTa.
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C 0lHOH CTOPOHBI, aBTOPHI 3asIBJASIOT TEOPETUYECKOE HaJIMyMe 3TOM CBSI3U U MpeJJiaratoT eé
amnupuyeckue noareepxgenus (Grant, 2013; Pekkan, 2018). Tak, KOy4uHT nepBbIX UL (executive
coaching) B TeuyeHUe rojila NPUBOAUT K YBeJUYEHUIO CaMO3(pQPEKTHBHOCTH €ro y4aCTHUKOB IO
C/IeII0IIUM LIKaJIaM: 001He JUJEPCKHe CIIOCOOGHOCTH; pa3BUTHe, 00y4YeHHe U MOTUBAIUs COTPY/I-
HUKOB; IOCTPOEHHE OTHOILEeHU; ynpaBieHue 1o ueasam (Moen, Allgood, 2009). PocT nokasaTeJieit
caM03(pPEeKTUBHOCTH B pe3y/IbTaTe KOYYHMHTOBOT'O B3aUMO/IEWCTBUS CBSI3bIBAETCS C IPUMEHEHUEM
TaKUX MPaKTUUYECKUX MHCTPYMEHTOB, KaK CaMOaHaJ/IM3, MOJieJIMPOBaHHE, COLlMAJbHOE BJIMSHUE
U ybex/JeHue, ynpaBJjieHUe NCHUXOJ0TUYeCKUM cocTossHueM (Baron, Morin, 2009). KoyuuHr kak
CpeACTBO MOBbILIEHHS BEPHI JII0J el B COOCTBEHHbIE CIOCOOGHOCTH NOKa3aJl CBOK YCIEUIHOCTb AJIs
Pas3JIMYHBIX T'PYI HAaceJeHUs], BKJIOYasi BOJUTe el TPy30BUKOB U MaTepel JieTel ¢ orpaHuYeH-
HbIMU Bo3MoKHOCTAMHU (Gawlik et al., 2022; Kahjoogh et al., 2018).

[ToaTBEpPK/I€HO, YTO KOYYHUHT OKa3bIBaeT 6oJsiee 3HAYMMOe BJIMsSIHUE Ha caM03pPeKTHUBHOCTD
B CPaBHEHHUHU C JAPYrMMHU MeToJaMu pa3BuTHs (Baron, Morin, 2010). UccaesoBaHus oTMe4alOT
3HAYUMOCTb KayeCTBA OTHOUIEHUH MeX/Jy KOyuyeM U KJIMEeHTOM B KOYYUHIe PyKOBOAUTENEH U UX
BJIMsSIHME Ha camo3ddekTuBHOCTD (Baron, Morin, 2009; Haan de et al.,, 2013; Haan de et al., 2016).
Pa3BuBas mojiep>KUBaroLMe U JOBEPUTEJbHbIE OTHOUIEHHS, KOYY CIIOCOGCTBYET MOBBIIIEHUIO Y
KOY4YH Bepbl B COOCTBEHHYIO YCIELIHOCTb, YTO IPUBOJAUT K YJIYULIEeHHUIO Pe3y/bTaTOB €ro JesTeb-
HOCTH U yAoBJeTBopéHHOCTH paborou (Elster etal.,, 2021).

TakuM 06pa3oM, yKpemJssisi Bepy JiloZiled B COOCTBEHHbIE CIIOCOOHOCTH, NMPeAoCTaBJsAs UM
Heo6X0iMMble HABbIKU U MOAJEPKKY, KOYUUHT MOXKET IIPUBECTH K MOJIOKUTEJbHBIM pe3yJibTaTaM,
pPOCTy NPOU3BOAUTENBHOCTU U MOBbILIEHUIO YA0BJAeTBOpEHHOCTH (Judge et al,, 2021). 3To corna-
CyeTcsl C COLMaJbHO-KOTHUTUBHOU Teopuell A. BaHAypbl, KoTopas NoAYEPKUBAET POJib caM03d-
$EeKTUBHOCTH B U3MEeHEHUHU NoBeeHUsA. BodpacTaHue caMm03pPeKTUBHOCTH JAET BO3MOXKHOCTb
YCIIeIIHO MPeo/[0/IeBaTh TPYJHOCTH, OCTUTaTh COOCTBEHHBIX LieJIel U MpeycreBaTh B 3HAYUMBbIX
J1JI1 YeJI0BeKa 00/1aCTSX KHU3HHU.

[Ipu 3TOM Apyrue uccjaenoBaHUs JEMOHCTPUPYIOT OTCYTCTBHE 3HAUMMOTO MOBBILIEHUST CaMO-
3¢ PeKTUBHOCTU KJIMEHTOB KOy4YuHra nocie B3aumogenctus (Wakkee, Elfring, Monaghan, 2010).
Kpome Toro, B OCHOBHOM B JIUTEpAaType O6CYK/JAeTCsl BJAWUSHUE WHIAUBUAYAJbHOTO KOYYHHTA U
KOy4MHTa PyKOBoAUTe el (executive coaching) Ha cam03¢PeKTUBHOCTh €ro y4aCTHUKOB, B TO BpeMs
KakK 3G deKThI IpyNIOBOro KOYYMHIa He HaXOAAT IOJpOOHOT0 OTPAXKEHUS B UCCIEJ0BAHUSIX IO TEME.

TakrM 06pa3oM, B HAcTosAL el paboTe Mbl OCYLIECTBJIsIEM MOMNBITKY SMIUPUYECKOTO UCCIE10-
BaHUSA caM03(PEKTUBHOCTH YYACTHUKOB IPYNIIOBOr0 KOTHUTHBHO-NOBEJEHUYECKOr0 KOYYHMHTA,
r/le NOBblllIeHHe ToKa3aTesel caM03$PeKTUBHOCTU NIPUHHUMAETCSl B KaueCcTBe METPUKHU pe3yJibTa-
TUBHOCTHU KOYYHHTOBOT'O BO3/1€HCTBUSI.

[Ipoueaypa u MeTOAbI MiCcC/IeJOBAHUA

].lem:, 00BbEKT U npeameT CCjieJ0BaAHUA

llesib uccnef0BaHUA: IMIMPUYECKU OLEHUTb Pe3yJbTaTUBHOCTb IPYNIOBOr0 KOTHUTHUBHO-
NOBe/IeHYeCKOr0 KOy4YMHIa PyKOBOJHUTeJeH NMOCPeACTBOM U3MepeHUA caM03(pPeKTUBHOCTH ero
y4acTHUKOB. OObeKT McCIeJOBaHUSA: TPYNIIOBOY KOTHUTUBHO-NIOBeleHYeCKUI KOYyUUHT. [IpegmeT
uccaeloBaHUA: caM03(PQPEeKTUBHOCTb YYAaCTHUKOB TpPYNIOBOr0 KOTHHUTHBHO-IIOBEJEHYECKOIo
KOY4YMHTa.

BbiGopka

BbI60pKy HcC/1eJ0BaHUS COCTaBU/IM YYaCTHUKHU JIBYX IPYII (3KCIIepUMeHTa/IbHOM M KOHTPOJIb-
Ho#), Bcero N = 53. JKCIlepMMeHTaJIbHYI0 TPyIIy COCTaBUJIM YYaCTHUKH JIBYX CECCUU TPYNIIOBOTO
KOTHUTHBHO-TIOBE/IEHYEeCKOI'0 KOYYMHTIa: PYKOBOJAUTE/IM CpeJJHEro 3BeHa POCCUMCKUX KOMITAaHUU
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u npegnpuHuMartenu (n = 33) B Bo3pacte 23-57 seT (M = 39,1). B kauecTBe KOHTPOJIbHOU FPYIIIIbI
BBICTYIIUJIU CJIYIIATEH JIEKIIUH 10 ICUXOJUAarHOCTHKE: CTY€HThI-MaruCTPaHThl HETOCYAapCTBEH-
HOro poccuiickoro By3a (n = 20) B Bo3pacT 21-36 jieT (M = 28,3).

lIpoueaypa

WUccnenoBaHue coCTOAIO0 U3 CEMU 3TAIOB.

1. PazpaboTka nporpaMMsl rpynmnoBoro KOrHUTHBHO-NIOBeJeHYeCKOr0 KOYYMHIa, BKJI0Yalo-
el MeTo/i UTPOBOTro MoZeupoBaHus «Cepbe3Has urpa B Jlero» (Lego Serious Play).

2. Bb160p epeMeHHBIX, I0AJIeXalUX U3MepeHUI0 (caM03¢$PeKTUBHOCTb Y4aCTHUKOB I'PYIIIO-
BOT'O KOYYHHTa).

3. Pa3zpaboTka MeTOAMKHU OLEHKU caM03($PeKTUBHOCTU: NpeJBapUTeJbHOEe WHTEPBBIO C
3KCIepTaMHU JJid Oollpe/ieJIeHUs CoZiepKaHusl LIKaJl, pa3paboTKa ONPOCHUKA, OLleHKa HaJ|&XKHOCTH
MHCTPYMEHTA.

4. [IpoBeJieHre NEPBOT0 M3MeEpPeHHUd [Ji IKCIEepUMEeHTaJbHOM Ipylbl (A0 KOYYUHTOBOIO
BO3/1eICTBUS) ¥ IOBTOPHAs OlLieHKa lepeMeHHOMU (1oc/ie KOy4YMHI0BOI'0 BO3/JeCTBUSA).

5. [IpoBesieHMe epBOro U3MepeHHUd /il KOHTPOJIbHOM Py ([0 JIEKIIUHU 10 IICUX0AUarHo-
CTHKe) ¥ IOBTOPHAA OLleHKa llepeMeHHOM (1ocsie JIEKLUU 110 ICUXOAUAarHOCTHKE).

6. CTaTucTHUYeCKas OLleHKa 3HAYMMOCTH MU3MEHEHUM [JIl SKCIIePUMEeHTa/IbHOM U KOHTPOJIb-
HOM I'pyMIL.

7. AHanu3 u 06¢cyx/ieHne pe3y1bTaToB, GOPMyIMpPOBaHNE BbIBO/OB.

I'mnoTe3sl HCC/IeA0BAHUA

l'unomesa 1. Cam03¢PeKTUBHOCTh YYAaCTHUKOB T'PYIINOBOI0 KOTHUTHBHO-NOBEJEHUYECKOTO0
KOY4YHMHIra HU3MEHUTCS IO0CJe BO3JeHCTBUS 6oJiee 3HAUMMO, YeM CaM03$PeKTUBHOCTb YJIE€HOB
IPYII, B KOTOPbIX KOYYMHTOBOE BO3/J€MCTBHE HE OCYLECTBJISAIOCh.

l'unomesa 2. CaM03pPEeKTUBHOCTb YYACTHUKOB IPYNIOBOr0 KOTHUTHBHO-MOBEJEHYECKOTO
KOYYHMHTa U3MEHUTCS 10CJIe BO3EUCTBUSA TaK, YTO:

2.1 caMm03pdeKTUBHOCTb MO 1eJIeBOM 1IKase (TOW, Ha Cofep:KaHUue KOTOpPOW HalpaBJIEHO
KOYYMHTOBO€E BO3/IeCTBUE) 3HAUMMO BO3PACTET;

2.2 caM03$PeKTHBHOCTb MO 061IeN LIKajie (TOW, Ha cojiepKaHHWe KOTOPOM He HalpaBJIEHO
KOYUYUHTOBO€E BO3/IeMCTBUE) HE U3BMEHUTCS UM BO3PACTET He 3HAYHUMO.

MeToAbI HCCIEeA0BAHUS

B pamkax uccienoBaHUsl OblIM peasM30BaHbl CAeAYyIOLHMe METOJbl U METOAUKU: TPYNIIOBOM
KOTHUTHBHO-TIOBEIEHYECKUN KOYYHHTI C UCNOJIb30BaHUEM MeToJla «Cepb&3HOoU urpbl B Jlero»,
CaMOCTOSITEJIbHO CKOHCTPYUMpPOBAHHAsi OMpPOCHAasi MeTOAMKAa u3MepeHUs1 caMo3PpPeKTHUBHOCTHU
YYaCTHUKOB I'PYIIOBOT0 KOYYHHTA.

1. I'pynnoeoii Ko2HUMUBHO-no8edeHYecKull KOy4uHa

KOrHUTUBHO-IOBEIeHYeCKUM KOYYMHTI IpeJCTaBJeH OJHOM TIpYNIOBOHW CecCUed NpOoAoJI-
KUTEJIbHOCTBIO TPU 4aca. ['pynnoBor KOy4uHI, corsiacHo Tunosoruu JI. M. YmaHckoro, saBiseTcd
BapUaHTOM COBMECTHO-UHAWBUAYaIbHOU JesaTesabHOCTH (DKypaBies, 2022). WuauBuAyaabHas
LeJib CECCUM JJIl KaXKJ0ro y4YacTHHKa: pOopMHpOBaHUe BUJEHUSA U IJIaHUPOBaHHe JeMCTBUU B
paMKax pa3BUTHSA COOCTBEHHOTr0 GM3Hec-IpoeKTa. 3a/ja4y CeCCUHU AJIs1 KaXK0T0 yYaCTHHUKA:

1) dopmupoBaHME KOMIIJIEKCHOIO BHJEHUS COOCTBEHHOTrO0 OH3HeC-MPOEKTa B KeJaeMOM
Oyayuiem;

2) aHa/JIM3 aKTYyaJIbHOTO COCTOSIHUSI CBOEro OGM3Hec-NMpOoeKTa: 0603HauYeHUe 0COOEHHOCTeH,
MMEIOLIMXCA PeCcypcoB, BOSMOXXHOCTEU U OrpaHUYEeHUH;
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3) nJlaHMpoBaHUe JeWCTBUM, obGecleyMBalOLUX JBWXXeHUE K CHOpMHUpPOBAHHOMY 06pasy
OyAyliero: MOMCK BO3MOXXHbIX BADUAHTOB [IeMCTBUH, BbIsIBJIeHHE HEOOXOJUMBbIX PECYPCOB, IIJIAaHU-
pOBaHVe KOHKPEeTHBIX IIAaroB JJIf JOCTHXKEHHUS LeJIH.

CTpyKTypa CecCuu cocTaBJieHa Ha ocHoBe Mogenu KUB [I. B. Kosnaka u A. 10. Exukosa u B
00111eM BH/le MOXKET ObITh ONIMCaHa C/eAYI0IIUM 06pa3oM:

1. UnpuBuayasbHOoe GOpMy/IMpOBaHMe 3alpoca YyYaCTHUKAMHU C NpUMEHEeHUEeM KpUTepueB
MeToAuKH SMART (KOHKpPETHOCTb, U3MEPUMOCTb, JJOCTUKUMOCTb, PeJIeBAaHTHOCTb, OTPaHUYEH-
HOCTb 1o BpeMeHH) (Doran, 1981).

2. Busyanusanusa v KoHLenTyaausauus xxesnaemoro cocrosinusa (KC) c npyuMeHeHUeM UHCTPY-
MeHTa «Cepbé3Has urpa B Jlero». 3aa4ya y4aCTHUKOB: MHAWBU/YaJIbHO COOPATh U3 KyOUKOB Jlero
MOJieJib y3Ke peasin30BaHHOM B 6yayuieM neau (2KC).

3. Ananu3s KC c yuétom ucxoanoro cocrosinus (MC). 3agayn yuacTHUKOB:

3.1 Onucatb pe3yibTaT UHAUBUAYATbHON paboThl HAJ MoAe b KC 4ieHaM cBOer NOATPYIIIbI;

3.2 [IpoBectu auarHoctuky MC c akiileHTOM Ha aKTyaJlbHble pecypchl, CTpaTeruu, yoexjeHnusa
(opueHTHPOBOYHBbIE BONPOCH] yyacTHUKaM: «Kakas k/touyeBas geTanb B Bauem npoekrte? Kakas
JeTasnb KaxeTcd JuliHen? [e u kak Bel niete getanu? Kakue pecypcel y Bac ects? Kakue emwé
pecypcbl Heo6xo Mo npuBaedb? Kak Bbl olleHHBaeTe peaJuCTUYHOCTb NpoeKTa?» U Jip.);

3.3 UnguBugyanbHo gopabotaTh Mogesb KC npu Heo6X0JUMOCTH.

O603HavyeHue BapuaHTOB AelcTBul (B/l) (opueHTUPOBOYHbBIE BONPOCH] y4aCTHUKAM: «4T0 Bbl
Tenepb OyzieTe AenaTh? KakuM OyzeT nepBbii war?» u Jp.).

2. «Cepbé3Hast uepa e Jlezo»

Meton «Cepbé3Hou urpbl B Jlero» (Lego Serious Play, LSP) pa3dpa6oTaH B Hadase 1990-x
rozfoB npesuseHToM komnanuu LEGO Group K. KpuctrnaHceHOM, KOTOpPBIM NPeAI0KHUI UCIO0JIb-
30BaTh JIETCKUWA KOHCTPYKTOP NPHU NPOBEJEHUU COBEIAaHUM C 1|eJIbI0 BOBJIEUEHUS COTPYLHUKOB
B reHepalyMi0 MHHOBALMOHHBIX UJel AJsa pa3BuTua komnaHuM (Kristiansen, Rasmussen, 2014).
BrnocnencrBun LSP cTan npuMeHATbCA NpY pa3paboTKe CTpaTerdi OopraHU3alnydi: MeHeKepbl
«CTPOWJIN» UJIeU, BUJ€HUS U BO3MOXKHbIE ClleHapUX Pa3BUTHS CBOUX KOMIAHUM.

B xone ceccumn «Cepbé3Hoi urpel B Jlero» (CuJl) yyuacTHUKM MeTadpOpUYECKH, IPU NMOMOILIU
KUMpPNUYUKOB Jlero, oTBeyaldT Ha BONPOCHI, CBfI3aHHble C WX MPOEKTaMH, OU3HeC-MOZEJsIMH,
KOMaH/ZI0W U cTpaTeruei pa3Butusa (TepeujeHko, 3aropckas, 2017). OTIMYUTENBHOW 0COOEHHO-
CTbl0 MeTO/ja SIBJISIETCS BKJIIOYEHHE MOTOPHOM PYHKIIMHU B IPOLECC pellleHUs 3a/]auM («MblIlJIeHUEe
IpU NOMOLIY PyK») B IPOTHBOBEC KJIACCUYECKOMY abOCTPAaKTHOMY pelLleHUI0 NpobJyeM, UYTO JAET
BO3MOXXHOCTb 60Jiee I/Iy6oKoro ux ocMbicsieHus (Papert, 1986).

Kiaccuveckas ceccusi CuJl cocTOUT U3 TPEX OCHOBHBIX YacTel: cO3JjJaHUe MOJeJH, OCMBbICJIe-
HUe MoJZieJIU U pedJieKcrs. YYaCTHUKHU CO3/Jjal0T U3 KyOHMKOB MO/le/IY, OTBevalrolije Ha NpobJieMHble
Bonpochkl. [locsie 3TOro 0HU NOKa3bIBAIOT CO3J4aHHbIE MO/ E/H APYT APYTY U OOBACHSAIOT UX CMBICIL.
CrenyolyM 3TanoM y rpyninsl GopMupyeTcst eJUHOe BUJleHHe P06JeMbl U e€ pelleHUs], Ipou3-
BOJMTCS paboTa Mo CO3/laHMI0 BO3MOXKHbIX BApUAHTOB JleMcTBUH (TepelieHko, 3aropckas, 2017).
MeTtononorus Cu/l npeanosaraet caenytoujye npaBuia (Frick, Tardini, Cantoni, 2014; Kristiansen,
Rasmussen, 2014).

e 3ajaya, CTOALIAA Nepes yYaCTHUKAMHU, ABJIAETCH JOCTAaTOYHO CJIOXXKHOM U UHTEPECHOU, U NpHU
3TOM COOTBETCTBYeT yPOBHIO UX KoMIleTeHIMU. Kpome Toro, pemaemas 3aZjadya MOXKeT OBITh
chopMysIMpoBaHa yYaCTHUKAMU CAMOCTOSITE/IbHO.

e (CoOJsitofieHUe MPaBUJ «MO3TOBOr0 LITYpMa»: KaX/ bl YYaCTHUK MOXKET BbICKa3blBaThb JIIOObIE
U/JleM Y IIpe/ioJI0’KeHUs, IPUHUMAaeTCs NPaBUJI0 6e301,eHOYHOCTH CYXK/JjeHUH, a opMaT paboThl
npezmoJiaraeT BO3MOXXHOCTb MOAUGUKALIMU U JOPAOOTKU CO3/JlaBaeMOM MO/ eJIH.
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L4 (DopMa BSaHMOﬂeﬁCTBHH MOXET OBITh prr[l'[OBOfI 5 KOMaHﬂHOfI, 4TO MO3BOJIAET PaClIMPUTD
I[IepCOHa/JIbHOE BUAEHHUE KAXKA0T0 Y4aCTHUKA [TPOLIECCa, d TAKXKe 3allyCKaeT PO eCChbl rpyrmOBoﬁ
AUHAMHKH.

e KoHe4yHbIM pe3yjabTaToM pa6OTbI ABJIAETCA CO3JaHHAA U3 KUPIINYHNKOB .HEFO-MO,CLGJ'Ib.

3. Memoduka oyeHku camo3ighdhekmueHocmu y4acmHuKko8 2pynnoeozo KoyuuHza

/1151 BbISIBJIEHUSI YPOBHS U ClleLIMPUKH BOCIPUATHUS COOCTBEHHON 3P PEKTUBHOCTH yYaCTHU-
KOB TPYININOBOr0 KOYYMHIa B UCCA€J0BAaHUN ObLIM MPUMEHEHDI /]BA BapUaHTA CaMOCTOSTENbHO
CKOHCTPYUPOBAHHOU METOJAUKHU OLleHKH caM03(pPEeKTUBHOCTH.

3.1 OnucaHue aHkembl

OnpocHasi MeToJuKa COCTOUT U3 10 yTBepKAeHUH, KaXKJ0e U3 KOTOPbIX UMeeT He3anoJHeH-
HO€e NPOCTPAHCTBO. YTBEPXKAEHUs, BXO/IS11e B ONPOCHbIUN JIUCT, IPEe/CTABJSIOT COO0M JiBe IKaIbI.
K nepBoii — neneBoil — 1kaJje (MTh NyHKTOB) OTHOCATCS YTBEPXKAEHUS, COAEepKaHHe KOTOPbIX
HENOCPEeACTBEHHO CBSI3aHO C COJep>KaHUEM KOYUYMHTOBOrO Bo3jAelcTBUSA. CoJiep:KaHUe yTBEPXK-
JIeHW BTOPOM —o061iell — mKajbl (MATh NYHKTOB) OTHOCUTCS K 06J1acTsIM, He 3aTPOHYThIM B
1eJsisIX ¥ 33/jladaX KOyYHMHIOBOTO MeponpusTHs. Takoe pa3jesieHrUe NPOBOAUTCS AJisl 06ecriedyeHus
BaJIM/IHOCTH aHKETBI: pa3/iesisisi MyHKThl ONPOCHUKA Ha JiBe TPYNIbl, Mbl BbISIBJISIEM NPUYUHHO-
CJe/ICTBEHHYIO CBSI3b MeX/1y GaKTOM Yy4acTUS B FPYNIIOBOM KOYYMHTe U paKTOM U3MEHEHUS CAMO-
3pPeKTUBHOCTHU ero y4acCTHUKOB B cdepax, Ha KOTOpble KOYYHMHI OKa3blBaeT Bo3zelcTBUe. /s
KOHTPOJIbHOU I'PYINIbl MHCTPYMEHT ObLJI a/JallTUPOBAH HUCXO/ISl U3 0COOEHHOCTEN J1eITEJIbHOCTH U
3a/1ay 1esieBor ayAuTopur. TakuM 06pas3om, /11 pa3HbIX IPOrpaMM MPHU YyYaCTUU IKCIIEPTOB ObLIU
pa3paboTaHbl pa3Hble BAPUAHTbl METOJUKU. ITO CBAI3AHO C TE€M, UTO UHCTPYMEHT OLleHKHU 3P dek-
THBHOCTH J0JDKEH COOTBETCTBOBAThH cojep:kaHuto MeponpuaTus (TopH, Makkeu, 2002). Takum
06pa3oM, cuMTaeM NpUMeHeHUe Psifla CaMOCTOSITeJIbHO CKOHCTPYHPOBAHHBIX Bapualdil UHCTPY-
MeHTa yMeCTHbIM B paMKax Halllero UCcae/J0BaHMUS.

/i1 y4aCTHUKOB KOTHUTHUBHO-NOBEJEHUYECKOTO KOYYMHIrA ILieJIeBYI0 LKAy COCTaBUJIU
cneaywolive yTepxaeHusi: «[IpoaHaM3nupoBaTh pecypcbl, HEOOX0AUMble MHE JJIs1 JOCTHXKEHUS
Ou3Hec-1esiel, 1 MOTY He XyKe, UeM __% MOUX KoJlJIer»; «Y MeHs 60Jiblile U/ieil pa3BUTHS COOCTBEH-
HOTO MpPOeKTa, 4yeM y __ % MoUX KoJuier»; «YBUJEeTb CBOM OU3HEC CO CTOPOHBI i crnocobeH(Ha)
JleTasibHee, yeM __ % Moux Kosuier»; «0603HAaYUTh 0COGEHHOCTU COOCTBEHHOIO MPOEKTA U €ro
«y3KHe MeCTa» y MeHs NoJiydaeTcs TouHee, 4eM y _ % Moux KoJsuier»; «HasBaTsp maruy, npoBuUrao-
1IMe MeHs K JOCTUKEHHUIO0 CTPAaTEernyecKo GU3HeC-11eJY, 1 MOTy ycIeliHee, YyeM __% MOUX KOJLJIET».

061y HIKaly COCTAaBUJIM CJeAyIOLUe YTBepKAeHUs: «PyKOBOAUTb KOMaHJON COTPYAHU-
KOB 1 yMelo O6oJsiee 3pdekTUBHO, yeM __% Moux KoJsuier»; MHe yaaéTcs JO0CTUraTh CBOUX Iiesied
npoiie, 4eM __% Moux KoJiier»; «/lepkaThb CUTYalMIOo 0] KOHTPOJIEM sl yMelo jiy4ylile, yeM _ % Moux
KoJLier»; «IIpu Heo6X0IMMOCTH NMOCUJETH C JIBYXJIETHUM pe6eHKOM, sl CIPABJISAOCH C 3TUM JIyYllle,
yeM __% MOUX KOJLIEr»; «f MOTy peliuTb CI0XKHY0 3a7a4y 3¢ peKTHuBHee, ueM __% MOUX KOJIJIEr».

Onpoc npoBoAuJICcSd C MPUMEHEHHWEM 4aT-00Ta, CChlJIKA HA KOTOPbIHM MpebsBJisgJach PeCloH-
JleHTaM JI0 W IocJie y4acTUsl B KOYyYMHTOBOM MEPONPHUATHU. 3a/auya PeCloH/eHTa: «OTBETUTbY
Ha yTBepXK/JeHue, 3all0JIHUB CBOOOJHOE NIPOCTPAHCTBO, TO €CTh BIMCAB Ty/la HEKOTOPOe YUCJIO B
npegenax ot 0 1o 100 (gaHHbINA dopMaT onpoca NPUHAT B UCCAeL0BAHUSIX caM03QPEeKTUBHOCTH
WJIK YBEPEHHOCTH B cBoell apdekTrBHOCTH (Bandura, 2006). O61iee BpeMs NpoBeJjeHUs onpoca —
OKOJIO MSATH MUHYT.

3.2 06pabomka pe3ysnbmamos mMemoduku

Ka/ib1i1 U3 MoJIy4eHHbIX OTBETOB SIBJSIETCS OLeHKON caM03pPEeKTHUBHOCTHU PECIIOH/EHTA 110
omnpeseiEHHOMY KpUuTeputo. Ha ocHOBe MoJIyueHHbIX JJaHHBIX BbISBASAIOTCS MOKa3aTelu 1jeJeBOr
(oTHOCsAIENCS K COAEP>KaHUI0 KOYYHUHTOBOTO BO3/€MCTBHUSA) U 001el (He OTHOCSILENCS K CoZep-
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YKaHUI0 KOYYUHI'OBOr'0 BO3/eHCTBUSA) caM03PeKTUBHOCTU PECHOH/EHTA [0 U NOC/Je KOYYHHTa,
YTO MO3BOJISIET OTCAEAUTH MPOU3oLIe/lINe U3MeHeHHUl. AHaJIOTUYHbIe 3aMepbl IPOU3BOJASATCS B
KOHTPOJIbHOU I'pyIIe AJs1 TOTO, YTOObl COOTHECTH NMPOU30ILIeAIINe U3MeHeHHUs C GaKTOM y4acTus
B KOYYUHTOBOM MEPONPUSATUH.

3.3 OyeHka HadéxcHocmu uHcmpymeHma

B nesnsix npoBepKU HAJIEKHOCTHM MHCTPYMEHTA OblI NMpUMeHeH koadpdunueHT a Kponbaxa.
[TosnydyeHHble 3HaYeHUs NpeJcTaBeHbl B Tabsaule 1. 3HadeHne a KpoHbaxa /151 JaHHBIX, TOJIY-
YEeHHbIX [0 BO3JeCTBUSI B 3KCIIEPUMEHTAJIbHOM rpylIe, iBaseTcs gocratodHbiM (0,737 > 0,7).
B ocTasbHBIX ciay4yasx 3HaueHUe KosdpPpuuueHTa sBAseTcsd xopowuM (a > 0,8). [losyyeHHbIE
3Ha4YeHUs TOBOPSAT O BHYTPEHHEU COIIaCOBAHHOCTY XapaKTEPUCTUK U HAJIEXKHOCTH UHCTPYMEHTA.

Ta6sauna 1. 3HaueHus koadpopunumenTa a Kponbaxa

CraTucTukn Haﬂé)KHOCTI/[ B€COB

Ipynmna OKcIepuMeHTaNbHas IPyIIIa KonTponpHas rpynma
3amep Ilo Tlocre Obuee o ITocrne O6ee
a Kponbaxa 737 .837 .801 .847 .881 .865

OnucaHue pe3y/JbTaTOB

JKcrepUMeHTa/JIbHaA rpynna

[IpoaHanusupyeM AaHHble, IOJyYeHHbIE I/ 9KCIIepUMEHTAa/JIbHOU Ipynibl. Bcero goctynHo
66 NMPOTOKOJIOB JJis1 aHa/K3a: 33 MoJiydyeHbl 0 KOYYHMHIOBOrO BO3/IeUCTBUs, 33 — MoOC/e Hero.
B nesisix nmpoBepKU HOPMAJIbHOCTH pacnpefiesieHus JaHHbIX MO IKajaM NPUMEHUM KPUTEpUH
[Hanupo — Yunika. 3HaueHUs NpejCcTaB/eHbl B Tabule 2.

Ta6svua 2. 3HaueHHUs TecTa HA HOPMaJIbHOCTB pacnpefesieHus lllanupo — Yuika a5 JaHHBIX,
NOJIy4YEeHHBIX B 3KCIIepUMeHTaJ/IbHOM I'pyIIe

Tect Ha HopManbHOCTD [llannpo — Yunka

IToxasarenn W P
O61mas mkana camodHeKTUBHOCTH «[O» — 0061Iast mKana caMo3(HeKTUBHOCTI «ITOCTIE» 756 <.001
LleneBas mkama caMo3pGeKTUBHOCTI «F0» — Iie/ieBast UIKaaa caModPpPEeKTUBHOCTI «[IOCTIe» 971 497

PacnpeniesieHre 3Ha4eHUH 0 001IeH IKaJsIe He IBJISIeTCS HOpMaJibHbIM. J|J1s OlleHKW 3HAYUMO-
CTU pa3JIMuui NPUMEHUM HelapaMeTpUUYeCcKUui Kputepuil @puiMaHa JJisi 3aBUCUMbIX BBIOOPOK.
[TosrydeHHbIE pe3y/IbTaThl PeACTaBIEeHbI B TabJ/IHIE 3.

Ta6suna 3. 3HaueHus kputepus PpugMaHa /s 001el Ka/bl JAHHBIX, MOJyYeHHbIX B
3KCIIepUMEHTAJIbHOU rpymie

Kputepuii ®pugmana
X df (cremeneit cBo60pbI) p
5.14 1 .023

Ha ocHOBaHMM aHa/M3a JaHHBIX MOXKHO CZeJlaTh BbIBOJ, O 3HAYUMOCTH Pa3JMuUi N0 0611el
HIKajle B 3KcnepuMeHTa/lbHOW rpymnne (p < 0,05). Jlis AUarHoCTUKM HanpaB/eHUs CABUra
NPUMEHUM ONMKUCATEJbHYIO CTATUCTUKY, IPOAHAJU3UPOBAB CYMMbl 3HAUEHUN MO MYHKTaM 001el
1IKaJibl. Pe3ysibTaThl Ipe/icTaB/ieHbl B TabuuLe 4.
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Ta6sinua 4. OnucaTesbHble CTATUCTUKU JAHHbIX, TOJYyYEHHBIX 110 0011IeH 11Kasie B
3KCIepUMEHTaJIbHOU rpymie

OmucarenbHas CTATUCTUKA

Mepa LeHTpaIbHOI TEHJEHIINI Cpennee CraHp. OTK/IOH.
O6mas mkana caModpPeKTHBHOCTU «TO» 351 65.6
O6mrast mkana caMo3PeKTUBHOCTH IIOCTIE» 380 68.6

TakuM 06pa3oM, 3aKJil0YaeM, UTO Cpe/iHee 3HAUYEHHe JIaHHbIX 10 O0lel IIKaJjie B 3KCIepH-
MEHTAJIbHOM TpyIIle CTaJo 3HAYMMO BbIlle NOCJe KOYYMHIOBOrO BO3JAeucTBUA. Pacnpegenenue
JIAHHBIX MO 1leJIEBOH IIKaJie MPUOJMKEHO K HOpMasibHOMY. Jl/isl OLleHKHM 3HAQUMMOCTH Pa3Ihuuu
npuMeHUM T-kputepuil CThrOZieHTa AJisl 3aBUCUMbIX BbIOOPOK. [loslyyeHHbIe 3HAaYeHHUS NpeJCTaB-
JIEHBI B TabJiuIe 5.

Ta6suna 5. 3HaueHus T-kpuTepus CTbIOAEHTA JJ15 LieJIeBOU IKa/bl JaHHbIX, TOJYYeHHbIX B
3KCIEepUMEHTAIbHOU rpy1ie

T-TecT mapHBIX BBIOOPOK
CrolofieHT ¢ 3uavenme df  p
IleneBas mkana camoabdEKTUBHOCTH «J[0» — IieeBas MKana caMo3(bdEKTUBHOCTH «IIOCTIE» -2.86 32 .007

Ha ocHOBaHMM aHaJ/M3a JJaHHBIX MOXKHO C/ZleJ1aTh BbIBOJ, O 3HAYMMOCTH Pa3/IMyMi 110 LiesieBoU
lIKaje B 3KcnepuMeHTasbHOU rpynne (p < 0,05). [sis AUMarHOCTUKM HalpaBJieHUs CABUra
IPUMEHUM OlKcaTe/bHble CTaTUCTUKH, IPOAaHAIM3UPOBAB CYMMbl 3Ha4eHHH 110 NyHKTaM LieJIeBOH
HIKaJ/bl. Pe3ysbTaThl Ipe/icTaB/eHbl B Tab1uLe 6.

Tabsuna 6. OnucaTesbHasi CTATUCTUKA JJaHHBIX, I0JIYYEHHBIX 10 1ieJIEBOM 1IKaJie B
3KCIIepMMeHTaJIbHOU rpyIne

OmucarenpbHag CTaTUCTUKA

Mepa cpenHell TeHAEHIN Cpennee CraHf. OTK/IOH.
LleneBas mikana caMo3pGeKTUBHOCTI «EO» 363 72.0
IleneBas mkana caMo3pHeKTUBHOCTY «IIOCTIE» 393 63.0

TakuM 06pa3oM, B IKCIIEPUMEHTA/IbHOM I'pyIIIe Cpe/iHee 3HaYEHHE JAHHBIX I10 LieJIeBOH LIKasle
CTaJIo 3HAaYMMO BbILlIE N10CJIe KOYYUMHTOBOI'0 BO3/1€eCTBUSI.

KoHTpoJsibHadA rpynmna

[IpoaHanr3upyeM AaHHbIE, TOJYYEHHBIX AJis1 KOHTPOJIbHOM rpynmnbl. Bcero cobpano 40 npoTo-
KOJIOB AJis1 aHasr3a: 20 nmoJiydyeHbl A0 Bo3aelcTBUs, 20 — mnocsie Hero. /lJisi IpoBEpKU HOpMaJlb-
HOCTHU pacnpejesieHUs1 JaHHbIX M0 WKaJaM npuMeHuM Kputepui llanupo — Yusika. PesysnbraThl
npezcTaBJeHbl B Tabule 7.

Ta6sivua 7. 3HaueHHUs TecTa HA HOPMaJIbHOCTB pacnpejesieHus lllanupo — Yuika a5 JaHHBIX,
NIOJIy4YEeHHBIX B KOHTPOJIBHOM IrpyInime

Tect Ha HopmanbHOCTD lllanupo — Yunka

ITokasaresnm w p
O61mas mkana camodHeKTUBHOCTH «[0» — 0061ast mKana caMo3HeKTUBHOCTI «ITOCTIE» .898 .002
LleneBas mkana caMo3pGeKTUBHOCTI «F0» — ILie/ieBas UIKaaa caMo3PPeKTUBHOCTHU «IIOCTIe» 974 473

PacnpeznenieHre 3Ha4eHUH 110 0611eH 1l1KaJle He AABJISeTCS HOpMaJIbHBIM. J|JIs1 OLleHKU 3Ha4YMMO-
CTH pa3JIMuui NIPMMEHUM HellapaMeTpU4ecKUul Kputepuil @puiMaHa JJi 3aBUCUMbIX BBIOOPOK.
Pe3y/nbTaThl Ipe/icTaB/eHbl B Tab/uLe 8.
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Ta6suna 8. 3HaueHus kputepus PpugmMaHa /s 061el MIKa/bl JAHHBIX, MOJy4YeHHbIX B
KOHTPOJIbHOM I'pyIIie

Kputepuii ®pugmana

2

X df (cremenest cBo6OBI) p
3.27 1 .071

Ha ocHOBaHMU NMpPOBEEHHOTO aHa/M3a MOXXHO C/leJIaTh BbIBOJ 06 OTCYTCTBUM 3HAYUMbBIX
pas/in4ui o o611el IKale B KOHTpoJibHOU rpynie (p > 0,05). PacnpeiesieHne JaHHBIX 10 LieJIeBOM
HIKaJie MPUGJIMXKeHO K HopMaJibHOMY. /lJis1 OlleHKH 3HAaUUMOCTH PA3JIMIUA IPUMEHUM T-KpUTepUi
CTbloJleHTa J1J151 3aBUCUMBIX BbIOOPOK. [loslydeHHble 3HaYeHUs Ipe/iCTaB/eHbl B TabsulLe 9.

Tabauna 9. 3Hauenus T-kpuTepus CTblOAEHTA JJ15 LieJIeBOU LIKa/bl JaHHbIX, OJyYeHHbIX B
KOHTPOJIbHOM I'pyIIie

T-TecT MapHBIX BRIOOPOK
CrblofieHT ¢ Suavenne  df P

Llenesas mkana camo3ddEKTUBHOCTH «/[0» — IieneBas MiKana caModpHeKTUBHOCTH «IIOCTIE» -1.77 19 .094

Ha ocHOBaHMU NpPOBEJEHHOI0 aHa/JM3a MOXHO C/eJlaTh BbIBOJ, 00 OTCYTCTBHM 3HAYMMBIX
pas/IMyYUi N0 1eJIeBOH 1IKaJle B KOHTPOJIbHOU rpymnne (p > 0,05).

06cyxaeHue pe3y/bTaTOB

OueHka 3pPeKTUBHOCTH SIBJSETCSA 3HAYMMbIM KOMIIOHEHTOM JII0O0r0 pa3BHUBaIOLETO MepPO-
npusatusa (PKykos, 2004). 3ddekTbl KOydyHMHIra MOTYT ObITh HM3MEPEHbl Pa3HbIMU CIOCOOGAMH,
KOTOpbI€ YCJIOBHO MOXKHO Pa3/ieJIUTh Ha MTOCT-KOYYHHTOBBIE U 10JrOCpOYHbIe. [lepBble 3aMepsIoT
KpPaTKOCPOYHbIX 3pPeKT HenocpeJCTBEHHO MOC/Ie 3aBepIIeHUs1 KOYYMHIOBOTO B3aUMOJIEUCTBUS,
BTOpble — I10 UCTEYEHUU ONpe/IeIEHHOTI0 IPOMEKYTKA BpEMEHHU.

B HacTosileM Hcc/ieJOBaHHUU MPOU3BELEHO U3MepeHHe KPaTKOCPOuyHOro s¢dekTa rpymmno-
BOI'0 KOYYMHTA PYKOBOAUTEJIEN C 1|eJIbI0 BbISIBJEHUS HAJTMYMsI U3MEHEHHUs MT0Ka3aTesel caMo3d-
$EeKTHBHOCTH U UX CBSI3U C YyYaCTHEM B KOyYMHTOBOM MepONpUATHHU. B paboTe Mbl paccMaTpuBaeM
3pdeKTUBHOCTb KOYYUHIa KaK COBOKYMHOCTb BceX 3P PEeKTOB, KOTOPblE COOTBETCTBYIOT MOCTaB-
JIeHHbIM NepeJi HUM 3aJiladyaM. B TakoM pakypce 3pdeKTHUBHOCTD NepecTaeT ObITh «3KOHOMUYE-
CKOM», HallpaBJIEHHOM Ha OLIeHKY LleJ1eC000Pa3HOCTH MaTepHaIbHbIX CPEJICTB BEJTMYHMHOMN. B TO ke
BpeMs OHa OTpPaXKaeT TO, HACKOJIbKO 3P eKThI MOJI0KUTENbHBI U B KAKOW CTENIEHU COOTBETCTBYIOT
II0CTaBJIEHHBIM Nlepe/i KOyYHHIOM 33/ja4yaM.

[IpoBesiéHHOE Hcclefj0BaHMe MOATBEPKAAeT Halle NpeAIoJoXKeHHe O TOM, YTO ydacTue
pYKOBOAUTE/IEH B I'PYyNIIOBOM KOIHUTHUBHO-NOBEJEHYECKOM KOYUYMHIE CBSI3aHO C yBeJIUYEHHUEM
nokasareJsiell Ux caMo3PpPeKTUBHOCTH. Pa3inuns JaHHBIX U3MepPEeHUH, IPOBEAEHHBIX 10 U NIOC/IE
KOYYHHIOBOTO MEPOTNPUSTHS, JOCTOBEPHBI HAa YpoBHe 3HauuMocTH 0,05. B To ke BpeMs pa3inyus
MeX/ly 3aMepaMu Moka3zaTesiell caMm03$pPeKTUBHOCTH yYaCTHUKOB IPyNIbl, B KOTOPOH KOYYUHIO-
BO€ BO3/IeMCTBUE HE OCYIECTBJISANOCH, He SIBJISAIOTCSA 3HAYMMbIMHU. ITO NO3BOJISIET C/EJATh BbIBOJ
0 CBSI3U M3MEHEHHUs BOCIPUATHUS COOGCTBEHHOU 3)PEeKTUBHOCTU HENMOCPECTBEHHO C YYacTHUEM B
I'PyHIIOBOM KOTHUTHUBHO-TIOBEJIEHUECKOM Koy4yuHTre. TakuM 06pa3oM, onvpasicb Ha MOJy4eHHbIe
pe3ysibTaThbl, MOXKHO C/eJIaTh BbIBOJ, O MOATBepKAeHUU eunome3sbl 1. CaM03dPeKTUBHOCTb y4aCT-
HUKOB TpYINIOBOr0 KOTHUTHBHO-TNIOBEJIEHUYECKOTO KOYyYMHIA HW3MEHHWJIACh I0CJe BO3/eHCTBUSA
cuJibHee, yeM caM03p(}eKTUBHOCTb YJEHOB TpPYyININ, B KOTOPbIX KOYYHHI'OBOE BO3JleHCTBUE HeE
OCYIL[eCTBJISJIOCD.
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Pe3ysibTaThl HACTOALLET0 UCCIEL0BAHUSA COIVIACYOTCA C JAHHBIMHY, ITI0JIy4YeHHBIMHU B psAJie 3apy-
OexKHbIX pab0T U 0TMeYalUMMHU POCT M0Ka3aTesield caMo3pPEeKTUBHOCTU B pe3y/ibTaTe IpUMeHe-
HUs KoyuuHra (Moen, Allgood, 2009; Baron, Morin, 2009; Grant, 2013; Pekkan, 2018). [loBbileHue
caM03$PEeKTUBHOCTU IO3BOJISIET NPOTrHO3UPOBATh BEPOSITHOCTb JENCTBUM, HAlpaBJEHHbIX Ha
JIOCTHXKeHWe YYaCTHUKAMH KOYYHWHIa COOCTBEHHBIX LieJied, YTO AaéT BO3MOXXHOCTb pacCMaTpH-
BaTh OLeHKY caM03(p(PEKTUBHOCTH KaK BaXKHbIWA JIMYHOCTHbBIN NPEAUKTOP pealbHbIX JOCTHXKEHUN
(Banaypa, 2002; Pajares, 1996). B cBA3M ¢ 3TUM JUAarHOCTUKA BOCHPUATHUSA COOCTBEHHOHU 3 dek-
TUBHOCTHU MOXeT ObITb pacCMOTpPEHa KaK BaJUJHBbIA MeTO/, OLleHKU pe3ysbTaTa KOYYUHTOBOTO
B3auMoiercTBUSA. KOHCTPYKT caM03$PeKTUBHOCTb BKJIIOYAET B ce6s1 KOTHUTUBHBIN U MTOBeieHYe-
CKHWM KOMIIOHEHTBI, C YEM CBfI3aH €ro NoTeH{aJl U BO3Bpallaloasacd NonyJapHOCTb Cpeiu UccJie-
JoBaTeseu.

[loslydeHHble pe3y/bTaTbl MMEKT Ba)XXHOE 3HayeHUe /[Jil OPraHU3alMOHHOW IMPaKTHUKHU.
[TokasaTesn cam03pPeKTUBHOCTH PYKOBOAMUTEJIEM CBSI3aHbl C HUX CIHOCOOHOCTbIO MPUHHUMAThb
pellieHUs], yIIPaBJAATh KOMaHJ0M U aJjlanTUpoBaThcs K n3MeHeHUsAM (Ramchunder, Martins, 2014;
Abou, 2017). BHeipeHMe TpyNnoBOro KOTHUTHBHO-NOBEAEHYECKOTO KOYYMHIa B KOPIIOPATUBHbIE
NporpaMMbl Pa3BUTUSI MOXKET CIIOCOOCTBOBATbH HE TOJIbKO MPOdECCUOHATBHOMY POCTY y4aCTHU-
KOB, HO Y MOBbIIIeHUI0 3QPEKTUBHOCTU yIpaBJeHHUs B opraHu3anuu. TakuM 06pa3oM, KOYYUHT
MOXKEeT pacCMaTPUBATbCS KaK MHCTPYMEHT OPraHUM3alMOHHOTO Pa3BUTHS, 0COOEHHO B YCA0BUSX
TpaHcopMalMi U KPU3UCOB.

[Ipy 3TOM OTKpPBITBIM OCTA€TCs BONPOC MPOAOKUTENBHOCTU U YCTOMYUBOCTH 3aPUKCUPO-
BaHHOT'0 3¢deKTa MOBbILIEHUS YBEPEHHOCTU PYKOBOJUTENEH B COOCTBEHHON 3)PEKTUBHOCTH.
HHuTepecHO 6bLJ10 OBI JOMOJHUTEIBHO IPOBECTH OTCPOUYEHHYIO JUAarHOCTUKY YPOBHSA caMo3ddek-
THUBHOCTH, a TaK>ke 3aPUKCUPOBATh GPAKT HAJTUYUS UJIU OTCYTCTBHS peasibHbIX IeNCTBHUU B HAaMpaB-
JIEHUH JI0CTHXKEHUSI IOCTaBJIEeHHbIX yYaCTHUKAMU Liesiel. U3MeHeHHs B IeMCTBUSAX MOTJIU Obl CTaTh
NOATBEPK/eHUEM BHeIllHeH BaJIMJHOCTU MEeTO/]a KOTHUTUBHO-MIOBeleHYecKoro koyuuHra (bakiuy,
Keiini, 2002).

OT/e/IbHO OTMETHUM, YTO MOBbIIIEHUE CaMO3)PEKTHUBHOCTU YYaCTHUKOB I'PYNIIOBOTO KOTHU-
TUBHO-IIOBEJEHYECKOT0 KOYYMHra NMPOM30LLJIO KaK IO LeJeBOM LiKaje (TOH, Ha cojep:KaHue
KOTOPOU HanpaB/IeHO KOyYMHTOBOE BO3/I€MCTBHE), TaK U 110 HelleJieBOM LiKaJie (TOH, Ha cofieprKa-
HUEe KOTOPOU KOYYMHIOBOE BO3/IeMICTBME He HalpaBJ/ieHO). TakuM 06pa3oM, Mbl HabJl0JaeM Kak
O’KM/]aeMbIH, TaK U M060YHBINA 3P PeKThI KOydrnHra. Ha 0cCHOBaHMM 3TUX JJAHHBIX MOKHO 3aK/JIOUYUTD,
YTO I'PyNIIOBOM KOTHUTUBHO-NIOBEJAEHYECKUN KOYYUHT OKa3blBaeT BJOXHOBJIAKOLIEE BO3LEUCTBUE
Ha ero YYaCTHUKOB, MEHSIET UX NPe/iCTaBJeHUs 0 COGCTBEHHON 3P PEKTUBHOCTH B LIEJIOM.

Takue pe3ysbTaThbl MOTYT OBITH 00YCJIOBJIEHBI, HAIPUMeED, 0COOEHHOCTSIMU IPyNIOBON GOPMBI
paboThl M cO3/aBlIelCcs B Ipolecce B3auMoeicTBrs aTMocdepo. [Ipolecchl rpynnoBoro 06cyx-
JleHUsI U COLMaJIbHOTO CPaBHEHMsI MOIJIM OKa3aTb BJIMSIHHME HAa M3MeHeHUe O0OLIMX IoKasaTe-
Jiei camo3adPeKTUBHOCTHU. ['pynnoBoil dopmaT pabOThl NMpejnosaraeT, YTO UHAWBUJ, MOJydaeT
«B3IVIS1Zl, CO CTOPOHBI» Ha COOCTBEHHbIE pPeCypchbl U BO3MOXKHOCTU. [logep:kuBatouias u 6e3ole-
HOYHas aTMocdepa KOYYUHIOBOM IPYyMIibl CO34AET Y YYACTHUKOB ONBIT YCIleXa, YTO TaKXKe MOXKET
BO3/I€MCTBOBATh Ha UX CAMOOLeHKY U caM03ddeKkTUBHOCTB. Ha nokasaTenn camo3pPeKTUBHOCTHU
BJIMSIIOT TaKXKe 3HAaHUS O AOCTHXKEHUSAX U Heyhadyax Apyrux jaiogei (bangypa, 2002). Kpome Toro,
pOCT 00l1leli yBEPEHHOCTU B COOCTBEHHBIX CUJIaX MOT NMPOU30WUTU B pe3ysbTaTe GOPMHUPOBAHUSA
KOTHUTHUBHBIX CBSI3el C MPOILJIbIM NO3UTUBHBIM onbiToM (KoBnak, Exxukos, 2021). [losyyeHHbIe
pe3y/bTaThl MOTYT ObITh TaKe CBSI3aHbI C HECOBEPLIEHCTBOM pa3pab0TaHHON METOIUKHU OLlEHKU
caM03$PeKTUBHOCTU. Bce BbIIBUHYThIE MPEAIOJ0KEHUS TPEOYIOT JasbHelel sMIupUdecKon
IIPOBEPKHU.
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TakuM 06pa3oM, N0 pe3ysbTaTaM OCYILIEeCTBJIEHHOIO UCCJIeL0BaHUA MOXHO CJleJ1aTh BbIBOJ, O
4aCTUYHOM NOATBEPKAEeHUU 2unomeswl 2. CaM03PpeKTUBHOCTb YYaCTHUKOB IPYNIIOBOT0 KOTHHU-
TUBHO-TNIOBE/IEHYECKOT0 KOYYMHra M3MeEHWJachb MOcCjae BO3JeHCTBUA TakK, 4TO: caM03pPeKTUB-
HOCTb 110 IleJIeBOY 11KaJie (TOW, Ha coZiepKaHue KOTOPOU HallpaBJieHO KOYYHHIOBOe BO3/lefCTBHE)
3HAUYUMO BO3pocja; caMo3pPeKTUBHOCTb MO 0OLel 1iKase (TOW, Ha cojep:KaHHe KOTOPOU He
HanpaBJ/IeHO KOYYUHI'0BO€e BO3/JeMCTBHE) TaKXe 3Ha4MMO BO3pocJja. B 1iesioM cpaBHeHMe pe3yiib-
TAaTOB Ha4yaJIbHOW M UTOTOBOW JMArHOCTMKU B KOHTPOJIBHOM MU 3KCHEPUMEHTA/IbHOW Ipynnax
JlaeT BO3MOXXHOCTb CHUCTEMaTU3UpPOBAThb apryMeHTbl B M0J1b3Y 3QPEKTUBHOCTU KOYYHHIOBOHU
IpOrpaMMbl, BbIpa>KEHHOU B MOBBILIEHUH YPOBHS caM03()PEKTUBHOCTH €€ yYaCTHUKOB.

BbIBO/bI

1. I'pynnoBo¥ KOTHUTUBHO-NOBEJEHYECKUU KOYUYMHI PYKOBOAUTEJeH HABJAETCA CpeLCTBOM
HOBbIIIEeHNS] CaM03)PEKTUBHOCTH €ro Y4aCTHUKOB.

2. B pesysnbTaTe rpynnoBoro KOrHUTUBHO-NIOBELEHYECKOI0 KOYYUHIa HA0OJ/II0AaeTCsl POCT CaMo-
3G PEeKTUBHOCTHU MO BCEM KPUTEPHUSIM, BHE 3aBUCHMOCTH OT UX OTHOIIEHUS K COJEepKaHUI0
KOYYUHTOBOM NPOTPaMMBbl.

3akK/JIloueHue

JlaHHas cTaThsl MOCBSIeHA HCCAeJ0BaHUID 3)PEKTUBHOCTH KOYYHMHIa Kak MeToZa MOMO-
rarouied npakTUKd. OCHOBHOW aHa/U3HWpPyeMOW eJUHUIleN CTajJl KOTHUTHUBHO-TIOBEJeHYeCKUU
KOYYHHI, KOTOPbIM Ha HACTOSIIIMU MOMEHT 06J1a/iaeT 60Jibliel SMIUPUYECKOW 060CHOBAaHHOCTbIO
B CPAaBHEHUH C JIPYTUMHU HAMpPaBJIEHUSMU KOy4YHHTA. [loslydyeHHble pe3y/bTaTbl BHOCAT BKJAJ, B
pa3paboTKy Hay4YHO 06G0CHOBAHHOIO MO/IX0/]a K KOYYMHTOBOM MPAKTHUKE U PACHIMPSIOT MPe/CTaB-
JieHUs1 06 a¢pPeKTax KOyYUMHIOBOTO BO3/1€UCTBUS.

B KauecTBe nepeMeHHOH, BBICTYNAIIEeN KPpUTEpUEM Pe3yJIbTATUBHOCTHU KOYUYHUHTa, B paboTe
paccMoTpeHa camM03$PEeKTUBHOCTb €ro YYacTHHKOB. B paMkax 3MIUPHUYECKOTO HCCIeL0BaHUS
TeopeTUYeCKH 060CHOBAaHA U SMIIUPUYECKH MOJTBEPKEHA CBSA3b MEXAY GAKTOM y4yacTUsl PYKO-
BOJIUTEJIEH B IPYNIIOBOM KOYYHHIe U U3MeHeHHeM UX caM03dpdeKTUBHOCTH. COriacHO MoJiy4YeH-
HbIM pe3y/ibTaTaM, MOXXHO 3aKJIYUTb, YTO GOpMaT I'PYNIOBOr0 KOTHUTHBHO-MOBEJEHUYECKOT0
KOYYHHTa MOJIOKUTEJNbHO BJIMSIET HAa MOBBbIIIEHUE 00Iero ypoBHsI caM03pPeKTHUBHOCTU PYKO-
BOJUTesiel. ITHU JJaHHble MO3BOJISIIOT MO-HOBOMY IMOCMOTPETh HAa BOMPOC COOTBETCTBUS COZEp-
’)KaHUSI KOYYMHTOBBIX MpPOrpaMM MoJsiydyaeMbIiM 3¢dekTaMm. Pe3ynabTaThl HcCIeL0BAaHUS MOTYT
HAUTH NpUMeHeHHe NPHU pa3paboTKe U ONTHMHU3ANUU BHYTPUOPTAaHU3AIMOHHBIX KOYUHUHTOBBIX
nporpamM, a TakXke NpU MJAHUPOBAHUU MOAAEP>KUBAIOIIUX MEPONPHUSITHMN: MPOJIOHTALMS MOJY-
YyeHHOro 3¢ deKTa MOXKET CTaTh BaXKHOW YaCThI0 MOCT-KOYYMHTOBOTO COMPOBOXAeHUs. [Ipu 3TOM
BOMPOC O MPUYHMHAX U MeXaHU3Max C/BUra caMo3dPpeKTHUBHOCTHU AaeT MOYBY /i HOBBIX UCCJIE/0-
BaHMU. /lasibHelIas pa3paboTKa JaHHOM TEMAaTUKU OyAEeT C1oCOOCTBOBATh Pa3BUTHIO KOHIIENTY-
QJIbHBIX OCHOB KOYYMHT'OBOU NMPAKTHUKHU.

Kpowme Toro, B paboTe npe//i0’keHa MeTOMKA 3KCIpecc-0lleHKU caM03pPeKTUBHOCTH y4acT-
HUKOB T'PYNIIOBOT0 KOYYHMHIa, KOTOpPAsg MOXeT ObITh UCIO0Jb30BaHA NMPAKTUKYIOIMMHU CIIel[UaU-
CTaMH B KayeCcTBe paboyero HHCTpyMeHTa. MeToiMKa ONTUMaJIbHA /IJIs IPUMeHEeHHs B OpraHu3a-
IJUOHHOM KOHTeKcTe. E€ mpeuMyliecTBa — CKOPOCThb 3anoJHeHUs (MATh MUHYT) U BO3MOXKHOCTb
VMHTerpanyu B [UpoBble CUCTEMBI YIIPaBJIeHHUS MepoCcHaIOM (HalpuMep, Yepe3 4aT-00Thl), YTO
M03BOJIUT OpPraHU3allMsM OMEepPaTUBHO OlLleHUBATb 3QPEKTUBHOCTH TPYIINOBLIX KOYYHHIOBBIX
nporpaMm 6e3 3HaYUTEbHbIX BpeMEHHbIX 3aTpar.
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Abstract. Purpose. The article presents the results of a study aimed at empirically evaluating the
effectiveness of group cognitive behavioral coaching for managers by measuring the self-efficacy of
its participants. Research design. The sample consisted of participants in the experimental and control
groups, 53 peopleintotal. The experimental group isrepresented by participants in two sessions of group
cognitive behavioral coaching: middle managers of Russian companies and entrepreneurs, 33 people
aged 23-57 years (cf. 39,1). The control group consisted of listeners of a lecture on psychodiagnostics:
Master’s students of a commercial Russian university, 20 people aged 21-36 years (cf. 28,3). Research
methods: group cognitive-behavioral coaching using the “Lego Serious Play” method, a questionnaire
method for measuring the self-efficacy of coaching participants. Results. A comparison of the results of
the initial and final self-efficacy diagnostic in the control and experimental groups makes it possible
to systematize the arguments in favor of the effectiveness of the coaching program, expressed in a
significant increase in the level of self-efficacy of its participants (p < 0.05). Conclusions. The connection
between the use of group cognitive-behavioral coaching of managers and the increase in self-efficacy
of its participants has been theoretically substantiated and empirically confirmed. As a result of group
cognitive behavioral coaching, there is an increase in self-efficacy according to all criteria, regardless
of their relationship to the content of the coaching program. The practical significance of the work lies
in the development of a methodology for rapid assessment of the self-effectiveness of group coaching
participants, which can be successfully used by coaching specialists in their practical activities. The
value of the results lies in the fact that the change in the self-efficacy of group coaching participants is
accepted as one of the metrics of its effectiveness, which provides a new perspective for the scientific
study of the effectiveness of coaching as a method of practical work.

Keywords: evidence-based coaching, group coaching, cognitive behavioral coaching, self-efficacy,
coaching effectiveness, coaching psychology.
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[TaccuBHada arpeccrs Ha paboyeM MecTe: aJalnTalusa
OINPOCHHKA MTAaCCUBHOM arpecCuM Ha PyCCKOU BbIOOPKe

I'HUITOBA Csetnada EBreupeBHa

HayuoHnanvHoiii uccnedosamenvckuti ynusepcumem «Boicuias wikona sakonomuxu», Mocksa, Poccust

AHHOTaUMA. AKTya/IbHOCTb paboThI 3aKJII0YAETCS B OTCYTCTBUHM PYCCKOSI3BIYHOTO MHCTPYMEHTA IS
OIlEHKH MAaCCHBHOM arpeccuy, YTO BaXHO B COBPEMEHHBIX YCJOBHUSAX, TaK KaK MacCUBHas arpeccusi
HeraTUBHO BJIMSIET Ha 06Jarornojydde COTPYAHUKOB Ha paboyeM MecTe. JTO NOMOMKET PaCUIMPHUThb
MEeTO/I0JIOTHI0 U3y4YeHUs JaHHoro peHomeHa. LJess. Llenb paboTbl — ajantanus JJisi pyCcCKOsI3blY-
HoM BbIOOpKH «llIkasbl maccuBHOM arpeccumn» (Passive Aggression Scale, PAS) (Lim, Suh, 2022). Memoa.
Bbi60pKy afanTanuu coctaBun 382 pecnoHzeHTa (226 »eHIIMH U 156 My»X4MH), paboTawLUX B
Poccuy, B Bo3pacte ot 18 g0 66 net (M = 33.4, SD = 9.84). B npouecce afanTtanuu «lkanasl maccuBHOU
arpeccuu» ObLJI OCYLIeCTBJIEH NMPSIMOM M 0OpaTHBIN NepeBo/i, NPOBeJleHbl KOTHUTHBHbBIE HHTEPBLIO.
i mpoBepKU BaJIMHOCTH OMPOCHHUKA ObLJIa UCIOIb30BaHAa CyOIlKala HEHPOTU3MA PYCCKOSI3bIYHOU
BepcuM onpocHuKa «bosbinas natépka» (Big Five Inventory-2) (Kanyruu u ap., 2021) 1 onpocHUK
«TemHast Tpraza» (Jonason et al,, 2020), aganTrpoBaHHas Ha pPycCKosI3bIYHON BbiGopke (KopHu0Ba,
Kopnusos, YymakoBa, Tanmay, 2015). Pesyabmamei. lllkana mokasasia XOpoIlyo COIIACOBAHHOCTb U
BatuAHOCTb. KoHPupMaTopHbIH GaKTOPHBIN aHAIN3 TOATBEPAUII HATHUUKE TPEX GAaKTOPOB U NOKa3asl
YZ0BJIETBOPUTEJIbHBIN pe3ysabTaT. LleHHOCTb pe3y1bTaToB. Bbl1 alanTUPOBAaH MHCTPYMEHT, KOTOPBIX
MI03BOJISIET OLEHUTDb IACCUBHYIO arpeccrio Ha paboyeM MecTe Ha PYyCCKOsI3bIYHOM BbIOOPKE.

Kiw4yeBsble C/10Ba: naccMBHas arpeccud Ha pa6oqu MeCTe; ICUXOMETPHUKA; aJalnTaluuda; CTUMYJIUPO-
BaHHWE€ KPUTHUKH; HU30eraHue; WTHOPUPOBAHUE,; caboTax.

BBegeHue

OTHOIIEHUS] B KOJIJIEKTUBE SIBJSIIOTCS BaXXKHbIM (aKTOPOM 6J1aronoJiydusi COTPY/HUKOB.
CoBpeMeHHbIe UCC/e/J0BAaHUS MOKA3bIBAIOT, YTO Xopollas aTMocdepa Ha paboyeM MecTe, XOpolirie
OTHOLIEHUS C KOJIJIEraMHU U PYKOBOJUTEJISIMH, COIIMAIbHAS Cpe/ia ABJSIIOTCS BaXKHBIMU GaKTOpaMu
JIJIs HOBOTO MOKOJIEHUS, BbIXO/Isilero Ha peiHOK TpyAa (Holopainen, Suslova, 2019; Kulakova, 2018;
Nabahani, Riyanto, 2020; Ozkan, Solmaz, 2015). 3HaunTeIbHOE HETATUBHOE BJIUSIHUE MOXKET 0Ka3aTh
B3aMMHas arpeccusi B paboyeM KoJiieKTHBe. COTPYAHUKHU, KOTOPbIe MOABEPralOTCs arpeccuyd Ha
paboyeM MecTe, MEHEE Y/I0BJIETBOPEHbI pabOTOM, UCIIBITHIBAIOT CUMITTOMbI BHITOPAHUS, U UX 0011iee
COCTOsIHME 3/I0POBbS XyKe, UeM Yy TeX, KTO He MojBepraetcs arpeccuu (Merecz, Drabek, Moscicka,
2009). CoTpyAHUKH, KOTOpbIE MO/JBEPTraJUCh arpecCUuy, UCIbITbIBAJU O0Jiblle MPO6JIEM C MCUXO-
JIOTUYECKUM 3/I0POBbEM HM3HAYAJIbHO U Yepe3 MATh JIeT, YeM OCTajibHble PAOOTHUKHU, KOTOPbIe He
noasepranuvck arpeccuu (Hogh, Henriksson, Burr, 2005).

Appec: Poccus, 101000, r. MockBa, [loTanoBckuil nepeysok, 4. 16, ctp. 10. E-mail: sgnipova@hse.ru
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[laccuBHasA arpeccus BKJIIOYaeT B ce0s aKTHMBHYI0 U naccuBHyl ¢opmbl (Parrott, Giancola,
2007). bblyio poBejleHO MHOXKECTBO UCCIeJ0BaHUM HAa TeMy akTUBHOU arpeccuu (Hills, Joyce, 2013;
Merecz, et al., 2009). ['opa3io MeHbllIe UCCAeA0BaHUM MOCBSILEHO MACCUBHOM arpecCcuy, 0CO6eHHO
Ha pabouyeM Mecte (Biger, 2020), 4To MOXeT NPUBECTU K HeJOOLeHKE HEeraTUBHOTO BJIMSHUSA
IIaCCMBHO-aIrpeCcCUBHOrO NOBeJIeHNA Ha TeX, Ha KO0 OHO HallpaBJIEHO, U Ha TeX, KTO ero UCIOJIb-
3yeT. YToObI BOCHOJIHUTBH 3TOT NpOO6es, JJaHHOe UCCAeloBaHUE Oy/leT MOCBSALEHO U3MEPEHUI0
IIaCCMBHOMW arpeccuu Ha pabodeM MecTe.

Hu f19 KOro He ceKpeT, YTO BO MHOTHUX OTpPac/AX 06bEM paboThl, BBINOJHAEMON COTPYAHU-
KaMH, OTJIN4aeTCsa OT IPONKMCAHHOr0 B pabo4ux JoKyMeHTax. [110xasa ocHALEHHOCTD TPy/a, epe-
paboOTKH, HEMPOAYKTUBHAsA OIOpPOKpATHS, IJIOXHeE YCJI0BUS TPyJa MOTYT CHU3UTh 6GJaronoJydue
COTPYAHUKOB 10 KPUTHUYECKOTO YPOBHA. B 3TOM cilydyae OHM MOTyT NpUOErHYyTb K aKTUBHOMY
BbIpaKEHUI0 arpeCcCUU U OTKPBITBIM IpoTecTaM. Ho ecThb yC/10BUS, B KOTOPbIX OTKPbITOE BbIpaXKEHHUE
arpeccry HeBO3MOXKHO. B TaKUX cUTyanusax [iJ1 TOro, YTOObI 10Ka3aTh He3PPEKTUBHOCTb pab0OYUX
IpPOLECCOB, COTPYAHUKM HAaYUHAIOT BbINOJHATh MUHUMAaJIbHbIE YCJI0BUS, KOTOpPble MIPONUCAHBI Y
HUX B TPYAOBOM KOHTpakKTe. Takoi BU/| 3a6aCTOBKM Ha3bIBAETCs «pPabOTa-CTPOro-no-rnpaBuaaM»
(work-to-rule). 3To MOXeT HaHeCTHU cepbEé3HbIN Bpea. HanpuMep, pe3y/ibTaThl TECTOB M0 y4eOHbIM
npeaMeTaM JJid fieTel ObLIN Xy»Ke B TOT o, KOrZa Y4UTe s y4acTBOBaJIM B 3a6acTOBKe «paboTa-
cTporo-no-npaBusiam» (Johnson, 2011; Michaud, Somogyvari, 2023). Bpauu oka3piBa/ldi MUHUMaJIb-
HYI0 MeZJMLIMHCKYI0 IOMOIIlb CBOMM NALMeHTaM U3-3a TOT'0, YTO B TOM roZly 010/KeT MeJULIUHCKOT0
cTpaxoBaHuda AJid Bpadell He yBenuuyuiau (Tuffs, Tuffs, 2003). 3To oueHb onacHble NMOCA€ACTBUSA,
KOTOpbIe HAHOCAT Bpe/| He TOJIbKO COTPYAHUKAM M OpraHU3al 1y, HO U JIIOJAM CO CTOPOHBI.

OdeHb BaXKHOW MPO6JEMOH /11 POCCUMCKHUX UCC/e/loBaTesel ABISAETCS OTCYTCTBUE UHCTPY-
MEeHTa [|JI OLleHKH IIaCCUBHOM arpeccuy Ha pyCcCKOM A3blKe. [IpeAnIprMHUMAa/IMCh NONBITKH UCIIOJIb-
30BaThb pa3/IMYHble UHCTPYMEHTHI JAJI OLEHKU CXOJHBIX KOHCTPYKTOB (MoposoBa, ['op6yHOB,
2021). CamMbI¥ U3BECTHBIM ONMPOCHUK arpeccuu 6b11 cocTaseH A. X. baccom u M. [leppu, HO B 3TOM
ONPOCHUKe HeT pa3/ieJieHHUs Ha NAaCCMBHYIO U aKTUBHYM arpeccuto (Buss, Perry, 1992). HepaBHo
OblI0 pa3paboTaHO HECKOJIbKO ONPOCHUKOB [JI OLlEHKM NMacCUBHOM arpeccuu (Schanz, Equit,
Schifer, Kafer, Mattheus, Michael, 2021; Kim, Suh, 2022). 3Tu onpocHUKU OY/lyT MCIOJb30BaHbI B
KadyecTBe OCHOBBI /1JIF aZjallTallud METOAUKH [IJIs1 PyCCKOSA3BIYHOM BbIOOPKH.

TeopeTuyeckue OCHOBbI M3yUEHHSI U M3MEPEHUS IACCUBHOM arpeccum

TepMuUH «laccuBHas arpeccusi» (passive aggression) 6bL11 BBeJJEH aMepPUKAHCKHUM IICUXUATPOM
YunbsamoMm K. MeHHUHTepoM Bo BpeMsi BTopoit MupoBoi BoitHbl (Menninger, 2004). OH 3amMeTuJI,
YTO HEKOTOpbIe COJIAAThI He MOAYMHANIUCh IPUKa3aM, HO JleJIaJli 3TO CKPbITHO: IEPEHOCH CPOKHU
VCIIOJIHEHUS, KaJ1ysiCb HAa TPYZHOCTH, IpeHebperasi TEXHOJIOTUSIMU U TaK Jiajiee, IOCKOJIbKY OHU He
MOIJIM OTKPBITO OTKa3bIBaTbCS BBINOJHATH MOCTaBJeHHble 334a4u. Y. K. MeHHUHrep Ha3BaJ 3To
naccuBHoM arpeccuel (I'puropbesa, Cekay, 2019; Mopo3oBa, ['opbyHoB, 2021).

B Te BpeMeHa nmaccuBHas arpeccusi KJacCMPUUUpOBaIach Kak MCUXUYECKOEe pacCTPOMCTBO.
OHO 6b1JI0 OIIMCAaHO KaK NaCCHUBHO-arpecCUBHOE PACCTPOMCTBO JIMYHOCTH U NPUCYTCTBOBaJI0 B DSM
(Diagnostic and statistical manual of mental disorders) no yeTBépToi Bepcuu. B DSM-5 naccuBHas
arpeccusi Obllla YINOMSIHYyTa B ceKIUMU «Jlpyroe crnenuduyeckoe pacCTPOUCTBO JUYHOCTHU»
(American Psychiatric Association, 2013). Ucky0o4yeHHI0 NacCUBHO-arpecCUBHOr0 pacCTPOMCTBA
Ju4yHocTy U3 DSM nociyxuiu iBe Npu4rHbL. Bo-nepBbIX, TaCCMBHAsA arpeccys CerofHsd CUHUTaeTCs
JIMIIb OJHUM W3 NMATOJIOTUYEeCKUX CUMIITOMOB Ncuxuieckux pacctpoicts (Millon, Millon, Meagher,
Grossman, Ramnath, 2004), a Bo-BTOpbIX, OHA MMeeT MHOTrO COBIAJAIIIHNX XapPAKTEPUCTHK C
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JpyruMu pacctporictBaMu anyHocTH (Hopwood, Wright, 2012). [lTaccuBHO-arpeccuBHOe pacCcTpoii-
CTBO JIMYHOCTHU NIPUCYTCTBOBAJIO B [leCATON Bepcun MexxlyHapoAHOW CTaTUCTHUYECKOU Kaaccupu-
Kaluu 60J1e3Hel U npobJieM, cBsizaHHbIX co 37j0poBbeM (MKB) B pa3gene «/Ipyrue cnenuduryieckue
paccTpoicTBa JIUYHOCTU», HO B MKB-11 co3zaTenu peninay NoJHOCTbIO 0TKa3aThCs OT KJIacCUpu-
KallMU JIMUHOCTHBIX paccTPOoUcTB. O/JHAKO MHOTHE aBTOPDI /[0 CUX MIOP TOBOPST O MAaTOJOTUYeCKOU
JIMYHOCTHOM npupo/e naccuBHo# arpeccuu (Kantor, 2017; Lim, Suh, 2022).

BMmecTe ¢ TeM naccuBHas arpeccus He BCer/ia CBs3aHa € paCCTPOUCTBOM JIMYHOCTH. OHAa MOXeT
OBbITb CBfI3aHA C MOJABJIEHUEM arpeccuu, YTO BbI3bIBaeT QpyCcTpaldi0 U NPUBOJUT K CKPBITON
arpeccuu. Uiy oHa MOXKeT CTaTh Pe3y/IbTaTOM Hay4y€eHHUs1, KOT/Jja YeJI0BEK BU/IUT, YTO arPECCUBHOCTb
NpUHOCUT moJib3y (Mopo3oBa, ['opbyHoB, 2021). [laccuBHas arpeccusi MOXKeT TaK)Ke BO3HUKAThb
M3-3a «COCTOSIHUSI MOJIYAJIMBOrO CTPaZilaHUsI», U3-32 MPUBbIYKU OTPULIATH TPYAHOCTH, NOAABJSATH
COOCTBEHHbIE 3MOIUM M HeXeJIaHUsl CHpaBasATbcA ¢ npobsemamu (['puropbeBa, Cekau, 2019).
O6uMMH NMpU3HAKaMK MACCUBHOM arpeccuu sBJSIOTCS NPUUYUMHEHHE BpeAa KOMY-JUO0 MyTEM
Oe3nencTBUs, U3beraHue OTKPBITOM KOHQPOHTALMUK WJIM OTKa3 OT COTPYAHUYECTBA, CKpbITas
(HeoueBUIHas) BpaxJebHOCTb. Cnenuduyeckre 4YepThbl MACCUBHO-arPECCUBHOTO MOBeAEHUS
BKJ/IIOYAIOT 00M/Jly U Hecorjlacue C TpeOOBaHUSAMU APYTUX, NPOKpPACTUHALUI U NpeJHaMepeH-
Hble OLIMOKU B OTBET Ha TPeOOBaHUA JPYTUX, [UHUYHOE, YTPIOMOE UJIU BpaXK/ieOHOe OTHOILIEeHHE,
yacThble Ka00bl Ha HeJJOOLIeHKY U o6MaH (Mopo3oBa, lopbyHoB, 2021).

WTak, OCHOBBIBAsiCb Ha TOM, YTO ObLJIO CKAa3aHO BbILIE, MACCUBHYI arpecCUi0 MOXHO OIlpe-
JleJINTh KaK MCUX0JIOTUYeCKUN MeXaHU3M BHYLIEeHUS YyBCTBA BUHBI U, TEM CaMbIM, IPUYUHEHUS
CTpaZlaHuM KepTBe. ITO MOBeJeHUE, HAllPaBJeHHOEe Ha NMPUYMHEHUE BpeJia [[pyroMy 4YesJ0BEKY
nyTéM 6e3/1eMCTBUS, NPENSTCTBOBAHUSA JJOCTUKEHUIO 1iesiel )kepTBbl (Mopo3oBa, [opbyHoB, 2021;
Richardson, Hammock, 2011).

Illka/;1a macCUBHOM arpeccuu

OdeHb BaKHO HMMeTb HWHCTPYMEHT J[Ji1 CBOEBPEMEHHOM OLeHKM I[acCCUBHOM arpeccuu, B
YaCTHOCTU Ha paboyeM MecTe. ITO IOMOXKeT 60Jiee OJTHO OLLleHUBATh NP06IeMbI B KOJIJIEKTHUBE, YTO
NpPUBEJET K 60Jiee OBICTPOMY M Ka4eCTBEHHOMY pelLIeHUI0 JaHHBIX Ipo6JieM, poCTy MOTUBALMU U
pocTty 3¢ PeKTUBHOCTHU COTPYAHUKOB. 0630p IMTEpaTyphl NOKa3aJl OTCYTCTBUE NOL00HBIX UHCTPY-
MEHTOB Ha PYyCCKOM f13blKe. 3all0OJTHUTD JaHHBIM IPOo6eJI ¥ CTaJIO0 LieJIbI0 Halllero uccae oBaHus. s
aJlanTalMu Ha PYCCKOA3bIYHOU BbIOOPKeE Obl BbIOpaH OonpocHUK «lllkasa maccMBHOM arpeccum»
KOPeHCKUX MCUX0JI0TOB-KOHCY/ILTaHTOB U3 Ceynbckoro yHupepcutera EH Ok Jlum u Kén Xén Co
(The Passive Aggression Scale, PAS) (Lim, Suh, 2022). B cBoto oyepe/ib, 3Ta 11Kaja Gblla OCHOBaHA
Ha «TecTe naccMBHOM arpeccuM» repMaHCKUX NICUXoTepaneBTOB U3 CaapJ/iaHJCKOro yHUBEPCUTETA
(Test of Passive Aggression, TPA) (Schanz et al., 2021).

JlaHHBI MHCTPYMEHT OblJ BbIOpPAH N0 HECKOJIbKMM NpPHUYMHAM: BO-NIEPBBIX, B JIUTepaType
baKTHYeCKU OTCYTCTBYIOT ONPOCHUKH, KOTOPbIE COZlepKaTeIbHO GOKYCHPOBaJIUCh Obl UMEHHO Ha
NIacCMBHOW arpeccuy,aHe HallIMPOKOM KpyTe pa3JIMYHbIXIMYHOCTHBIXXapaKTePUCTUK,a BO-BTOPBIX,
3TO CaMbli COBpeMEHHBIA UHCTPYMEHT, KOTOPBIN CyleCTBYeT Ha ceroiHs. PAS BkJ/toyaeT B cebs 21
yTBepXK/JleHHe C BO3MOXXHOCTBIO OLleHKHU CTeleHU coriacus oT 1 1o 6 no mkase JIukepTa, U TpU
dakTopa, N0 ceMb YTBEPXKJAEHUN HAa KaXK/bli: «CTUMYJIMPOBaHUEe KPUTUKU» (inducting criticism),
«13beraHue, WM UTHOpUpoBaHue» (avoiding / ignoring), «caboTtax» (sabotaging). Y opuruHajib-
HOT0 onpocHUKa a KpoH6axa AJis1 KaKj01 13 1lIKaJl 6blJla paBHA COOTBETCTBEHHO .91,.91,.92, a fsia
BCel wKasbl .93. Pe3ynbTaThl KOHPUPMATOPHOTO PaKTOPHOTO aHanu3a: x° = 660.26 (df = 186, p <
0.001), TLI = 0.909, CF1=0.919, SRMR = 0.065, RMSEA = 0.079.
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IIpoueaypa u MeTOAbI aAaNTALLUU

Bbi6opKka

B nccnenoBanuu npuHaio ydactue 226 (59%) xeHmuH u 156 myxuuH (41%), paboTaromux
B Poccuu (N = 382). Bo3spacT pecnnoHaeHToB oT 18 0 66 set (M = 33.4, SD = 9.84). O61UH ONBIT
paboThl OT MeHee roja Ao 6osee 20 seT. PecnoHAeHThl pab0oTalOT B pa3HbIX OpraHU3alMsaX U B
pasHbIX chepax AJis obecneyeHNs penpe3eHTaTUBHOCTH.

WHCTpyMEeHThI

Jl1g cobopa nepBUYHON 3IMNUPUYECKOW UHPOpPMALUK OblJI CO3JjaH KOMIJIEKCHbIN OMPOCHHUK,
Ky/ia 6bIIM BKJIIOYEHbI CYK/€HUS U3 HECKOJIBKHUX CAMOCTOSITe/IbHBIX METO/UK.

Illka/1a maccUBHOM arpeccuu

Onpocuuk «The Passive Aggression Scale, PAS» (Lim, Suh, 2022), coaepamuii 21 nyHKT, ObL1
nepeBe/l€éH Ha pyCCKUH A3bIK. OTBETHI peCIOH/IeHTOB PUKCUPOBaJIUCh 10 1iKaje JlukepTa ot 1 70 6.
@®opMyNUPOBKHY MYHKTOB ObLIM BePUPHUIIMPOBAHBI C MOMOIIbIO MPSMOIr0 U 06paTHOIO MepeBo/ia,
CpaBHeHMUs, 00CYXK/IeHUSI U 3KCIIepTHOM oljeHKU. Kpome Toro, ¢ J06poBo/ibljaMU ObLJIM TPOBE/IEHbI
KOTHUTHUBHbIE HHTEPBbIO. KaX/1bIl MyHKT OLlEHUBAJICS M0 lIecTU6a//IbHOU 1ikase Jlukepta (1 —
CoBepluieHHO HeBepHO; 2 — B niesiom HeBepHO; 3 — Ckopee HeBepHO; 4 — Ckopee BepHO; 5 — B
1es10M BepHO; 6 — CoBeplIeHHO BepHO. AHIVIOA3bIYHASA U PYCCKOSA3bIYHAS BEPCUX BONIPOCOB MpPeJ-
ctaBJsieHbl B Tabsinne 1 BMecTe ¢ GaKTOPHBIMU HAarpy3KaMHu [iJisl pyCCKOSI3bIYHOU BEPCHUU.

Illkas1a HeipoTHU3Ma U3 ONPOCHUKA «BoJbas naTépka»

JlJ1sT TpOBEPKM KOHBEPTEHTHOW BaJMUAHOCTU B OOLIMM OMNPOCHUK ObLIM J06aBJjieHbl 12
CY>X/JIeHUH LIKaJibl HEUPOTHU3Ma U3 PYCCKOA3BIYHOM BEpPCUU ONPOCHHUKA «bosibliasg naTépkar», a =
.88 (Kanyrus u ap., 2021). OTBeThI pecliOH/IeHTOB pUKCHpPOBaJIUCh 1O iKaje JIukepTta oT 1 70 5.

MeTtoauka «TémHaa Tpuasa»

/i IpOBEPKU KOHBEPTEHTHOM BaJUJHOCTU B OOLIUIN ONMPOCHUK ObLIY TaKXe Jj006aBJieHbl 12
Cy)XJieHUr MeToAuku «TéMHasa Tpuaga» (Jonason et al., 2020; Kopuusiosa, Kopuuaos, UymakoBa,
Tanmay, 2015). OTBeTHI peCIOHJEHTOB M0 BCeM IIKajiaM GUKCUPOBAIUCH MO 1iKaje JlukepTta ot 1
210 7. CoryiacOBaHHOCTb LIKaJI METOAUKU: «KMaKUaBeJIU3M», & = .86; «IICUXoNaTusa», a = .89; «<Hapuuc-
cu3M», a = .88. ITU KOHCTPYKTHI COJlep:KaTeJbHO OJIM3KH K MACCHBHOM arpeccuy U TakKe MOTYT
OBbITb pacCMOTPEHBI KaK XapaKTePUCTHUKH JIMYHOCTH, CBSA3aHHble C NMACCMBHOM arpeccruey, 4To
NoATBep:K/aeT TeopeTHueckut 063op (Kanyrun u ap., 2021; Koehn, Okan, Jonason, 2019; LeBreton,
Shiverdecker, Grimaldi, 2018).

OueHkKa IMYHOCTHBIX 4epT «TéMHOM Tpuabl» U HEUPOTU3Ma YaCTO UCIOJIb3YETCS B KOHTEKCTE
opraHusainuoHHo# cpeabl (LeBreton et al., 2018; Jahanzeb, Fatima, De Clercq, 2021). YesoBek c
yeptamu TéMHOU TpHaJbl XapaKTEPU3YeTCs CKJIOHHOCTbIO K MaHUNYJSLUSAM, HU3KUM YPOBHEM
3MIIaTHH, TPybOCThbIO, UMNYJIbCUBHOCTBIO (LeBreton et al., 2018), a moBbIlIeHHbIH HENPOTU3IM
NpOoSBJISETCS B 3MOIMOHA/JIbHOM HecTabuabHOCTU (Jahanzeb et al., 2021). UMeHHO 03TOMY 3TH
KOHCTPYKTBI OBLJIM BbIOpaHbI /1J151 IOATBEPXKAeHNU KOHBEPreHTHOM BaJIMJHOCTH ONIPOCHUKA.

COI.(I/IaJIbHaH KeJilaTeJIbHOCTD

B 061111 ONPOCHUK OBLJIN TaKKe BKJIYEHbI 16 Cy»/leHHUH, CMelllaHHbIX B C/Iy4allHOM Nops/iKe
C CYX/JeHHSAMHM O NAaCCMBHOW arpeccuu, CBA3aHHble C COLMAJbHOM »KesaTesbHOCTbIO (OcuH,
PacckaszoBa, HesickuHa, [lopdman, AnekcanipoBa, 2015).
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Ilponeaypa

KOHTpOJIbHBIMU NEepeMEHHBIMU B JAaHHOM UCCJIe[J0BAaHUM ObLJIM 10JI, BO3PACT, ONbIT pabOThI
Y collMajibHas »KeJlaTeJIbHOCTb. [laHHble ObLIM COOpaHbl C UCMOJIb30BAHMEM MHTEPHET-CepBUCA
1ka.si. Onpoc 6611 pa3Mell€éH Ha Takux aTdopMmax, kak Teserpam, VK.com, Pikabu.ru. Yuactue B
omnpoce 6b1JI0 J06POBOJIBHOE U HEOTJIAUMBaeMOe.

06pa6oTKa U aHA/IU3 AAHHBIX

AHanu3 JJaHHBIX ObLJ MPOBEAEH C MOMOLIbI0 MPOTPaMMHOT0 obecnedyeHUs Jamovi U R: 6bL1
npoBeséH KOHOUPMATOPHbIM (GAKTOPHBIM aHaiuM3 NyHKTOB «lllkajbl MacCHBHOW arpeccuu»,
npoBepeHa GpaKTOpHas CTPYKTypa U KOppeasiuu Mex/y GakTopaMu, a TakkKe KOppeasMOHHbIN
aHaJ/Iu3 AJid O TBEPK/eHUS] KOHBEPreHTHOW BaJIMHOCTU ONPOCHHUKA.

PesyibTaThl

Cob6panHbIe AaHHbIe 110 «]lIkase naccuBHOM arpeccum» 06paboTaHbI C IOMOIIbIO OATBEPXK/Ia-
fo1ero (KoHGUpMaTOpHOro) paKTOPHOTO aHATM3A C UCTI0JIb30BAaHUEM ITlepeMEHHBIX KaK KaTeropu-
aJIbHBIX. Psi1 MicciefoBaHUM TOKA3bIBAKOT, YTO UCII0JIb30BaHHE IIEPEMEHHbBIX B KAYeCTBe MOPSIIKO-
BbIX 1J1s1 KDA MmoxeT 6bITh 6oJiee 1iesiecoobpa3HbiM (Flora, Curran, 2004; Yang-Wallentin, Joreskog,
Luo, 2010). Tak, 661714 OJy4Y€EHBI CleyIOlUe pe3yIbTaThl: x?=533; df=186; p <.001; CFI =.97;
TLI =.97; SRMR =.084; RMSEA = .086. ®akTopHbIe Harpy3KH AJisl KaXK/A0T0 MyHKTA LIKaJbl IPeJ-
ctaBJsieHbl B Tabuiune 2 (4151 Bcex GaKTOPHBIX Harpy3ok p <.001).

Tab6suna 2. PakTopHbIE HATPY3KH MYHKTOB «lIIKaJbl MacCUBHOW arpeccun»

PakropHaa

Ne Haspanue ¥ ITyHKTbI MIKAJIbI
Harpyska

Cmumynupoeanue kpumuxu (inducting criticism)
1 Korpga s pasroBapuBaro ¢ KeM-TO, KTO MHE He HPABUTCS, 1 IPUTBOPSIOCH, YTO XBAJIIO €r0, HO Ha CAMOM .70
JieTie CTAaparoCh HAMEKHYTh Ha €0 HeJOCTATKIL.
When I talk about someone I dislike or find uncomfortable, I pretend to praise their strengths but also
drop hints about their weaknesses.
2 4 pacckasbiBaro 06 ommMOKax, JOMYIIEeHHbIX KEM-TO, KTO MHe He HPaBITCS, BBILIECTOSIIEMY Ha4a/IbCTBY, .67
94TOOBI MCIIOPTUTD VX PEIYTALHIO.
I tattle on mistakes made by someone I don't like or find uncomfortable to higher authority to ruin their

reputation.

3 5 HaMepeHHO paccKa3bIBal0 IOCTBIIHBIE UCTOPIY, CBA3aHHBIE C YeIOBEKOM, KOTOPbIIl MHE He HPaBUTCH. .57
I intentionally reveal embarrassing events or the dark pasts of someone I dislike or find uncomfortable in
public.

4 Ecnu MHe KTO-TO He HPAaBUTCH, s MOTY 3a/laTh BOIIPOC, Ha KOTOPBIN OH He 3HAaeT OTBETA, B IPUCYTCTBUM .96

LPYIVX, 9YTOObI TOCTABUTD €T0 B HEMOBKOE IIOMOXKEHIIE.
I ask someone I don’t like or find uncomfortable questions they can't answer in front of others to make
them uncomfortable.

5 5] BbICMEMBAIO KOTO-TO, KTO MHE He HPaBUTCSI, TPOSIBIIsisl CAPKA3M U IIPUTBOPSISICH, YTO 9TO HPOCTO LIy TKA. .78
I mock someone I don’t like or find uncomfortable by being sarcastic and pretending it’s just a joke.
6 Korpa st X094y cKas3aTb 4TO-TO O TeX, KTO MHe He HPAaBUTCS, sl TOBOPIO 00 9TOM C PYIMMM Y HUX Ha BUJY. 43

When I have something I want to say about someone I dislike or find uncomfortable, I talk about it with
others in plain sight of them.
7 5] IpUTBOPSIIOCD XKEPTBOIL, YTOOBI HACOMUTH KOMY-TO, KTO MHe He HPaBUTCSL. 49
I pretend I am the victim to give someone I dislike or find uncomfortable a hard time.
Usbezanue (uznopuposanue) (avoiding / ignoring)

8 Sl m3beraro 3puTENbHBII KOHTAKT C TeM, KTO MHe He HPaBUTCH. .51
I purposefully avoid eye contact with someone I don't like or find uncomfortable.
9 Korpa s BcTpeyalo KOro-To, KTO MHe He HpaBUTCA, A HAMEPEHHO CTapaloch IePyKaThCsA OT HETO IOfaIbIIe. .67

When I meet someone I dislike or find uncomfortable, I try to get away from them intentionally.
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10 £ pa3pbIBaro CBSI3Y C KeM-TO, KTO MHe He HPaBIUTCH, JaXKe €C/IN s 3HAI0, YTO OHM XOTAT CBS3ATbCSI CO MHOJT .78
U Y3HATh, KaK y MEHsI [era.
I cut ties with someone I dislike or find uncomfortable even though I know they want to get in touch with
me and find out how I am doing.

11 Korga KTo-TO, KTO MHE He HPaBUTCsI, IIBITAETCS CBA3ATHCS CO MHOI II0 TeTlepOHY, 51 HAMEPEHHO UTHOPUPYIO .90
3BOHOK.
When someone I dislike or find uncomfortable tries to connect with me by phone, I deliberately choose
to ignore them.

12 4 mory o6BABUTD OOIIKOT TOMY, 4YTO MHE He HPaBUTCA. 98
I give someone I dislike or find uncomfortable the silent treatment.
13 Korpa KT0-TO, KTO MHe He HPAaBUTCA, 3aflaeT MHe BOIPOC B IIEPEICKe, 1 MOTY IPUTBOPUTLCH, YTO He .80

BIJIEJT 9TOTO BOIIPOCA.
When someone on SNS I dislike or find uncomfortable asks me a question, I pretend I never saw the
question in the first place.
14 4 xonopHO U peHeOPeXUTEIBHO OTHOIIYCH K TeM, KTO MHE He HPaBUTCA. .80
I have a cold and dismissive attitude toward someone I dislike or find uncomfortable.
Cabomanc (sabotaging)

15 I HaMepeHHO 3a/IepXKUBAI0 KOTO-TO, KTO MHE He HPaBUTCSI, YTOOBI JOCTABUTD €My HEIIPUSTHOCTIL. 47
I deliberately delay someone I dislike or find uncomfortable to give them a hard time.
16 I mIpUTBOPAIOCH, ITO IIOMOTA0 KOMY-TO, KTO MHe He HPaBUTCS, HO cabOTHPYIO UX pabOTY 3a MX CIIVHOIL. .54

I pretend to help someone I dislike or find uncomfortable but sabotage their work behind their back.

17 Korpa st paboTaro ¢ KeM-TO, KTO MHe He HPaBUTCS, s1 HAMEPEHHO He BBIIIOHSI0 CBOI YacTh PabOThI 11 B .70
UTOTe KPUTUKYIO MX.
When I work with someone I dislike or find uncomfortable, I intentionally don’t do my share of the work
and end up penalizing them.

18 4 mpupyMmbIBa0 OIpaBAaHMs Vi TOBOPIO YTO-TO Bpoge: “SI 3a6pi1” KOMY-TO, KTO MHE He HPaBUTCS. .85
I come up with excuses and say things like: “I forgot” to someone I dislike or find uncomfortable.

19 S HaMepeHHO 3aTATMBAIO C IPOCHOOIL OT YeTOBEKa, KOTOPBIII MHE He HPaBUTCSL. 81
I deliberately procrastinate when someone I dislike or find uncomfortable asks me to do something.

20 Korpa KTo-TO, KTO MHe He HPaBUTCSA, IPOCUT MeHs 06 OO/DKEHNN, A He BBIK/IA/IbIBAIOCh OTHOCTBIO 1 .67
Zenao paboTy HeOPEXHO.
When someone I dislike or find uncomfortable asks me for a favor, I don't give it my all and do a sloppy job.

21 Korpa KT0-TO, KTO MHE He HPABUTCS, IPOCUT MEHA YTO-TO CJIe/ATh, 5 JIe/al0 9TO HeKa4eCTBEHHO M IPUY- .53
MBIBAIO ONpaBAaHus Tuia: I He 3Haz(a), 4YTO 9TO BaXKHO
When someone I dislike or find uncomfortable asks me to do something, I don’t do it properly and come
up with excuses like: “I didn’t know it was important”

[TogTBepxkgaroui (KOHGUPMATOPHBIN) PaKTOPHBIA aHAIM3 B UHTEPBAJIbHBIX BeJUUYHMHAX
noKasaJs IpueMJeMble pesyabTaThl: x° = 498; df = 186; p < .001; CFI = .81; TLI = .78; SRMR =
.072; RMSEA = .080. AHa/113 noKasaJ Xopollhe pe3yJbTaThbl 10 KOppeasiui Mexay GpakTopaMu
(Tabsuuna 2).

Ta6suua 2. Koppensinusa mexay mkanamu «lllkaabl naccMBHOW arpeccuu»

HaumeHoBaHue MKa/IbI CrumynupoBanue Kputuku Js6eranue (MrHopupoBanue) Cabotax
CrumynupoBaHue KpUTUKA 1 570 B2 bl
V36eranne (urHopupoBaHue) 1 69X
Caborax 1

Ilpumeyanue: * — p < .05,** — p <.01, ** — p <.001.

g Bced lllkanbl a Kponb6axa coctaBuia .87. OTAesbHO /15 CyOIIKal O COCTaBUJIA: «CTUMY-
JIUpOBaHue KpUTUKN» (=.73); «n3beranve (urHopupoBaHue)» (=.77); «cabotax» (= .81). MoxHo
CKa3aTh, YTO HAJEKHOCTb CcyOI1iKasa U lllkanbl B 11eIOM Ha JOCTAaTOYHO XOPOIlIeM YpOBHe. bblin
TaK>e NPOaHAJIM3UPOBAHBI UH/IEKChl MOAUPUKALMH. [l0CTaTOYHO BbICOKHE KPOCC HAarpPy3KH ObLIX
obHapy»eHbI [iJ1 yHKTa 9 (Kpocc Harpyska ¢ ¢pakropaMu CTUMyJMpOBaHHUE KPUTUKU = 17.40
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u CaboTtax = 17.31) u nyHkra 12 (kpocc Harpy3ka ¢ ¢pakTopoM CTUMyJUpPOBAaHUE KPUTHUKHU =
15.80). 3TO MOKHO 0O'BSICHUTb CMBICJIOBBIM IIepecedeHreM JaHHbIX MYHKTOB. [IlyHKT 9 onvcbiBaeT
u3beraHve 4yeyioBeKa, KOTOPbIA He HPABUTCS, YTO MellaeT BbINOJHEHUIO PaboThl, U MOXKET ObITh
paclieHeHO Kak caboTaX WJM KaK aHTUNATHUA U CKpbITasd KpUTHUKA. B nmyHkTe 12 peyb UJET 06
00bsABJIEHUM OOMKOTA, YTO TaKXKe MOXKET ObITb CBSA3aHO CO CKPbITOM KPUTHUKOU. [OMOJHUTENBHO
Ha 3Ha4eHUs PAKTOPHBIX HArpy30K MOXKET BJIMUATH TO, YTO Y HEKOTOPBIX IYHKTOB OOHApY>KeHO
HeHOpMaJIbHOE paclipe/ieJleHue WHAUBU/AYaJIbHbIX 3HAaYEeHU .

/g Toro, 4ytobbl NPOBEPUTH KOHBEPreHTHYIO BaJMJHOCTb, a OOLUH ONPOCHUK OBbILJIU
Jlob6aBiieHbl 12 cy»/leHUH 1KaJlbl HEUPOTHU3Ma U3 PyCCKOSA3bIYHON Bepcur «BosblIoN NATEPKU»
u 12 nyukrtoB «TémHoU Tpuazawl» (Jonason et al., 2020; Kanyrun u gp., 2021; KopuusoBa u ap.,
2015). Bb1o HaleHO HECKOJIbKO 3HAauuMbIX Koppeasuuid (Tabauna 3). Bce cocraBastomue
«TéMmHOM Tpuazbl» KpoMe Hapruccruama Mokasaay 3HauMMble KOppeJISIUU €O BceMU GaKTOpaMHU
IIACCUBHOW arpeccyy U € NOJIHOM LKaJou. Hapuuccrusm MOXKHO olpeie/IMTh KaK YA40BJIeTBOPEHHE
B TIeC/JaBUH WJIM 3TOUCTUYHOE BOCXUIIeHUEe COOCTBEHHbIMM KadecTBaMu (Muris, Merckelbach,
Otgaar, Meijer, 2017), 4To UMeeT HAMMEHbLIYIO CBAA3b C KOHCTPYKTOM NacCUBHOM arpeccud. [losiHas
[[kasia nacCHBHOW arpeccri U iBe eé cocTaBJsAoLMe cyoliKa/bl (M36eranve uiv MrHopupoBaHue
u CaboTax) NoKa3aJu 3Ha4MMble KOppeJISiILiUM C HEHPOTU3MOM.

Ta6vua 3. Koppessiuuu /151 IpoBepKHU KOHBEPIeHTHOU BaJUAHOCTH

Ilepemennas Max Icnx Hapry Heiipo CK (1) C 1A
MaxuaBennmusm -
INcuxonaTusa 330 -
Hapunccusm 320 -.05 -
Heitpotusm .04 -.14* 11 -
CrumynupoBaHue KpUTUKA 35 3200 11 .06 -
VI36eranne (UITHOpUpPOBaHILE) 20%* 29%% .08 23X 500% -
Caborax 2900 230 12 .14% 634 60 -
ITaccuBHasg arpeccus 3404 33 12 J9** 82X+ .83%* .86*** -

IIpumeuanue * p < .05, p < .01, ¥ p <.001

MakuaBessiu3M, NCHUXONATHUS U HEUPOTHU3M — KOHCTPYKThbI, COJZlep:KaTeJbHO OJIM3KHE C
NacCMBHOM arpeccueil. MakuaBeJlJIN3M BKJ/OYaeT B ce0sl MaHUINYJUPOBAHUE W 3KCILJIyaTalUIo
JpyTUX, UHUYHOE NpeHebpekeHre MOpPaJiblo, COCPEIOTOYEHHOCTh HAa COOCTBEHHBIX UHTEpPECaxX U
o6MaH (LeBreton et al., 2018). [IcuxonaTus BK/IOYAET B ce0sI MAHUMYJIMPOBaHUE U UMITYJIbCUBHOE
NOBeJIeHUE, TaK Ke, KaK U HEUPOTHU3M, XapaKTePU3YIOIIUKNCSA 9MOLMOHA/IbHOW HECTAOUIBHOCTbIO
(Kanyrus u ap., 2021). 3T pe3ybTaThl IOATBEPXK/AAI0T KOHBEPTreHTHY0 BaJUJHOCTb ONPOCHHUKA.

Jl/11 KOHTPOJIbHBIX N€peMeHHbIX Obla OOHapy:eHa 3HauyuMas KoppeJislus BCel LIKajbl U
OT/Ie/IbHO IIKaJIbl «CTUMY/IMPOBaHKWE KPUTUKK» € Bo3pacToM (r=.17,p<.01ur=.25,p <.001 coor-
BETCTBEHHO) ¥ COBOKYIHBIM ONbITOM paboThl (r,=.16,p <.05ur =.27, p <.001 COOTBETCTBEHHO).
JdTu JiBa paKTopa Hepa3pbIBHO CBSI3aHbl, TaK KaK 4YeM CTaple YeJ0BEeK CTAHOBUTCS, TEM 60JIble
ero OombIT paboThl. JloMOJHHWTENbHO Oblja BbISIBJieHA 3HAaYMMas KOppesasilys Mex/Jy IIKaJou
«CTUMy/IMpOBaHWe KPUTUKK» W moJioM (r, = =13, p < .05), KoTopas nokasasa, YTO XEHIIUHBI
NOJIy4al0T MEHbIIUN pe3yJbTaT 0 JaHHOMY (aKTOpYy.

JlOTIOJIHUTEIbHO [JIsT KOHTPOJISI OblJ MPOBE/IEH PErpecCUOHHbBIN aHaU3, KOTOPhIM MOoKa3aJ
oTcyTcTBUEe (p > .05) BAMSHUS KOHTPOJIbHBIX MEpPEMEHHBIX (I10J, BO3PACT, COBOKYNHBIA OMBIT
paboThl) Ha MACCUBHYIO arpecculo, KpoMe CoIlMaJIbHOM KeslaTeJIbHOCTH (f=-.22,p <.001). MoxHO
NpeAnoJIOKUTD, UTO JIIOAU C 60Jiee BBICOKMM MOKa3aTeJieM MAaCCHBHOM arpeccuy MeHee CKJIOHHbI
JlaBaThb COLMAJIbHO KeJlaTeJIbHble OTBETHI.
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06cyxaeHue pe3y/bTaTOB

Pe3ysnbTraThl mnoAaTBepxkAawiiero (koHupmatopHoro) ¢akTopHoro aHanusa Ulkasbl
NAaCCUBHOM arpeccyu Nnoka3aJju y0BJeTBOPUTEIbHbIE Pe3YIbTaThl, YYUThIBASI BbICOKYIO UYYBCTBU-
TEJIbHOCTb KOHCTPYKTA «IacCUBHasl arpeccusi». COrJIacOBaHHOCTh IIKaJibl TaK)Xe HAaXOAUTCS Ha
xopoiieM ypoBHe. KoHBepreHTHasi BaJIM/IHOCTh Obljia OATBEPK/AEHA C TOMOII[bI0 TAKUX KOHCTPYK-
TOB, KAaK MaKHaBEeJIJIN3M, [ICUXOMATHUsI U HEHPOTHU3M.

Bblia o6HapyeHa Koppeasuus Bced Illkanbl MacCUBHOM arpeccid U €€ CyOIIKaJibl
CTUMyJIMpOBaHUE KPUTHUKH C BO3PACTOM M COBOKYITHBIM ONBITOM paboThl. /laHHAsI CBSI3b MOXET
yKa3bIBaThb Ha BbITOpaHHEe Ha paboTe, a TaK)Ke Ha TO, YTO OO0Jiee OMBITHBIA COTPYAHUK MOXKET
KPUTHUKOBATh JPYTUX COTPYAHUKOB He BCEr/ia MMesi BO3MOXKHOCTb U3JIOXKUTb 3Ty KPUTHKY MSTKO
¥ OCTOPOXKHO. B 1aHHOM 06J1aCTU HEOOXOAMMO MPOIO/KATD HccaeoBaHus. O6GHapyKeHa Koppe-
JISIUST MEXY 3TOU Ke Cy6LIKaJoN U MM0JIOM, KOTOpasi MOKa3aJsia MEHbBIIYI0 CKJIOHHOCTD Y KeHIIIMH
K CTUMYJIMPOBAHHUI0 KpUTHKU. Ho, Tak Kak Koppessius co Bcelt lllkasoit He moATBepAUIACS, Y HAC
NI0OKa HET BO3MOXKHOCTH YTBEP}KJATh 3TO, HEOOX0JUMO 60JIbIlIe UCCAEJOBAHUM B 3TOM cdepe.

JlOTIOTHUTE/IbHBIA PEerpecCUOHHbIN aHaIM3 MOKa3aJl HeraTHBHYIO CBSI3b MEX/y MacCCUBHOM
arpeccvei U COIMaJIbHOM KeJIaTeJIbHOCTbhIO, YTO MOXKET 03Ha4yaTh, UTO JIIOAU C 60Jiee BHICOKHUM
ypPOBHEM MAaCCHUBHOM arpeccuy MeHee CKJIOHHBI K COIIMa/IbHO KeJlaTe/JIbHbIM OTBETaM, UTO B 11€JI0M
NOATBEPK/IAeTCS XapaKTePUCTHKAMHU [TaCCUBHOM arpeccuy U3 TEOPEeTUYECKOT0 0630pa.

OrpaHu4yeHus

Kaxxpoe ucciejoBaHve MMeeT CBOM OrpaHUYeHUs. B mepBylo ouepeab CTOUT OTMETUTH
HepaBHOE COOTHOIIEHHWE MYXXYUH U KEHILHWH, yYaCTBOBABLIUX B OMpPOCE, YTO CBOMUCTBEHHO [Jis
collMa/ibHOM HayK. /laHHbIN Ayc6aiaHC MOXXHO HAa3BaThb IPHUEMJIEMbIM.

Bo-BTOpBIX, [IJI1 TOT'0, YTOOBI POTECTHUPOBAThL OOJIee CAOXKHBbIe MoJiesid (HanpuMmep, 6udak-
TOpPHBIE), HE0OXO0AWUM OoJbLINK 00bEM BbIOOPKHU (Bader, Jobst, Moshagen, 2022), 4yTo MoxkeT cTaThb
NpeKpPacHOW BO3MOXKHOCTBIO JIJ1s1 Oy AYIIUX UCCAeJOBAHUM.

JlOTIOJTHUTEJIbHO TACCMBHAs arpeccysi MOXeT ObITh KJ1acCUPUIIMPOBaHa KaK HallpaBJieHHas Ha
cebs 1 HampaBJsieHHasd Ha apyrux (Calkins, Fox, 2002; DeWall, Baumeister, Stillman, Gailliot, 2007;
Schanz, Equit, Schafer, Michael, 2022), yTo He 6b1710 y4YTEHO B JJTaHHOM MCCJIeJOBAaHUHU.

[[Ikasia macCMBHOM arpeccuy, TakK e, Kak U e€ opuruHaabHas Bepcus The Passive Aggression
Scale (Lim, Suh, 2022), He BKJ/Il0oYaeT BONPOChI O MBICJASX M IMOLIUAX, CBSI3aHHbIX C NAaCCUBHOU
arpeccuen.

BbIBO/bI

JlaHHas paboTa nojHsJa Npo6eMy NacCHBHOM arpeccuu Ha pabodyeM MecTe. Ha pycckuii i3bIk
ObLJ1 aIAITUPOBAH MOJIE3HBIA UHCTPYMEHT JJisl OLlEHKU acCUBHOU arpeccud. OueHb BaXKHO 0CO3-
HaBaTb, KAKOU Bpe/| MOKET HAHECTH MMAaCCUBHAsI arpeccusi B paboyeM KOJIJIEKTHUBE.

KoHeuHo, TpebyeTcs 6oJiblile MCCAeJOBaHUN B JaHHOU chepe. MOKHO paccCMOTpPeThb KpOCC-
KYJIbTYPHYI0 IPUPO/Y TACCHBHOM arpecCUy U aJlallTUPOBATD LIKAJIY AJisl PAa3HbIX CTPaH, YJAy4IIUTh
eé. Ha eé ocHOBe MOXXHO Tak)Xe pa3paboTaTb UHTEPBEHLMH AJisI CHUXKEHUSI YPOBHS MACCUBHOMU
arpeccuu Ha pabodeM MecTe.
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ORGANIZATIONAL PSYCHOLOGY

Passive aggression in the workplace: adaptation of the
passive aggression questionnaire in the Russian sample

Svetlana GNIPOVA

HSE University, Moscow, Russia

Abstract. The relevance of the work lies in the absence of a Russian-language tool for assessing passive
aggression, which is important, since passive aggression negatively affects the well-being of employees
in the workplace. This will help to expand the methodology of studying this phenomenon. Purpose.
The aim of the work is to adapt The Scale of Passive Aggression into Russian (Lim, Suh, 2022). Method.
The sample consisted of 382 respondents (226 women and 156 men) working in Russia, aged 18 to 66
years (M = 33.4, SD = 9.84). In the process of adapting the Passive Aggression Scale, direct and reverse
translation was carried out, and cognitive interviews were conducted. To verify the validity of the
questionnaire, the neuroticism subscale of the Russian version of the Big Five questionnaire (Kalugin
et al, 2021) and the Dark Triad questionnaire (Jonason et al.,, 2020; Kornilova, Kornilov, Chumakova,
Talmach, 2015) were used. Results. The scale showed good consistency and validity. Confirmatory
factor analysis confirmed the presence of three factors and showed a satisfactory result. The value of
the results. A tool has been adapted to assess passive aggression in the workplace.

Keywords: passive aggression in the workplace, psychometrics, adaptation, inducting criticism,
avoiding / ignoring, sabotage.
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Abstract. Purpose. This study examines the impact of moral distress and secondary traumatic stress on
the quality of life among intensive care unit (ICU) nurses in Pakistan, with a focus on gender differences
in moral distress and secondary traumatic stress. Study design. A sample of 126, including both male
and female ICU nurses, with at least one year of experience participated in the study. Data was collected
in person from ICU nurses at various hospitals in Islamabad and Rawalpindi cities of Pakistan. The
Secondary Traumatic Stress Scale, the Measure of Moral Distress for Healthcare Professionals, and the
World Health Organization Quality of Life-Brief Version scales were used to assess secondary traumatic
stress, moral distress, and quality of life across four domains of physical health, psychological health,
social relationships, and environmental health. Findings. The findings revealed that secondary traumatic
stress was significantly associated with all four domains of quality of life, emphasizing the pervasive
nature of this secondary trauma on ICU nurses’ overall well-being in Pakistan. Additionally, moral
distress adversely influences social relationships and environmental health domains of quality of life.
Notably, there were no discernible gender differences in secondary traumatic stress and quality of life.
Nevertheless, female ICU nurses reported experiencing higher levels of moral distress compared to
their male counterparts. This highlights that nurses frequently encounter moral distress and secondary
traumatic stress in their workplace, and these experiences have detrimental effects on their overall
quality of life. Value of results. The study findings provide valuable insights for healthcare management,
administrators, and policymakers urging them to prioritize the well-being of nurses to mitigate the
health risks they face from work-related challenges.

Keywords: moral distress, secondary traumatic stress, quality of life, intensive care unit nurses,
psychological health, physical health, social relationships.

Introduction

Nurses and healthcare professionals often face work-related stressors such as high demands,
significant responsibility, and limited authority (Ratrout, Hamdan-Mansour, 2020; Babapour et al.,
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2022). These professionals, particularly, intensive care unit nurses, are exposed to extreme (harsh)
environmental conditions such as poor lighting, noise, crowded spaces, and constant alarms (Aiken
etal,, 2002; Cropp et al., 1994; Ulrich et al., 2022). They interact and deal with patients experiencing
traumatic adversities repeatedly. Emotional stressors arise from life-and-death decisions, long
hours, and interactions with grieving families. On-call schedules with sleep deprivation, long hours
exhausting shifts, and graveyard hours all compound these challenges. These stressors contribute
to various physical and psychological issues among ICU nurses, including emotional exhaustion,
frustration, and anger (Havaei, 2021; Mullen, 2015; Ulrich et al., 2014). The negative outcomes from
work extend to the employees’ personal lives, influencing their overall well-being and health, as
suggested by the work-family border theory (Clark, 2000). This study aims to explore the correlation
between work-related stressors experienced by ICU nurses and their overall well-being.

Theoretical framework

Work-family enrichment can have a mutually beneficial impact, with improvements in either
work or family domain (Clark, 2000). This means that the work environment can augment family
functioning, or the family environment can improve work functioning. Research on the work —
family border theory suggests that human interaction, rather than emotional ties, connects these
two systems. Individuals act as border crossers, moving between the realms of work and family (see,
e.g., Clark, 2000). They shape these worlds, including the boundaries that separate them, and the
interactions of border crossers with these worlds and their inhabitants. While individuals influence
their surroundings, these situations also influence them (Clark, 2000).

Borders between work and family can be physical, psychological, or temporal (Clark, 2000).
Physical borders refer to the tangible walls or boundaries that delineate the separation between the
work and home environments. Psychological borders encompass the rules, behaviors, and emotions
that may be characteristic of one domain but not necessarily applicable in the other. Temporal
boundaries pertain to the specific working hours designated for professional responsibilities and
the distinct times allocated for fulfilling family responsibilities.

Permeability, an additional element of the work — family border theory, governs the extent to
which the two domains (work and family) intermingle. This may involve discussing stressors from
work, which can manifest psychologically at home (Clark, 2000). An example of this could be the
spillover of negative emotions and attitudes from the work domain into the family domain (Staines,
1980). When the space surrounding the border ceases to be exclusive to either domain, it gives rise
to aborderland, which represents the blend of the two domains. Psychological blending occurs when
an individual incorporates the psychological experiences from one domain into their experiences
in another domain. When these domains pose challenges, navigating the borderland can become a
demanding task, leading to a psychological toll (Clark, 2000).

Daily stressors encountered at work can negatively impact family interactions by altering an
employee’s mindset, thought processes, and coping strategies (Repetti, Wang, 2017). S. C. Clark’s
work —family border theory provides afoundation for understanding the understudied phenomenon
of how work-related stressors can affect the quality of life of ICU nurses due to the spillover effect
(Clark, 2000). The spillover effect, as mentioned by G. L. Staines, is a concept that describes how
experiences or emotions from one domain of life can carry over into another domain. In the case
of ICU nurses, the stressors they face at work may spill over into their personal lives, impacting
their overall quality of life beyond the workplace (Staines, 1980). Taking into account the temporal
aspects, like nurses working the graveyard shift, and the psychological nature involving experiences
of moral distress and secondary traumatic stress at work, the findings aim to shed light on the
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flexibility and permeability of boundaries between the work and family domains. This analysis seeks
to comprehend the degree of spillover from work affecting the overall well-being of these nurses.

Literature review

Moral distress is a significant concern among ICU nurses, resulting in them various psychosocial
problems (Arnold, 2020; Mobley etal.,2007).ICU nurses frequently experience intense levels of moral
distress, frequency, and intensity, possibly due to their feeling of powerlessness in the complicated
debates of ethics and are regarded as not being able to make choices (Abbasi et al., 2018; Mealer,
Moss, 2016). These nurses often find themselves in a dilemma where they disagree with decisions
regarding patient care but are still expected to carry out actions that they consider morally wrong
otherwise (Abbasi et al., 2018).

A. Jameton defined moral distress as a situation where a nurse understands the correct course
of action but faces institutional barriers that hinder carrying out the right decision (Jameton, 1984).
These constraints include inadequate support from management, legal restrictions, time constraints,
and organizational policies and procedures. Circumstances that could lead to moral distress include
suboptimal care, end-of-life decisions for terminally ill patients, and unnecessary procedures (Brasi
de etal,, 2021; Jameton, 1984).

The contributing factors of moral distress include a lack of supportive relationships among
colleagues, ineffective communication, hospital or unit policies that conflict with personal values,
inadequate staffing levels, and compromises in the quality of care due to financial constraints
(Mealer, Moss, 2016). Nurses facing these obstacles may initially experience stress and subsequently
react to the situation (Liitzén, Kvist, 2012). Other contributing factors include limited nutrition and
fluids, poor management and assessment, harming patients, medical prolongation of dying, and
inadequate staffing (Shoorideh et al., 2015). All these distresses may negatively affect the ICU nurse’s
ability to provide appropriate patient care, fulfill expected job responsibilities, and the time they can
spend with patients and their families (Atashzadeh-Shoorideh et al., 2021). Withdrawal from the
workplace, emotional exhaustion, and a diminished sense of personal connection with patients are
among the potential long-term consequences of enduring moral distress.

Moral distress has a range of effects on individuals, affecting their spiritual, physical, mental, and
social well-being (Ulrich et al., 2014). It manifests through various symptoms, including emotional
responses like withdrawal, frustration, anxiety, guilt, sadness, anger, and a sense of powerlessness.
Additionally, it can lead to physical symptoms such as vomiting, neck pain, headaches, palpitations,
diarrhea, and muscle aches. A. Jameton categorized moral distress into two types: initial distress
involving feelings of anger, anxiety, and frustration when nurses experience crises; and reactive
distress or moral residue, which encompasses the emotional impact of having made a morally
compromising decision, arises as a result of the initial distress and includes symptoms like crying,
depression, nightmares, feelings of worthlessness, physical symptoms like throbbing, diarrhea, and
headaches (Jameton, 1993).

Secondary traumatic stress (STS) describes the stress response that individuals may
experience when they are exposed to the traumatic experiences of others through various forms of
communication, such as listening, hearing, observing, or witnessing (The National Child Traumatic
Stress Network, nd). The symptoms of STS resemble those of post-traumatic stress disorder (PTSD).
However, a key distinction lies in their origins: STS arises from secondary exposure to distressing
events, while PTSD results from a perceived direct threat to an individual (Marsac, Ragsdale, 2020).
Secondary trauma can stem from repeated exposure to others’ traumatic experiences, such as
listening to or witnessing agonizing stories, observing individuals undergoing physical or emotional
suffering, or witnessing graphic injuries.
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One of the significant consequences of moral distress and secondary traumatic stress is their
impact on an individual’s quality of life. The World Health Organization defines quality of life
(WHOQOL) as an individual’s perception of life satisfaction and the way it aligns with their desires,
goals, and cultural values (World Health Organization, 2012). It varies from person to person whereby
some relate it to wealth or life satisfaction, while others focus on emotional and physical well-being.

World Health Organization assessed quality of life in the four domains of physical health,
psychological health, social relationships, and environmental health in its brief quality of life scale
(World Health Organization, 1996). The physical domain covers aspects like daily activities, reliance
on medication and medical assistance, energy levels, mobility, pain, sleep, and work capacity. In the
psychological health domain, considerations include body image, emotional states (both negative and
positive), self-esteem, spirituality, beliefs, and cognitive functions like thinking, learning, memory, and
concentration. The social relationship domain encompasses personal connections, social support,
and concerns related to sexual anxiety. Lastly, environmental health involves factors such as financial
resources, personal freedom, physical safety, health and social care access, home environment,
opportunities for skill acquisition, and participation in recreational and leisure activities. It also
considers the physical environment, including noise, pollution, traffic, and transportation.

The high prevalence of moral distress among nurses in general and ICU nurses in particular has
been reported by many studies (see, e.g., De Brasi et al., 2021; Shoorideh et al., 2015; Wiegand, Funk,
2012). Similarly, secondary trauma is highly prevalent among ICU nurses. For instance, S. Salimi
with colleagues surveyed ICU nurses from Iranian hospitals by administering Professional Quality
of Life questionnaires to measure secondary traumatic stress. Secondary traumatic stress was found
among 96% of the total participants (Salimi et al., 2020). Likewise, K. A. Hinderer with colleagues
found that nurses who provided care for critically ill patients exhibited elevated levels of traumatic
stress in comparison to general medical-surgical nurses (Hinderer et al., 2014). Another study found
moderate to severe levels of secondary traumatic stress among more than half of their sample of 202
emergency unit nurses (Ratrout, Hamdan-Mansour, 2020).

A meta-analysis aimed at exploring the gender differences in susceptibility to secondary
traumatization reviewed 12 studies with a total sample size of 1,623 participants, and resulted in
17 findings (Baum et al., 2014). These studies investigated the experiences of individuals who were
in close or extended relationships with trauma victims, such as therapists, spouses, children, and
parents. The meta-analysis concluded that females exhibited a higher vulnerability to secondary
traumatization. Similar to secondary traumatic stress, another study found that women reported
considerably higher levels of moral distress compared to men (O’Connell, 2014). These findings
suggest that gender can play a role in how individuals are affected by secondary traumatic stress
and moral distress.

Enhanced quality of life and a more balanced work-life dynamic have been associated with
decreased stress levels (Kowitlawkul et al., 2019). Despite this correlation, nurses often grapple
with work-life balance due to job-related demands, impacting their psychological health, social life,
physical well-being, and overall quality of life (Mullen, 2015). For instance, in a meta-analysis of 61
research studies, it was concluded that moral distress among ICU nurses is associated with their
elevated levels of physical and psychological health problems (Ghazanfari et al., 2022). Likewise,
secondary traumatic stress was found to be negatively related to the physical health of clinical social
workers (Lee et al., 2018).

The nursing profession in Pakistan encounters significant challenges stemming from societal
perceptions, including the low socioeconomic status of nurses, workplace safety issues, and the
demands of nursing work. Additionally, Pakistan’s traditional patriarchal culture imposes a substantial
burden of household and reproductive responsibilities on women, including childbirth and childcare
(Rehman, Hossain, 2024). The examination of moral distress and secondary traumatic stress among
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ICU nurses has predominantly centered on their professional quality of life. However, there is a notable
scarcity or absence of research on the impact of these negative experiences on the overall well-being of
these nurses. The current study is specifically designed to address this gap by utilizing the work-family
border theory and spillover hypothesis, focusing on the assessment of the impact of moral distress
and secondary traumatic stress on four crucial aspects of quality of life: physical health, psychological
health, environmental health, and social relationships. This research underscores the workplace
difficulties and stressors faced by nurses in Pakistan and highlights how these challenges compound
existing gender role pressures, making it difficult for nurses to achieve a healthy work-life balance. The
study also investigates potential gender differences in this relationship and explores gender-specific
disparities in the experience and consequences of moral distress and secondary traumatic stress by
Pakistani male and female ICU nurses. Building upon the theoretical framework of work — family
border theory and existing literature, this study formulates the following hypotheses:

H1: Moral distress and secondary traumatic stress have a negative impact on the quality of life of
intensive care unit nurses.

H2: The relationship between secondary traumatic stress and quality of life will be stronger for
women than for men.

H3: Moral distress and secondary traumatic stress are higher among female intensive care unit
nurses as compared to male intensive care unit nurses.

Method

Sample

The study’s population comprised ICU nurses, with participants exclusively selected from the
ICU who possessed a minimum of one year of work experience. The data collection took place in the
spring of 2023 through in-person visits to multiple Intensive Care Units (ICUs) situated in Rawalpindi
and Islamabad cities in Pakistan. Participant selection was made using a convenience sampling
method, resulting in a sample size of 126 participants (N = 126), consisting of 93 female nurses
(n=93) and 33 male nurses (n = 33). The sample size was determined using G-Power. A significant
proportion of the nurses held bachelor’s degrees or higher qualifications. In terms of marital status,
slightly over half of the participants were married, while the remaining participants were unmarried.
Demographic characteristics of the participants are presented in Table 1.

Table 1. Sociodemographic characteristics of participants

Baseline characteristics Frequency
n %

Gender
Female 93 73.8
Male 33 26.2
Education
Matric (10 years of education) 3 2.4
FSc (12 years of education) 26 20.6
BS (16 years of education) 78 61.9
MS (18 years of education) 11 8.7
Diploma (12 years of education) 8 6.3
Marital Status
Married 69 54.8
Unmarried 57 45.2

Note. N = 126, FSc = Faculty of science, BS = Bachelor of Science, MS = Master of Science.
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Procedure

The study adhered to ethical guidelines set by the APA and received approval from the preliminary
ethics research committee of the relevant department. Permission from the respective hospitals was
also secured to ensure authorization for data collection from their ICU nurses within their healthcare
facilities. Informed consent was obtained from participants who had the option to withdraw at any
point. Ethical considerations like voluntary participation, confidentiality, and risk minimization were
prioritized. Demographic data, such as gender, age, education, marital status, and work experience
were collected using a demographic sheet. Data on variables were gathered during their office hours
through the administration of the Measure of Moral Distress for Healthcare Professionals (MMD-HP),
the Secondary Traumatic Stress Scale (STSS), and the World Health Organization Quality of Life Brief
Scale (WHOQOL-BREF) questionnaires. Independent-sample t-tests and regression analyses were
used to test the hypotheses of the study using Statistical Package for the Social Sciences (SPSS) 27.

Instruments

The Measure of Moral Distress for Healthcare Professionals (MMD-HP)

Moral distress was measured using a 27-item Measure of Moral Distress for Healthcare
Professionals (MMD-HP) to assess the frequency and intensity of moral distress in healthcare
professionals. Items are measured on a Likert-type scale. The composite score for each item is the
product of frequency (f) and distress (d) scores (i.e., f x d) and ranges from 0 to 16. The final score is
obtained by summing the composite scores for all items, with a potential range of 0 to 432. Higher
scores indicate elevated levels of moral distress. MMD-HP is known for its good to excellent reliability
and validity. In this study, the MMD-HP demonstrated a Cronbach’s reliability coefficient of a = 0.95,
indicating an almost perfect level of agreement among the items.

Secondary Traumatic Stress Scale (STSS)

Secondary trauma was measured using the Secondary Traumatic Stress Scale (STSS) developed
by B. E. Bride and his colleagues. STSS isa 17-item Likert scale designed to assess secondary traumatic
stress experienced in the past seven days (Bride et al., 2004 ). The scale consists of three sub-scales:
intrusion, arousal, and avoidance, which are related to indirect exposure to traumatic events through
professional interactions with clients who have experienced trauma. The overall score on STSS is
calculated by summing the scores for individual items. The total score can range from 17 to 85, with
higher scores indicating more severe secondary traumatic stress (Bride, 2007). For this study, only
the cumulative score was considered for analyses. The STSS is known for its established reliability
and validity. In the current study, the scale demonstrated excellent internal consistency with a
Cronbach’s Alpha reliability score of 0.96 for all 17 items.

World Health Organization Quality of Life, Brief Version (WHOQOL-BREF)

Quality of life was measured using the WHOQOL Group’s World Health Organization Quality of
Life Brief Scale (WHOQOL-BREF), a 26-item Likert scale designed to assess an individual’s quality of
life. It encompasses four key domains: physical health (seven items), psychological health (six items),
social relationships (three items), and environmental health (eight items). Additionally, it includes
two items for evaluating the overall quality of life and general health. The WHOQOL-BREF employs
a specific scoring method, as detailed in its manual, and has demonstrated strong reliability and
validity. In the present study, the scale exhibited good internal consistency for physical health (a =
.66), psychological health (a =.71), social relationships (a =.75), and environmental health (a =.84).
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Results

The secondary traumatic stress score ranged between 17 and 74 with a mean score of 43.03
(SD = 15.12). Scores between 38 and 43 indicate moderate levels of secondary trauma on the STSS
scale, which suggests that our overall sample had moderate levels of secondary traumatic stress
(Bride, 2007). The detailed results can be found in Table 2.

Table 2. Mean and standard deviation of variables

Variable N Mean Std. Dev. Min Max
Environmental health 126 59.85 16.02 25.00 100.00
Social relationships 126 57.21 23.20 .00 100.00
Psychological health 126 58.50 17.10 16.67 95.83
Physical health 126 55.22 15.10 10.71 96.43
Secondary traumatic stress 126 43.03 15.12 17 74
Moral distress 126 151.21 106.30 1.00 417.00

Moral distress and secondary traumatic stress predicting on quality of life

A multiple linear regression analysis was employed to explore the relationship moral distress
and secondary traumatic stress with the quality of life among ICU nurses. Four domains of quality
of life including physical health, psychological health, social relationships, and environmental health
were examined. Detailed results can be found in Table 3.

Table 3. Regression results using secondary traumatic stress and moral distress as predictors and
quality of life as criterion

Criterion Predictor B SE LL(95% CI) UL B p
Physical health MD -.016 .012 -.039 .008 -.110 197
STS -.360 .085 -.528 -.193 -.361 .000
Psychological health MD -.012  .013 -.038 .015 -.073  .380
STS -.490 .093 -.674 -0.306 -.434  .000
Social relationships MD -.037 .018 -.073 -.001 -.169 .044
STS -.571 127 -.823 -.320 -.373 .000
Environmental health MD -.027  .013 -.052 -.002 -.182  .032
STS -.370  .089 -.545 -.195 -.349  .000

Note. B = Unstandardized Beta, SE = Standard Error, LL = Lower Limit, UL = Upper Limit, 8 = Standardized Beta, p = Significant value, STS =
Secondary Traumatic Stress, MD = Moral Distress.

The regression model analyzing the impact of moral distress and secondary traumatic stress
indicated that these variables collectively explained a proportion of the variance in different
domains of quality of life among ICU nurses. Specifically, the moral distress and secondary traumatic
accounted for 16% of the variance in the physical health (F (2,123)=11.77,p <.001, R? =.16), 20.8%
of the variance in the psychological health (F (2, 123) = 16.16, p < .001, R? = .208), 19.6% of the
variance in social relationships (F (2, 123) = 15.02, p <.001, R =.196), and 18.4% of the variance in
the environmental health domain (F (2, 123) = 13.85, p <.001, R? =.184) of ICU nurses. The analysis
revealed that an increase in secondary trauma, but not moral distress, was significantly linked to a
decrease in the physical and psychological health of ICU nurses. Furthermore, both an increase in
secondary traumatic stress and an increase in moral distress were significantly linked to a decrease
in social relationships and environmental health among ICU nurses. No significant moderation effect
of gender was found in any of the relationships.
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Gender differences in moral distress and secondary traumatic stress

An independent-sample t-test was performed to investigate potential gender differences in
the experience of moral distress and secondary traumatic stress among intensive care nurses. The
analysis revealed a noteworthy gender difference in moral distress scores (¢ (124) = 3.66, p <0.001).
Specifically, female nurses reported significantly higher levels of moral distress in comparison
to their male counterparts, as detailed in Table 4. However, no significant gender difference was
observed concerning secondary traumatic stress (p >.05).

Table 4. Mean comparison of females and males on secondary traumatic stress and moral distress

. Female (n =93) Male (n = 33) ,

Variables M sD M D t (124) P Cohen’s d
STS 44.19 13.58 39.76 18.66 1.25 217 27
MD 169.10 107.49 100.82 85.87 3.66 .00 .70

Note. M = mean, SD = standard deviation, ¢ = test statistics, p = significance (2-tailed), STS = secondary traumatic stress, MD = moral distress.

Discussion

The study identified a significant prevalence of secondary traumatic stress among ICU nurses,
with the overall sample surpassing the STS threshold score of 43, indicating moderate levels of STS
(Bride, 2007). These results support previous findings whuch also reported significantly higher
levels of secondary traumatic stress among ICU nurses (see, e.g., Hinderer et al., 2014; Salimi et al.,
2020). of ICU nurses in Pakistan. The regression analysis indicated that both secondary traumatic
stress and moral distress had an adverse influence on ICU nurses’ quality of life. Secondary traumatic
stress was associated with reduced quality of life in all four domains of quality of life (physical health,
psychological health, environmental health, and social relationships), emphasizing its pervasive
effect. This observation aligns with the work-life balance theory as well as the spillover hypothesis,
which suggests that stressors from the workplace negatively influence an individual’s personal life
at home (Clark, 2000; Staines, 1980). These findings suggest that exposure to traumatic events, even
indirectly, has a tangible and negative impact on the physical well-being of nurses. These results also
underscore the importance of addressing the emotional and mental toll that healthcare professionals
can take from witnessing traumatic events at work. Providing access to mental health support, such
as counseling services and stress management programes, is crucial to maintaining the psychological
well-being of these nurses.

Moral distress predominantly affected the social relationship and environmental health
domains, aligning with prior research (Atashzadeh-Shoorideh et al., 2021; Ulrich et al., 2014).
With “These findings provide further support for work-family border theory as well as spillover
hypothesis, which posit that work-related stressors can substantially affect a person’s family, social
relationships, and living environment (Clark, 2000; Staines, 1980). The prominence of the social
relationship effect underlines the necessity of addressing the root stressors to enhance the overall
well-being of ICU nurses. These results shed light on the interpersonal challenges that nurses may
face when confronted with moral dilemmas. This underscores that the overall social life can suffer
adverse consequences when nurses grapple with moral distress. Consequently, addressing ethical
concerns and cultivating a supportive workplace culture are indispensable measures to enhance the
quality of life for nurses in this regard.

While the study did not find evidence of the hypothesized moderation effect of gender in the
relationship between moral distress, secondary traumatic stress, and quality of life; a gender-level
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analysis indicated that female nurses reported significantly higher levels of moral distress compared to
male nurses. This finding partially supports our third hypothesis, which predicted that female nurses
would exhibit significantly higher levels of moral distress and secondary traumatic stress compared
to their male counterparts. These findings align with previous literature cited, such as the work by
C. B. O’Connell, which highlighted that women tend to experience higher levels of moral distress as
compared to men (O’Connell, 2014). The gender disparity in moral distress emphasizes the need for
healthcare organizations to be attuned to the unique stressors experienced by female nurses and
provide tailored support and resources to address their specific needs. However, no significant gender
difference was observed in terms of secondary traumatic stress, indicating that both male and female
participants exhibited similar levels of this particular stress factor. These findings disregard the notion
of gender-specific secondary trauma and underscore the significance of establishing comprehensive
mental health and well-being initiatives that attend to the needs of all individuals exposed to secondary
trauma within the healthcare profession, regardless of their gender.

Recommendations and limitations

The findings of this study have significant implications for healthcare organizations. Recognizing
the potential negative impact of secondary traumatic stress on the physical health of ICU nurses
underscores the importance of providing support and resources to help nurses cope with the
emotional toll of their work. This could include resilience-building training, regular debriefing
sessions, and access to counseling services. This highlights the need for targeted interventions, not
only for ICU nurses but for healthcare workers in general. Such interventions should extend beyond
occupational health, catering to any individual who has encountered or been exposed to moral
distress and secondary trauma. The insights derived from this study can be valuable for enhancing
the healthcare system’s decision-making process. Incorporating senior nurses into critical decision-
making can not only promote their understanding of the decision rationale but also allow them to
contribute insights based on their wealth of experience and knowledge.

When interpreting the results of the current study, it is also important to consider its limitations.
The study did not explore the potential influence of other demographic factors, such as age, family
structure, or cultural background, on nurses’ experiences of stress which otherwise can play an
important role in shaping the way individuals perceive and respond to moral distress and secondary
traumatic stress. Future studies should consider a broader range of demographic variables to
provide a more comprehensive understanding of the impact of these stressors. Addressing these
limitations in future research will contribute to a more nuanced understanding of the experiences
of ICU nurses and the factors that impact their well-being. Future studies can explore the long-term
effects of these factors and examine potential interventions to mitigate their negative impact on
nurses’ quality of life.

Conclusion

This study delved into the intricate interplay between moral distress, secondary traumatic stress,
and the quality of life among ICU Nurses. The study uncovered important insights into how these
psychological stressors manifest and their profound implications on various facets of nurses’ well-
being. One of the key findings of the study was the noticeable impact of moral distress on the social
and environmental health domains of quality of life. Nurses experiencing moral distress reported
heightened challenges in maintaining meaningful personal connections and navigating their physical
surroundings in a manner conducive to well-being. This underscores the profound toll that ethical
dilemmas and conflicting values can exact on nurses’ broader quality of life beyond the confines
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of their professional duties. Furthermore, the study revealed the pervasive influence of secondary
traumatic stress across all domains of quality of life. [ICU nurses grappling with the aftermath of
traumatic events and witnessing the suffering of patients experienced notable setbacks in their
physical, psychological, social, and environmental well-being. The pervasive nature of secondary
traumatic stress highlights the urgent need for comprehensive support systems and interventions
to mitigate its adverse influence and augment nurses’ resilience in the face of profound emotional
challenges. An intriguing gender disparity emerged from the study’s findings, revealing a higher
prevalence of moral distress among female ICU nurses compared to their male counterparts. This
observation offers valuable insights into the unique stressors and challenges faced by female nurses
within the healthcare environment, underscoring the importance of gender-sensitive approaches
in addressing workplace dynamics and promoting nurses’ well-being. Overall, the study’s findings
provide a compelling narrative about the intricate dynamics at play within healthcare settings and
the profound impact of moral distress and secondary traumatic stress on nurses’ quality of life. By
shedding light on these critical issues, the study not only advances our understanding of nurses’ lived
experiences but also underscores the imperative for targeted interventions and support mechanisms
to safeguard nurses’ well-being in the face of formidable challenges.
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KACHUM Pupna
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AHHOTaum4. Ljesb. B 3TOM Hcc/ieJOBaHUM U3y4YaeTcsl CBSA3b MeXJy MOpaJbHbIMU CTPAJAHUAMHU U
BTOPHUYHBIM TPaBMaTH4YECKUM CTPECCOM, C OHOM CTOPOHBI, ¥ KaueCTBO XKU3HU MeJICeCTEp OTAesIeH S
WHTEeHCUBHOH Tepanuu B [lakucTaHe, ¢ Jpyroi CTOPOHBI, C aKLEHTOM Ha FeHJepHble pasjnyus B
MOpaJIbHBIX CTPaZlaHUSAX U BTOPUYHOM TpaBMaTH4ecKoM cTpecce. JusaliH uccaedosaHus. B ucciaeno-
BAaHUM NPUHSAJIM yyacTre 126 yesoBeK, BK/IIOYas MeCeCTEP OT/e/IeHUs] MHTEHCHBHOM Tepanuy, Kak
MY’KUMH, TaK W XKeHILMH, C OIIbITOM paboThbl He MeHee OHOro roja. JJaHHble 6bLIN COGPAHBI JIUYHO
y MeJcecTép OTAeseHUs] HHTEHCUBHOM Tepanuu B Pas3/MYHbIX 60JbHULAX NAKUCTAaHCKHUX FOpPOJOB
Wcnamabas u PaBannmuupu. «lllkaja BTOPUYHOrO TpaBMaTHYeCKOro cTpecca», «/lMarHOCTHKA
MOpPaJIbHOI'0 PacCTPOMCTBa» AJs1 MEAULMHCKUX PaboTHHUKOB U «KpaTkas Bepcus IIKasbl KayecTBa
’KU3HU» BceMUpHOH opraHusanuy 3/paBoOXpaHeHUsl ObLIM UCIOJb30BaHbI JJI OLLEHKU BTOPUY-
HOTO TPaBMaTHYECKOr0 CTPecca, MOPaJbHOr0 PAacCTPOMCTBA U Ka4ecTBa XKU3HU B UETBIPEX 06/1aCTAX:
dur3snyecKoe 340pOBbe, ICUX0JOTUIECKOE 3,0POBbE, COLMalIbHble OTHOLIEHHUS U COCTOSIHUE OKpY»Ka-
Io1el cpenbl. [lonyueHHble daHHble. Pe3y/ibTaThl HccleJ0BaHNs NI0Ka3aly, YTO BTOPUYHBIN TpaBMa-
TUYECKUH CTpecc B 3HAYUTEbHOM CTeNleH! CBsI3aH CO BCEMU YeTbIpbMs acCEKTaMH KauecTBa *KU3HHY,
YTO NOJYEPKHBAET PACIPOCTPAHEHHBIM XapaKTep 3TOH BTOPUYHON TPaBMbI, BJAUANOLIEH Ha obliee
CaMOYyBCTBUE MeJICECTED OT/ieJIeHHsI HHTeHCUBHOH Tepanuu B [lakuctane. Kpome Toro, MopaibHble
CTpaZlaHusl HEraTUBHO CKAa3aJIUCh Ha COLMAJIbHBIX OTHOLIEHHUSX U OKpYXalolled cpele, a Takxke
Ha KayecTBe KU3HU. [IpyuMeyaTesibHO, YTO He GbLIO BbIBJIEHO 3aMETHBIX eHJEePHBIX pa3Iuiui B
OTHOLIEHWH BTOPUYHOI'O TPAaBMaTHYECKOI'0 CTpecca U KayecTBa »KU3HU. TeM He MeHee, KeHILUHbI-
MeJCéCTPbI OTAe/eHUsI MHTEHCHBHOM Tepanyy COOBIIUIIN, YTO UCTIBITHIBAIOT 60J1e€ BbICOKUH YPOBEHD
MOpaJIbHBIX CTPaZaHUH MO CPAaBHEHUIO CO CBOMMHU KOJIJIETaMU-MYKUHUHAMU. ITO CBUJI€TENbCTBYET O
TOM, YTO MeJCECTPbI YACTO CTAJIKHUBAIOTCS C MOPaJIbHBIMU CTPaZaHUSIMU U BTOPUYHBIM TpaBMaTH-
YeCKHUM CTPeccoM Ha paboyeM MecTe, U 3TU NepeXUBaHUs HEraTUBHO CKAa3bIBAIOTCS Ha UX 06L1eM
KayecTBe U3HU. [JeHHocmb pe3ysnbmamog. Pe3ybTaThl Hcc/leJ0BaHNs AAIOT LleHHY0 HHGOPMaLUIo
PYKOBOACTBY 3[paBOOXpaHeHMs, aAIMUHUCTPATOPaM U MOJUTHKAM, IPU3bIBas UX YAENSATb NPUOPHU-
TeTHOe BHHMaHUe 6JIaronojy4uio MeiceCcTép, YTOObI CHU3UTb PUCKH JJIS1 3J0POBbS, C KOTOPBIMU OHU
CTAJIKUBAIOTCS B CBSA3M C IIpo6JieMaMy, CBA3aHHBIMU C pabOTOM.

KiroyeBsle cj10Ba: MOpa/ibHBIMA JUCTPeCC, BTOPUYHBINA TpaBMaTUYECKUU CTPECC, Ka4eCTBO KU3HH,

MeJICECTPbI OT/IeJIeHUsI HHTEHCUBHOU Tepanuu, CUX0J0TUYECKOe 3/I0pOBbe, pU3UUYECKOE 3/10POBbE,
colMa/ibHble B3aUMOOTHOIIEHUSI.
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Abstract. In today’s competitive world, the employees are considered as the valuable asset of the
organization. The organization must ensure the retention of the employee through providing unbiased
treatment. The prejudiced judgment of the organization creates highest employee attrition rate in the
organization. The job satisfaction and commitment of the employee could be attained only through
unbiased treatment of the organization. Purpose. Hence, this study focused on the role of organizational
justice on employee engagement. Method. The researcher adopts quantitative research technique
to evaluate the role of organizational justice on the employee engagement in IT sector. The survey
technique has been employed to collect the quantitative data. The research executes a quantitative
analysis utilizing the SPSS version 25 software package. Findings. Results of the current study
demonstrate that organizational justice is essential for enhancing the job satisfaction of the employee.
The fair and unbiased judgment of the organization optimistically influences job satisfaction. Thus, the
study proves that procedural justice could be embraced for providing fair treatment which enhances
employee engagement. The findings of the current study prove that job satisfaction plays a vital role in
employee engagement. Hence, the researcher concludes that organization must be fair and unbiased
in treating the employee, which could enhance employee engagement and job satisfaction. Moreover,
the job satisfaction is essential factor for the passionate working behaviour of the employee. Value of
results. Furthermore, the study suggest that IT sector could adopt procedural, distributive, interactive
and interpersonal justice strategy to provide job satisfaction.

Keywords: organizational justice, employee engagement, job satisfaction, IT sector.

Introduction

Background of study

Information Technology (IT) sector has made India to take huge step in the global business. The
contribution of IT to the GDP of India has been elevated from 1.2% to 7.7% as per the 2017 survey.
Furthermore, it has been expected to increase from 150 billion US dollars to 350 billion US dollars by
2025. Also, the survey predicted that IT sector is expected to provide employment to more than 2.5
million people in India by 2025. Nonetheless, the demand has augmented the attrition rate in the IT sector.
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Compared to other countries, IT sector in India has 15% of attrition rate in 2019 which higher than the
national average attrition rate. The attrition rate could be reduced if the employees are effectively engaged
with organization. Gallup survey report 2019 highlighted that 87% of employee are not completely
engaged with organization. But, the organization which has substantially engaged employee, has higher
performance rate compared to organization with disengaged employees (Sihag, 2021).

The disengaged employees tend to provide low quality of work compared to engaged employees.
The major factor for engaging employee is the motivation towards their work and organization
(Engidaw, 2021). The recent survey stated that 59% of organizations have benefited due to the
effective engagement of the employees. Also, the organization with effective employee engagement
has shown 18% of economic growth. The engagement of employee has aided in bring numerous
innovative idea which enhanced the organization performance (Budriené, Diskiené, 2020). Since
the performance of the organization is based on the engagement of employee, the management has
to make effective measures to engage the employees (Abdullahi et al., 2021). It was highlighted that
effective human resource (HR) activities are correlated with employee engagement (Fulmore et al,,
2022). Also, the association between HR practices and employee engagement mitigate the employee
retention in IT sector (Fulmore et al., 2023).

HRM plays a vital role in encouraging employee engagement in the organization. The HR activities
such as compensation, recognition and rewards enhance the engagement of the employee. Since the
IT sectors are facing higher attrition rate, the HR management has to effectively manage the issues and
demands of employees (Gopika et al,, 2021). The material and non-material technique of HRM such as
reward and recognition stimulate the employee engagement (Budriené, Diskiené, 2020). Engagement
and motivation of the employee enrich the performance and job satisfaction (Prasadjaningsih,
Alexandra, 2022). Similarly, it was exposed that employee engagement enhances the job satisfaction
and performance through resolving various issues in the organization (Arifin et al.,, 2019).

Nonetheless, the employee’s engagement would be affected, if the organization failed to provide
perceived justice to the issues and proper credit for work (Tiwari, Lenka, 2020). A. Aggarwal with
colleagues discovered that organizational justice such as procedural justice, distributive justice
and organizational support plays a vital role in engaging the employee (Aggarwal et al., 2022). The
distributive and procedural justice are the components of organizational justice which illustrate the
unprejudiced treatment of the employee. The distributive justice provides unbiased decision outcome
whereas procedural justice illustrates the appropriate decision-making process. It was emphasized
that organizational justice as a predictor of employee engagement (Lupsa et al., 2020). It enhances
trust, commitment, turnover, job performance, satisfaction and loyalty of the employee towards the
organization. Various studies highlighted that distributive and procedural justice are being adopted
in the organization followed by informational and interactional justice. Distributive and procedural
justice provides pay satisfaction and ethical decision along with job satisfaction (Hadi et al., 2020).

Interactive justice is also one of the components of organizational justice in which authorities
use respectful ways of communicating with employees. It aids in providing the detailed procedure
with significantand honest information from the organization (Correia, Almeida, 2020). Interactional
justice affects the job satisfaction, communication and commitment of the employee (Hadi et al,,
2020). Moreover, organizational justice plays a vital in the attitude and behavior of employee towards
the organization (Piotrowski et al., 2021). It influences perception and attitude of employee which
augments the organizational outcome (Bouazzaoui et al., 2020).

Organizational justice is essential for the sustainability of the employee which is significant for the
organizational performance. Moreover, lower level of organizational justice has affected psychology
of the employee and employee turnover. Based on the Global Innovation Index, innovativeness and
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engagement of employees is essential for the organization even during the financial crisis. In order
to enhance the innovativeness of employee, the organization has to dire the organizational source
such as organizational justice (Akram et al., 2020). It was explored the mediating role of employee
engagement between the organizational justice and behavior of the employee (Yanthi, Rahyuda,
2019). M. H. A. Rahman and D. M. Karim has explored happiness, trust, and commitment towards
job and organization as significant factor for organizational justice which determined the employee
engagement as the mediating role (Rahman, Karim, 2022). Hence, the study evaluates the trust,
happiness and commitment of employees due to organizational justice. It also assesses the role of
organizational justice on employee engagement.

Significance of the study

Employee performance has been regarded as significant factor for organizational growth.
Despite the presence of various aspect for the sustainable growth of organization, employee
engagement (EE) and job performance plays a major role in the success of a firms (Alsafadi, Altahat,
2021). EE establishes the connection between the employee and the organization through their job
performance by which organization benefits. The communication among authority and employee,
organizational justice (0J) and organizational performance are the key aspects which affect EE and
JS (Rana, Sharma, 2019). Thus, the current study focused on the role of O] on the EE and |JS. The study
also evaluates mediating role of JS between O] and EE association.

Problem statement

O] is associated with fair treatment of employees which boost the job performance and
commitment. During the unfair treatment, the employee tend to be highly stressed and also attempt
to find another job which increases the employees’ attrition. Moreover, the unfair treatment mitigate
the job performance, satisfaction and commitment of the employee (Sujono et al., 2020). O] is
significant for enhancing the JS and commitment towards the work. In recent times, the organization
is facing various issues in implementing effective EE activities which negatively affect the JS (Riyanto
etal, 2021). The current study attempts to assess the significant role of O] on employee engagement.
The study also appraises the affiliation between the O] and JS which affect employee engagement.

Research objective

The research objective of the current study is given below.

e To empathize with aspects of organizational justice, employee engagement and job satisfaction.

e To evaluate the impact of organizational justice on the job satisfaction of employees.

e To assess the effect of job satisfaction on employee engagement in the IT sector.

e To scrutinize the association between organizational justice and job satisfaction that affect
employee engagement.

e Tosuggestaneffectiveframeworkforenhancingthe employee engagementthrough organizational
justice.

Research hypothesis

The research hypothesis of the current study is given below.

H 1: Organizational justice has significant relationship with the job satisfaction of employees.

H 1: Organizational justice does not have significant relationship with the job satisfaction of employees.

H 2: Job satisfaction has significant influence on employee engagement.

H 2: Job satisfaction does not have significant influence on employee engagement.

H 3: There is a significant association between organizational justice and job satisfaction in
influencing employee engagement.

H,3: There is no significant association between organizational justice and job satisfaction in
influencing employee engagement.

173



Organizational Psychology, 2025, Vol. 15, No. 2. www.orgpsyjournal.hse.ru

Literature review

Organizational justice and job satisfaction

The perceptive of employees regarding O] has significant effect on determining employee
engagement’s performance and job satisfaction. Based on the 0], the prevailing study (Purnama et al,,
2020) predicted the JS and performance of employee in banking sector. It evaluated the association
between 0], job performance and ]S in the banking sector in Indonesia. The selected study collected
data through structured questionnaire which has been circulated among the managers of Banks at
Central Java Indonesia. It collected around 100 data from managers and assessed through PLS (partial
least square). The findings of the proposed study illustrated that distributive justice has significant
impact on job satisfaction. Nonetheless, procedural justice as well as interactional justice does not
have impact on job satisfaction. Moreover; job performance has been affected through job satisfaction.
Thus, the prevailing study concluded that managers of bank have to pay more responsiveness towards
distributive justice which could enhance job performance and job satisfaction.

Similarly, the existing study also evaluated the impact of O] on the JS among the employee in
Jordan City (Al-Douri, 2020). It employed quantitative research methods to empirically illustrate the
impact of organization justice on job satisfaction. The structured questionnaire has been adopted to
collect quantitative data from the employee of logistic sector in the Jordan city. The data has been
evaluated through multiple regression with aid of SPSS. The findings of the prevailing study illustrate
that O] has significant effect on the JS of the employee. It also illustrated that distributive justice does
not have significant effect on the JS which proves that delegating leaders and sharing them with
employees. Nonetheless, interactional justice and procedural justice have significant influence on
job satisfaction. Thus, the prevailing study concludes that managers must encourage the employee
to work as team and also should suggest the employee build a relationship with other workers.
Moreover, it also highlighted that managers must support the employee in solving the disputes.

Moreover, ]S is one of the significant elements for the growth of the organization. The O] plays
a role in enhancing job satisfaction. Thus, the prevailing study assessed the impact of O] on the ]S
especially among the nurses (Jameel et al.,, 2020). It employed quantitative research methodology
to accumulate and evaluate the data. The nurses from two public hospitals have been considered as
study population and questionnaire has been circulated among the nurses. The stratified sampling
method has been employed to generalize the outcome of selected samples. Moreover, structural
equation modelling (SEM) has been adopted to evaluate the collected data. The findings of the selected
study illustrated that facets of O] such as procedural justice, distributive justice and interactional
justice, have significant impact on the JS of the employee. Thus, the prevailing study concludes that
managers and supervisors have to be aware of the significance of O] and its effect on job satisfaction.

Providing significant justice in the workplace for the employee could enhance JS and
performance. Based on the perceptive of Iraq’s school teachers, the prevailing study scrutinized the
impact of O] on the JS in the educational sector in Middle Eastern Countries (Ghran et al., 2019). It
adopted quantitative research methodology to amass and evaluate data. Moreover, the data has been
accumulated from the teachers in eight secondary schools in Iraq. The prevailing study collected 98
data from the respondents in the Heet city in Iraq. Moreover, the prevailing study utilized SPSS to
evaluate the collected data. The findings of the prevailing study illustrate that the distributive justice
has significant impact on the |JS whereas procedural justice does not have significant effect on the
job satisfaction. Thus, the prevailing study concludes that the organization must treat the EE fairly,
which could enhance the productivity and performance of the teachers.

Likewise, the existing study investigated the impact of O] and organizational climate on the JS and
performance of district coordinators in Statistics Central Bureau (Haryono et al., 2019). Quantitative
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research methodology has been employed to amass data from the respondents who work in the four
regencies and in the city of Yogyakarta. The collected data has been assessed through SEM with PLS.
The outcome of the prevailing study highlighted that O], and climate has significant impact on the job
performance of the coordinators. Moreover, |S plays a mediating role between OJ and job performance.
Besides, the prevailing study gives a theoretical contribution towards the reasoned action theory.

H 1: Organizational justice has significant relationship with the job satisfaction of employees.

Job satisfaction and employee engagement

EE plays a vital role in the growth of the organization. EE creates effective working environment
which enhances job performance of the workers. Based on the employee engagement, the prevailing
study evaluated the significance of JS and EE in mitigating the impact of harassment in wood
management business (Arifin et al., 2019). The findings of the prevailing study illustrated that
association between job harassment and JS with EE as a mediating factor. Also, ]S has been mediating
factors between job harassment and job performance. Thus, the prevailing study highlighted that
organization must enhance EE activities which could increase job performance and satisfaction and
also mitigate harassment.

Similarly, the prevailing study emphasized on therole of psychological capital on the EE engagement,
job performance and job satisfaction (Ngwenya, Pelser, 2020). The findings of the prevailing study
highlighted that psychological capital has significant impact on the job performance, JS and EE in
the industrial sector. Moreover; EE has been regarded as the mediating factor between the impact of
psychological capital and job performance. Furthermore, JS has significant impact on EE engagement.

The existing study evaluated the significant mediating role of EE between the ]S and human
resource practices (Pradhan et al, 2019). The structured questionnaire technique of quantitative
research methodology has been employed to collect data from the managers. More than 390 data
have been congregated from the respondents. The collected data has been evaluated through SEM to
illustrate the association between job satisfaction, EE and HR practices. The outcome of the prevailing
study illustrated that JS has significant correlation with HR practices which impact the EE engagement.

Along with job satisfaction, the prevailing study evaluated the significant role of communication
strategies, EE, loyalty and organization engagement on the basis of social exchange theory (Nguyen,
Ha, 2023). Quantitative research methodology through online survey approach has been employed
to collect significant data for proving the research hypothesis. The prevailing study collected 255 data
from the higher education organizations in Binh Duong. To collect significant data, the snowballing
and convenience sampling method has been employed. The data has been assessed through PLS-SEM.
The outcome of the prevailing study illustrates that EE and JS have significant association. Moreover,
the outcome highlighted that communication strategies such internal communication have significant
role in enhancing the EE and job satisfaction. Also, job satisfaction, EE and organization engagement
play a vital role in the association between loyalty and communication strategies.

H 2: Job satisfaction has influence on employee engagement.

Organizational justice and employee engagement

In current workplace, organization justice has significant effect on the employee’s job
performance and job satisfaction. The organization incorporates the demands of contemporary
societal and fiscal goals which affect the assessment of O]. The prevailing study evaluated the
impact of O] on the EE especially in the private sector (Venkataramanan, 2023). The variables such
as predicaments of fair pay, employee recruitment process and fair opportunity for the promotion,
have been regarded to evaluate the issues of OJ. The inappropriate organization justice has one of the
primary issues in private sector. Based on the O] in the private sector, the prevailing study collected
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data from the IT and consulting sector’s employee in South India. The outcome of the prevailing
study illustrated that O] has significant impact on the EE engagement.

Similarly, the prevailing study evaluated the association between 0], ]S and commitment among
the Iranian nurses in order to help in alleviating nurse shortage (Chegini et al., 2019). It employed
cross-sectional study to conduct a survey among the participants. The prevailing study adopted
two-stage cluster sampling techniques to circulate questionnaires among the nurses. Moreover, SPSS
and AMOS has been employed to examine the collected data. The findings of the prevailing study
illustrate that organizational commitment is associated with JS and self-efficacy. Besides, the O] has
significant impact on job satisfaction. Moreover, the findings highlight that O] is correlated with
organizational commitment. Thus, the outcome of the prevailing study highlights that managers of
the hospital must enhance the commitment of the EE through O]. The O] must be enhanced through
various strategies which also increase job satisfaction.

Similarly, the prevailing study evaluated the relation of employee engagement, OJ and intention
of employee to quit in the Nigerian banks (Venkataramanan, 2023). The outcomes of the study
showed two scopes of employee engagement which are absorption and vigor. It consists of an
important connection with worker intention to quit when enthusiasm has no significant connection
with worker intention to quit. The study has also found that the O] intervenes in the connection of
employee’s intention to quit and EE. Moreover, it also identified that O] has significant impact on the
EE and their intention to quit. Thus, the prevailing study concludes that OJ and leadership strategies
of banking sector must be enhanced through providing effective policy for work-life balance, job
demand resources and also remuneration. It enhances the EE and mitigates the intention to quit.

The existing study evaluated the impact of O] and also work-life balance on the turnover intention
and EE in BSB-Kalla Group (Mulang, 2022). The quantitative technique has been embraced to collect
data from the respondents. The structured questionnaire is utilized to amass the data from the 70 EE
of BSB-Kalla Group. The collected data has been assessed through SEM with the aid of SmartPLS. The
outcome of the prevailing study illustrated EE has not been a mediating factor between the O] and
work-life balance especially on turnover intention. The findings highlight that turnover intention has
been determined through the implementation of O] which also enhances the work-life balance for
the workers through EE engagement.

H 3: There is significant association between organizational justice and job satisfaction in
influencing employee engagement.

Research gap

As per the review of various existing study, some of the gaps have been identified. Most of the
prevailing studies have evaluated the impact of O] and job performance(Al-Douri, 2020; Jameel et
al,, 2020; Purnama et al., 2020). Besides, various studies have evaluated the impact of O] on the EE
engagement (Chegini et al., 2019; Mulang, 2022; Venkataramanan, 2023). The prevailing study has
failed to evaluate the significant role of O] on the EE with ]S as a mediating factor. Only few studies
focused on the O], EE and job satisfaction. Thus, the current study will attempt to fulfill the existing
gap through evaluating the role of O] on the EE with JS as mediating factor.

Methodology

Research design

The current study employs quantitative research methodology to accumulate and evaluate
for proving the research hypothesis. Quantitative approach is the type of research method that
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involves collecting numerical data and scrutinizing the data according to the research purpose and
hypothesis testing. It is regarded as the systematic phenomenon for congregating data and executing
statistical and mathematical technique. The key purpose of quantitative method is to examine the
correlation between study variables and offer anticipated results (McLeod, 2019). Thus, the current
study adopts quantitative research technique to evaluate the role of OJ on the EE in IT sector. The
survey technique has been employed to collect the quantitative data.

Sampling method and size

The current study employs stratified random sampling methods to collect data from the selected
respondents. Stratified sampling method splits a group into equal subsets which are standardized
than the population. The diverse in subsets is describes as “strata” (Stratton, 2021). From each
stratum, the sample is chosen in a random manner. The stratified sampling method is more accurate
and reliable (Ilker Etikan, May 4, 2017). The employees from IT sector in India is considered as
study population. There are 28 states in India, five respondents from each state were randomly
picked by the researcher to collect responses. Hence, we have 140 responses. This study segregated
IT employees based on the states excluding employees from union territories which has a smaller
number of IT employees.

Data collection

The currentstudy embraces primary data collection methodsto collect datafromtherespondents.
The primary data collection is the procedure of acquiring first-hand data from the participants
for the purpose of research. The primary data is collected from distributing questionnaire to the
participants through survey. The data is collected from IT employees of different states in India.

Research instrument

The questionnaire method is an easier mode for collecting data. Thus, the present study embraces
structured questionnaire techniques to amass data from the respondents. The study has circulated
the questionnaire to respondents through online survey technique.

Data analysis

Quantitative data analysis is denoted as a systematic phenomenon for gathering data as well as
accomplishing mathematical, statistical and computational techniques (Jung, 2019). The quantitative
analysis gathers data from working population with aid of sampling techniques for providing outcome
related to research objectives. The outcome of the quantitative analysis is determined numerically.
For quantitative analysis, the collected data will be entered in MS Excel. Then, the data in MS Excel
will be analyzed using SPSS software. The outcome of the study is evaluated with aid of ANOVA,
multiple regression and demographic analysis.

Independent Variable Mediating Variable Dependent variable

Organizational Justice Job Satisfaction Employee engagement

Figure 1. Research framework

Ethical considerations

In the survey, the demographic details of the respondents have congregated. The demographic
profile incorporates name of the respondents, age details, martial status and other personal details.
The demographic profile will be preserved confidentially for every respondent.
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Results

Demographic analysis

The study has collected 120 data from the employees of IT sector through circulating survey
questionnaire. The questionnaire has been circulated to 140 respondents out of which 120 data
has been finalized due to various errors and incomplete data. The below given table illustrate
the demographic profile of the respondents who are volunteered to provide relevant information
regarding organizational justice and employee engagement. Based on their response, the objective
has been evaluated and proved.

Table 1. Demographic analysis

Demographic profile Factor Participants %
Age Less than 20 years 2 1.6
20-30 86 71
30-40 31 25
Above 40 1 0.8
Total 120 100
Gender Female 98 81.6
Male 22 18.3
Total 120 100
Marital status Married 42 35
Unmarried 78 65
Total 120 100
Pay scale Below 10000 9 7.5
10000 - 20000 73 60.8
20000 - 30000 33 27.5
Above 30000 5 4.2
Total 120 100
Education qualification  Undergraduate 74 61.6
Postgraduate 19 15.8
Others 27 22.5
Total 120 100
Experience 0-2 34 28.3
2-5 42 35
5-7 17 14.2
7-10 14 11.6
Above 10 Years 13 10.8
Total 120 100

The above-mentioned table illustrates the demographic profile of the respondents who have
taken part in the survey. As per the data, 82% of respondents are female whereas 18% of the
respondents are male. This illustrates that most of the female are working various IT sector in
India. Moreover, 72% of the respondents belong to the age category of 20-30 years. Meanwhile,
28% of the respondents belong to the age category of 30-40 years. This proves that most of the
employees in the IT sector are 20-30 years who probably joined the organization after completing
under graduation. Similarly, 62% of the respondents have completed under graduation. Besides,
most of the employees are unmarried, which has been proven through collected data. 65% of the
respondents are unmarried. Furthermore, 28% of the respondents have 0-2 years of experience
and 35% of the respondents have 2-5 years of experience. It proves that most of the employees in
IT sector have minimum period of experience. Since the EE has minimum period of experience, the
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monthly salary of the employee is also between Rs.10,000 — Rs.20,000. As per the data, 61% of the
respondents receive Rs.10,000 to Rs.20,000 as monthly salary. Since most of the employees belong
to current generation, the data accumulated from those respondents could be accurate and reliable
to research hypothesis.

Statistical analysis

Organizational justice and job satisfaction

Organizational justice has significant influence on the job satisfaction of the employee. The fair
andunbiased judgmentofthe organizationincreasesthe satisfactionand commitment ofthe employee
towards the organization. The employee’s job satisfaction could be assessed to understand impact
of organizational justice. The study has adopted ANOVA to evaluate the influence of organizational
justice on job satisfaction (Table 2). The study assessed the influence of O] on the selected factors of
JS.

H 1: O] has significant relationship with the JS of employees.

H 1: O] does not have significant relationship with the JS of employee.

Table 2. ANOVA: organizational justice and job satisfaction
Sum of squares (SOS)  df  Mean square (M?) F Sig.

Job satisfaction — salary (SJS) Between groups 51.604 42 1.229 10.547  .000
Within groups 8.971 77 117
Total 60.575 119

Job satisfaction — welfare (W]S) Between groups 52.245 42 1.244 8.140  .000
Within groups 11.767 77 153
Total 64.012 119

Job satisfaction — reward (R]S) Between groups 46.702 42 1.112 5.690 .000
Within groups 15.046 77 195
Total 61.748 119

Job satisfaction — working condition (WCJS) Between groups 40.367 42 961 3.501 .000
Within groups 21.141 77 275
Total 61.508 119

The above given tables illustrate the outcome of the ANOVA analysis. The study evaluated the
impact of O] on the JS through regression analysis. The regression analysis is employed to evaluate
impact of independent variable (O]) on the dependent variable (job satisfaction). As per the analysis
(table 2), the overall mean value organization justice factors such as distributive, procedural,
interpersonal and informative justice, has significant impact on the job satisfaction factors. The
factors of job satisfaction are salary (SJS), welfare (W]S), reward (R]S) and working condition (WC]S)
which has been impacted by the overall mean value of O]. The p-value of ANOVA analysis is .000
which is less than threshold value. Hence, it proves that O] has significant effect on the factors of job
satisfaction. The fair and unbiased judgement of organization has significant impact on the salary
process, welfare regime, reward and working condition of employee. The outcome of the study
rejects the null hypothesis.

Job satisfaction and employee engagement

Since employees are valuable assets of the organization, the job satisfaction of employee is
significant for the organization’s growth. The job satisfaction of employee enhances their engagement
level towards the organization which affect organization’s performance. The study evaluated
influence of JS on the factors of employee engagement through ANOVA test (Table 3).

H 2: Job satisfaction has significant influence on employee engagement.

H 2: Job satisfaction does not significant influence on employee engagement.
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Table 3. ANOVA: job satisfaction and employee engagement

S0S df M F Sig.
Intellectual engagement (IE) Between groups 54.452 37 1.472 8.836 .000
Within groups 13.658 82 .167
Total 68.110 119
Social engagement (SE) Between groups 59.125 37 1.598 9.232 .000
Within groups 14.193 82 173
Total 73.319 119
Affective engagement (AE) Between groups 49.057 37 1.326 6.686 .000
Within groups 16.261 82 .198
Total 65.319 119

The above given table illustrate the outcome of the ANOVA test. The study employed ANVOA to
evaluate the impact of JS on the employee engagement. ANOVA test has been employed to evaluate
effect of independent variable (job satisfaction) on the dependent variable (employee engagement).
The intellectual (IE), social (SE) and affective (AE) engagement are factor of employee engagement
is evaluated in the analysis. The p-value of ANOVA test is .000 which is less than the threshold
value 0.05. Hence, the overall mean value of job satisfaction has significant impact on the factors
of EE. The outcome reveals that satisfaction level of employee stimulates engagement towards the
organization. As per the analysis, the concentration level and commitment of employee illustrate the
job satisfaction which optimistically affect employee engagement. Thus, the outcome of ANOVA test
reject the null hypothesis and positive hypothesis is accepted.

Organizational justice and employee engagement

The perception of employee regarding the unprejudiced treatment of the organization enhances
job satisfaction and commitment of the employee. The ineffective organizational justice influences
job satisfaction which mitigates the employee engagement towards the organization. Thus, it is
essential to identify the association between O] and job satisfaction in affecting the EE.

H 3: There is significant association between O] and JS in influencing employee engagement.

H 3: There is no significant association between OJ and S in influencing employee engagement.

Table 4. Chi-Square test statistics

Organizational justice Job satisfaction Employee engagement
Chi-Square 39.100a 45.933b 57.100c
Degrees of freedom 42 37 21
Asymp. Sig. .009 .049 .000

The above given table illustrate the outcome of the chi-square test. The chi-square test has been
employed to evaluate the association between O] and ]S in influencing the employee engagement.
The p-value of chi-square test is .009, .049, 0.000 which less than the threshold value 0.05. The
significant value illustrates the association between O] and job satisfaction. It also proves that O] and
JS is essential for enhancing EE towards the organization. The study evaluated the overall O], ]S and
EE value to identify its association. Thus, the outcome proves that there is significant association
between O] and |S in affecting the employee engagement. The outcome of the study rejects the null
hypothesis and accept the positive hypothesis.

Discussion

The outcome of the quantitative analysis proves the role of O] on employee engagement. The
outcome of the current study demonstrates that O] is essential for enhancing the JS of the employee.
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Organizational justice has significant impact on factors of job satisfaction. The fair and unbiased
judgment of the organization optimistically influences job satisfaction. Moreover, the findings of the
current study prove that JS plays a vital role in employee engagement. Also, the findings prove that
OJ affect the JS as well as employee engagement. Furthermore, the association between O] and ]S
influences employee engagement. The findings of the prevailing study illustrated that distributive
justice has significant impact on the job satisfaction (Purnama et al., 2020). Nonetheless, procedural
justice as well as interactional justice does not have impact on job satisfaction. Moreover, job
performance has been affected through job satisfaction. On contrary, the findings of the current study
illustrate O] has significant impact on job satisfaction. As per the findings, the OJ influences the ]S
especially in the IT sector. O] has significant impact on salary, welfare, reward and working conditions
of employee. The study incorporated factors such as distributive, procedural, interpersonal and
interactive justice to evaluate the impact of O] on the factors of JS.

The findings of the prevailing study highlighted that psychological capital has significant impact
on the job performance, JS and EE. Moreover, EE has been regarded as the mediating factor between
the impact of psychological capital and job performance (Ngwenya, Pelser, 2020). Furthermore, JS
has impact on employee engagement. In contrast, the outcome of the study also illustrated the direct
impact of ]S on employee engagement. Moreover, the findings of the current study prove that JS plays
a vital role in the EE. The outcome of the prevailing study illustrated that O] has significant impact
on the Employee engagement (Venkataramanan, 2023). The findings of the current study prove that
0] influences ]S as well as EE. Furthermore, the association between O] and ]S influences employee
engagement. As per the findings, the fair and unbiased judgment of the organization makes the
employee work with gratification.

Conclusion

Based on the findings, the study suggest the adoption of O] factors have significant impact on
the job satisfaction of employee which increases the engagement level. The implication of all the four
OJ dimension such as distributive, interactive, procedural and interpersonal justice have significant
impact on the job satisfaction of employee which also enhance EE. The unbiased treatment of
organization in assessing and rewarding the work of employees play a vital role in job satisfaction
based on the outcome of the analysis. The factor of O] has to be adopted in IT sector for enhancing
employee retention. The employee attrition in IT sector could be mitigated through ethical and
unbiased judgement of the management which enhances the job satisfaction and employee
engagement. The organizational justice provides ethical judgement to the employee which improve
the job satisfaction. Hence, IT sector could adopt all the four factors of O] for mitigating the employee
attrition. The statistical findings of the study suggest that IT industry India could adopt various
dimension of organizational justice to enhance trust, engagement and satisfaction of the employee.
As per the global survey, the attrition rate in IT sector is increasing due to various reason. One of the
major reasons for the attrition is biased and unfair treatment of the organization which affect the
JS of the employee. Thus, the outcome of the study states that organization must adopt procedural,
distributive, interpersonal and interactive justice for providing fair treatment to employee. The fair
and unbiased treatment enhances the concentration and commitment level of the employee which
provide innovative concept. The innovative and effective of the employee illustrate the engagement
level which has been elevated based on the organizational justice. Thus, the study recommends the
IT sector to provide effective organizational justice for subsiding the attrition rate and enhancing the
employee engagement and job satisfaction.
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PoJib opraHu3aniiOHHOM CIIPaBeIJIMBOCTHU B
BOBJIEUEHHOCTH COTPYAHHUKOB, OIIOCPELOBAHHOM
YA0BJETBOPEHHOCTHIO pab0TOM

TAATPU Toman

(aBTOp-KOpPpECIIOHZEHT)
Ynusepcumem Bxapamxudacau, Tupyuuupannannu, Mnous

CABAPVIMYTXY Aapynanpy

Yrusepcumem bxapamxudacau, Tupyuuupannannu, Vnous

AHHOTauMsA. B coBpeMeHHOM KOHKYPeHTHOM MHpe COTPYAHHUKH pacCMaTPUBAIOTCA KaK LeHHbIH
aKTUB opraHusauuy. OpraHusanus Jo/bKHa obecrieduBaTh yAepKaHHue COTPYJHUKOB M1OCPeACTBOM
6ecnpUCTPacTHOIO OTHOILEHUS K HUM. [Ipe/iB3sTbIe Cy>K/IeHUsl CO CTOPOHBI OPraHMU3aLUU IPUBOAAT
K BBICOKOH TeKy4eCTH KaJIpOB. Y10BJIeTBOPEHHOCTb Pab0TOM U NPUBEPXKEHHOCTb COTPYAHUKOB MOTYT
OBITb JOCTUTHY ThI TOJIBKO IOCPEJICTBOM 6€CIIPUCTPACTHOT0 OTHOLIEHUS K OpraHu3alui. [Jess. Takum
006pasoM, l]aHHOe UCCJleloBaHKe OblJIO COCPeZ0TOYEHO Ha POJIM OPraHU3allMOHHOM ClIpaBeJINBOCTH
B BOBJIEYEHHOCTH COTPYAHUKOB. Memod. B uccyiejoBaHUM IPUMEHSAETCS KOJIMYeCTBEHHbIN METOZ, /19
OLleHKH POJIM OPraHMW3allMOHHOM CIIpaBe/IINBOCTH B BOBJIEYEHHOCTH COTPYAHUKOB B UT-cexTope. [lna
cbopa KoJIM4eCTBEHHBIX JJAHHBIX UCI0JIb30BaJICs MeTo/ onpoca. KoJndyecTBeHHbIN aHa/IU3 UCCIef0-
BaHUS NPOBOJUTCS C HUCIOJIb30BaHUeM nakeTa SPSS Bepcuu 25. Pe3yabmameul. PesyabTaThl HacToOs-
111ero Ucc/lel0BaHUA IOKa3bIBAIOT, YTO OPTaHM3aLMOHHAs CIpaBe/JIMBOCTb UI'PaeT BaXKHENIIYI0 pOJb
B NOBBILIEHNUH YA,0BJIETBOPEHHOCTH COTPYAHUKOB CBoell paboToi. CnpaBeAsMBOe U 6eCIpUCTPaCT-
HOe OTHOLIEHHWe OPTraHU3aLUU IOJIOKUTEJbHO BJIMAET Ha YAOBJIETBOPEHHOCTb paboToi. Takum
06pasoM, ucciesiloBaHHe [J0Ka3blBaeT, UYTO MpOleccyasbHas CpaBeJIMBOCTb MOXKET ObITb MCIOJIb-
30BaHa /1 obecneyeHUs CipaBe/JIMBOro ob6palleH s, KOTOpoe NOBbIIIAeT BOBJAEYEHHOCTb COTPYA-
HUKOB. Pe3y/ibTaThl HACTOALIEr0 UCCIeL0BaHNA NOATBEPKAAIOT, YTO Y/ 0BJI€TBOPEHHOCTb PaboTOMN
WIrpaeT »KM3HEHHO BAXKHYIO POJIb B BOBJIEUEHHOCTH COTPYAHUKOB. TakUM 06pa3oM, aBTOPbI IPUXOJAT
K BbIBO/ly, YTO OpraHU3alysl [J0JKHA ObITh CIpaBe/lJIMBON U 6eCIPUCTPACTHON B OTHOILIEHUHU COTPYA-
HUKOB, UYTO MOXET MOBBICUTb BOBJIEYEHHOCTb COTPYAHUKOB U YA0BJIETBOPEHHOCTb paboToM. bosee
TOTr0, Y/OBJETBOPEHHOCTb pabOTON sABJAeTCA BakHeHIMM (GAKTOPOM AJs MOTHUBHPOBAHHOIO
TPYJ,0BOT'0 NOBeJleHUs COTPYAHUKA. [JenHHocmb pesy1emamos. KpoMe Toro, ucciefoBaHUe npeJosa-
raeT, 4To UT-ceKTop MOKeT MCNO/Ib30BaTh CTPAaTErnK NPoLe;yPHOH, paclipe/ieIMTeIbHON, UHTePaK-
TUBHOM U MeX/JIMYHOCTHOM clIpaBe/lJIMBOCTH [iJisl TOBbILIEHUS YA0BJIeTBOPEHHOCTH PabOTOH.

KioueBrble c/I0Ba: opraHy3aIiMoHHasl CIIPaBeIJIMBOCTb, BOBJIEUEHHOCTb COTPY/IHUKOB, YAOBJIETBO-
péHHocTh paboTol, UT-cekTop.
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Abstract. Purpose. Despite the increased focus of modern scholars on professional commitment,
academicians’ social and personal life status was not considered much in the job stress research on
higher education; only outcomes like performance, satisfaction, and intention were noticeably examined.
This study aims to understand the effects of job stress on academics’ life satisfaction and professional
commitment, with social support as a moderator. Approach. The “Social Exchange Theory” and the
“Person — Job Fit Theory” were chosen by the study to construct its research model. The study followed
a convenient sampling technique to select the sample. Questionnaires were used to collect data from
228 lecturers at Indonesian Public Universities, while PLS-SEM was employed to examine the structural
equation model analysis. Findings. As per findings, job stress significantly influences life satisfaction (8 =
-0.312; p < 0.01) and insignificant professional commitment (f = 0.059; p > 0.01). Life satisfaction also
insignificantly influences professional commitment (f = 0.150; p > 0.01). Besides, social support does
not moderate the relationship between job stress and professional commitment (§ = -0.016.; p > 0.01),
but between job stress and life satisfaction (§ = -0.120; p < 0.01). Research limitations. The research
is limited within one country and specifically public universities which cannot be generalized with
the findings of the results. These results suggest a broader investigation into the factors influencing
academics’ professional commitment and the need for increased social support to reduce work-related
stress and improve overall well-being. Value of the results. By integrating into how extensive work-life
issues influence people’s personal life satisfaction and professional commitments, as well as factors that
deal with one’s professional dedication, this research advances the social exchange theory and person-
job fit theory. Besides, the study uniquely contributes to behavioral science by examining the role of
societal support from the internal organization and external environment and how it moderates the
relationship between job stress with professional commitment and life satisfaction.
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Address: Jawa Tengah 53122, Purwokerto, Indonesia. E-mail: shainimaislam@gmail.com

186



Organizational Psychology, 2025, Vol. 15, No. 2. www.orgpsyjournal.hse.ru

Introduction

Nowadays, regulating job stress has become a major concern for management, staff, and
stakeholders in the organization; the higher education sector is not an exception. When job stress (JS) is
high and complex, a challenging issue in the area of professional commitment arises for the individual.
Past researchers indicate that job demands lead to job stress, influencing workers’ emotional and
physical well-being and their ability to cope with stress, as productivity outpaced resources (Westman,
Etzion, 2001). Academicians’ jobs stress videlicet estate, which causes impediments to lecturers’
research function and teaching in higher education. (Salami, 2011; Luzipho et al., 2020). This seems
a common problem as workplace stress increases teacher turnover intentions, indicating a decline
in professional commitment and job satisfaction, ultimately affecting their commitment negatively
(Shahab, Ali, 2013; Dehal, 2021; 2022). Professional commitment (PC) involves an individual’s belief
in goals, values, and commitment to their profession, encompassing aspects like identity, networking,
satisfaction, morality, advancement, and job engagement, with three categories: affective, normative,
and continuance. (Lachman, 1986; Meyer et al, 2002). Affective professional commitment (AC)
refers to emotional attachment to the profession, normative professional commitment (NC) refers to
obligation towards profession, and continuance professional commitment (CC) refers to cost associated
with changing professions (Meyer et al, 1993). Academicians with a strong sense of professional
devotion feel they belong to the team and the institution, which empowers them to serve without
reservation and offer their total effort (Mas’ud, 2016; Becker et al., 2018). Though it is becoming a
source of excellence for higher educational institutions, however some study limitations should be
acknowledged regarding research availability in investigating job stress effects on all three categories
(AC, NC, CC) of professional commitment. The lack of study regarding the relationship between job
stress and professional commitment motivated us to dive deeply into this relationship. Research on
retaining lecturers in the profession is limited, but studies show workload, role conflicts, and job
stress negatively impact their professional commitments, life satisfaction, and well-being (Aduma et
al,, 2022; Saadeh, Suifan, 2020). In the last few years, many researchers have dived into investigating
academicians’ work-related stress on institutional performance and claimed for broader investigation
across different countries (Usoro et al, 2016; Jawabri et al,, 2019). Nevertheless, only a few have
focused on academicians’ professionalism and general well-being.

In addition, preliminary studies relied on the negative effects of workplace stress on one’s ability to
function at work and overall life satisfaction (LS) including feelings of anxiousness and dissatisfaction.
Stressed-out people are more inclined to express their discontent in both personal and professional
settings (Karina, 2023). Life satisfaction is a cognitive component defining subjective well-being,
encompassing happiness, health, relationships, friendship, and collaboration, and is a changeable state
of mind and attitude toward life (Dimec et al., 2008; Kashyapa Shilpy et al., 2016). Job contentment and
personal life satisfaction are frequently lower among employees who struggle to balance work and
personal obligations (Daly, 2019; Fitriyanto et al., 2020). On the other hand, Life satisfaction is linked
to increased job satisfaction, as individuals who feel fulfilled in their personal lives bring positivity to
their professional work, leading to improved performance and engagement. Research and teaching
duties may be more engaged and committed when lecturers have a fulfilling personal life, indicating a
direct relationship between personal well-being and professional efficacy (Gradisek, 2019).

Another promising line of research claimed that, to maintain personal and professional life
balance, individuals need social support (SS) that provides acceptance, warmth, and understanding,
satisfying psychological needs. It indirectly influences individuals’ feelings and connections, fulfilling
social requirements and enhancing their emotional well-being (Liang et al., 2011). Social support
has been categorized as “emotional, instrumental / tangible, informational and appraisal” that
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connects individuals to create a sense of beliefs, respect, love, sharing and understanding (Bidart,
Lavenu, 2005; Cobb, 1976; Wachter et al., 2022). It significantly impacts psychological well-being,
stress experiences, job attitudes, and professional dedication. Collegiality, institutional culture, and
resources enhance commitment, enabling teachers to manage challenges and positively view career
progress (Ingarianti et al., 2022; Somech, Bogler, 2002). Social support from friends, family, and
communities is crucial for career development, fostering self-efficacy, navigating transitions, and
making informed decisions, thereby enhancing career outcomes (Jemini-Gashi et al., 2021; Wang et
al,, 2023). However, understanding social support’s interaction and functions outside the workplace
remains limited in academic literature (Jolly et al., 2021). Although social support is beneficial
in the higher education sector thus far, it still needs to be more pervasive in many spheres of life,
including development, revolution, and attitude and adjustment (Cottam, 2020; Nesje, 2017; Zhang
et al.,, 2022). Integrating the sociological approach in organizational behavior research, providing
social support, managerial sensitivity, and responsibility helps academics develop careers and feel
more appreciated, valued, and motivated (Kasraie et al.,, 2014; Md Aris Safree, Mariam Adawiah,
2012). Most of the social support research focuses on the stress experienced by women, victims
of racial discrimination, students, children, patients with chronic diseases, and social workers.
(Cooke, Hastings, 2023; Bogler, Somech, 2004; Nuwamanya et al., 2023; Andleeb et al., 2023). Once
more, concerning the teaching profession, most researchers investigate how well instructors in
schools and colleges use social support (Bakchich et al., 2023; Symeonidis et al., 2023). Since earlier
research has demonstrated the changing roles, organizational culture, work kinds, research, and
cooperation issues for this profession — particularly in Indonesia — this study aims to incorporate
social support into the literature of higher education professionals (Hernowo, Pamungkas, 2023).
The study highlights the impact of third-party relationships on career behaviors and well-being,
highlighting the role of job stress in influencing professional conduct and personal life situations
within organizations.

A still unsolved and unaddressed critical fact is how job stress influences career commitment
across every category is the prime concern of this research. Thus, this study attempted to develop
a model that included the professional commitment of a lecturer’s life in three categories (AC, NC,
and CC) as well as a personal facet for the first time. Much research on lecturers’ organizational
commitment, work satisfaction, organizational citizenship behavior, work-life balance, job satisfaction,
and stress has been done in the past (Fikri Zaidan, Juariyah, 2020; Obinna-Akakuru et al., 2022; Purba
etal, 2022; Ismail et al., 2014). Still, few have examined professional commitment — a debatable topic
of particular interest to organizational behavior experts (Bogler, Somech, 2004). To close knowledge
gaps and advance the field of study on professional commitment, this study examines how social and
organizational elements influence academicians’ lifestyles and career success. The study asserts its
contribution to strengthening the commitment literature, particularly in the higher education sector,
by including aspects of professional commitment (AC, NC, CC) that have not been addressed in prior
studies. Once more, social support is chosen as a moderating variable due to limited research on how
academicians’ commitment to their work and quality of life is influenced by internal organizational
support and externals (families, friends, society members). This practice is significant for the academic
profession, as it has been applied in various fields like business economics, psychology, sociology,
nursing, and political science (Caesens et al., 2020; Vigoda-Gadot, Talmud, 2010; Tseng, 2023).

Theoretical framework and hypothesis development

According to the Social Exchange Theory, members’ commitment develops from organizational
interactions (Blau, 1964). However, the degree to which the organization satisfies its members’
expectations determines how positive or unfavorable the member perceives the outcome. According
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to J. Meyer with colleagues, a person’s emotional professional commitment depends on how much
they identify with the objectives of their profession and how willing they are to help it achieve those
objectives (Meyer etal., 1993). People get identified with the organization due to internal procedures,
including skill-specific training and grading employees according to their credentials, which groups
them into a “community” inside the organization (Marks, Scholarios, 2007). From a different lens,
in an organization, “social support,” especially supervisory support and coworker support, has also
been evidenced in decreasing workload and burnout (Khan et al., 2019). It influences an individual’s
career thoughts, job performance, and professional commitment, fostering confidence in a chosen
career path and shaping other career-related outcomes (Su et al., 2021).

Person — job fit theory refers to the degree of congruence between individuals and their jobs.
(Wong, Tetrick, 2017). As a form of organizational psychology, this theory demonstrates individual’s
personality traits where the right personality matches with the right job increases work engagement,
contextual performance and reduces employee turnover intention (Boon. Biron, 2016; Cai et al,,
2018; Han et al,, 2015; Huang et al., 2019). When employees feel the job characteristics satisfy their
psychological needs, they become more engaged in the organization and contribute to organizational
competitive advantage (Vance, 2006). Moreover, job involvement increases when individuals find that
their skills, abilities, knowledge, and desires are aligned with the organization (Akeuchi, Takeuchi,
2013). Many researchers have claimed that job involvement positively influences career commitment,
as when employees engage with ajob, they expectit will lead them to achieve successful career outcomes
and career progress (Goulet, Singh, 2002). Job satisfaction, in the first place, satisfies individuals’ salient
needs. Consequently, employees become attached to career goals, are involved, and identify career
purpose, including personal goals, more intrinsically (Culibrk et al., 2018).

As per Indonesian law number 20 of 2003, lecturers in Indonesia must possess strong
competency under the ‘tridarma’ principle. They are expected to serve as professional employees
and scholars, contributing to developing scientific research knowledge and actively engaging in
community services (Kamma, 2020; Setyaningsih et al.,, 2019). Though professional commitment
motivates someone to use their skills, abilities, and beliefs in line with their chosen field to develop
institutional outcomes and self-positioning, lecturers in Indonesia still need to gain this commitment,
impeding the education sector’s progress. Numerous recent studies on Indonesian lecturers revealed
a need for more dedication, aptitude, drive, and unfulfilling professional obligations (Suryani et al.,
2021; Setyaningsih et al., 2019).

Research hypotheses

Job stress relationship to life satisfaction

Though job involvement, job satisfaction, and job stress influenced employees’ life satisfaction
in earlier studies, many strongly argued that employees at any level could face life satisfaction
difficulties when there is job stress (Aruldoss, 2020; Lambert, Frank, 2021; Zhao et al., 2020). More
specifically, life satisfaction is generally understood to be a psychologically influenced state of mind
and attitude toward life that is malleable in both good and negative ways (Kashyapa Shilpy et al,,
2016). University faculty members’ life satisfaction is significantly impacted by job stress, which
includes pressures related to research, teaching, and administration. This relationship is made
worse by emotional exhaustion, which lowers enjoyment (Xu, Wang, 2023). Research continuously
demonstrates a strong inverse association between life satisfaction and job stress. Life satisfaction
tends to decline with increased job stress, underscoring the negative consequences of workplace
pressures on individual well-being (Khan et al., 2014; Lambert, Frank, 2021).

Hypothesis 1: Job stress has a negative relationship to life satisfaction.
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Job stress relationship to professional commitment

The parts of commitment that are affective, normative, and continuous have an impact on how
employees connect with their employers and the profession. According to, a teacher’s intention to
leave the profession is adversely correlated with their professional commitment (Ware, Kitsantas,
2007). Once more, the researchers investigated the relationship between teacher stress and
commitment and discovered a substantial inverse relationship (Jepson, Forrest 2006). They
concluded that teachers who experience high levels of job stress have lower levels of job satisfaction,
less occupational commitment, and a stronger desire to leave the teaching profession. One important
component impacting occupational commitment may be teaching stress. The academic landscape is
becoming increasingly challenging for early career researchers, leading to increased job stress and
potential diminishment of career commitment (Johnson, Weivoda, 2021). A study in Bangladesh
found that stress overshadows work motivation, causing faculty to prioritize alleviating stress
over enhancing engagement (Rahman et al,, 2023). Following the dilemma between job stress and
career commitment in previous studies (Blau, 2007; Blau, Lunz, 1998; Heijden van der et al., 2009).
V. Wickramasinghe concluded that difficulties in finding empirical research support on the influence
of job stress and career commitment and suggested how job conditions, working environment,
and factors could create dissatisfaction which may affect employee’s decision regarding profession
continuance (Wickramasinghe, 2016). Thus, based on the job stress concept, we are assuming that,

Hypothesis 2: Job stress has a negative relationship to professional commitment.

Hypothesis 2a: Job stress has a negative relationship to affective professional commitment.

Hypothesis 2b: Job stress has a negative relationship to normative professional commitment.

Hypothesis 2c: Job stress has a positive relationship to continuance professional commitment.

Life satisfaction relationship to professional commitment

A person’s total well-being and ability to succeed in their career are greatly impacted by two
interrelated concepts: life satisfaction and career commitment. According to R. A. Emmons, greater
satisfaction from achieving one’s self-identified goals will presumably result in a more substantial
commitment to one’s career goals (Emmons, 2003). Career commitment is implied by the fact
that people tend to enjoy the careers they choose for themselves. The development of meaningful
career identity for employees is influenced by an upbeat attitude, a positive emotional state, and
access to psycho-social resources like security, confidence, accomplishment, and self-fulfillment
(Cicek et al,, 2016). A pharmacy study found faculty members are less likely to stay in academics
due to dissatisfaction with work-life balance indicators (Barnett et al., 2022). Also, a study in India
found that employees who cultivate hope, efficacy, resilience, and optimism experience higher life
satisfaction, positive affect, and decreased negative affect, thereby promoting career commitment
and employment retention (Singhal, Rastogi, 2018).

Life purpose is achieved through contentment, leading to better professional decisions aligned
with goals and values. This satisfaction results in increased motivation and dedication to one’s chosen
profession when self-worth and aspirations are integrated into both personal and professional lives
(Parola et al., 2022). People who are highly satisfied with their lives typically have a more positive
retention mindset, which makes them less inclined to quit their work. Buddhism places a strong
emphasis on the interconnectedness of all beings, which challenges professionals to think about
how their activities may affect others more broadly and to develop a feeling of duty toward their
coworkers and the community. This encourages the development of more cooperative and socially
conscious professional practices (Holt, Cottone, 2014). The Buddhist perspective encourages
resilience and sustained commitment to one’s profession by emphasizing the journey rather than
merely the results. It promotes appreciation for one’s chosen profession’s advancement and progress
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(Spurk et al., 2019; Layton, 2015). Similarly, empirical results showed that teachers with higher life
happiness, for example, also showed higher levels of professional dedication and fewer inclinations
to leave their jobs (Souza et al., 2023). Alternatively, if someone has an ambitious personality, they
will keep learning and developing professionally, which may influence their choice to change careers.
The desire to change careers is motivated by factors such as job happiness, financial security, and
current life circumstances, which give people the confidence to take the risks involved in changing
careers (Duong et al., 2023). Moreover, one’s pursuit of meaningful work that is consistent with their
personal values and their level of life happiness can inspire them to explore new areas of interest or
launch profitable businesses (Hiltz-Hymes et al., 2015; Silver, 2010).

Firstly, we may assume that those who are content with their lives will better balance their
personal and professional lives and develop a close bond with their careers just like they would
with other aspects of their lives. Secondly, a person’s life satisfaction and mindfulness practices
influence how they view their profession and its obligations, and how they make moral decisions by
considering others before themselves. Alternatively, regarding the last prediction, we can state that
fulfilled individuals have a strong sense of self-worth and are willing to take chances and challenge
themselves by changing occupations when they find a more meaningful life that aligns with their
personal beliefs and purpose.

Thus, based on the earlier study findings, we draw a hypothesis for this section as

Hypothesis 3: Life satisfaction has a positive relationship to professional commitment.

Hypothesis 3a: Life satisfaction has a positive relationship to affective professional commitment.

Hypothesis 3b: Life satisfaction has a positive relationship to normative professional commitment.

Hypothesis 3c: Life satisfaction has a negative relationship to continuance professional commitment.

Role of social support between job stress and life satisfaction

Job stress and environmental effects are common across different professions, and social
support can reduce job stress and improve life satisfaction (Nam, Nam, 2022). Employees need to
balance workplace difficulties with personal stability, and social engagement is crucial for coping.
The goal is to maintain harmony between work and non-work, and employees may feel happier and
more motivated if their employer positively impacts their lives outside of work (Mauno et al., 2015;
Wau et al,, 2022). In East China, academics’ perception of social support significantly impacts their
life satisfaction, with higher levels indicating that supportive work environments can enhance well-
being, thereby mitigating the negative effects of job stress (Xu, Wang, 2023). Similarly, A. W. Nguyen
with colleagues integrating the findings of R. S. Lazarus and S. Folkman, demonstrate that social
support helps people respond appropriately to stressful situations by assessing their psychological
and social resources and mobilizing them as needed (Lazarus, Folkman, 2017; Nguyen et al., 2016).
Thus, based on the discussion, the hypothesis could be proposed as follows:

Hypothesis 4: Social support moderates the relationship between job stress and life satisfaction.

Role of social support between job stress and professional commitment

Social support has a major impact on people’s decisions about switching professions by
reducing the negative consequences of job stress. Previous studies in Education sector claimed that
faculty members’ intentions to remain in their professions are highly influenced by their perception
of organizational support. This goal is directly impacted by elements like commitment and job
satisfaction, but it is also indirectly impacted by social support, which reduces work-related stress.
Creating a positive work atmosphere is essential to increasing teacher commitment and lowering
attrition. Social support can increase life happiness and lessen the stress that workers feel from
their jobs (Hemmati et al,, 2018; Myint et al,, 2024). Besides, maintaining a commitment to one’s
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career and lowering stress levels require family support. It enhances job satisfaction and confidence
by assisting people in comprehending and adapting to the demands of their careers. Resilience
and confidence in one’s professional career can be strengthened by emotional support from family
members (Sukismanto et al,, 2023; Neo et al., 2022). Encouragement can also aid in sustaining
commitment during challenging times. When people feel respected and encouraged to pursue their
goals, positive family dynamics frequently result in higher levels of professional dedication. Besides,
studies showed that ongoing professional development improves a teacher’s ability to teach and
fortifies their bond with their chosen career path, which raises the possibility that they will stick
with it in the face of difficulties (Villavicencio et al., 2024; Loseva, 2019).Effective social exchanges
can create a supportive work environment, reducing turnover intentions by making employees feel
connected and appreciated in their current roles (Tehreem et al., 2022).

Alternatively, when individuals receive little support and face many obstacles in terms of
bureaucracy, lack of resources, and a supportive attitude, they feel bad regarding their professional
experience and feel burdened about their professional roles (Khan et al.,, 2019; Kim et al., 2008).
Additionally, In the absence of social support, stress can result in long-term discontent, which drives
people to look for chances for a more fulfilling career or a better work-life balance (Semerci, 2016).

‘ Social Support(SS) }

H4 H5 H5a-Hbc

[ Job Stress (JS) 1 /{ Life Satisfaction (LS)
H1

H3

H2
Professional Commitment

(PC)

a) Affective
Commitment (AC) H3a-H3c
b)  Normative
H2a-Hzc Commitment (NC)
c) Continuance
Commitment (CC)

-/

Figure 1. Proposed conceptual framework

Thus, social support, networking, teamwork, and encouragement from peers, family, and
colleagues enable people to manage work-related stressors and view their careers favorably, forging
bonds with them in the process. Furthermore, when an organization provides adequate career
development and growth support, as well as a sense of appreciation and respect for its employees,
it fosters a sense of commitment among those individuals to pursue their profession. Finally, having
sufficient social support allows employees to pursue their careers with enthusiasm and a positive
attitude rather than weighing the costs and disadvantages of switching to a different line of work and
making a decision to change.

Hypothesis 5: Social support moderates the relationship between job stress and professional
commitment.

Hypothesis 5a: Social support moderates the relationship between job stress and affective
professional commitment.
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Hypothesis 5b: Social support moderates the relationship between job stress and normative
professional commitment.

Hypothesis 5c: Social support moderates the relationship between job stress and continuance
professional commitment.

Research method

Data collection and sample profile

The data were collected from 10 universities located in Central Java, Indonesia from January
2024 until March 2024. The reason for choosing this location is that the 2023 Uni rank announced
a University Ranking of 52 — Central Java Higher-Education Institution and share similar activities,
vision, purpose, and challenges in meeting “Tri dharma” requirements and implementing Indonesian
government policies. A total of 228 data sets were collected, and participants responded to all the
answers withoutmissingany information. By accounting forthe 99% confidencelevel, the 0.5 standard
deviations, and the +1% margin of error, this sample size satisfies the requirement for the required
sample size of 205 respondents. Furthermore, . C. Westland demonstrated that the necessary sample
size is not a linear relationship merely of indicator count by refuting the widely accepted criteria to
estimate the minimum sample size by utilizing ten replies per indicator (Westland, 2010; p. 476).
According to demographic data, (53.09%) of respondents were male, and (46.01%) were female.
Besides, (61.00%) reported 6-8 working hours per day; (29.00%) reported 9-10 working hours and
(9.00%) above 10- hours. Regarding Job roles, (74.6%) reported the position as only a lecturer, and
(28.01%) reported the role of both lecturers and researchers.

Instrument

The Job Stress Scale was developed by D. Parker and T. DeCottis in 1983, and it has two
dimensions: “Time stress (feelings of being under constant pressure)” and “Anxiety (job-related
feelings of anxiety.” It includes 13 items scored on a 5-point Likert scale ranging from “strongly
disagree” to “strongly agree”. This instrument, used widely across the globe, demonstrated high
internal consistency reliability ranging from .74 to .89 across different occupational groups and
cultures (Parker, DeCottis, 1983).

Social support has been measured following the “Social Provision Scale, SPS” by C. Cutrona and
D. W. Russell, which evaluates an individual’s perception of his or her social relationship to various
dimensions of social support, the number of supportive individuals, the assumption is that better
outcomes are associated with the number of support sources. A confirmatory factor analysis of the
instrument’s responses was done to assess the Social Provisions Scale’s factor structure. Each item
accurately reflects the construct it intended to measure, as shown by the statistical significance and
considerable magnitude of all the loadings on the corresponding factors, ranging from .387 to .791.
Their study evidenced correlations between the variables. These inter-factor correlations had large
magnitudes, ranging from 549 to 990, as was to be predicted. (Bentler, Bonett, 1980; Cutrona, Russell,
1987). Besides, C. Cutrona and D. W. Russell claimed that the Social Provisions Scale is an accurate and
trustworthy indicator of the social provisions mentioned. The instrument appears to have sufficient
reliability for use in research contexts for each of the six social requirements (attachment, social
integration, reassurance of worth, reliable alliance, guidance, opportunity for nurturance) it assesses.

Life satisfaction was measured using The “Satisfaction With Life Scale, SWLS,” a five-item scale
developed by E. D. Diener, R. A. Emmons, and S. Griffin (Diener et al., 1985). They used this scale in
research conducted among American college students, the geriatric population, and elderly persons
and reported that the scale has favorable psychometric properties. Following this, another study in
the Netherlands among adult medical outpatients reported that, based on the factor and internal
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consistency analyses findings, each SWLS item’s corrected item-total correlation was very significant.
i.e., greater than +0.50 (Arrindell et al., 1999).

Professional commitment was measured based on the 18-item “Scale to Measure Teachers
Professional Commitment” developed by J. Tansakul with colleagues. They reported corrected item
correlation for 18 items ranging between 0.5 and 0.7 range. Also, the exploratory factor analysis
results showed rotated factor loading results supported by the “Keiser Criterion” and the theory
(Tansakul et al., 2017). The questionnaire was developed primarily by (Meyer et al., 1993) which
aims to measure organizational commitment.

4

Findings

Evaluation of reflective measurement models

Firstly, in the measurement model, we assessed convergent validity through factor loading,
composite reliability (CR), average variance extracted (AVE), and Cronbach’s Alpha. In the results of
Table (1), many of the items exceed the standard value of 0.6 (Chinetal., 2008). The results of composite
reliability show perfection in latent construct prediction, was higher than the recommended value of
0.7. Some items have been excluded as Cronbach’s Alpha value is lower and we are not considering
the items for further analysis running. Again, The AVE measured the total variance in the indicators
that the latent construct accounts for, which was mostly greater than the suggested value of 0.5.
(Hair et al,, 2013). The next evaluation was discriminant validity which explains the range to which
the measures do not reflect certain other variables; that is symptomatic by the low correlation
between the “Measure of Interest and Measure of other Constructs”. The recommended value is
below 0.90. If the HTMT result is below 0.90 for variable pairs, then the validity of discrimination is
achieved. Table (2) demonstrates that every construct’s square root of the AVE (diagonal values) is
higher than its corresponding correlation coefficient, claiming accurate discriminant validity status
(Fornell, Larcker, 1981).

Table 1. Measurement model results

Variable Indicators Outer loading  a
Life Satisfaction (LS)
LS1  In most ways my life is close to my ideal. .745 .851
LS2  The conditions of my life are excellent .876
LS3  Iam satisfied with my life .810
LS5  IfI could live my life over, I would change almost nothing .848
Professional commitment (PC) .801
Affective commitment (AC) .857
Normative commitment (NC) .286
Continuance commitment (CC) .818
AC1  TIbelieve Lecturer profession is very important for human development 773
AC2  Ibelieve and respect in profession as a Lecturer. .840
AC4  Thave attended the Lecturer profession-related activities such as training courses or seminars .833
AC5  Ihave developed myself by reading books, journals, and doing classroom research. .818
AC6  Iam proud to be a Lecturer 722
NC13 I think the Lecturer profession fits me the most. 742
NC15 Ihave no choice. That is why I am a Lecturer .635
NC16 IthinkIstill choose to be a Lecturer even though there are many other professions
CC7  Thave used the highest ability to work in my profession as a Lecturer. 713
CC8  Thave worked very hard to help my students to be successful 776
CC9  Iam aware of Lecturer’s ethic. .869
CC11 TIhave developed myself by reading books, journals, and doing the classroom research. 784
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Job stress 928
JS1 here makes it hard to spend enough time with my family. .667
JS3 I spend so much time at work 732
JS4  Working here leaves little time for other activities .689
JS5  Ifrequently get the feeling I am married to the company .675
JS6 I have too much work and too little time to do it in. 794
JS7  Isometimes dread the telephone ringing at home because the call might be job related. .803
JS8  Ifeellike I never have a day off 774
JS9  Thave felt fidgety or nervous as a result of my job .785
JSI0 My job gets to me more than I should. 794
JS11  There are lots of times when my job drives me right up the wall. 778
JS12  Sometimes when I think about my job I get a tight feeling in my chest. 752
JS13 I feel guilty when I take time off from my job .698

Social support (SS) 1.000
RW4  IfI needed financial assistance, there are people who would help me out .561

Table 2. Validity of discrimination

) Affective Continuance Life Normative  Professional  Social
Variable . . Job stress . . . .
commitment commitment satisfaction commitment commitment support

Affective commitment 799
Continuance commitment .537 .857
Job stress -.085 .022 747
Life satisfaction 324 169 -.372 .832
Normative commitment 487 .547 -.163 .390 .603
Professional commitment .869 -.811 -.095 .363 .786 .607
Social support 316 .006 .288 -.255 -.124 -.210 1,000

Structural model evaluation

The structural model coefficients for relationships between constructs are derived from
estimating a series of regression equations. Before assessing the structure of the relationship,
collinearity should be checked to ensure it does not refract the regression of the results. This process
is similar to assessing a formative measurement model, but the latent score of the predictor construct
variable in partial regression is used to calculate the VIF value. A VIF value above 5 indicates the
possibility of a collinearity problem between the two predictor constructs, but a collinearity problem
can also occur at a lower VIF value of 3-5 (Mason, Perreault, 1991). Ideally, the VIF value should be
close to 3 and lower. If collinearity is an issue, a frequently used option is to create a higher-level
model that can be supported by theory (Hair et al., 2016). Upsilon V is a moderation test is 0.005
(low), 0.01 (moderate), 0.025 (high).

Table 3. Hypothesis testing via structural model evaluation

97.5 % Trust Path coeficient
Hypotesis Path coeficient P-value ’ .ru.s ath coe ?1er.1 Test results. Sig  VIF  Upsilon-V
Lower Limit Upper Limit

Direct influence

1.JS-—>LS -.325 .000 -.466 -.209 Supported  1.091 116
2.JS->PC .070 .563 -.073 213 Not Supported 1,213 .004
2a. ]S —> AC 209 121 -.042 241 Not Supported 1,211 012
2b.JS ->NC -.061 372 -.195 077 Not Supported 1,211 .004
2¢.JS > CC .090 .309 -.172 155 Not Supported 1,211 .007
3.LS ->PC 312 .027 -.000 .000 Supported 1,000 .044
3a: LS —> AC .289 .000 .169 409 Supported 1,191 137
3b: LS -> NC .394 .000 .289 514 Supported 1,191 .159
3c¢:LS -> CC .253 .001 .098 397 Supported 1,191 .057
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Indirect influence

4:JS -—>S8S > LS -.046 .052 -.098 -.007 Not Supported
5:]8->S8S ->PC -.039 .028 -.086 -.011 Supported
5a:JS —> 8§ —> AC -.088 .001 -.148 -.048 Supported
5b:JS => SS -> NC -.004 .842 -.036 .036 Not Supported
5¢:JS => 8§ > CC -.008 732 -.054 041 Not Supported

Based on the results of the hypothesis test above in Table 3, it is known as follows:

1. (H1) is supported, i.e. there is a significant influence of job stress on life satisfaction with
job stress significantly influences life satisfaction (f = -0.325; p < 0.000). Meanwhile, the value of
upsilon-v has a high influence on 0,116 > 0,025.

2. (H2) is not supported, i.e., there is no significant influence of job stress on professional
commitment with (f =-0.070; p > 0.563). Meanwhile, the value of upsilon-v has a low influence at
0,004 < 0,005.

3. (H2a) is not supported, i.e. there is no significant influence of job stress on professional
affective commitment with (f=-0.209; p > 0.121). Meanwhile, the value of upsilon-v has a moderate
influence at 0,012 < 0,005.

4. (H2b) is not supported, i.e. there is no significant influence of job stress on professional
normative commitment with (f = -0.061; p > 0.372). Meanwhile, the value of upsilon-v has a low
influence at 0,004 < 0,005.

5. (H2c) is not supported, i.e. there is no significant influence of job stress on professional
continuance commitment with (f = 0.090; p > 0.309). Meanwhile, the value of upsilon-v has a
moderate influence at 0,012 < 0,01.

6. (H3) is Asupported there is significant influence of life satisfaction relationship to professional
commitment with (f = 0.312; p < 0.027). Meanwhile, the value of upsilon-v has a high influence at
0,044 > 0,025.

7.(H3a) is supported there is significant influence of life satisfaction relationship to professional
affective commitment with (f = 0.289; p < 0.000). Meanwhile, the value of upsilon-v has a high
influence at 0,137 > 0,025.

8. (H3b) is supported there is significant influence of life satisfaction relationship to professional
normative commitment with (8 = 0.394; p < 0.000). Meanwhile, the value of upsilon-v has a high
influence at 0,159 > 0,025.

9. (H3c) is supported there is significant influence of life satisfaction has a negative relationship
to continuance professional commitment with (f = 0.253; p < 0.001). Meanwhile, the value of
upsilon-v has a high influence at 0,057 > 0,025.

10. (H4) not supported, social support does not moderate the relationship between job stress
and life satisfaction with (8 = -0.046; p > 0.052).

11.(H5) supported, social support moderate the relationship between job stress and professional
commitment with (f =-0.039; p < 0.028).

12. (H5a) supported, social support moderate the relationship between job stress and
professional affective commitment with ( =-0.088; p < 0.001).

13. (H5b) not supported, social support does not moderate the relationship between job stress
and professional normative commitment with (8 =-0.004; p > 0.842).

14. (H5c¢) supported, social support does not moderate the relationship between job stress and
professional Affective commitment with (f =-0.008; p > 0.732).

PLS is a variant-based SEM analysis with the aim of testing model theory that focuses on
prediction studies. Therefore, several measurement models were developed to declare the proposed
model acceptable. Some models such as R? @?, SRMR, and PLS Predict and can add endogenousness
and heterogeneity of model samples with FIMIX PLS ( Hair et al., 2019).
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Table 4. Model goodness and fit evaluation (R?)

R’ R? Adjusted
AC .803 .801
CC .648 .645
LS .161 .154
NC .558 .554
PC 176 .165
SS .081 .077

The statistical measure R in Table 4 describes the magnitude of the variation in endogenous
variablesthatexogenousvariablesinthe modelare capable of. The qualitative value of R“interpretation
is 0.19 (low influence), 0.33 (moderate influence), and 0.66 (high influence) (Chin et al., 2008).
Based on the results of the above data processing, it can be interpreted that the magnitude of the
joint influence of stress job on life satisfaction is 16.1% and stress job on professional commitment
is 17.6% that the joint influence of stress job on social support is 0.81%.

@? describesameasure of prediction accuracy, i.e.,, how well each change in an exogenous/endogenous
variable can predict an endogenous variable. According to Hair, the qualitative interpretation value of @? is
0 (low influence), 0.25 (moderate influence), and 0.50 (high influence). Based on the results of the above
data processing, it can be taken that the @? interpretation can be taken that stress job on life satisfaction
is 0.161 < 0.25 (low influence) and stress job on professional commitmentis 0.176 < 0.25 (low influence)
and stress job on social supportis 0.081 < 0.25 (low influence).

Again, as per the results of the path analysis test that has been carried out previously, it can be con-
cluded as follow Figure 2.
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Figure 2. SEM PLS evaluation
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Discussion

The study’s findings contribute to the body of knowledge by providing concrete evidence from the
real world demonstrating the impact of job stress on life happiness and by providing a new perspective
on the conditions surrounding professional commitment. The three categories of employees’
professional commitment — affective, normative, and continuance — have not been the subject of
much research. However, contemporary scholars continue to critically examine the sustainability of
organizational commitment, professional commitment, and multi-factorial commitment at the same
level. Our study sheds a new light on the relationships between job stress and life satisfaction and
employees’ professional dedication at all three levels (affective, normative, and continuance).

Firstly, the lecturer’s life satisfaction is negatively influenced by their job stress as per study
assumptions. Planned comparisons revealed that High job stress can lead to a negative outlook
on life, resulting in decreased life satisfaction and a pessimistic view of personal circumstances
(Mukherjee et al, 2014). Individuals’ difficulties in maintaining professional obligations and
personal commitment lead to dissatisfaction in both parts of life. In their personal lives, they feel
resentment and frustration if interrupted by long working hours and an inability to manage family
time (Sathyanarayana Rao, Indla, 2010).

Secondly, the relationship between job stress and professional commitment is insignificant, as
high stress doesn’t lead to less professional commitment. Previous studies showed that teachers lack
affection for and interest in the teaching profession when they are often faced with high levels of job
stress, demands on their time, and gaps in their interactions with students which contradicts our
findings. (Nudratetal,, 2019; Loseva, 2019). Since dissatisfied or unfulfilled roles increase the likelihood
of disengaging from obligations, low work satisfaction strongly predicts reduced commitment among
employees (Baylor, 2010). A study among bank employees showed that employees may continue the
profession due to external pressure rather than genuine commitment (Lanka, 2013). Also, study in
Anambra State, Nigeria found that teachers tend to stay in their current positions due to perceived
cost and lack of alternatives. However, a critical meta-analysis found that continuance commitment is
less favorable than affective commitment in terms of employee outcomes like turnover intentions and
job satisfaction. Additionally, employees may continue due to stress related to switching professions,
which does not necessarily lead to a positive workplace experience.

Thirdly, from the results, a high level of life satisfaction helps lessen the detrimental effects of
job stress on occupational commitment. As per the study results, lecturers’ acceptance of life status
and satisfaction influences their affective, normative and continuance professional commitment.
According to the previous studies, an individual’s emotional connection to their profession is
strengthened when they find greater purpose in their work, which is common among satisfied
individuals (Tan et al., 2024). Their commitment to their tasks and obligations may increase because
of this sense of purpose (Blau, Miller, 2020). People who have high levels of psychological health,
social support, and emotional well-being are better able to handle job failures and take measured
chances in the face of uncertainty (Asif et al., 2024). Individuals that possess a positive outlook on
life and drive for high professional aspirations, frequently taking calculated risks. This validates our
research results, which show that life satisfaction has a negligible impact on continuous commitment
but a considerable impact on affective and normative commitment.

Fourthly, our results showed that social support doesn’t moderate the relationship between job
stress and life satisfaction. In a common psychological and sociological concept, a network of family,
friends, peers, and colleagues can offer the support and encouragement needed to manage one’s
personal and professional obligations successfully. Social support allows people to converse with
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each other about their experiences and challenges, leading to a shared solution and feelings of safety
and life satisfaction (Alleyne, 2016). But, according to a third viewpoint, even if there is genuine and
empathic social support, it may not be sufficient to reduce job-related stress. Furthermore, when
the sources and forms of assistance (pragmatic, emotional, or informational) are not appropriate
for the individual’s needs or situation, they may not have the desired positive effects. Once more, a
person’s coping mechanism, personality, level of stress at work, and social environment all affect how
effective social supportis (Spooner-Lane, 2004; Riaz et al., 2021). Even though our study considered
all forms of support from friends, family, and coworkers, these findings open an alternative path for
investigating why social support is ineffective in reducing the detrimental effects of job stress on life
satisfaction from a more integrative cultural, personal, and societal perspective.

Lastly, the study showed that social support overall moderately reduces negative influence of
job stress to professional commitment. According to previous studies, organizations can reduce job
stress by prioritizing employee well-being, fostering open communication, sharing challenges, and
providing resources, tools, technology, and training to help manage work-related stress. (Kumar,
Professor;, 2023; Hoeve ten et al., 2020). Besides, families, friends, and other social networks act as
vital support system in an individual’s professional decision-making process, boosting confidence
and providing emotional support when facing significant career decisions (Workman, 2015). A study
among teachers claimed social support functions as a coping strategy since they use social support
networks have high career intent and are rarely concerned about stressful jobs (Ferguson et al.,
2017). Affective professional commitment enhances emotional support in a more robust way when
there is a cooperative work environment which supports the findings here. Supportive settings are
more beneficial to employees who have a prosocial value orientation when there is agreement among
group members regarding common objectives (Bogaert et al., 2012). It was found that lecturers with
Type A personalities, who are extraverted and conscientious, often put in more effort to complete
their work, potentially risking their health that shows high responsible mindset in the profession
(Salami, 2011). Social support from family, friends, and coworkers can help reduce emotional stress,
boost self-esteem, and improve problem-solving abilities, potentially enabling them to manage their
specific job-related difficulties.

Conclusion

Theoretical implication

The study spans all subcategories of professional commitment, including emotional, normative,
and continuation, and it reflects a distinctive model that offers novel insights on the intricate
interactions of behavioral, organizational, social, and personal elements. It further integrates
professional commitment into the Person’s Job Fit and Social Exchange theories, enhancing the
understanding of the beneficial coping function of social support in reducing job stress’s negative
effects on professional commitment. It does, however, pose a further inquiry of what might be the
contributing variables and causes if social support is unable to lessen the detrimental effects of job
stress in any context? The research model also includes social support as a facilitating variable, a
rare feature in previous studies. The study contributes to the body of prior studies by demonstrating
how stressful life circumstances can influence an employee’s well-being when social support is
present. However, the study acknowledges that dedication to an organization and profession may be
challenging in some specialized fields, and other factors may influence the outcome.

Practical implications

The purpose of this study is to provide information to Indonesian policymakers about innovation
and human integration with technology in the higher education sector. Given that academicians’
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experiences and well-being are directly influenced by job discontent, it highlights the need to focus
on sources and categories of social support in establishing roles and conditions for academicians in
the workplace. The study also emphasizes how external support networks influence an individual’s
philosophy, positive conduct, and level of life happiness which impact their professional commitment.
It implies that organizational characteristics and external support may influence professional
psychology, such as the use of the person job fit theory can increase academics’ commitment to
their work. This study adds to the body of knowledge on human integration with technology and
innovation in academic and research settings.

Finally, if organizational features and external support (family, fiends) among higher
educators do not bring life satisfaction and reduce the negative influence of job stress, then they
need an investigation that genuinely strengthens academicians’ satisfaction in their life from
philosophical views and radical empirical investigation. This study presents a fresh investigation
into the application of the person job fit theory.

Limitations and future direction

The study on job stress, professional commitment, social support, and life satisfaction in
lecturers has limitations. It is not enough to fully understand an individual’s life condition and
satisfaction status, as life satisfaction is related to many other dimensions of life. A longitudinal study
is needed to understand these factors from a trifocals angle. Self-report bias increases response
bias, and future qualitative research among different Higher Education Institutions could add new
insights into the teaching profession composition. The study was at the individual level, but as high
education professionals, lecturers are responsible for collaboration and coordination activities,
which may change their job environment and perception of job stress. Future studies should analyze
job stress factors and their consequences in the workplace and overall lecturer’s life substance from
group-level outcomes.
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JIAPLEHO Japéno

Yuueepcumem eenepana Codepmana, ITypeoxepmo, VIHOoHe3uUs

AnHoTaums. [Jesasb. HecMOTpst Ha MOBBIIIEHHOE BHUMaHHE COBPEMEHHBIX HCCIe/joBaTe/ied K mpodeccu-
OHAJIbHOW MPHBEPKEHHOCTH, COLUATbHBIA W JIMYHBIN )KU3HEHHBIA CTATYC MpenojaBaTeyed He YYUTHI-
BaJICA MPU M3Y4eHUH pabouero crpecca B chepe BbICIIEro 06pa3oBaHUs. XOpOLIO U3y4YeHbl HA CErO/Hs
TOJIBKO IMOCJIe/ICTBHUS, TAKHE KaK MPOAYKTUBHOCTb, Y/IOBJIETBOPEHHOCTh U HaMepeHUe. llespio faHHOTO
MCC/IeIOBAaHUs SIBJSETCS U3y4YeHHe BJAUSHUSA paboyero cTpecca Ha YA0BJAETBOPEHHOCTD XKHU3HbBIO U MIPO-
dbeccuoHaNbHYIO TPHUBEPKEHHOCTD MIPENoaBaTesiel, IPy 3TOM pacCMaTPUBasi COLMAIBbHYIO MOALEPKKY
B KauyecTBe Mojepartopa. [Iodxod. /lasi MOCTpPOEHUs TeOPETHYEeCKON MOJeTH B HCCIAe[0BaHUHU ObLIN
BbI6GpaHbl «Teopus conpanbHOTO 06MeHa» U «Teopusi COOTBETCTBUS MEXAY YeJ0BEKOM U paboToii». B
MCC/IeJOBAaHUM MCI0JIb30BAJICS METOZ, yA00HOH BbIGOpKH. [l c6opa AaHHBIX ¥ 228 npenojaBaTesen
VH/IOHE3UHCKUX TOCYZAApPCTBEHHBIX YHUBEPCHUTETOB HCIOJIb30BaJMCh aHKETHI, a [Jis aHaIM3a 3MIIU-
pHUYECKUX JAHHBIX HCIOJb30BAJICS METOJ, MOJIeJIMPOBAHUSA CTPYKTYpHbIMU ypaBHeHusiMu (PLS-SEM).
Pe3zynbmameul. COT/IacCHO MOJIy4eHHBIM pe3yJibTaTaM, pabounil CTpecc 3HaUUTENIbHO 06YC/I0BJIHMBAET Y/A0B-
JIeTBOPEHHOCTB }U3HbIO (ff = -0,312; p < 0,01) 1 HE3HAYUTEBHO CBsI3aH C MPOPECCHOHATBHON MTPUBEP-
»keHHOCTBIO (f = 0,059; p > 0,01). Y10oBIeTBOPEHHOCTH KU3HBIO TAKXKe HE3HAUYUTEJbHO MPe/ICKa3biBaeT
npodeccuoHalbHYI0 mpuBepkeHHOCTh (f = 0,150; p > 0,01). Kpome Toro, conuanbHasi MoAAepKKa He
CMSTYaeT CBSI3b MeX/Jy paboyuM CTpeccoM U mpodeccHoHaIbHOU MpuBepkeHHOCThIO (f = -0,016; p >
0,01), HO 06YCJIOBJIMBAET CBSI3b MEX/y pab0YUM CTPECCOM U YA0BJIETBOPEHHOCTHIO KU3HBIO (f = -0,120;
p< 0,01). OrpaHuyeHus uccaenoBaHUs. McciaejoBaHre OrpaHUYEHO OJHOW CTPaHOW U, B YaCTHOCTH,
TOJIbKO TOCY/JapCTBEHHBIMH yHHBEPCUTETAMH, KOTOpble He MOTYT G6bITb 00061ieHbl. [losyyeHHbIE
pe3ysbTaTbl TPebyIOT 6oJiee LIMPOKOE HCCAefoBaHHe (GAKTOPOB, BAMAIIMX Ha NPodecCHOoHaJb-
HYI0 NIPUBEPKEHHOCTDb TpeInoJaBaTesel, U CBUJETEJbCTBYIOT O HEOOXOJUMOCTH yCHUJIEHUS COIMaJib-
HOU MOAJEPKKHU JJIS CHMKEHUS CTPeCca, CBA3aHHOI0 € paboTOH, U yIydlleHHs 006Iero 6J1aronoaydns
pabOTHUKOB BhICLIEr0 06pa3oBaHus. [JeHHocmb pe3yabmamos. UHTerpupys To, Kak MHOTOYHMC/IEHHbIe
npo6JieMbl paGOThI U JJUYHOH KMU3HU BJIUSIOT HA JIMYHYIO YJOBJIETBOPEHHOCTD JIIO/IeH KU3HbIO U MPO-
dbeccuoHaNbHBIMU 00513aTEJbCTBAMH, & TaKKe GaKTOPbI, KOTOPbIe CBSI3aHbI C NPOPECCHOHATBHON MPHU-
BEPXKEHHOCTBIO, 3TO UCC/IeJ0BAHNE PA3BUBAET TEOPUIO COI[MAJbHOTO OOMEHa U TEOPUI0 COOTBETCTBUS
MeX/y YeJIOBEeKOM U paboToii. Kpome Toro, ucciesoBaHre BHOCUT YHUKa/IbHBIN BKJIa/, B TOBEJ€HYECKYIO
HayKy, MU3y4asi poJib COLIMAJbHON NMOAAEPKKH CO CTOPOHBI BHYTPEHHEN OpPTaHU3aLUU U BHEIIHEH cpe/ibl
Y TO, KaK Takasl Mo/i/Iep>KKa CMArJaeT CBSI3b MeX/1y pabounM CTPecCcoM, C OHOH CTOPOHBI, ¥ Tpodeccuo-
HaJIbHOM MPUBEPKEHHOCTHIO U Y/I0BJIETBOPEHHOCTHIO }KU3HBIO, C PYTON CTOPOHBIL.

KioyeBble c0Ba: pa6oyuil cTpecc; npodeccuoHambHasi NPUBEPKEHHOCTD; COLMAIbHAsA MOAJEPXKKA;
HpenozaBaTesib; YA0BJeTBOPEHHOCTD XKU3HbI0; UH0HE3Us.
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MHaycTpuasibHasA CUXOJIOTHS: IPeAMET, 3a4a4HU
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TOJIOYEK Bnagumup AnexceeBud
ORCID: 0000-0003-1378-4425
OI'VH Uncmumym ncuxonoeuu PAH, Mockea, Poccutickas Dedepavus

AHHoTanmAa. [esw. [lpeaMeT NCUXOJIOTUM KaK HAayYHOW JWUCLUIIJIMHBI OCTAaeTCAd TEMOM Hay4YHBIX
JIMUCKYCCUH; TakKKe OTKPBITBIMHU OCTAIOTCS WU BOIPOCHl NpeAaMeTa OTZeJbHBIX JUCLUIJIUHAPHBIX
obJiacTel (BcaeACTBUE PAa3BUTHS HAYKH, 3BOJIIOLIMH COIMAIbHBIX 00'bEKTOB, U3MEHEHUS aKTyaJIbHOI0
COLIMAJILHOT0 3aIIpOCca, 0CO6EHHOCTEN COLHaTbHO-UCTOPUUECKOU cpe/ibl). Llesib vccej0BaHUS 3aKIIIO-
4aeTcs B UCTOPUKO-TeOPeTUYEeCKOM aHa/Uu3e UAe0J0THYeCKUX, MEeTO0/I0TUYeCKUX, MeTOAUYECKUX U
OpraHU3alMOHHBIX aCeKTOB NPOBeJIeHUsI HAyYHO-HCCIeoBaTebCKuX pabot (HUP) n HayuyHo-nipak-
TU4yeckux pa6oT (HIIP) B coBpeMeHHbIX OpraHu3anusx. [L1aH ucciedosatus. ['MoTe3bl UCCIEJOBAHUS.
1. Bei6op, opMyMpoBaHUeE U Cie/Jo0BaHHE B HAYYHOW JUCLUIIMHE ONIpe/ieIEHHBIM U/1€0JI0TUYECKUM,
MeTOZ,0JIOTUYECKUM U METOJUYEeCKUM NOCTy/IaTaM U [AONYLIeHUAM 3aKOHOMEPHO IPUBOJAUT K CTAHOB-
JIEHUIO COOTBETCTBYIOIIMX HAyYHbIX MapaZiUrM, COL[MaJbHbIX TEXHOJIOTUHN U 3dpPpeKkTaM UX UCI0Jb30-
BaHHUA B IPAKTHKe pellleHUsI HAy4YHbIX U TPaKTUYeCKUX 3a/ja4. 2. BcyieicTBYE 3BOJIIOLMM COLMa/IbHBIX
006bEKTOB M HAy4YHOU AUCIUILIMHBI, COZlep:KaTeIbHOe HalloJIHEHHE NOCTYJIaTOB U AOMYIeHUH JJ0/HKHO
peryJsipHO IMO/BepraTbCsl MeTO/0JIOTUYeCKON pedJieKCUH M KOPpPeKTUpoBaThbcA. 3. OnTHMasbHbIE
BapUaAHThl peIlleHUs] JIOKaJbHBIX HAy4YHO-HCCJIeJ0BAaTeJbCKUX M HAy4YHO-NMPAKTHUYECKHX 3aJay B
COBpPEMEHHBIX OpPraHU3alUsIX MOTYT UMETh TPAHCCUTYAaTUBHBIE 3G EKTHI, COAENCTBYOLIME UX 6oJlee
IIMPOKOMY MCINOJIb30BaHHUI0. 4. HayuHble U coljMasbHble TEXHOJIOTUH, UMEIOIINEe TPAHCCUTYaTHBHbIE
3¢ deKThI, MOTYT pacCMaTPHUBATHCS M BBICTYNIATh B KAueCTBE KOMIIOHEHTOB «MST'KOW CHJIbI» B IPAKTHKE
peasiusanuy reonoJUTUKY rocyapcTBoM. [IpeiMeT Hccae0BaHUSA: peCypchl HAYYHbIX pa3paboTok B
06J1aCTH UHYCTPUAIbHON ICUX0JIOI MU KaK BO3MOXKHbIE KOMITOHEHTBI «MSITKOH CUJIbI», COCTABJISIOLIEN
reonoJIUTHUKH rocyiapcTBa. Memods! ucc.1e008aHUs: aHaIu3 HayYHOM JIUTepaTypbl, pedJieKcus onbITa
Hay4yHOW U NMPaKTUYeCcKOH paboThl B pa3HbIX chepax npodpeccHoHATbHOHN JiesITebHOCTH MICUXO0JI0I0B.
Kputuyecku paccmaTpuBaeTcs IOHMMaHUe NpeAMeTa, 3a4a4 U MeTOA0B UHAYCTPUAIBbHOMN IICUXO0JI0-
rud, cGopMyJIMpOBaHHBIX B Hadase XX B., yTBEPK/AAeMbIX B 3apybexxHOM Icuxosoruu. [IpoBogurcs
CpaBHUTEJIbHbIN aHAJIN3 UCTOPUH pa3BUTHUs rocygapcTs (CLIA u Poccun) c konna XIX B. o HacTosiee
BpeMsl (y4acTHe B BOWHAX 060POHUTEbHbBIX WM 3aXBaTHUYECKHUX, IOTEPH HACeJeHUs], SMUTpaLUs U
(wu) UMMUTpanusl, U3MEHEHUS] TEPPUTOPHHU), aKTYaJbHbIX COLUANIbHBIX 3aJa4. TpaHcasauus ¢par-
MEHTOB KYJIbTYPBl, B TOM YMCJe, JOCTMKEHUN HAyKM KaK 3TaJIOHOB, pacCMaTpUBaeTCAd KaK KOMIIO-
HEHTBI «MSIT'KOM CUJIbI», I0CJIe/J0BaTeIbHO peau3yeMoH B JIOTUKE re0NoJUTHKY rocyAapcTB — GopM U
CpeJiCTB BJIUSIHUS OJJHUX TOCY/IapCTB Ha Jipyrre. AHAJIM3UPYIOTCS UCTOPHS CTAHOBJIEHUS AUCLUIIIMHBI,
MeTO/[0JI0TeMbI U U/Ie0JIOTEMBI, JOMUHUPYIOLHEe B 3apyOe’KHON MCUXO0JIOTHH, BaJIUAHOCTb METOANYE-
CKOT'O MHCTPYMeHTapHs, He BO BCEM IIpHeMJIeMble /i OTe4eCTBEeHHON UHAYCTPHUAIbHOMN IICUX0JI0TUH
Ha /IaHHOM HCTOPHUYECKOM 3Talle; pacCMaTPUBAIOTCS MPOGJIEMbl COCTOSTHUSI POCCUMCKON MCUXO0JIOTHUU
Y Hallu pecypchl. Pe3roMupyeTcs, 4TO [VIaBHBIMU 33/ia4yaMH [iJIsl HAaC OCTAIOTCs «cOepexeHre Hapoza,
OpUeHTaluA MCUXO0JIOTUU Ha pelleHHe aKTyaJbHbIX COLMAIbHBIX 3aAad. Pesyiomamet. IlpepioxeHo
MIPOBO/IUTHL TBOPYECKOE U KPUTHUYHOE TMepeocMbIcieHHe 6a30BbIX GeHOMEHOB U KOHIENLHUHN oTede-
CTBEHHBIX YUYEHBIX; UCKATh HOBble POPMBbI NTPE/ICTABIEHUS «CTApbIX BOIPOCOB» B JIOTHKE NapaJiUrMbl
COBMECTHOM [J1eATeJIbHOCTH, B JIOTUKe IOCTHEK/IaCCUYECKOT0 THUIA PAllMOHAJIBHOCTH, PACLIUPSAOLIUX

Appec: 129366, Mocksa, yi1. flpocnaBckas, 13. E-mail: tolochekva@mail.ru
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Hallli «TOPU30HTBI BUJEHUA»; YIUTBCA JOBOJUTD HAalllM OTKPLITHS U U300peTeHUs [10 YPOBHS COLU-
aJIbHBIX TexHOJI0TUH. HaM Hy>kHO popMUpoBaTh HOBOE BH/leHHe Halllero NpejiMeTa U 3a/ja4, KoTopoe
CTaHeT UHCTPYMEHTOM ero MpuGJIMKeHHUs], ClIOCO60M YIIpaBJIeHUs ero 3BOJIIOLHEH, Cpe/ICTBOM ero
peasii3aluy, TeOprUel U NPaKTUKOM ero BOIJIOLEHMUSI.

Ki1roueBble C/10Ba: ICUXO0JIOTUS, npeaMmerT, 3aa4u, JUCHUIIJIMHA, MEeTO40JI0T U4, COI.[PIaJ'IbeIﬁ 3aIlpoc,
naeoJioreMbl, reornoJIMTUKA.

BBegeHue

[leproguyuecky B IICUXOJIOTUY, B €€ OTZe/IbHbIX HallpaBJeHHUsX, chepax, 06/1acTSIX NpeMeTOM
JIMCKYCCHM CTAaHOBSITCS BOMPOCHI €€ NpeAMeTa U 3a/1a4, YTO SIBJISIETCS HOPMaJIbHbIM SIBJIEHUEM J1JI51
3BOJIIOIMOHUPYIOIEN TYMAaHUTAPHOW AUCIUIIMHBL [loxanyii, HanboJsiee peryyasipHoO U NocJie[0Ba-
TeJIbHO 3TH BOIPOChI 006CYK/Aal0Tcsd B paboTax B. A. Ma3u/ioBa, 0JHOTO M3 BeAYIUX OTeYEeCTBEH-
HbIX MeT0/0J10roB. [IpuBe/IEM HeCKOJbKO GparMeHTOB: «HAy4yHasl MCUXOJIOTHS Kak PyHJaMeH-
TaJibHasA JUCIUIJIMHA elllé TOJbKO popMupyeTcs ... 0co3HaHUEe YHUKAJTbHOCTH MpeJMeTa U TOUCKHU
CBOEro NyTH — MarucTpalibHasi IMHUS Pa3MbllULJIEHUH U pa3paboTOK COBPEMEHHOW METO/I0/I0TUH
NICUXO0JIOTUYECKOU HayKH...» (Ma3usos, 2017, c. 10); «...peiMeT MCUXO0JOTUH ObLJI 33J]JaH CAUIIKOM
y3ko» (MasuJios, 2020, c. 8); «...peasin3alnuss OCHOBHOI'O IpeBapUTEIbHOIO YCJI0BUS — IEePecMo-
Tpa NOHATHUSA NPeMET — MO3BOJIUT IICUXOJIOTHUU CYlI[eCTBEHHO NPOJBHUHYThCS B pellieHUu PpyHaa-
MEeHTaJIbHBIX NMPOO6JIEM»; «CEPALIEBUHON METO/I0JI0TUH SIBJISIETCS NMOHSTHE NpeJiMeTa MCUXOJI0TU-
yecko Hayku» (Masusios, 2020, c. 9). B paborax B. A. MasuJsioBa u B. /I. lllafprikoBa B KauecTBe
npeJieJIbHO IMOJIHOTO U 1|eJIOCTHOTO NpeAMeTa Halled JUCLHUIIIMHbI UMU NIpeJlaraeTcsa K8HYmpeH-
Huli mup yesnosexka» (Masusos, 2020; lllagpukos, 2004; [lagpukos, Masusos, 2015).

Corsnacumcs, yto «I[loHATUE «BHYMpeHHUl MUup 4e/108eKa»... OTPaXKaeT ObITHUE 4YesioBeKa U
dbopmupyeTcs B mpolieccax KusHezesTeabHocTu» (Masusion, 2020, c. 53); ciejoBaTesbHO, B
MHOT000pa3nu BCcex B3aUMOJENCTBUH YeJl0BEKA C MUPOM, C IpyTMMHU JIIOJbMH, Npex/e Bcero. Ho
B rpaHMIlaX TOW WM UHOW HAyYHOU 06JIaCTH MbI BCET/Ia BbIHYK/I€HbI 3ay?KaTh 6Aa30BbIN MpEAMET,
BbIJle/isI B HEM U M3y4das JIMIIb TO, YTO OYy/leT CIIOCOOCTBOBATb KOHCTPYKTUBHOMY Pa3BUTUIO
JIAHHOM OTpac/ii HayKU B BO3MOKHOCTH pellleHUs] KOHKPETHBIX MPAaKTUYeCKUX 3aa4y Ha JJaHHOM
3Talle 3BOJIIOLUU JUCLHHUIIJINHBI.

M He TOJIbKO MepPHUOJUYECKON KOPPEKLUU CBOEro mpeaMeTra TPeOyIOT pasHble JUCIUILIU-
HapHble 006J1aCTH, UHAUE e/1Ba JIU BO3MOXKHO M0OCJ/Ie/[0BaTeJbHOE U3YUEHHUE €r0 PA3HbIX aClEKTOB,
rpaHe, cTopoH. Bcerga ectb ucTopuyeckoe BpeMs, 0COOEHHOCTH COI[UAJIbHO-3KOHOMUYECKOTO
COCTOSIHUSI TOCYJlapCTBa, NPSMO M KOCBEHHO OTpakaeMble B 0COOEHHOCTSIX aKTYaJIbHOTO COLU-
aJIbHOTO 3ampoca Hayke. [I[pyHMMas kak 6a3oBoe JOMNyIlleHHe, YTO CTAHOBJIEHHE TeX WJIU HHBIX
Hay4YHbIX AUCLUIIMH €CTb CJeJCTBUE 3BOJIOLMU HECKOJbKUX (AKTOPOB: COOCTBEHHOU JIOTUKHU
HayKH, 0COOEHHOCTEH COIMaIbHO-UCTOPUUECKOHN Cpe/ibl, MPSIMO U KOCBEHHO CHOPMYTHPOBAHHOTO
conanbHoro 3anpoca (Mamapaamsuay, 2010; MamapgawmBuiy, ConoBbes, lIBbipes, 1970; 1971;
Crenun, 2000), 3a1aAUM BONpoC: B 4éM COCTOUT 3TOT 3aNpPOC K Hallleld AUCUUIIJIMHE B HACTOsIIIEe
BpeMsi? B Hallell cTpaHe, a He Booo61e B «Mupe», B CIIIA, B ToM yucsie?

[Ipy Takoil MOCTaHOBKe BOMpoOca OOIIMM AJS AUCUMIUIMHBI NpeAMET, 0YeBUJHO, A0JDKEH
paccMaTpUBaThCS B eTo HauboJiee aKTyaJbHBIX aClleKTaX OpUEeHTUPOBAHHO Ha pellleHue HauboJiee
HACYIIHbIX HAYYHbIX U HAYYHO-MPAKTUYECKUX 3a/ja4, C OAHON CTOPOHBI, C/1eAys1 MaruCTpaibHbIM
NyTSM 3BOJIIOLUHU JUCHUIIUHBI, C IPyrOd — OPUEHTUPYS YUEHBIX Ha pa3pabOTKy MeTO/0JIorhYe-
CKHX M METOAUYECKUX CPEICTB PEelleHUs aKTya/IbHbIX 3a/]a4 «3/1eChb U TENepb».
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ConyasibHble 33/1a4M /11 HaC BBICTYNAIOT B UX Y3KOM U B IIMPOKOM CMbIcje. ['yMaHUTapHas
HayKa, [ICUX0JIOTUS B TOM YHCJIe, B MOCJAe[HUE [eCATUIeTHUd Yalle pacCMaTpUBaeTCd JIMIIb KaK
Hay4yHasd U Kak y4yeOGHas JMCLMILJIMHA, HO He KaK TEXHOJIOTMU pelleHUs HayYHO-IpPaKTUYeCKUX
3aza4. Ho 3aMKHyTa JIM ryMaHUTapHasA JUCLUIIIMHA HA caMOoy cebe, Ha pellleHUH e€ y3KO0 JUCLIUILIN-
HapHbIX 33/1a4? WK ecTh MeTa-NMO3UIMH, B MacIITabe KOTOPBIX T€ UM UHbIe POSABIEHUS JUCLHU-
IJIMHBI MOTYT PacCMaTPUBATbCA U peasIbHO 3aABJIATh 0 cebe KaK HedTo 6oJibllee, Kak pparMeHThI
KYJIbTYPbl, UMEIHe CAaMOLeHHOCTb?

CpaBHUTe/NIbHO HeAaBHO, HA pybexe XIX — XX cTosieTud Havasocb pOpMHUpPOBaAHHE 0COOOU
JUCLUIIMHBI — reorpapruyeckoi NOJUTUKHU (reonoJMTUKM), O4eHb ObICTPO CTaBIlIEM NMOJUTHYE-
CKOH, a He reorpauiyeckou JUCLUIIJIMHOM. B nocsieiHre ro/ibl U TeONIOJIMTHUKY B LIeJIOM, U «MATKYIO
CUJIy», B TOM UYMCJIe, CTaJIM PacCMaTPUBATbCS KaK UHCTPYMEHTHI BJIHUSAHUSA OJHUX IOCy/lapCTB Ha
apyrue ([epraues, 2004; Mapunuyenko, 2009; Nye, 2008). B mmupokoM cMbIC/ie M0 «T€0MOJUTH-
KOM» MOHUMAKT JUCLUILJINHY, U3y4aloLlyl0 TEOPUI0 U NMPAKTUKY KOHTPOJIS HaJ, TeppUTOpHUEel
CBOEro0 rocyZjapcTBa U JIpyTuX PeruoHOB, IPeCTaB/IAUIMX «KHALlMOHAJIbHBIM UHTEpec»; CPeJiCTBa,
$opMbI U 3aKOHOMEPHOCTU chep BJAUAHUA OJHUX IOCYAApCTB Ha ApPyrye, 0 KOHLUEHTPALUU 3TH
BO3/IeCTBUH («I[€HTPOB CUJIbI», KCUJIOBBIX II0JIEM») TOCPEICTBOM Pa3HbIX PECYPCOB, B TOM YHCJIE U
MEeXT0CYyAapCTBEHHbIX 00'beJUHeHU . OCHOBHBIMU NOHATHUAMMU AU CLUIJIMHBI ABJISIOTCA NPOCTPaH-
CTBO, TreonoJIMTUYecKas CTpyKTypa (LeHTp, noaynepudepus, nepudepus), HaMOHAJIbHO TOCy-
JlapCTBEHHbIe HHTEPECH], HallMOHa/IbHasi 6€30NaCHOCTb, MUPOBOU MOPSA/I0K, Jlep>KaBa U CBepX/ep-
KaBa (BeJIMKas, perMOHa/IbHas, A/lepHas, KoOCMUYecKas, 9KOHOMUYecKasl, CIOPTUBHAsA ), X0JI0Has
BOMHA, NPOKCHU-BOMHA, BOEHHO-CTPAaTernyeCKUil NapuTeT, IJ106aau3anus, MHOTONOJISAPHbIN MUP.
C 1990-x ro1oB B LIMPOKUK 0OUXO0/, BOIJIO TaKXe MOHATHe «MArKas cua» (soft power). «Msarkas
cusa» («rubkas cuja», «rubkas BJacTb») — GOPMbI U CPe/CTBA BJIUSAHUSA OJHUX IOCy/lapCTB Ha
Jlpyrye, OCHOBaHHble Ha KyJIbType, NOJIUTUYEeCKOM U/Ee0JIOTUA U BHELIHeH NOJIMTHUKe CTPaHbl, B
KOTOPOU MOTYT U J0JKHBI ObITh GOKYCHPOBAHbI FeONOJIUTUYECKUN CTATYC CTPaHbl, 0COGEHHOCTH
LMBUJIM3ALMH, CTPAaTeTMM U 3KOHOMHUYeCcKas U MOJUTHYeCKasd MOJeJX Pa3BUTHA, OCOOEHHOCTH
KyJbTYpbl, UHPOpMaLMoHHbIe pecypchbl. CorniacHo /xko3edy Haro, aBTOpY 3TOro NOHATUSA, MATrKas
cuja — QopMa BJIACTH, N03BOJIAIOILAA A0OUBATBCA KeJaeMbIX pe3y/JbTaTOB HAa OCHOBe GpOpMHU-
pOBaHUSA NpPHUBJIEKATEJIbHOCTH TOCYJapCTBa, A0OPOBOJIBHOrO y4acTHUs JPYTrUX HapoAoB, GpOpMU-
pOBaHUSA UX CUMIIATHUU K TBOEU CTpaHe, B OTJIMYME OT MOJIUTHUKU KECTKOM CUJIbI», OCHOBAHHOM
Ha NpUHYX/JeHUU. Buarumo He ciydyaillHO, poJiloHa4aJlbHUKAaMU 3TOU JUCIUIIJIMHBI, 10SIBUBIIENCS
Ha py6exe XIX-XX cT. BBICTyna/Ju aHIVIMKCKUE, HEMeIlKHe, aMepUKaHCKHUe Y4YeHble, a He POCCUM-
CKMe, XOTS TOJ00HbIN yCIelHbIA ONBIT eCTh y Hac. [I[puMepoM ycnelmHoro npoBeieHUs MOJUTUKU
MSTKOM CHJIBI CIYKAT «pycckue ce30Hbl B [lapmxke» C. I1. [jarusieBa, nepBblid CIYTHUK U MePBbIH
YeJI0BEK B KOCMOCe, BO MHOroM MHunMupoBaHHble H. C. Xpy1wéBpim.

Bbiies1MM ¥ paccMOTPUM, KaK 0COOYIO LieJIb T€ONOJUMTHKHY U, B YaCTHOCTH, MATKOM CUJIbI KaK
MHCTPYMEHTOB 3allUThl U COXPAHEHUS] CyBEPEHUTETA roCylapCTBa, HAllKM HAay4YHble IPUOPUTETHI,
MEeTO/I0JI0TeMBI U U/1e0JI0TeMBI, COLLMAIbBHO-IICUXO0JIOTUYECKUe TEXHOJIOIMH, KOTOPbIe MOTYT OBbITh
onpe/ieseHbl, 0pOPMJIEHBI U JOBEJI€HbI 10 KayeCTBa «IPOAYKTa» B pyc/e Halleld HaydYHOU JUCLU-
IJIMHBI, UHAYCTPUAJIbHOM NICUX0JIOTMU KaK eé JMCLUIIJIMHAPHOMN 06J1acTH.

HasBaHue «MHyCTpHaIbHas ICUXOJIOTUSA» 3/1eChb UCIIOJIb3yeTCs B IIMPOKOM cMbIce. [Tog uHy-
CTpHUAJIbHOM NICHUXO0JIOTMEeN IOHUMAaeTCs KOMIIJIEKC HayYHbIX U HAYYHO-NIPAKTUYEeCKUX AUCLHUIJIMH,
OPUEHTUPOBAHHBIX Ha U3yYyeHHe U BbIPAaOOTKYy peKOMeHJallMil U COIMabHO-IICUX0JI0TUYeCKUX
TEXHOJIOTUU yIIpaBJieHUs yesioBedyecKMMU pecypcamu (YUP) B chepax MaTepuasbHOTO NPOU3BOJ-
cTBa. B 0TeyecTBEHHOM NCUX0JIOTMU 3TO KOMILJIEKC JUCLUILJIMH C HEYETKO pa3/iniyaeMbIM U €1a60
paszesisieMbIM NpeJMeTOM U MeTOAAMU UCCIe[JOBaHUA — IICUXOJIOTUA TPYAQ, IICUX0JIOTUs Opra-
HU3ALMOHHOI'0 Pa3BUTHSA, UHXXeHEPHas ICUXO0JIOTUs], 3pTOHOMHUKA U KOTHUTHMBHAsA 3PrOHOMHUKA.
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Hamu akTyasbHble MPo6JeMbl — CTPYKTypHasi 6e3paboTuiia, mpex/e Bcero, B chepe mMaTepu-
aJIbHOTO MPOW3BO/CTBA, €CThb TUIIMYHOE SIBJIEHUE COBPEMEHHOCTH; CJIe[j0BaTeJbHO, TEXHOJIOTUU
YCHELIHOTO pellleHrs TAKUX HayYHbIX U HAYyYHO-MPAaKTUYeCKUX 33/1a4 MOT'YT BbICTYIATh U B CTATyCe
MATKOM cuJjbl. HazBaHUe «MHAYCTpUAIbHAA ICUXOJIOTUA» UCIIOJIb3YEeTC HAMU B KOHTEKCTE UCTO-
PUKO-COLMA/IbHBIX 33/1a4 JUCIUILJINHDI, B JAHHOM CJy4yae, KaK OZJHOTO U3 BO3MOKHbIX UHCTPYMEH-
TOB T'e€0MNOJIUTUKY, KaK cdepa [esTeJIbHOCTH, Ui e0JI0TEMbI U METO/[0JI0OTEMbI KOTOPOW MOTYT HAMHU
omnpeesThCA Jy4dllle, KOHCTPYKTUBHEE U YeJIOBEYHEE, YeM ITO JieJIaid U eJIaloT Halllk 3apy6ex-
Hbl€ KOJIJIETHU.

He 6ynem ynpomaTh obcyxJaeMble npobseMsbl. [axe B MaciiTabe ofHOM 00J1aCTU HAyKH
eCcTb Y, BUAMMO, OYlyT CBOU COOCTBEHHblE MUKPOINPOOIEMBI, HEPEeJKO 3asBJSAOIINE O cebe Kak
pa3pbIBbl U HECOOTBETCTBHUS «TEOPUU» U «IPaKTUKU» (cM.: OHec U ap., 2017; Tosovek, 2017). Ho
MOXKHO MpeAIoJaraTh, YTO MOSIBJIEHUE U COXpPaHEeHHUE MOJ00HBIX MUKPONIPOOJIeM eCTh CeCTBUSA
HepelleHUsI HEKOTOPbIX MaKpOMpo6JsieM AAaHHOW AUCHHUIJIMHAPHOW 06JIaCTH M JUCHUILJIMHBI B
nesioM. Tak, HanpuMep, B Haualle XX B. B TPyZax INCUXOTEXHUKOB He BCTpPeYaMCh CETOBAaHUS Ha
pPa3pbIBbl U HECOTJIACOBAHHOCTU TEOPETHUYECKOUN U MPUKJIAAHON COCTABJISIOIEN AUCIUIIIMHBI (CM.:
[ennepureit, 1926; Mynunos, 2006); HeT NOJOOHBIX CETOBAHUN U B COBPEMEHHOU MeJHUIlVHE,
BEPOSITHO, CBOEBPEMEHHO, KOHCTPYKTUBHO U 6JIaroNoJIyYHO pa3pelivBlIei MoJoOHble «IIPOTU-
BOpeYHs TeOpUU M NpaKTUKWU» . [IpeamnosiokuM, 4To obCy:KJaeMble BONPOCHl U MpeJJoKeHUs
BApPUAHTOB UX pelLleHUs U eCTb TO, YTO METO/I0JIOT HAa3bIBAET «METOA0JIOTUEN CHU3Y» — «METO-
JlOJIOTUS JOJI’KHA ObITh METOJ0JIOTUEN «CHU3Y». ...METOA0J0TUYECKUE TTOJ0XKEHUS JOJIKHBI UATH
...OT IPOBEJIEHUSI ICUX0JIOTUYECKUX UCC/IeJOBAaHUMN, OT ONbITa U 0000IeHUN caMOU McUuxoJioruye-
ckoil Hayku» (Masunos, 2017, c. 10). Utak, npusHaeMm, 4TO eCTh, HAKOIIUJIUCh U TPEOYIOT CBOETO
pellleHUsI MHOKeCTBO Hay4YHbIX MU HAYYHO-MIPAKTUYECKUX 33/]a4, KOTOPbIE 10 HACTOSIEero BpeEMEHHU
OCTalTCA NpobJieMaMu JJisi MHOTUX 9KOHOMUYECKU Pa3BUTBIX CTPaH, KOHCTPYKTHUBHOE pelleHue
KOTOPBIX MOTJIO ObI UMETb MHOXKECTBEHHbBIE MO3UTUBHbIE 3O PEKTHI.

Llesb uccaedosaHusi: UICTOPUKO-TEOPETUYECKUU aHAIU3 U €0JI0TUYECKUX, METO/0JIOTUUECKUX,
MEeTOJUYECKUX M OPraHHU3alMOHHBIX ACMEKTOB MPOBeJeHUS HAYYHO-UCCIe0BATENbCKUX PaboT
(HUP) u nHayyHo-npakTuyeckux pa6ot (HIIP) B coBpeMeHHbIX opranusanusax. [Ipedmem uccaedo-
B8AHUSI: PECYPChl HAYYHBIX pa3paboTOK B 06J1aCTH UHAYCTPUATbHON MCHUXOJIOTUU KaK BO3MOXKHbIE
KOMIIOHEHTbl «MSTKOW CHJIbI», COCTaBJSIOLENd TeONOJUTHUKU rocygapcrBa. Memodowl: aHanus
HAy4YHOU JIUTEpaTyphbl, pedJeKCHs ONbITa HAYYHOW M MPAKTUYECKOW paboThl B pa3HbIX cpepax
npodeccruoHaJIbHOM [esTeJbHOCTU NICUX0JI0r0B. 'unomessi: 1. Bei6op, GopmyninupoBaHue U ciefo-
BaHHWe B HAay4YHOM JUCLUMIJIMHE ONpe/esieHHbIM UJ€0JIOTUYECKUM, METOL0JOTUYECKUM U METO-
JAUYEeCKUM NOCTy/IaTaM U JONYIEeHUsSM 3aKOHOMEPHO NPUBOJUT K CTAHOBJIEHUIO COOTBETCTBYIO-
IIMX HAaY4YHBIX MApaJiIurM, COLMATbHBIX TEXHOJOTHHN U 3¢ PeKTaM UX MCIO0JIb30BAHUS B MPAKTUKE
pellieHUs] HAay4yHbIX M NpaKTUYeCKUX 3afiay. 2. BciencTBue 3BOJIIOLMU COLMANbHBIX O00BEKTOB
¥ HAy4YHOW [MCLMIJIMHBI, COJEepKaTeJibHOe HAIOJIHEHHE MOCTYJaTOB U JONYLEHUW [IOJKHO
pery/sipHO MOABepPraTbCs MeTO0JI0TUUECKON pedIeKCUU U KOPPEKTUPOBaThCs. 3. ONTUMaIbHbIE
BapUaHThl pelleHHUs JIOKaJbHbIX HAaYYHO-UCCAEI0BATENbCKUX U HAYYHO-MPAKTUUYECKUX 33/]a4 B
COBpPEMEHHBIX OpPraHU3alysaX MOTYT UMETb TPAHCCUTyaTHUBHble 3Q(EeKThI, COAEeNCTBYIOIINE UX
foJiee IMPOKOMY MCIOJIb30BaHUIO. 4. HayyHble U coljMa/ibHble TEXHOJIOTUH, UMeIolMe TPAHCCH-
TyaTUBHbIe 3 PEeKThI, MOT'YT pacCMaTPUBATBLCA U BBICTYNATh B KaueCTBE KOMIIOHEHTOB «MSITKOU
CUJIbI» B IPAKTHKE peau3al iy reonoJUTHKHU rOCYyJapCTBOM.
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UcTtopuyeckue TeHAEHLUU TPaHCPOpPMAL UK rOCyJapCTB
(koHen XIX — Hayas10 XXI BB.)

[IpyHUMasag Kak MCXOAHOe II0JIOXKEeHHe Halllero aHaJu3a KOHCTaTallUh OTe4YeCTBEHHBIX
¢unocopoB U MeTOAO0JIOTOB HAyKH O TOM, YTO 3BOJIIOLIMI0 HAYUHBIX JAUCLHUIJIMH ONPEEesioT
Takue QpaKTOphl, Kak eé COOCTBEHHAs JIOTUKA Pa3BUTHS, UICTOPUKO-COLIMATIbHAs CUTYyallusl, 0COOeH-
HOCTHU COLMAJIbHOTO 3ampoca (CoLMaZbHOrO «3aKa3a»), paCCMOTPUM HEKOTOpble UCTOPHUYECKUE
M3MeHeHHUd N0C/eJHUX M0JyTopa CTOJeTUH B KJItoue GOpMy/IMpOBaHus IpeJMeTa U 3a/ja4d Hallel
JUCHUIINHBL [IpUIOMHHMM HEKOTOpble BaXKHble UCTOPUYECKHE COObITHUSI MOCTAEJHUX MOJyTopa
CTOJIETUH. IMEeHHO B 3TOT INepuoJ NPOUCXOAMWJIO CTAHOBJIEHUE WM pa3BUTHE IICUXOJIOTUM KaK
HAay4yHOM M MpPaKTUYECKOW AUCHUILIMHBL. Cle0BaTe/lbHO, Mapa/ljle/lbHO TeKyLhe UCTOPHUYEeCKHe
COOBITHA He MOTJIU He BBICTYIIaTh BaKHBIM yCJIOBHEM, @ HEe TOJIbKO JIMLIb TEM COLMA/IbHbIM KOHTEK-
CTOM, B pycJie U B JIOTUKE KOTOPOTO MPOUCXOJUJIO CTAHOBJIEHHUE OTEYECTBEHHOW U 3apy6exHOM
IICUXOJIOTHH, B YEM-TO PAa3HOU y HAC U Y HUX.

[locsie mosyBeKOBOro 3aTHIlbs, [0CJE€ HANOJEOHOBCKUX BOWH, B EBpolle M Jpyrux 4acTsax
CBeTa NMPOU3OIJIN CPAaBHUTEJbHO OBICTPO HAayaBIIMECH U 3aBepUIMBIIMECH JIOKAJbHble BOWHBI
(bpanko-repmanckass 1870-1871 rr, pyccko-Typenkas 1877-1878 rr., ucrnaHo-aMepUKaHCKasi
1898 r., pyccko-sinoHckass 1904-1905 rr.). CnycTs HECKOJIbKO JleCATUIeTUN HayaJuChb KpYyMHbIe
BOMHBI C IPAMBIM M KOCBEHHBIM Y4aCTHEM YXKe JleCATKOB cTpaH — [lepBas mupoBas u Bropas
MUpoBas BoiHa. CieICTBUSIMU NEPBOM U3 HUX ObLIM KpyIlIeHUs YeTbIpéx MOHapxui (B Poccuy,
[Ipyccun, ABcTpo-Benrpuu u Typuuu), peBosloLjMs U TpakJaHcKasi BoilHa B Poccuu; BTOpol —
pa3zen EBpornbl U MUpa Ha /iBa BpaxJaebHbixX jiarepsi. C koHa 1980-x v o Bo3pacTatoliei ¢ Hayaja
1990-x ro0B UMeEET MeCTO «I10J13y4ast IKCIAHCUA 3anaza», «KaHIVI0-CAKCOHCKOr0 MUpa» BO MHOTUX
peruoHax, B ToM uucie — u B Poccuiickoit @esnepanuu. 3a metadpopoit «3amnajy», «aHIJI0-CAaKCOH-
CKMU MUp» nozapasyMmeBawoTcs, npexze Bcero CIIA. [loaToMy Haml aHaJu3 CKOHIEHTPUPYEM Ha
3BOJIIOLIMM 3TUX IBYX CTPaH 3a [0CJeHUe [10J1yTOPA CTOJIETHH.

HamoMHHUM O HEKOTOPbIX Ba)KHbIX COOBITHUAX KaK BO3MOXKHBIX IMpPeANOChIJIKAX 3KCMAaHCUHU
3anaga. Kak npezblcTOpUIO Halllero aHa/iu3a U €ro MepBYH «pelepHyK» TOYKY BbIJEJUM aKT
KYIJIM-TIPOJXKU AJISICKU U AsieyTcKUX ocTpoBOB (1867 r.) — auist Poccuu nepBoi KpynmHOM NOTepH
©0JIbIION TEPPUTOPUH B HOBOM MCTOPUHU (OCHOBHBIMHU apTyMeHTaMHM alloJIoreTOB MPOJaXKH ObIJIU
eé ylaéHHOCTb M CJIOXXHOCTb ympaBJsieHus), ajs CIIA — nepBbIM npuobpeTeHUeM 60JIbIION
TEPPUTOPHUHU JlaJIeKO OTCTOSALLEH OT rOCyAapCTBEHHOW IpaHULbl. Yepe3 Tpu aecaTuietus, B 1898
r. CHIA nHunuupyroT BoMHY ¢ McnaHuen, B pe3ysbTaTe KOTOPOM NPUCOEIUHUIN NPUHAJIeXKaB-
mue KoposieBctBy Hcnanus c XVI Beka KyoOy, [lyapto-Puko u ®@uaunnuusl. C cepeuHbl U 10
koH1ja XIX B. Poccrst npoBOAUT HECKO/IbKO BOeHHbIX T0X0/10B (TypkecTaHckux, Cpe/jHea3naTCKUX)
C Lies1bl0 JIMKBUAALMU KokaHCKOro U1 XMBUHCKOIO XaHCTB, byXxapcKoro smupara ¥ npucoeuHe-
HUS 3TUX TEPPUTOPUM (OCHOBHBIMU apTyMeHTaMM 3THUX BOWH ObLIM NpecedyeHUe HamaJleHUuW Ha
pyccKue nocesieHUs U paboTOProBJis, NPOTUBOAENCTBUA BelMKOOPUTAaHMY B HALIKUX NPUTPAHUY-
HbIX pervoHax). OJHUM U3 pe3yJabTaToB Pyccko-Typenkoit BoiiHbl (1877-1878 r.) 66111 BO3BpaT
Poccuu 1oxHoM yactu Beccapabuu, npucoearnenue Kapca, Apgarana u batyma. 3Tu AelCTBUS C
IIOJIHBIM MPAaBOM PacCMaTPUBAIOTCA KaK pacliMpeHHe roCyZapcTBa 10 ero eCTeCTBEHHbIX reorpa-
duveckux rpaHul. AHasorudHble 3ajauu pemanu CIIA B BoiiHe ¢ Mekcukoil B 1846-1848 rr.
(anHekcus Texaca U pyrux TEPpUTOPUI).

BoJiee nocsie0BaTeIbHOU M JIOTUYHOM CTaJIa IOC/Iey0LAasd UCTOPUS 3BOJIIOLUHU IBYX CTPAH —
Poccum (Poccuiickoit UMmnepuu, PCOCP, CCCP, Poccuiickoit @epepanyu) u CIIA. OrpaHuyrBas Haul
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aHaJIM3 CPAaBHUTEJbHBIMY U3MEHEHUSIMU Ha3BaHHBIX JIBYX CTPaH, paCCMOTPUM JIMLIb TPU COCTAB-
JIII0IIYe 3TUX U3MeHEeHUN — HW3MeHeHHUsl TEPPUTOPUH, YeJ0oBeYeCcKHe MoTepyu U (KMau) npuobpe-
TEHUs], U3MEHEHUs BJUSHUA B MUpe. PacCMOTPHUM HEKOTOpble CTAaTUCTUYECKHE JlaHHble (CUJIbHO
BapbHpyIOIMecs N0 pa3HbIM UCTOYHMKAM, HO JJOCTATOYHO NOKasaTeJibHble [Jis 33/a4 Hallero
aHa/M3a), oTpaxaroljye nocyaeactBus [lepBoit 1 BTopoil MUPOBOW BOMHBI, PEBOJIIOLUU U TPaAXK-
JlaHCKOW BOMHBI B Poccuy, HeKOoTopbIX nocaeayomux coobiTui (Tabsvnna 1). BoeHHbIe KOHQJIUKTHI

c filnonuei 1930-x IT.: nOTEpPU YOUTHIMHU.

Tabsuna 1. ®parMeHTbl UCTOPUHU FOCYAAPCTB: U3MEHEHUSI, TEOTIOJIUTUKA, TEHEHIUY 3BOJIOLUU
(XIX — XX — XXI BB.)

Ilepuop, Coepunénnble lllTaTel AMepuKn Poccusa
Komnern «JoxTpura Monpo» (1823 r.). Pyccko-fnonckas BoitHa u noreps tepputopuii (CaxanauH u
XIX B. YperynupoBaHue TeppUTOPUAIbHbBIN Kypwnsl), noteps Bnusanus B Kurae u B MabWKypuy, nmoreps
criopos (¢ Benukobpuranueii, Kanagoir, Boennoit 6asst (ITopr-Aptyp). [lepBast pycckast peBOIOL.
MeKcuKoIt 1 Ip.), UX IOPUANIECKOe ITorepn: 44 000-120 000 gerr.
odopmenne; Vicriano- AMepuKaHCKas
BOITHA: 3aXBaT HEKOHTVHEHTA/IbHBIX
TeppuTOpuii. BOeHHBIX IOTEPD HET.
EcTp pacmmpsromascsa MMMUTPaIA 13
cTpan EBpomnbl.
1914-1920-e  Vuacrue B I MupoBoit BoiiHe (Ha 3aBep- YuacTue B I MupoBoit BoitHe; motepu — 6oee 1300 000

IT.

1930-1940 rr.

1941-1945 .

HIaolleM aTare); notepu — 117 000 verr.
AKTUBHOE yJacTIe B IOMUTUYECKNX
pedopmannsx 8 EBporne, B uHTepBeH-
uyy B Poccun. Pacumpsromascsa uMMn-
rpauus u3 ctpal EBponsl.
VimMurparus KBaanguimpoBaHHBIX
CIIeLMaInCTOB 1 HeKBamnpUIMpOBaH-
HOII «pabodeit CUIbI».

Yuactre Bo II MupoBsoit BoitHe (B A3un
U 7ToKaznbHOe B EBporie Ha 3aBepiIao-
1eM aTare); obuiye mortepu — 418 000
Yerl.

ger. PeBpanbckas n OKTs16pbckas pesooryn. Ot/eneHne
Ounnanpum. Ipakganckas BoltHa; BoitHa ¢ [lonbmreit. [ToTepu:
yOUTBIMU U YMEPIIVMU OT paH OT 1 1o 10 MJIH. Yesl.; OKOIO 2 MJIH.
gey. amurpuposanu. Otnenenne Iompum, Iprbantukn, 3anagHoi
Benopyccun, 3anagHoit Ykpanusl, Bykosunsr n Beccapabun
Boennbie koudmukTsI ¢ SInonneit; notepu — oxomo 20 000 wert.
Bortaa ¢ unnangueitr; motepu: okono 100 000 yerr.; mpucoeuHe-
HIe Ipe>XHUX TeppuTopuit. JloroBop ¢ Iepmanmeit, mpucoenute-
uue [Ipubantuxu, 3anmagHoit benopyccun, 3anagHoit YKpauHsl,
ByxosuHbI 1 Beccapabun.

Yuactre Bo II Muposoii Boitae (Bennxkoit OtedecTBeHHOI BOJIHE);
notepu — 6oee 27 MIIH. YeJL

1945-1980-e AKTMBHOe y4yacTHe B IOUTHYE- AKTMBHOe y4acTue B HOMUTHYIEeCKUX pedopManysx B EBporre.
IT. CKMX U 9KOHOMIYECKMX pedhopMa- Cospanue «couuanmucTUYeCKOro aareps», «Bapurabckoro
uusax B Esporne u B Asym. Cosfanue IOroBOpa». «XOJIOiHAs BOIHA», aKTUBHAs MOJIeP>KKa CTPaH
«KeJIe3HOTO0 3aHaBeca», 6oka HATO. «COLMAIMCTUYECKOTO JIaTepsi», Pa3BUBAOIIUXCS, C «COLMANTUCTH-
«XomonHas BoitHa», Co3[aHe 6onee JecKoit opueHTanueit». [logasnenne BoicTynnenuit B Benrpun,
700 B/6a3 3a mpefieNaMu CTPaHBI. Yexocnosakuy, [Tonbure. Boitna B Adranncrane. Yerynka CIITA
[Tpuo6peTtenne 200-MUTbHOI 30HBI B 200-MunbHOM 30HBI B OXOTCKOM Mope.
OxoTckoMm Mope. VIMMuUTpanus KBann-
(bUIMPOBAaHHBIX CIIELINAINCTOB U HEKBa-
MUIMPOBAHHON «paboyeit CUIbD».
1990-2000-e¢ «Ilobena B X0mOgHOI BOJIHE», pajy- «ITopakenue B X0omogHoi1 BojiHe», pazsan CCCP (moteps 14
IT. KajIbHble IPOJBIDKEHNA B PEIleHNN pecny6muk), nukBupanys «Bapurasckoro gorosopa» u «C3B»,
TeoNONUTUIECKUX 3a/jad, PacIIUpeHne  CIOKHbIe OTHOIIEHMA C OT/IEMBIIMMICS PeCITyOnuKaMu,
6moka HATO. Vimmurpanysa kamidu- — «Ipo6aeMbl pycckoro Mupa» (6omee 30 MITH. pycCKOS3BIYHBIX
IIMPOBAHHBIX CIEIVANNCTOB U HEKBAIM- OCTAJIICh 32 PyOEKOM, B T.4., OKOIO 20 MJTH. STHUYECKU PYCCKUX).
bunMpoBaHHOI «paboydert CUIbD». Peskoe cHIDKeHME aKTMBHOCTY Ha MEXX/IYHAapOJIHOIL apeHe,
«IIOTUTUKA YCTYIIOK». DMUTPALVA KBATUPUIMPOBAHHBIX CIEIN-
a/IMCTOB; MMMUT ALY HEKBATUPUIMPOBAHHOMN «paboyeit CUIbI».
Hacenenme 1870 r.: 39, 8 myH. yen.; 1960 r.: 180,7 1870 1.: 83,3 mnH. yen.; 1960 r.: 119,9 mnn. ven.; 2020: 145,2 myH.

MJIH. 4ent.; 2020: 329,5 MIH. 4ert.

YeII.
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JlOBOJIBHO CJI0KHO YU CJIOM «OJJHO3HAYHO» OTPA3UTh U3MEHEHUs BJUSIHUSA B MUPe JBYX CTPaH,
HO KOCBEHHO O MPOUCXOASALIMX TPaHCPOPMALUAX MOXKHO CYJUTb [0 U3MEHEHUSM YUCJAEHHOCTHU
HaceJIeHUSs, [10JIM B MUPOBOM MPOXU3BO/CTBE TOBAPOB M TOPTOBJIE, O MPONOPLUAX BOEHHbIX 6a3 3a
npeJieJlaMU CTPaHbl; KOCBEHHO — B Ha3BaHUAX HAIMX TOPIOBBIX TOYEK, OPraHOB rOCYlapCTBEHHOU
BJIACTH, My3bIKaJIbHbIX IPOU3BEJEHUH, UCIIOJIHSIEMbIX HA KOHKYpPCaX BOKaJUCTOB, KHHOPHUIBMOB B
KMHONpOKaTe (e/iBa JIM TaKYI0 »Ke J0JII0 PYCCKOSI3bIYHbIX Ha3BaHUW Mbl HaWJIEM «3a OKEaHOM»).
Y3Ke Ha 3TOM OCHOBAaHUH MOXXHO JieJlaThb BbIBO/bl 006 yCUJIeHUU BiaMsiHUA B Mupe CIIIA B nociesHue
N0JITOPA CTOJIETHS, C OJHOU CTOPOHBI, M 0c/1abJieHUH BaussHusa Poccuy, ¢ apyroi.

3aBepiliasi aHaJU3, pe3lOMHpPyeM: HecomocTaBUMO 6oJuiblive noTtepu Poccuu (CCCP) B
MHUHYBIIMX BOWHAX, B cpaBHeHUU C CIIA, He eCTb UCKJIIOYUTENBHO CJIE[CTBUS HeOJIAaronpusT-
HBIX CUTyallu{ Ha MOJIAX CPaXKeHUH; IOTePU OTPOMHBIX TEPPUTOPHUM Ha MPOTSKEHUHU MOCIeHUX
II0JIYTOpA CTOJIETUM He eCThb CJIe[[CTBUA JIMIIb HEYMeJIOr0 NOJIMTUYECKOro «Topra». /[Ba paspyliue-
HufA rocygapcrBa — Poccuirickont UmMnepun nu CCCP — Ha npoTs»KeHUU MUHYBLIETO CTOJIETUSA He
€CTb CJIeICTBUSA UCKJIYUTEJNBHO JIUIIb HAKOILJIEHHbIX CJIOKHOCTEU B 9KOHOMUKO-X031MCTBEHHOU
JleITeJIbHOCTHY IOCYAAapCTBa; YCUJIeHUe B NOC/eHUE [eCATUIeTUs B CTpaHax 3anaZHod EBpornbl
u CeBepHOU AMepUKU OTKPBITOM pycopoOUU He eCTb CJIeJCTBUS U3bSIHOB PYCCKOM KYJbTYpHI,
PYCCKOr0 A3bIKa.

BoJiee BeposiITHO NpejnoJaraTh, YTO [EPBOE, BTOPOE, TPEThe, YETBEPTOE ObLIM U BO MHOIOM
OCTalTCS OTPpaKEHUEM 0COOEHHOCTEN reoNnoJUTUKH, IPOBOJAUMOM € 0JJHOU cTopoHbI (Poccueit) u
c Apyro# croponsl (CIIA). [[pu3HaeM, 4TO UMEHHO B cpepe reonoJUTUKHU U, B YaCTHOCTH, TAKOH
€€ COCTaBJIAILIEeN KaK «MArKas CUJia» Mbl YCTYNAJA HAllUM ONIIOHEHTAaM, YTO HAMH He OCBOEHbI
B ZI0OJKHOU Mepe 3 PpeKTUBHbIE CPE/ICTBA, ellje He T03HAaHbl KX BO3MOXKHOCTH, HE HCI0JIb30BaHbl
JIOCTYIIHbIe HaM pecypchl. EcIM MBI He XOTHM M B NOCJeAYIOLIEM IJIATUTh HEIIOMEPHO BBICOKYIO
LleHy 3a [PaBo »KUTb, TOBOPUTH HA POJHOM fA3bIKe, IOAJePKUBATh U Pa3BUBATh HAlly KYJbTYpY,
ObITb CyBEPEHHBIMU B I[JTABHOM, TO Mbl, HAKOHEL, JO/HKHbBI PACULIMPUTh Halll KTOPU30HT BULEHUS»
NpPSMbIX U KOCBEHHbBIX, KPATKOCPOYHbIX U JOJTOCPOUYHBIX POJU U 3PPEKTOB MATKOW CUJIbI KaK HaM
JIOCTYITHOTO KOMIIOHEHTA aKTUBHOM reonoJMTHKa. HaM 10/kHO 06paTUTh BHUMaHUE Ha TO, YTO
Mbl 6€pEM U YTO MbI MOXKEM NPeJIOKUTh MUPY; aKTUBHO UCI0Jb30BaTh TO, YTO Mbl CO3/IlaeM CaMHU
Y 4TO MOXeM IpeJJiaraTb ApyryuM.

He 3aTparuBas Bceu CJIOKHOCTU TeONOJIUTUKU KaK TEOPUM Y NPAKTHUKH, CUJbHO YIpoLiasd,
MOXXHO CKa3aThb TaK: BCE, YTO MBI JleJlaeM B HayKe U B IPAKTUYeCKOM BOIJIOLEHUH €€ pe3yJIbTaTOB,
JLOJI>KHO IIPOCMATPUBATHCA HAMHU U IIJIaHe MeTalo03ULUY — TOr0, KaK pe3y/ibTaThl Halller JeTelb-
HOCTU MOTYT TPaHCHOPMHUPOBATBHCA KaK «MPOAYKT», KOTOPbIM Mbl MOXXe€M MNpPeJJIOXKUTb Mpej-
CTaBUTEJIAM JIPYTUX KYJbTYp KaK TEXHOJIOTUH, KaK L1eJIOCTHbIM, 3aBEPIIEHHDBINA «IIPOAYKT», CpaB-
HUTEJIbHO OBICTPO U JIETKO UHTErPUPYyEMbIN B COLIMAJIbHO-IICUX0JIOTUYECKHE TEXHOJIOTHMU (a He
TOJIBKO JIMLIb WJeH, HpaBCTBEHHbIE NO3ULUH, HAYYHbIe IOAXOAbI, KOTOPbIE ObICTPO TEPSIOT CBOE
«aBTOPCTBO»). E/iBa JIM Mbl CMOXK€M JIOCTUTHYTh JKeJlaeMbIX pe3yJbTaTOB CJe/ys JIO3yHTy pyoexa
1950-1960-x rogoB («/lorHaTh ¥ neperHaTb AMepuKy»). HaM Hy»KHO UJTH CBOUM NyTEM, TEM,
KOTOPbIN HaJI€KHO 00eCnevyrT Hallly CyBePEHHOCTb B €€ IIMPOKOM NOHUMAaHUH, MyTEéM, KOTOPbIH
HaM HY>KHO HalTH, KOTOPbIXA MOXeT ObITb IPUMEPOM AJisl APYTUX.

NHaycTpUaibHasA ICUXO0JIOTUA: UAEe0JI0TeMbl U MeTO0/10reMbl XX BeKa

[Ipr3HaeM, yTO 6a30BbIe /1JIs1 COBPEMEHHOM IICUX0JIOTUH, BO BCAKOM CJy4ae, JJisl ICUXO0JIOTH-
YeCKOH NMPaKTUKHU (IICUX0Tepanus, ypaBjeHUe YeJ0BeYeCKUMHU pecypcaMu) U/1eo10reMbl U MeTO-
JloJloreMbl KaK MOCTYJIaThl U AONYyLIeHUs ObIIM IPeUMyLeCTBEHHO cGOpPMYyIMpOBaIN B 3apyoex-
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HOU IICUXOJIOTHH, IIpexae BCero, B CeBepoaMepHKaHCKOﬁ McUuxoJioruv. Ho HacKoJIbKO OHU OBIIU
AZI€KBATHbI 4JId MUHYBIIETO CTOJIETHUA U KAKUMHW OHU MOTYT U JOJI?KHbI ObITh B HavaJsie XXI B., 3TO
T€ OTKPbITbIe BOMNPOCHI, KOTOPbIE IOAJIEXKAT O6CTOHT€JIbHOMy dHaJIM3y " 06CY)KL[€HI/II'O. Hrak,
pacCMOTpPpHUM HEKOTOPbIE 0COOEHHOCTH CTAaHOBJIEHHUS I/IH,CLYCTpI/IaJ'IbHOI‘/JI IICHUXOJIOTHUH.

0Cc06eHHOCTH 3BOJIIOLIMY HHAYCTPHAIBHOM 3apy6eKHOM ICUXO0JIOTUH

[[pUIIOMHHUM HCTOPHUIO B €€ «KJIACCUYeCKOM» BapUaHTe — 3BOJIIOLUUU AucHuIivHbl B CIIA. B
koH1e XIX — Hayase XX BB., 6s1aroiaps «pakTUKaM», I0JBUXKHUKAM U 3HTy3uactaM (Ppenepuxy
Teltnopy, ®panky u Jlunuan ['nabpet, daToHy Melo U APYrUM). a TaKXKe «TeopeTUKaM», Ipe/cTa-
BUTEJIAM aKaJieMuyeckol ncuxosoruu (Y. Ixenmcy, k. [btoy, I. MioHcTep6epry, O. JIunMaHy u
JIPYTHUM) IICUX0JIOT Ml KaK Hay4yHas JUCLUIIMHA CTAHOBUTCSA BCE 6oJiee NONY/ISAPHON U fieATeIbHON
JUCLUMIIMHOMW. B mepro/bl conpaibHbIX IOTPsACEHUH (yd4acTHe CTpaHbl B BOMHE, CO3/laHue podec-
CUOHAJIBHOU apMuH B nepuoz [lepBoit u Bropoit MUpOBOY BOMHBEI, NOCJAeAYOILAsA MaccoBas JeMo-
OuM3anya U epecTPOMKU NPOMBILIJIEHHOT0 IPOU3BO/CTBA U TOMY [TOZ,00HO0E) CIY>KUJIU XOPOLIUM
IIOJIMTOHOM JJIs1 anpo6alyy COLMaIbHO-IICUX0JOTMYeCKUX TeXHOJIOTMH (CcM. 0630phl: YOpHep,
2001; Tosnouek, 2024). B koHTekcTe Hamux 3aga4 HUP BbifesiuM npuMedaTesibHOE: BO MHOTUX
3KCIepUMEeHTaX, IPOBOJAUMBIX Ha PAa3HbIX NPeANPUATUAX U B pa3HbIX komnanuax O. Tersopowm,
®. 'nnbpeTtoM, 3. Meiio B KaueCTBe UCIBITYEMBIX YaCTO BbICTYN AW 3MUTPAHThI IEPBOI0 IOKOJIEHUS
(cm.: YopHep, 2001). MoxHo npeAoJiaraTb, YTO HeMPePbIBHbIN 60Jiee CTOEeTHS MOTOK 3MUTPaH-
TOB, BO MHOT'OM OIIpe/iesisiJl MUPOBO33peHHe HAllMX KOJIJIET, UX TPAKTOBKU CYLIHOCTH YeJIOBEKa,
3a/la4y yIpaBJIeHUA YeJ0Be4YeCKMMU pecypcaMy, LieJIy, peajbHble BO3MOXXHOCTH, NOIPELIHOCTH U
nperpelieHusi N1podeccuoHaJbHOTO 0TO0PA, B YacTHOCTU. KoHenuu yenoBeka «X» u «Y», chop-
MyJiMpoBaHHble /l. Mak['peropom, no cyuiecTBy, 6bIIM MAaHUNYJIATUBHbIMU. KOMIAHUU [1O/KHBI
yMeJIO yIPaBJIsATh MOTUBALUEN JIIOZEN; JIOAU — 0O0BEKT BO3/1eCTBUSA, AOKHO JIUIIb IPABUIBHO
noJ6MpaTh pa3HooOpa3Hble CpeACTBa IMOAJEPKaHMA M yNpaBJeHHWs HUX MOTHUBalLMel Tpyaa.
B mupokoM cMbicie HanpoHasibHas KyabTypa CIIA — «naBuJIbHBIA KOTe», IPUBOASAIIUN BCEX
K HEKOTOPOMY «CpeJHEMY» COCTOSIHUIO, YA0OHOMY [Jis1 ylpaBJieHUsl OT/eJIbHbIMU MEepPCOHAMH,
COLlMAJIbHBIMU TPYyIIaMy, 4YeJ0Be4YeCKMMHU pecypcaMu B LieJIoM. BeiesiuM 1 ocoboe BHUMaHUE U
IPUCTPACcTHE aMePUKAHCKUX YYEHBIX K yCIleXy, MHAUBU/ya/IbHOMY yCIeXy OTZAeJbHOIO YeJ0BeKa,
yCIIelIHOM Kapbepe KaK CaMOLLeHHOCTH.

B nesioMm, ujeosioreMbl ceBepOaMEpPUKAHCKOU IICUXOJIOTMM MOXHO onpegeauTb Kak [IIII1
(nepconanusM (MHAUBUYaAJU3M), IparMaTusM, miaopanusm). Jla, B cepegure XX B. B pycJie 3TOH
IICUXO0JIOTUU 0POPMJISIETCS «TPeThsl CUJIa», TyMaHUCTUYeCKas ncuxoJiorus. Ho cyTb camoakTya-
ausauuu A. Macioy — MHAMBH/AYaJbHOE pa3BUTHE YeslOBeKa /10 BEPUIMHBI «caMo» (caMoaKTya-
JIN3alluK1); B KJIMEeHTOLeHTpupoBaHHO!U Tepanuu K. Pomxepca — «lieHTp» NOHUMaHUSA U BO3/el-
CTBUSL — UHJUBU/I, UHAUBUAYATbHOCTb. JTU «JeTalru» Mbl HAXO[MM UYpe3BblYallHO BaXKHbIMU [|JIs1
NIOHUMaHHA CYLHOCTH UCTOPHUYECKU CKJIAJbIBAIOIIUXCA COLMAIBHO-IICUX0JOIUYECKUX TEXHOJIO-
ruu B CIIIA.

B oTHomeHUM pelleHUA IMPOKOro Kpyra 3aJad ynpaBJIeHUS 4YeJOBeYeCKHUMHU pecypcaMu
SIBHO NPOCBEYMBAETCS JOMHMHAHTA 3KCTEHCUBHOTO IOJXO/JAa K HCII0Jb30BAaHUI BO3MOXXHOCTEU
YyeJIOBeKa; 3TO TEOPUs U MPAKTUKA TEXHUK LIMPOKOT0 «[IPOCEUBAHHUS», 0TO0PA IyYIIUX /151 UCIIOJI-
HEHUSI OTPAHUYEHHBIX TPYA0BbIX PYHKLUN U OTKJIOHEHHUS KHENPUTOAHBIX». JIOTMKa CPaBHUTEJNBHO
boJiee MO3HEN KOHIENMH «KOMIleTeHI[U» (PoGepTa YaiiTa, [laBuga MakKnennanga u Jpyrux),
npeaJoKeHHOU B Hadasie 1970-X I'T. eCTh 110 CyLeCTBY JIOTHKA «3aTOYKHU» YeJI0BEKa Ha UCIIOJIHEHHU e
MM OTPaHUYEHHBIX OllepalLuK, I03BOJIAIIAA 3KOHOMHO PAaCcX0A0BaTh pa3Hble pecypchbl KOMIIAHUU
(MaTepuasbHble, BpeMEeHHbIe, PYHAHCOBBIE), HO HE 33/jal0lasicsl BOMPOCOM, YTO YeJIOBEKY OyAeT
CTOUTbD JIMTE/IbHAA Y3Kasd CrelMaJu3alysa; KOMIEeTeHTHOCTHbBIM MOAX0/, — 3TO KOHLEI MU TOTO,
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KaK 1[eJ1ec006pa3HO MHBECTUPOBATh B Pa3BUTHE YeI0BEKaA B JIOTHKE «3/1eCh U Tellepb», Kak Mo /iep-
»KUBATh U YYUTHIBATH OaJIaHC BJIOKEHUH B paOOTHUKA U MOJIyYEHHOHN OT 3TOTO MPHUOGBIJIHU.

O6paTuM BHMMaHHeE U Ha CPAaBHUTEJbHO HEBBICOKHE KO3QPUIUEHThI BaIUAHOCTH, TOATBEPXK-
JlaeMble B HE3aBUCUMbIX MeTa-aHaJu3aX, MPU TOM, YTO TEXHOJIOTUU OTHOpA COBEPILEHCTBYIOTCS,
a MeTOAUYECKHU UHCTPYMEHTAapUHh MeTOAUYHO pa3pabaThiBaeTCs M 10 HACTOSIIET0 BPEMEHHU
(Tabsuua 2).

Ta6sinia 2. BainHOCTb pa3HbIX METO/I0B OLIEHKH IMepCOHaJa U KaHAUJAaTOB Ha PaboTy

Banugnocth (MCTOYHUK)

Meropt B1 B2 B3 B4 B5
VHTepBbIO .00 - .25 .20 - .40 .19 .07 ++
TecTo! goCTIOKEHMIT .10-.20 .10 -.32 .35 - .30
TecTp! uHTENIEKTA .20 -.30 + - - 43 45
JINYHOCTHBIE TECTHI .20 - .40 .10 - .30 - .10 - .25 .15
CuTyaTuBHbBIE METOJIBI .20 - .30 + - .20 - .30 - .30
Cy>xeH1s Kojuier (CTaXMpOBKa) .30 - .40 .30 - .50 .20 - .40 - 44
Bbuorpagudaeckne MeTonbI .40 -.70 30 -.35 .35 - 37
ACCeCCMEHT-LIEHTP 40 -.75 ++ .34 44 -
PexomeHaTennbHbIE MICHMA - 17 - .26 - - .18

IlpuMeyaHue: 3HaueHNA BaJIMJHOCTY IPUBEEHBI COIIACHO MeTAaaHa/lIu3y, IPOBEAEHHOMY He3aBUCUMBIMU MCCIefoBaTenaMu (yKasaH
IMANa3soH MMUHVMMAJIbHBIX Y MaKCUMMa/IbHbBIX 3HAY€HMIT KOPPeIALNil, MO0 — UX CpefjHUe BE/IMUMHBI), IIPECTABIEHHOMY B JIMTEPATyPHBIX
ucrounukax: Bl (Iypakosa, 1998); B2 (Kymep, Pobeprcon, Tunrmaii, 2005); B3 (Maunnues, 2000); B4 (®ynep, Xprobep , 2000); B5 (bosus,
2018).

[IprMeyaTesbHO U TO, UTO B HE3aBUCUMBIX MeTa-aHa/M3ax (BepHee, B 0030pax TaKUX HccIe-
JIOBaHUM Ha NPOTSHKEHUU nocieaHux 20-25 jieT) ycTOMUYMBO COXPAHSIOTCS TUIIMYHbIE IUANa30HbI
BaJIMJJHOCTH pa3HbIX METO/O0B; KaK NPaBUJIO, BAJUJHOCTb KaXKJOI0 U3 HUX (3a UCK/IOYEHHEM
HauboJiee CJIOXKHBIX B OpTraHU3alliu U TPYAOEMKUX) HEBBICOKA, yallle He npeBblmatouas r = 0,40,
IIpY TOM, YTO Ha NPOTSKeHUU Bcero XX B. TEXHOJIOTUHM TPodOoTOOPa COBEPIIEHCTBOBAJINCH, @ pa3pa-
60TKa HOBBIX METO/IUK He NpeKpallaaack. U3 0TMe4eHHOro Bbllle C1eyeT, YTO 3BPUCTUKH 1CHUXO-
JAUArHOCTUYECKUX MEeTOJMK, TEXHOJIOTMU KOTOPBIX OBbLIM pa3paboTaHbl B cepeJlMHe MUHYBILIEro
CTOJIETHSA He BBICOKM M NPUHIUNHATBHO OrpaHUYeHbl. YTO BbICTYNaeT TAKUMHU OTPaHUYHUTEJSIMH,
BOIIPOC OTKPBITBIN U TpebyeT CepbE3HOI0 OCMBICIEHHUS.

MO>XHO NpeANnoJIOKUTb, YTO OJAHHMMHU M BECOMbBIX OTpPaHWYEHHUU BBICTYNAKT HJE0JI0TeMBbI
U «TeopHUU» 4esioBeKa, 0popMJieHHble B 3apy6eKHOM ICUXOJIOTMH, @ TaKKe — MeTOJ0JI0OTeMBI
npodeccHoHaJbHOI0 0TO0pA, Te MOCTY/AAThl U JONYLIeHUs], KOTOPBIM C/leJlyeM U Mbl 0 HACTOA-
1lero BpeMeHU. B 3ToM ns1aHe BbIZie/IUM Cllefyolue.

1. TexHosioruu oT60pa pa3zpabaThIBAlOTCHA HA OOJbIIMX BbIOOPKAx CHElMAJIUCTOB, 6oJsiee U

MeHee yCIellHbIX KaK MpodecCcHoHaslbl B KaX/A0U OTAeIbHON chepe AesTeJbHOCTH.

2. /lnsa ananusa $GaKTOPOB YCHEIIHOCTU U Pa3pabOTKU aJirOPUTMOB OTOOpA, KaK MpaBUJIO,
MCIOJIb3YIOTCA MeTO/bl NapaMeTPU4YeCKOM CTAaTUCTHUKH, Oasupyloliydecad Ha IOCBLIKe
HOpPMaJIbHOTO paclpe/ie/leHUs aHaJIM3UPyeMbIX JJaHHBbIX.

3. HopMmasbHBIM pacnpeie/ieHHe CTATUCTUK B CMeLEHHBIX BEIOOPKAX, TO €CThb B IPyMNINax JUL,
No/iBepraeMbIX IICUXO0UArHOCTHKE C LieJIbI0 pelleHUs 3a/ia4 NpodecCUOHaJIbHOr0 0TO0pa,
3a4MCJIEHUA B pe3epB U TOMY [OZ00HBIX, ObITb HE MOXeET.

4. Jle-bakTo B Ty WM UHYI NpodecCHOHaNbHYI0 chepy MOJBHU3AIOTCS HE «CpeAHUEe», He
pasHble NpeJCTaBUTEJNH HOPMaJIbHO pacnpefie/I€HHONM BbIOOPKH, a NpPeuMylLieCTBEHHO
aKLeHTYaHThbl, JIIOJU, OPUEHTUPOBAHHble Ha ONpe/ie/IéHHble BU/Jbl JleTeJIbHOCTH, eé
pexXUMBI, TSXKEeCTb TPY/ia, IepCleKTUBbl KApbEePHOI'0 NPOABMKEHUS, TUITUYHOE Npodeccu-
OHaJIbHOE COO0OLIEeCTBO U MHOTO€ JIpyTroe.
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5. OpueHTauus aJropuTmMoB mnpo¢doTdéopa Ha yCpeAHEHHbIe CTATUCTUKU B CMeENIEHHbIX
BbIOOpPKaX MPHUHIMIIMAJbHO OTPAHUYMBAET NOTEHI[MAJ TAKHUX TEXHOJOTUH.

6. PaspaboTaHHble TEXHOJIOTUU HauboJiee 3PPEKTUBHBI IPU YCIOBUU BbICOKOM KOHKYpEH-
nuy — nopgazaka 8-10 kaHAMAATOB HA O HY BAKaHCHUIO.

7. PerynsipHbli NPUTOK 3MUTPAHTOB HAa NPOTSXKEHUM MOJIyTOPA CTOJIETUM, COXpaHSIUAsACA
BbICOKasi 6e3paboTulia NoAAep:KHBAOT HEOOX0JUMbIe YCI0BUS, TpebyeMble [/l JaHHBIX
TeXHOJIOTUM nmpodoToOopa.

WTakK, McTopuyecKku CJ0XKHUBIIMecs B Hadasie XX B. TEXHOJIOTMU NpodoTOopa ObLIH, HECO-
MHEHHOT0, CUJIbHbIM pelieHreM. CIyCTs CTOJIeTHe OHU TAKOBBIMHU YXKe He SBJISIFOTCS, HO, KaXKeTcs],
3Toro He 3aMeyvatoT. CollMaibHbIe 00'bEKTbI MCTOPUYECKH U3MEHSIOTCS, YTO Npe/nojiaraeT NOUCK U
pPa3paboTKy HOBBIX, 60Jiee KOHCTPYKTUBHBIX COIMATbHO-TICUX0JIOTUYECKHUX TEXHOJIOTUH.

0Oco6eHHOCTH 3BOJIOIITUHA HHAYCTpI/IaHbHOﬁ NCUX0JI0ruM B Poccun

B Havasie XX CT. paboThI pOCCUUCKUX YYEHBIX-ICUXOTEXHUKOB XPOHOJIOTUY€ECKH U COJIeP>KaTeTbHO
COOTBETCTBOBAJIU TOMY, UTO Jies1asioch B EBporie v CIIA; oHY He yCcTyIaiy 1o OCMbIC/IEHHMIO TPO6JIeM, a
KOHLIEINTYa/IbHO B YEM-TO Y OllepexKasiv JBHXKeHUe Hay4YHOU MbIC/u. B koHIe 1920-x — Havaste 1930-x
roZl0B B IPAKTUKe BOIJIOLEHUSA JOCTHKEHUN HAYKH Mbl TaKXKe He oTcTaBa/d. Ho nmocsie naMaTHOro
noctaHoBsieHus 1936 r. K BKII(6) u CoBHapkoma CCCP Bce npakTu4eckue U 3KCIIepUMeHTaJIbHbIE
paboThbl ObLIM PHUOCTAHOBJIEHBL. Bo3poX/AeHne 0Te4ecTBEHHOM IICUXO0JIOTHUH, IICUX0JIOTHH TPyZAa U
VH)XEHEPHOM NCUXOJIOTUU B TOM 4uc/ie, paKTUYECKU HauyhHaeTcs ¢ cepeauHbl 1960-x rr. K koHIy
1980-X IT. CJIOKHUJINCh OCHOBHbBIE JUCLUIIIMHAPHbIE UHCTUTYTHI (CTPYKTYpPBI yueOHbIX oA pa3/esie-
HUM, IpOorpaMMbl NOATOTOBKHU CIIELIMA/IMCTOB, Hay4YHble XKypHaJibl). COGCTBEHHO OpraHu3alMOHHOM
IICUXO0JIOTUU KaK Hay4HOW JMCLUILIMHBI Y HAac He 6blJI0; HO ObIJIM CO3/JaHbl U YCHeIHO GYHKIUOHHU-
pPOBaJIU NICHUXO0JIOTUYECKHE U COLUOJIOTUYECKHE CIY»KObI Ha OTZE/IbHBIX NPeANPUATUAX, B CUJIOBBIX
cTpyKTypax. B 1990-x IT. 3T c/1y»0bl BO MHOTHX C/1y4asx OblJIN JIMKBUAUPOBAHbI UJIU PeOPraHU30-
BaHbI C IOTepel BJUAHUSA Ha yIpaBJieHHe IepCOHA/IOB, KBaTU(PUIMpPOBaHHbIe ClIeliMaJIuCThl pacces-
JINCh, MHOT'HE ObLJIY IOTEPSAHBI JJ11 HAYKH M IPAKTUKU. 3aMellleHHe 3TUX CJIYKO 0T/le/laMU «pa3BUTHA
IepcoHasia» CTaJIy YKe JPYyrou UCTOPUEH, ClefyIolled UHbIM NIOCTy/1aTaM. ToyeyHble nozpaseJie-
HUS, B KOTOPBIX IPOBOAU/IMCh 3PrOHOMUYECKHE UCCIeJOBaHNUA, HEe OKA3bIBaJIM 3aMETHOI0 BIUSAHUSA
Ha pa3BUTHeE JUCLHUIIJINHBI B LI€JIOM.

B oTHOLIEeHMM Bcex 4eThIpEx 06./1acTel (ICUX0JI0TUM TPY/ia, MHXKeHEPHOU M OpraHU3alMOHHOU
NICUXO0JIOTHH, 9PTOHOMMKH ), KaK BblIllle OTMEYaJoCh, COXpaHsaaach U Jaxe Bo3pacTasa ux audoe-
peHIMaLysa Ha «TeopHIo» (aKaJeMUYecKylo IICUXO0JIOTHI0 U Y4eOHYI0 AUCHUIIINHY) U «[IPAKTUKY»,
ONBIT pellleHUs] KOHKPETHbIX Hay4YHO-NPUKJIAaJHbIX 33/a4 (boBun, 2018; UBaHoB, llTpoo, 2018;
Onec u ap., 2017; Tonovek, 2017). MeToaguvyeckre NPUEMBI U METOJO0JIOTHUS ObLIM MOJHOCTbIO
3aMMCTBOBAaHHBIMU U3 3apyOexXHbIX NyOauKauui. CiequaarucThl-TPAaKTUKY aKTUBHO BKJIOYaAJIU B
CBOM apceHaJl BCE, UTO OblJI0 HAKOIJIEHO aKa/leMUYeCKOH IICUX0JI0THel U ICUXoTepanuen, BCE, 4To
MOIJIO OBITh WCNOJIb30BAaHO IEepBOHAYaJIbHO, ONEPaTUBHO, C MUHUMAJIbHBIMU TpPYZ03aTpaTaMHU.
CnonTaHHO ¢popMUpOBaJICA HAGOP YHUBEPCAJbHBIX IPUEMOB PabOThl KOHCYJIbTAHTOB, IPUT'OHBIX
JUISl pellleHHWs] HeCKOJIbKMX TUIMYHBIX 33Jlay, KaK IpaBUJIO, CONPOBOXK/AAIOUIMX CTAaHOBJIEHUE U
Haya/ibHble CTaJUM pa3BUTHUS KOMIIAHMW. HoBble cllellUaMCThI-MPAKTUKU B CBOEM OOJIBLIMH-
CTBe ObI/IM «He JIPYKHbI» C aKaJleMU4Y€eCKOH IICUX0JIOTUeH, B3aUMHBIA 0OMeH 3HaHUSMHU U ONIBITOM
orpaHuuYMBaJIcA. Pa3iMuus B omaTe TpyJa «aKaJleMUKOB» U «IIPAKTUKOB» TaKXe 3aTPYAHSAIN UX
npodeccruoHaJbHble B3aUMOJEUCTBUS.

B To BpeMsd Kak B Hallled CTpaHe NPOXOAU/IO aKTUBHOE CTAHOBJIEHUE HOBOM IICUX0JIOTUYECKON
IpaKTHUKHY, B Hadasle 1990-x cocTosiHME «aKaZleMUKOB» MOXHO OBLJIO XapaKTepU30BaTh KaK «KYJIb-
TYPHBIH LOK», Y OJJHUX NPOILEJIINN CPAaBHUTENBHO OBICTPO U JIETKO, Y IPYTUX — B 60J1ee TSKENI0H
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¢dopme. OTHoOLIEHUE OTEYECTBEHHbIX MCHx0J10roB K uctopuu CCCP HeogHo3HauHoe. B 1990-2000-x
rofiax, nocse kpyumeHusi CCCP, psf KpyHbIX Y4EHBIX IPEACTABJISA/IN PaIUKaIbHbIe OLleHKH POLLIOTro
Y HacTodlero Hauel ncuxosioruu (Bacuiatok, 1996; 3unyenko, 2003; Masusios, 2017; 2020). Tax,
HanpuMmep, B.[1. 3uH4YeHKO KpalHe »KECTKO OLleHWUBaJI METO/[0JIOTMI0 COBETCKOM NICUX0JIOTHUH, KOTOpas
Oblla «CBsSI3aHA HE CTOJIbKO C Teoprel U ¢punocodueit, CKOJbKO C U/leo0oTHeEN, HAXOUBIIENCsa Ha/L
BceM. [locsie1Hss OblyIa KpaliHe arpecCcMBHA, NPeTEeHIM03Ha M caMo3BaHHa» (3uH4YeHko, 2003, c. 98),
CyILeCTBO KOTOPOM COCTaBJISIJIM CXeMaTU3MBbI, @ He NP06JieMbl, KOTOpbIe PeJCTABJISIMCh «B popMe
NIOCTYJIaTOB, a He P06JIeM, YTO CKOBBIBaeT CBOOOAY MbIC/IU...» (3uHUeHKo, 2003, c. 99), asg KoTopou
ObLIM XapaKTePHbI «KHEJOCTATOYHOCTD, @ TO U HENOJIHOLLEHHOCTb, HEaJ|leKBaTHOCTb ... METO/,0JI0T U~
YeCKUX MPUHLIMIIOB COBETCKOM ncuxosioruu» (3uH4yeHko, 2003, c. 114). O6paujaro BHUMaHHe, peyb
UJIET O TIICUXOJIOTUU U €€ MeTOZ0JIOTMH, B KOTOPOX BbIpacTa/iv U KOTOpyro TBopu/n bB. I AHaHbeB,
JI. C. Boirotckuii, A. H. JleonTses, C. JI. PyOUHIITENH U ApyTHeE.

Co BpeMeHeM OCTpPOTa BOCIPHUATHUA KPU3UCHOI'O COCTOSAHUA OTE€YEeCTBEHHOU JUCLHUIJIMHBI
HECKOJIbKO CHU3WJIAaCh; B TO K€ BpeMsl KAaHOHbI 3apy06eKHOM MCUX0JIOTUU ObLJIM YyCBOEHbI OJHUMU
TBOPYECKH, APYTUMU — HeTBOpYeCKU. C 0OJHON CTOPOHBI, MHOTHE YCIEIIHO MOAHAJINUCH K BBICOKOMY
YPOBHIO METO/10/I0THYECKOU pedJieKCUH 3a/1a4 Hay4yHOU AesiTesibHOCTH ([lopdman, Kanyrun, 2021;
KopHusioBa, CmupHoB, 2006; Kynukos, 2013; Masusios, 2017; 2020; Opesuy, 2005; 2010), c apyroi
— He 00011JI0Ch U 6€3 U3/iepXKeK U «IleperuboB oT BocTopra». CBoeo6pa3Ho 3apybexKHble «kKAHOHbI
HAy4YHOCTH» MPOABJAKTCA U B TOM, YTO OKOJIO TPETH CTaTed B HALIMX >KypHaJaX MOCBALLEeHbI
npoueAypaM ajanTaluu 3apy0eXHbIX METOAUK U pa3pabOTKe HOBBIX, YTO PeLLeH3eHThl KECTKO
HacTauBalT Ha cobuioeHre TpeboBaHur AIIA (AMepUKaHCKOM MCHUX0JIOTHYECKOW acCoLhalru)
POCCHUCKHMMH aBTOPaMHU Hay4YHbIX CTaTel B POCCUKCKUE ke KypHaJibl. HeMasoBa>KHbIM Ha30BEM
Y COXpaHSAWILMecs pa3pbIBbl U Jla)ke Bo3pacTarllee «pa3dberaHrve» pa3HbIX 4acTed MCHUX0JIOTUU
— aKaJleMHU4YeCcKOoH, y4eOHbIX JUCLHUIINH U NPUKJIAJHBIX 006/1acTel — MCUXO0Tepanuu, opraH1sa-
LJMOHHOT'0 KOHCY/IbTUpOBaHUsA. 06006111a51, He HAX0AUM OCHOBaHUM FOBOPUTD O MOCJeJ0BaTEJTbHOM
Y MIOCTYNaTeJbHOM MPOJBMKEHUN 0T€YECTBEHHOU MCUX0JIOTUX B IOMCKAaX «CBOEr0 MyTU», TPETbe
JlecTUJIeTHe JIJI1 HAC OPUEeHTUPAMU BbICTYNAIOT NMOCTY/IAaThl 3apyOeKHOU MCUXO0JIOTHUH.

B niesioM, BCé 6oJiee 04eBU/AHBIM /IJIS1 HAC CTAHOBATCA IBHble OrpaHUYEHUs] JOMUHHUPYIOILEN
Jl0 HACTOAILero BpeMeHMW IapaJurMbl MHAWBU/JYaJbHOU JeATeJbHOCTH, TOTAA KaK MapajurMa
COBMECTHOM [1eITeJIbHOCTH €ellé JIMLIb pa3pabaTbiBaeTcsl, 0003HaYeHbI JIMLIb €€ KOHTYpHI, 3a/laH
JiUb eé abpuc B TpyZax A. JI. ’Kypasuiésa, b. ®. Jlomoga, B. W. [laHoBa u aApyrux. Bropoil BaxxHoU
TEMOU pas3MbIIJIEHUS METO/0JIOTOB SBJSIOTCA YCJOBHS U BO3MOXXHOCTH MHTErpaliud pasHbIX
OoTpac/jey HAayKu B eJMHOEe TedyeHHe, CO3JaHUSA UHTErpaTUBHOM IICHUXOJIOTHH, O YEM PeryJspHO
pa3mbiuisaau B. I1. 3undenko, B. B. Kossios, B. A. Masusos, A. B. lOpeBu4 u gpyrue. 3TU BONPOCHI
TaK»Xe ell€ He pelleHbl, OHU BCE ell€ He OTKPUCTAJIU30BAHHbI B YETKHE HAyYHble OPUEHTHUPHI U
COLIMa/IbHO-TICUXOJI0TUYEeCKHE TEXHOJIOTHH.

3akK/JIl0oueHue

B 4éM 3akJ/ir04yaloTCs IJIaBHbIE 33/1a4M POCCUMCKOM reonoJIMTUKY B 0003pUMOH NepcrneKTuBe?
Kako#l BkJiaj B e€ cocTtaBisdwle («MATKY0 CUIY») Mbl MOTJIM 661 BHOCUTBH? C Haudasa XVIII B.
— IMepuroZia MOMbITOK aKTHUBHOW MHTerpanuud Poccuu ¢ 3anafHOW IUBUJIU3ALMEN — BOWHBI,
BOMHbBI, BOMHBI U IOTEPH, IOTEPH, NOTepH JioAer. B Havyase 1990-X IT. pe30HAaHCHOM CTaJia CTaThs
B. llumb6ypckoro «OctpoB Poccusi». ABTop npopodecku yTBepKaaj, yTo Poccuto B EBpone, kak u B
CIIA, Hukorzaa He OyIyT BOCOPUHUMATh U IPUHUMATh KaK PaBHYIO Jlep>KaBy, Kak «CBOIO». YTo HaM
HY>KHO CTPOUTb COOCTBEHHYIO CyBEPEHHYIO MOJUTUKY, YTO HaM HY>KHO pellaTb MHOXKECTBO CBOUX
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3a/lay, He pellaeMbIX Ha IPOTSXKeHUHU CTOJIeTUI. YTO y HAaC MHOXKEeCTBO CJI0’)KHbIX 3a/ja4, TPEOYIOIUX
He3aMe/lJIMTeJIbHOI0 pelleHus — c1abo3aceéHHbIe U HeOOXKUThble OTPOMHbIEe TEPPUTOPUH, [,eMO-
rpaduueckue npobsaemsl (Humobypckuii, 1993). CxoaHo 06 aToM ke nucal U A. M. Co/mKkeHULIbIH,
aKIeHTUPYS Ha IVIaBHOM — «cbepexkeHHUH Hapoga» (ComkeHU1bIH, 1995).

[loxkanyy, BriepBble BONPOCHI COXpaHeHMs Hallero Hapozga nogHuMman M. B. JIoMoOHOCOB B
3anuckax aad U. II. lllyBasoBa, KOTOpbIM MMEHHO TakK UX GOPMYJHMPOBaAJ KaK IVIaBHYIO 3a/aqy
npasJsieHus il uMnepatpulbl EnnszaBetsl (JloMmoHocoB, 1951). [la, «cbepexxkeHue HapojJja» eCThb
Hallla BHEBpeMeHHas UCTOpUYecKad 3a/1a4a, KOTopas B HACTOSAILee BpeMs J,0/KHA IOHUMATbhCA KaK
pa3BUTHE YeJIOBEYECKHUX pecypCcoB, Kak pa3BUTHE COLlMAJIbHOr0 KanuTtasa. Ho ceiiyac oueBUHO,
YTO 3Ta Halla IJIaBHas 3a/jla4ya y>Ke He MOXKeT PacCMaTpUBATHCA KaK UCKJIIOYUTEBHO BHYyTPEHHEe
Jeno Poccuy, kKak TeMa eé BHYTpeHHel NMOJUTUKU. [J106anu3anus «cjesana CBOé J1eJ0»; Mbl BCe
TecHee CBA3aHbI C HeIpyraMHy, YeM C JIPYyKEeCKMMU CTPaHaMH, OTHOLIEHHUS C KOTOPbIMU HENOCTO-
SIHHBI. Bonmpockl reono/JIMTUKY, a AJ151 HAC — MATKOW CUJIBI, KaK €€ COCTaBJIAILEelH, — CTaHOBATCA
HelpepbIBHO aKTyaJbHbIMU. YTO MOTYT cZles1aTh U KaK JJO0JKHBI pa00TaTh ICUX0JIOTH, YTOOBI IIJIOAbI
Halllero Tpy/Zia MOIJIU BBICTYIIaTh B Ka4eCTBE YHUBEPCAJbHOI0 ¥ 3HAYUMOTO IPOAYKTA, YTOOBI OHU
MOTJIM UMEeThb BbIpa)KEHHbIE IPeUMYI1eCTBA HAa GOHE «IPeAJI0KEeHUI» HAlIUX 3apyOeKHbIX KOJLJIer?

[IoBTOpYMM, B CTAHOBJIEHMM HAy4YHbIX JUCLMUILJIMH KJIOYEBYIO POJiIb UTPAIOT HECKOJIbKO
$aKTOpOB, B TOM 4MC/ie — NPAMO WM JIATEHTHO 3asBJIEHHBIN aKTYa/IbHBIM COLMA/IbHBIM 3anpoc.
Poccus — He mpocTo JMIlIb CTPaHa, HE «peruoHaibHas AepKaBa», a JepaBa, 0cobasi LIMBUIM3a-
1. M Haly 3a/1la4¥ — BEPHO NOHATB 0COOEHHOCTH UCTOPUYECKOM 3MOXU U €l COOTBETCTBYIOLHE
Hallli 33/1a4M. Bblles1MM HeCcKOJIbKO BO3MOXHbBIX yTeW M MacLITab0B OCMBICIEHUS CIEKTPa TaKUX
3a/lay KaK Halllk Hay4yHble U HAy4YHO-NIPaKTUYeCKHe po0OJIeMBbl.

[Ipexxie Bcero, aToO TBOpPYECKOE M KPUTHYHOE IlepeocMbICieHHe 6a30BbIX (pEHOMEHOB U
KOHILEeNIIMKA OTe4eCTBEHHbIX Y4Y€HbIX. [IpuMepaMu MOrYT CIy>XUTb HECKOJIbKO BepCHUM Iepeoc-
MbIc/ieHus cofiepxkaHus pa6ot U. I1. [laByioBa. Ux orpaHuyeHus, Kak U3yuyeHUe BbICIIEd HEPBHOMU
JleITeJIbHOCTH (PKMBOTHBIX) B JIabopaTopHbIX yca0BUAX [I. K. AHOXMHBIM, IpHUBeEIO K CO3JaHUIO
Teopuu PyHKIHOHAIbHBIX cucTeM. bosiee mupokas uHtepnpetanusa «ydenus H. I1. [laBioBa» o
cBoricTBax HepBHOU cucteMbl (HC) B. M. TenioBbiM, B. /I. HEObIIUIBIHBIM U APYTUMHU YYEHBIMH KaK
JIMaJIEKTUYeCKOr0 COYeTaHUsl BO3MOXKHOCTEN U OrpaHUYEHUN onpejesinjia CTAaHOBJIEHUEe OTede-
CTBEHHOM NCUXOPU3HNOJIOTHUH, OII0OpPaA Ha 6A30BbIe MOJI0XKEHUS KOTOPOU MOCIYXKHUJIU OCHOBAHUAMHU
Zis pa3paboTki B. C. MepauHbiM, E. A. KNIMMOBBIM KOHLIENNIIMY UHWUBU/YaTbHOTO CTUJISA JlesTe lb-
Hoctu (MCJ]), oppueHTUPOBAaHHOW Ha KOHCTPYKTHBHOE pellleHHe LIMPOKOTr0 Kpyra Hay4dHbIX U
NpPUKJIaJHbIX 3a/1a4.

Kputnueckoe nepeocmsoicienue E. II. UnbuubiM nogxona B. C. Mepsaimna — E. A. KiiumoBa
IIPMBEJIO K Bbl/IeJIEHUIO KOMILJIEKCa N0/ IexallluX aHa/In3y Tunosiorndeckux ceoncts HC, k paspa-
00TKe KOMIIJIEKCa 3KCIpecc-MeTOAUK, I03BOJIMBIIEe NNPOBOAUTDL He TOJbKO B JIAOOPATOPHBIX, HO
Y B I0JIEBBIX MCC/I€J0BAaHUAX LIMPOKOE U MHOrorpaHHoe usydeHus coictB HC u nmposB/ieHus
CTUJIA B pa3HbIX cdepax AeATeJbHOCTH. Pa3BUTHe U COBeplIeHCTBOBAaHHWE MeTOAUYeCKUX IPUEMOB
JIMarHOCTUKH, CO3/laHHe COBPeMEeHHOM UX KOMITAaKTHOU annapatypHoi ¢opmel A. K. [lpo3oBckuM,
0060611eH1Me UM OTPOMHOT0 3MIIUPUYECKOT0 MaTepuasa o cBA3u cBorcTB HC 1 nposBIeHUH NTCUXU-
YeCKOT0, N03BOJIMJIO NPEAJIOKUTD XOPOLIO CTPYKTYPUPOBaHHYI0 GpOpPMY MCUX0JIOTMYEeCKOM XapakK-
TEPUCTUKHA 00C/IeJl0BAHHOrO, NoJjy4yaeMyro 4depe3 10-15 MUHYT anmapaTypHOM JUAarHOCTUKH
(ApospoBckuii, 2023). IlpeasoxkeHHBIN MOAXOJ YCHELIHO HCMOJb3yeTcs B NpodecCHOHaJbHOM
oT60pe (B TOM 4HCJ/Ie, B BUJAX JeATEeJbHOCTH C IKCTpeMaJIbHbIMU YCJIA0BUSAAMH), B UHAUBUYAIU3a-
IM1 00y4YeHUs1 U TPDEHUPOBKH (B TOM YMCJIe, B CIOPTE BBICIIUX JOCTHXKEHUH ). ITO IpUMep KPUTHUKO-
KOHCTPYKTHUBHOM 1eATe/IbHOCTH YYEHBIX, IPU KOTOPOH B HECKOJIBKO 3TAllOB Y4EHBIMU HECKOJIBKUX
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NOKOJIEHW U MepBOHa4Ya/bHO paJiiKaJibHasl Teopus 6bljia BOIJIOIIEHA B U3AIIHY0 GOpPMY MCUXOJI0-
rU4YecKoro NpoAyKTa.

Ho o6paTuM BHHUMaHHeE U HAa «0OPATHYIO CTOPOHY MeJlaJIn», Ha HAlllM COXPaHAI0LIHeCs POCCUM-
ckue Tpaauuuu. OT nepBbIX UCCAEL0BAHUM 10 CO3JaHUSA «IIPOAYKTa», KOTOPbIA MOXXHO LIMUPOKO
HCIOJIb30BaTh B MpaKTHKe, npoiuio 6osiee 100 set. lupokoe ucrnosib30BaHUE MpeJnoJsaraet
NpoBe/leHHe MUJIOTAaXKa B HECKOJIbKUX OpraHU3alUsAX, pa3paboTKU y4eOHbIX NIpOrpaMM 00yyeHHUs
crenyaarncToB, popMupoBaHue l[eHTPOB 006yuYeHUs], OpraHU3alysl MPOMbILIJIEHHOTO MPOU3BOJ-
cTBa. Bcé 3To TpebyeT cepbE3HBIX a/IMUHUCTPATUBHBIX pecypcoB. B JaHHOM cilyyae TexHOJIOrUs
«[Ipornos» ycnemno npouia ucnbelTanud B cTpyktype 000 «PK/», B asponopty «llysnkoBo», B
paboTe co cOOpHBIMU KOMaH/IJaMU B pa3HbIX Buzax cnopra ([po3gosckuid, 2023). Bo Bcex cayvasax
ObLJIM TOJIOKUTEJIbHbIE Pe3yJbTaThl, aKTHBHAs MOAAEpP>KKa PyKOBOAUTes el opraHusanyil. Ho
Jlasiee pouecc 3aTopmo3uicsa — nangemus, CBO u npoyee, HO 0OCHOBHasi NpUYMHA HALIK POCCUM-
CKHe «0COOEHHOCTU», 3aTPYAHSIOIME BbICTpauBaHUe 3aBEPLIEHHbBIX 1jenodyek «PesyabraTel HUP
—> COLlMa/IbHO LIEHHbIN NPOAYKT.

BeposiTHO, TaKHX LieM0YeK, KOTOPble YacTO OOpbIBAIOTCS CBOEOOpa3veM TOTO WJIM HWHOTO
aBTOPCKOTO MOJAX0Ja, B KOTOPOM 3JIMMUHUPYIOTCS JJOCTMXKEHUS NpeJlleCTBEHHUKOB, OI0OpPOKpa-
TUYECKUMHU IPEeroHaMHU, MOIVIO Obl ObIThH MHOTO 00JIbllle TPU BUAEHHUU YYEHBIMU U NMPAKTHKAMU
KOHEUYHbIX 3a/ia4 Halllel NpodecCHOHaJbHOM AesaTeJbHOCTH.

JlpyruM nyTéM M KOHCTPYKTHBHbIM BAapUAHTOM MNPOJABHXKEHHUS K CO3JAaHUIO0 3aBEPLIEHHOTrO
NPOAYKTa MOXKET ObITh PACCMOTPEHHUE «CTAPbIX» POOJIEM, IECATUIETUIMU U3yUYaeMbIX B TPaHULIAX
JUCHUIJIMHAPHBIX MOJX0/J0B, B 0O0JIbIIEM MacliTabe — KaK MeXJUCIUMNJIUHAPHBIX, BbIJesss
CBSI3U Pa3HbIX PpParMeHTOB COLUAJbHOMN JeUCTBUTENbHOCTU. B Kpyre Takux npo6seM BblAeJUM
TeMy npodeccroHaJbHOT0 0T60pa, MpodeccHoHaNbHON Kapbepbl, MPOdECCHOHATBHOTO 3/J0POBb4,
npodecCHOoHaJIbHOTO JJ0JIT0JIETHS, YIIPaBJIeHHe YeJIOBeYeCKUMU pecypcaMH.

HanoMHHM, 4TO Ha MPOTSX>KEHUU CTOJIeTUSA 60Jiblasi 4acTh GEeHOMEHOB B Halllel JUCIUIIIMHE
paccMaTpuBajiach M paspabaTbiBajiach B napajurMe WHAUBU/YyaJbHOU AedaTeJbHOCTU. KOHTYphI
napajurMbl COBMECTHOU JesTeJbHOCTH ellé JIUIIb HamedeHbl B paboTax [. M. AHJpeeBoH,
A.U. lonnosa, b. ®. Jlomosa, A. JI. ’KypaBnésa, A. B. Kapnosa, B. U. [laHoBa u gpyrux. MHO>eCcTBO
HAy4YHO-MPAKTHUYECKUX Pa3pabOTOK (MaJsibIX COLMAJbHBIX T'PYII, KOMAaHAHOU JesITeJbHOCTH) A0
HACTOSLIEero BpeMeH! He MHTErPUPOBAHBI B LIEJIOCTHYIO KOHIeNKi0. M0OXXKHO 03KU/1aTh, YTO Mepe-
WHTepIpeTauus U nepepopMyJIMpOBaHUE «CTAPbIX BOIPOCOB» B JIOTHKE MapaJUIMbl COBMECTHOM
JAeATeJbHOCTHA 3aMETHO PAaCUIMPUT HALUU «TOPU3OHTHI BULEHUA».

HanoMHHM, 4TO TOJILKO B TpeThel yeTBepTU XX B. PUI0COPbI U METOA0JIOTH CTAJU BbIJIEJATD
Y pa3/inyaTh pa3Hble TUIbI PAllMOHAJbHOCTU — KJIaCCUYEeCKHUH, HEKJIaCCUYEeCKU U, TOCTHEKJ/IaCCU-
yeckui (MamappaamBuiu, 2010; Ctenun, 2000). B KoHTeKCTe Hallero o6CyK/JeHUsI CMbIC 3TOT0
OTKpPBITUSI — JIIOJ Y, YUEHbIE B UX UUCJIE, BCE SIBJIEHUSI paCCMAaTPUBAIOT B FPaHUIAX, ONIpe/iesisieMbIX
dbopMaMu ¥ cpeiCTBAMH MblIIIJIEHHUS], ICTOPUUECKH BhIPAOOTAHHBIX U OCBOEHHBIX B JJTAHHOU 3M0Xe.

[IpuBeiém pparmMeHT paccyxaeHus ¢unocoda o puaocoduu, UMeroIHe U IPSIMOE OTHOLLIEHUE
U K HaM: «caMu ¢usocodpckre Mpo3peHUuss U abCTPaAKIUKU HACTOJbKO CPACTAlOTCS B KYJbType
C BHEUIHUM HJEO0JIOTUYECKHM HUX OINpaBJaHHEM WU aCCUMWJISLMUEN B OOIIECTBEHHBIX LEIAX ...
YTO KaXKyTCsl — BMECTe C HUMU — aOCOJIIOTHBIMU U HEOThEeMJIEMbIMU YepTaMHM KakK MpejaMeTa
dunocoduy, Tak M KyJbTYPbl KaK TAKOBOU. TaKy10 11eJIbHOCTb CPAILeHHOCTH UM ... IpUaBaJjiv COBep-
IIEHHO OMpeJiesieHHble COljhUa/ibHble OCHOBAaHMUS, 00ILIMe JJis 3M0XU B 1ejsoM» (MaMapaaliBuiIy,
2010, c. 144). «KonkpeTHas (M TUNUYHAsA AJi KPYNHbIX UCTOPUYECKUX NEPUOOB) IK3UCTEHIU-
aJIbHasi CUTyallMsl, B KOTOPYIO NOMaJalT 3HAaHHWE U CO3HAHUE, BCEerja OTpakaeTcsi — OOpaTHbLIM
3pdekToOM — B OpraHU3alMU U XapaKTepe CoJep:KaHUs MbICIEHHbIX 00'b€KTOB 3TOTO K€ 3HaHUS
Y CO3HaHUsA» (TaM xke, c. 167).
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CinenoBaTesibHO, €C/IM Ha MPOTSKEHHUU CTOJIETUsI 60Jiblliasg 4YacTb peHOMEHOB COLMaIbHOU
JIeUCTBUTEJIbHOCTU B Hallled AMCIHUIIJIMHE pacCMaTpUBaJiaCb COIJIACHO KaHOHAM KJIACCUYECKOTO
THNA PalMOHAJILHOCTH, TO UX U3yYEeHUE B JIOTUKE MOCTHEKJIACCUYECKON PAlJMOHAJIIbHOCTH TaKXKe
pacuypsieT Halllk «TOPU30HThI BUIeHHUSA». U NpHHUMas BO BHUMaHHeE, YTO YTO B CeBepoaMepu-
KaHCKOM ICUXO0JIOTHUH €elllé 10JIT0oe BpeMs Oy1yT /e CTBOBATh MPOBEPEHHbIE MPAKTUKON OCHOBHbIE
MEeTO/I0JIOTMYEeCKH e MOIX0/Ibl U MeTOUUYeCKUe NPUEMbI, CpopMHUpOBaHHbIE B cepe/iuHe XX B., HAMHU
ycioBHO Ha3Banble [III1 (mepcoHanusM/MHAUBUAYATU3M, TparMaTU3M, IJIIOPAIU3M), YTO BBUY
VX COLIMaJIbHBIX 0OCTOATENbCTB y HUX 3T NOJX0/IbI €111€ «pab0oTalT», HO HE IOBCEMECTHO, B [IPYTUX
KyJIbTypax U CTpaHax, He UMEIIUX 6J1arofaTHbIX YCAOBUM /i1 OOUIpEeHUsT HHAUBU/yau3Ma U
BCeoO11el KOHKypeHIUM («... Bcé kymuito, ckasaso 3/1aT1o...»). B Apyrux couuaabHO-UCTOPUYECKUX
yCJI0BUSIX 60Jiee BOCTPeO6OBaHbI HOBbIE MMO/IX0/Ibl U HOBOE BU/JIEHUE 33/1a4 UHYCTPUAJIbHOU MCUXO-
JIOTUHW. ITO BUJIEHUE, 3TO IOHMMaHHWeE, 3TU Hay4YHble U Hay4HO-NPaKTUYeCKUe Pa3paboOTKU MOTYT
NpeaJOKUTh POCCUNCKUE YUEHbBIE, BOJIEID 0O6CTOSTENBCTB HAXOASAIIMECS B UHBIX COIIMA/IbHO-HUCTO-
pUYECKHUX YCIOBUSX.

WTak, HamOMHUM, CO BpeMeHHU paclajia BeJUKOU AepkaBbl npouwuio 6osiee 30 JyieT. HoBas
CTpaHa BCTynaeT B HOBYI0 UCTOpUYeCKylo 3mnoxy. Kakue pexxumbl Tpyzaa 6yayT 6oJiee BOCTpebo-
BaHbI? CrelnMajucTbl Kakoro npodussa 6yayT BocTpeboBaHbl? Kak 0/1KHBI ObITh OPraHW30BaHbI
obyyeHue, npodeccroHasbHas MOATOTOBKA W IMEPenoAroTOBKa crneuuanuctoB? Kak mo/mkHBI
peliaTbCcs BOMPOChl NMpodecCHoHaJbHOU peabuuTalUd U MPOPeCCUOHATBHOIO [[0JITOJIETUS?
BapuaHTbI pelieHUs 3TUX U IPYTUX BONPOCOB, Npe/JioxkeHHble B XX B. B JIOTUKE KJIaCCUUYECKOTO
THNA PalMOHAJIbHOCTH, €/1Ba JIX MOTYT CYUTATbCS HAUJIYUIIMMHU B HOBBIX UCTOPUYECKUX YCIOBUAX
B NepCeKTUBE pellleHHsI HOBBIX COLlMaJIbHBIX 3a/]ay.

[J1aBHOe B HacTOslIeN cTaTbe — MpUIJIAllEHUEe KOJIJIET K Pa3MbILIJIEHUIO, K 00CYK/IEHUIO, K
JIUCKYCCHM O HAllKWX aKTyaJIbHbIX HAy4YHbIX U HAYYHO-NPAKTHUYECKUX 33/lauyaX, O HAlllUX pe3epBax,
0 pecypcax HalllMX Hay4YHbIX pa3paboTok. [losiararo, 4To HaM HY>KHO GOPMUPOBATH HOBOE BUIEHUE
Hallero npeaMeTa M 3ajad, 4YTOObl 3TO BUJIEeHHe HaUlero OyAyllero CTaj0 UMHCTPYMEHTOM ero
NPUOJIMIKEHUS], CIOCOOOM yIpaBJIeHUs] ero 3BOJIIIUEN, CPeICTBOM €ro peasiM3aluu, Teopuen u
NPaKTUKOM ero BOILJIOIeHUs. «BHavasie 6b110 c/10Bo». HaM Hy»KHO HalTH 3TO CJI0BO, BEpPHEE, 3TH
cJIOBa.
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ORGANIZATIONAL PSYCHOLOGY

Industrial psychology: Subject, objectives of discipline
and geopolitics. Part 1

Vladimir A. TOLOCHEK
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Federal State Institution of Science (FSIS) Institute of Psychology of the Russian Academy of Sciences, Moscow, Russian Federation

Abstract. The subject of psychology as a scientific discipline remains a topic of scientific discussions;
the issues of the subject of individual disciplinary areas also remain open (due to the development of
science, the evolution of social objects, changes in the current social demand, features of the socio-
historical environment). Purpose. The understanding of the subject, tasks and methods of industrial
psychology formulated in the early twentieth century and approved in foreign psychology is critically
examined. Methodology. A comparative analysis of the history of the development of states (the USA and
Russia) from the end of the nineteenth century to the present (participation in defensive or aggressive
wars, population losses, emigration and/or immigration, changes in territory), current social problems
is carried out. The transmission of fragments of culture (including scientific achievements as standards)
is considered as components of “soft power”, consistently implemented in the logic of the geopolitics
of states — forms and means of influence of some states on others. The history of the discipline’s
development, methodologemes and ideologemes dominating in foreign psychology, the validity of
the methodological tools, which are not entirely acceptable for domestic industrial psychology at this
historical stage, are analyzed; the problems of the state of Russian psychology and our resources are
considered. It is summarized that the main tasks for us remain “saving people”, focusing psychology
on solving urgent social problems (development of human resources, as development of social capital,
etc.). Findings. It is proposed to carry out a creative and critical rethinking of the basic phenomena
and concepts of domestic scientists; to look for new forms of presenting “old questions” in the logic of
the paradigm of joint activity, in the logic of the post-non-classical type of rationality, expanding our
“horizons of vision”; to learn to bring our discoveries and inventions to the level of social technologies.
We need to form a new vision of our subject and tasks, so that this vision of our future becomes an
instrument for its approximation, a way of managing its evolution, a means of its implementation, a
theory and practice of its embodiment.

Keywords: psychology, subject, tasks, discipline, methodology, social demand, ideologemes, geopolitics.
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Koy4uHr B opraHusanuvu: pesownuda [lepBou
Bcepoccuiickor HaydHO-NPAKTUYECKOU KOHDEPEHIIUU
C MeXYHapOoAHbIM y4yacTueM «IIcuxosiorusa KoydymHra:
MeTO/0JIOTHS, TEOPUH, TPAKTUKA»

AHTOHOBA Haranbsa BukropoBHa

HayuonanvHoiii uccnedosamenvckuti ynusepcumem «Boicuias wikona sakonomuku», Mocksa, Poccust

AnHoTanmsa. 11-12 anpesns 2025 r. B HUY BII3 (Mocksa, Poccus) npouwia [lepBas Becepoccuiickas
Hay4HO-IIPaKTH4YecKasi KOHQepeHHs ¢ MeXAYHapoJHbIM ydyacTueM «[Icuxosiorust KoydyrmHra: MeTo-
JlOJIOTHs, TeopHs, MpakTuka». KonpepeHnusa opraHuzoBaHa PakysbTeTOM COIUATBHBIX HayK MOJ
aruzou Poccuiickoro ncuxosorudeckoro obuiectsa. [Ipeacesatesb TporpaMMHOTO KOMUTETa KOHe-
peHLMHU — KaHAWJAAT NICUX0JIOTUYECKUX HAyK, pyKoBoAuTe b ceKuun «llcuxosnorusa koyuunra» PIIO,
npodeccop aenapramenTa ncuxosornu ®CH HUY BIII3 Hatanbsa BukTtopoBHa AHTOHOBA. Llesib KOH-
depeHIMU: pa3BUTHE METO/0JIOTUH IICUXOJIOTUU KOYYUHTa (coaching psychology) kak oTpacyu MCUXo-
JIOTUYECKOI'o 3HAaHH4, a TaKXe obMeH naedaMu U ONbITOM NPUMEHEHHA HAYYHO 060CHOBAaHHOM IICUXO-
JIOTUM KOYYHHTa B NPaKTHKe CONPOBOX/EHHUS JINJIEPOB, COBPEMEHHOI'0 OGM3Heca, roCcyZapCTBEHHOIO
yIpaBJieHus], MeIULMHBI, CIIOPTA U 06pa30BaHUSI.

KimodeBble c10Ba: KoHepeHINs; KOYYUHT; KOYYUHT B OpraHU3aluu.

OTtkpbiBast KoHdepeHuio, H. B. AHTOHOBA faJia ciaenyoliee onpeaesie-
HUe MOHATHUSA «IICUXOJO0TUsA KoyuuHra» (coaching psychology) — «3To
00J1aCTh aKaJIeMUYECKOM U MPUKJIAJHON IICUX0JIOTUH, KOTOpast POKyCH-
pyeTc Ha HU3y4eHUH ICUXOJOTMYECKUMX MeXaHU3MOB KOYYMHIra Kak
VHCTPYMEHTA NOBbIIEHUSA 3QPEKTUBHOCTH, PAa3BUTHUA U 6JIaromnoJiy-
yud jgwgeld». OHa OTMeTHIIa, YTO NMCUXOJOTUS KOYYUHTa, OCHOBAaHHAs
J.'panTOM, pa3BruBaeTcs B MUpe yxke 6osee 20 JieT, oqHako B Poccuu fo
CUX NOp NMPaKTUYEeCKU He u3BecTHa. HayuHO 060CHOBAaHHBIA KOYYUHT
JlaéT NPOYHYI0 MEeTO/0JIOTUYECKYI0 0a3y [/ifl IpUMeHeHUs KOyYMHTa B
OpraHU3alUAX, TaK KaK 03BOJISIeT OLeHUTb 3QPEeKTUBHOCTb KOYYHMHTa
JLJ1S1 pellieHrs TeX WA UHBIX 33/1a4, a TakKe 3P PeKTUBHOCTb UHBECTH-
U1 B KOYYHHT.

AKTya/nbHOCTb KOHQepeHIIMU O0O0yCJ0BJeHa pacTylled BOCTpe-
O0BaHHOCTbI0 KOY4YMHra B opraHusauusax. B 2022 r. B Poccuiickoit
Qenepauun 6bLT yYTBEpPXKAEH NpodeccuoHalbHbIKM cTa”HgapTt 07.014
«KoHCy/IbTaHT B 06/1aCTH ynpaBJeHUs] MEPCOHATOM»', B KOTOPbIM BOULIM TPYAOBblE PYHKIUU

1 ITpodeccuonanpublit cTtanfapT «KoHCyabTaHT B 061acTit ypasienus nepconanom». URL: https://profstandart.rosmintrud.ru/

Appec: 101000, MsacHuukas, 20. MockBa. E-mail: nantonova@hse.ru
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3.2.7 «KoyuuHr pykoBoauTesied QyHKIIMOHaAJbHOU o6JsiacTu» U 3.4.5 «KoyyunHr pykoBoguTesien
II0 CTpaTern4yecKoMy yIpaBJIeHUIO NIepCOHA/IOM opraHusanuu». B 2024 r. MuHKUCTepCTBO TpyZAa
P® yTBepausio dyeTbipe KBaMPUKALIMU Koyyel: «busHec-koy4», «Koyd mo BomnpocaM Kapbepsl U
npodecCHOHaJIbHOTO Pa3BUTHS COTPYAHUKOB», «Koyu 6u3Hec-koMaH1», «Koyu a5 pykoBoguTe-
Jieli BBICILIET0 3BEHa»?.

C 1 auBapsa 2026 r. BCTYyNUT B CUJIy HOBbIM O6IlepoCCUHCKUN KJaccupuKaTop npodeccui
paboumx, JO/HBKHOCTEN CayKaluX U TapuPHbIX pa3psanoB OK 016-2025, KoTopbli IPUHAT U BBEIEH
B JlelicTBUe npuka3oM PejepasbHOr0 areHTCTBAa MO0 TEXHUYECKOMY PeryJIMpoOBaHHI0 U MeTpOJIO-
ruu oT 16 mas 2025 1. N 423-cT. B HoBOM kJaccudukaTope ectb no3unus «201869 Koyu», koTopas
OTHOCHUTCS K rpyIie Jo/mkHOCTel cayxauiux no OK3 2424 «Cneyyanvctel B 06J1aCTH NOATOTOBKU U
pa3BUTHA lepcoHasa». Tenepb yxke 0pULHATbHO MOKHO BBOAUTH TAKYI0 JJO/KHOCTh B OpraHM3alivu.
Bce 5TH co6bITHSA 00YC/I0BUIN aKTYaJIbHOCTb U HEOOXOAUMOCTb POBeJIeHUsl TAKOM KOH(epeHLIUH.

Ha koHdepeH MU 06CyKAa/1MCh KaK 0011,eMeTOL0/I0THYeCKUe BONIPOCHI ICUX0JIOTMU KOYYHHTa,
TaK ¥ Npo06JieMbl IPUMEHEHUS KOYYUHIa B Pa3JIMUYHBIX OTPac/AX: MeJULMHe, 6U3Hece, 06pa3oBa-
HWM, IOPUCTIPYAEHLIMU U afiBOKAType U Apyrux. KonpepeHuusa npoxoauaa B rubpugHoM popMmare.
[lneHapHas ceccusi U MacTep-kJacchl npouid 11 anpesnsa B oyHoM ¢popmaTe B nomelweHun HUY
BIIID, cexumoHHbIe 3aceJaHUSA U UTOTOBBIA KPYIJIbIM CTOJI 10 NIOABELEHUI0 UTOIOB KOH(pepeH U
U cocTaBJsieHUI0 Pe3osironuu npouwt guctaHiimoHHo 12 anpesns 2025 roga. Hakanyne, 11 anpess,
Takxe npouia CTpaTernyeckas cecCys M0 pa3BUTHIO HAYYHO 060CHOBAHHOTO KOy4YMHTra B Poccuu.

Pe3sysnbraThl KOHbepeHuuu: 1618 3apeructpupoBaBuinxcd, 1200 yesoBeK HNpPOCMOTpesH
NpAMYI0 TPaHCJAALMIO IJIEHAPHOW CeCcCMH, O4YHO MNpUCYyTCTBOBaIu 6Oosee 200 yesnoBek. Ha
IJIEHApPHOM CeCCUU BBICTYNMIIU 12 10KJIaYMKOB, BeJyLUX CIEeLIMaJIUCTOB OTpacau. B xoze koHpe-
peHI MU npoBeJeHo 17 ceKuyi no pas/JIMYHBIM HallpaBJIeHUSAM KOY4YMHIQ, BCEro Ha 3acefaHUAX
CeKL MU BBICTYNU/IMU 60Jiee 160 y4aCTHUKOB.

Pe3omonus KoHpepeHIUHA

1. B poccuiicKOM KOYYMHIOBOM COOOLIeCTBE MPOUCXOAUT CABUI B CTOPOHY OObeJUHEHUS
pa3J/IMYHbIX MOJAX0JI0B U NPAKTHK, BbIpAaOOTKe €JUHOI'0 MOHUMaHHUs OCHOBHBIX MPUHLUIIOB
KOYYUHTOBOM NPAKTHUKHU.

2. OTMeueHa HeOOXOAMMOCTb MHTErpaliMd KJ/OYEBbIX YYACTHUKOB pbIHKA [/l MOJJEPKKU
pPa3BUTHA KOYYUHTA KaK TPYA0BOU QYHKIIMHU Y CTaHJAAPTU3al M1 KOYYMHTOBOM IPAKTHUKHU Yepes
npodeccuoHaNbHO-00LECTBEHHYI0 aKKpeJUTalMio obydarluyx nporpaMM 1 HesaBucumyto
oueHky kBanupukanuu (HOK) cneuunanucros.

3. Heob6xoaumo pa3BUTHE J0Ka3aTeJbHOU 6a3bl KOydyrHra. OTMe4eH poCcT HHTepeca K Hay4YHOU
0060CHOBAHHOCTHU KOYYUHI'OBOW NPaKTHKe, OJJHAKO peaIbHbIX PaHZ0MHU3UPOBAHHbBIX UCCIE/0-
BaHUM KpaKHe MaJo.

4. Co3zaHue A0Ka3aTeJbHOU 6a3bl TOPMO3UTCSA HU3KHUM YPOBHEM aKaJeMUYEeCKOU MOJATrOTOBKHU
Koy4el. JlenaeTca ynop Ha OCBOeHHe NPAaKTUYeCKUX HAaBbIKOB, TOT/la KaK MeTO/I0JI0TUYeCKOU
6a3bl ¥ IOAOTOBKH B 00J1aCTH IPOBeleHUs UccleJ0BaHUM paKTU4eCKU HeT. COOTBETCTBEHHO,
HeoO6X0AMMO MEHSITh CTaHJAPThI MOATOTOBKU KOy4ed M, BO3MOXXHO, HEOOXOIUMO CO3/laHHe
06pa30BaTeJIbHOTO CTaHAapTa NOATOTOBKH KOy4Yel Ha 6a3e cylecTBYoLero npodpeccuoHalb-
HOT'0 CTaHZJapTa.

5. B cBg3u c uHTerpanyei He06X0AUMbI eJMHbIE peeCcTpbl NPAKTHUKYIOLIMX KOy4Yel U CTaHJapTH-
3aLUd UX [1eITeJbHOCTH.

2 IIpodeccuonanpuble kpanudukaym koyda URL: https://nok-nark.ru/pk/list/
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6. Koy4uHTr IeMOHCTPUPYET IKOHOMHUYECKUN U colUabHbIA 3pdeKT B bU3Hece, 06pa3oBaHUH,
MeJMIIMHE, CIIOPTe U roCy/JapCTBEHHOM yIpaBJeHUU. ITO HEOOXOAMMO JJOHOCUTD [0 OpraHU-
3alui, NpeAoCcTaB/sAsa yoequTe/bHble J0Ka3aTeabCTBa 3P PEKTUBHOCTH.

7. HeobxoauMo co3faHue pa3BUBAWILEWd CpeAbl [Jil KOy4yel — CylepBU3UH, UHTEPBU3UH,
MEHTOPUHT — 4YTO 00€CIeYUT BBICOKOE KaueCTBO U BaJIUALUI0 OOIUX CTaHJapPTOB MIPAKTUKHU.
JTOM AeATeJbHOCTbIO 3aHUMAIOTCS 0011leCTBEHHbIe IPOPeCcCUOHAIbHblE OpraHU3aL M.

8. IlpozmoykaTh paboTy MO OYHUILEHHUIO KaK MPAKTUKU KOYYHUHIa, TaK U TEPMHUHOJIOTUYECKOTO
CJI0Bap4, OT NCeBJJOHAYYHOM U MapKETUHIOBOU TEPMHUHOJIOTUU. B yacTHOCTH, OblIO TpeaJio-
»KeHO 3aMEeHUTb CTAaBUIMU NONYJAPHBIM, HO He OTPaXKaK U1 pea/lbHOCTb, TEPMUH «HEUPOKO-
YYHUHI», Ha 60Jiee peJieBaHTHbIA TEPMUH «HEUPOHAYYHO UHPOPMUPOBAHHBIN KOYYUHT» KaK B
Ha3BaHUSAX IPOrpaMM, TaK U B CpeJCTBaX MaCCOBOM KOMMYHUKaILUU.

9. Bxoge koHbepeHIUH U IPOBeJieHUS CEKIIMU Bbl/|eIMJIUCh OCHOBHBIE TeOpEeTUYECKUE TOJX0/bI,
HauboJsiee SpPKO MNpeJCTaBJeHHble B POCCUMCKOM KOYYUHIOBOW MNpPaKTUKe: KOTHUTUBHO-
NOBeJleHYeCKUW KOYYUHT, ICUX0AHAJIUTUYECKUN KOYYMHI, 9K3UCTeHLMaJIbHbIN KOY4YUHT. [lo
3TUM NOJX0/iaM ObLIM NPOBeJIeHbl OT/e/ibHble CeKLMU. B MeHblIel cTeneHu npe/CTaB/eHbl:
reuITajJbT KOYYMHI, TPaH3aKTHO-aHAJUTUYeCKUN KOy4uHT. [lo 3TUM nojxozam OblLIv npej-
CTaBJIEHBI OTZEJIbHbIe MacTeP-KJ/1acChl ¥ YCTHbIE BBICTYIIJIEHUS.

10. B pe3synbTaTe paboOThl CEKLMU ObLJIO BBISABJIEHO, YTO 3HAYMTEJbHOE KOJMYECTBO KOy4yel
paboTaroT B CJEAYIOLUUX 00J1acTAX: OU3HEeC-OpraHU3aliu, 06pa3oBaHue, MeJUIUHA, OPUCIIPY-
JleHLIMs ¥ a/|]BOKaTypa, CIIOPT, yIpaBJIeHHe.

11. B xoze koHbepeHI MU pabOTaNM CEKLUH MO CJAe[YIIIUM BHUJAAM KOYYUHIAa — apT-KOYYMHT,
KOYYMHI MapTHEPCTBA, KOYYHUHT BBICIIMX PYKOBOJUTEJIEN, KADbEPHBIM KOYYUHT, ICUX0COMa-
THUKA B KOYYMHIe, KOYyYUHI MU MEHTOPHUHI B YIIPaBJIEHUU — YTO TaKXKe CBUJETEJbCTBYET O
NONYJIAPHOCTH JAHHbIX HAallpaBJIEHUH.

12. 3HauyuTe/NbHBIA HHTepec BbI3BaJa cekuus «Helpobuosiornyeckue MeXaHU3Mbl KOYYHUHIa»,
YTO CBUJETEJbCTBYET O HEOOXOJUMOCTH JaJIbHEHIINX HCCJIeJ0BaHUU 3TOU TeMbl. OHAKO
OblJI0 OTMEYEHO, YTO YACTO 3TOM TEMOW HAYMHAIOT 3aHUMAThCA HEJJOCTATOYHO KOMIIETEHTHbIE
JINLA, YTO NMPUBOAUT K 3HAYMTEJbHBIM HUCKa)KEHUSIM U NOSIBJIEHHIO NCEeBJOHAYYHbIX UHTEP-
npetauuid. Heo6xoiUM0O yKpenuTb JlaHHOe HalpaBJieHWe CUJIbHBIMU NMpodecCuOHaTbHbIMU
uccieJOBaHUSMU HEMPOOHUOIOTUYECKUX MeXaHU3MOB 3(pPEKTUBHOCTH KOYYHHTA.

13. BoJsbiioy MHTepec BbI3Basa TakKxe ceKuus «Mccief0BaHMS KOYYUHTa» U, B YaCTHOCTH, TeMa
IpUMeHeHHUs HCKYCCTBEHHOT O MHTEJIJIEKTA B KOy4YHHTe.

14. Jlna npoTUBOJENCTBUSA pacCIpOCTPAHEHUIO IICEBAOHAYYHON HHOpMaL UM HE06X0jUMa MoMy-
JiipU3anysa Hay4yHo 000CHOBAaHHOTO M0/IX0/1a, 3all0JITHEHUEe NH(POPMaLMOHHOTO IPOCTPaHCTBA
KayeCTBEHHOU JIMTEePaTypOU U MaTepHuaJaMHu 10 JOKa3aTeJbHOMY KOYYUHTY.

NHHUIMaTUBbI

Y4acTHUKaMM KOHQepeHLUU ObLIM NpeAJoKeHbl clefylolide WHULUATUBLI JJis pa3BUTHSA
OTpac/u:

1) co3paHMe HaLlMOHAIBHOTO peecTpa CllelalrMCcTOB IOMOTAaLUX TPodeccuid;

2) MHTerpanus KypcoB KOy4YMHra B 06pa3oBaTesibHble MPOrpaMMbl By30B (MO ClieljdalbHO-
CTAM: ICUXO0JIOTUS, MeJJMIIUHA, yIIpaBJIeHHe, OPUCIIPYJeHI A );

3) paspaboTka U BHeApeHHe IUMPPOBLIX MIaTGOPM [Jisl KOYYUHTra (MHTEepHEeT-HaBUTaTOPbI
MozeJiel, BUPTyaJibHble My3eH, KOy4-00Tbl Ha OCHOBE UCKYCCTBEHHOTO UHTEJIJIEKTA);

4) npopBuxkeHue koyuynHra B CMU u mpodeccroHa/bHBIX COOOIIECTBAX JJisl MOBBIIIEHUS
JloBepHs U MHPOPMHUPOBAHHOCTH KJIUEHTOB;
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co3zaHue lleHTpa Uccief0BaHUM KOYYHUHIa, KOTOPbIA HHTETPUpPOBaJ Obl HCCe0BaTelbCKUE
MHULMATUBBI U 00ecredyrBaj B3aUMO/IeMCTBUE U KOJIJIAb0palyIo HccleL0BaTeen.

3ak/iloueHue

Pe3osronius oTpakaeT MeX/JUCIUMIIIMHAPHBIN XapaKTep ICUX0JIOTMU KOYYUHTa U QUKCUpYeT
BEKTOP Ha 00'beIMHEHME YCUJIMH HayKH, 06pa3oBaHus, 6M3Heca U roCcyAapcTBa AJs JaJlbHeNIlero
pa3BuTHUs KoyyuHra B Poccuu. [IpoBeeHue koHpepeHMU «I1cMX0/10THsl KOyYHHIa: METO/0JIOTUS.
Teopus U NpaKTUKa» NPU3HAHO 1ie/1eCO06pa3HbIM U M0JIe3HbIM JJIl Pa3BUTHUS HAy4YHO 0OOCHO-
BaHHOTr'0 KOy4YMHra B Poccuy, NpUHATO pellieHUe ceslaThb KOHPEepeHLUIO exxerofHou. Pe3ostonus
obcyxJasacb Ha UTOTOBOM KpYIJIOM CToJle KOHpepeHLUHUH U yTBepxjeHa [IporpaMMHBIM H
OpraHu3alMOHHBIM KOMUTETOM KOH(QEPEHIMHU.

B HacTos1ee BpeMs nopTas KoHpepeHH «[IcHX010TUsl KOyYUHTa» CTaJl L[eHTPOM UHTerpa-
MU UCCllefloBaTe el KOyYMHIa U CTOPOHHUKOB HAy4YHO 000CHOBAHHOTO M0O/IX0/la B KOYUUHTE.
CaitT koHpepeHnuu: https://social.hse.ru/psy/psycoach-2025

Tesierpam kaHas KoHbepeHIUU: https://t.me/psycoachconf

[Io uToram npoBeJieHUsI KOHQEPEHIMH ONMyOJUKOBAaH COOPHUK HAy4YHBIX TPYAOB KOHbepeH-
uuu U pa3Mmeniéd 8 PUHII.

CoopHuUK Ha caiiTe U3paTenbcTBa Cpeja: https: //phsreda.com/ru/action/10698/info
C6opHuk Ha cariTe PUHLI: https: //elibrary.ru/item.asp?selid=82296431&id=82296415

[lony4uTh KauecTBEHHOE 0O0pa30BaHMe B 00JIaCTU HAYyYHO 060CHOBAHHOTO KOYYHMHIA MOXHO
Ha nporpaMmme npodeccroHalbHOU nepenoAroroBkd PakynbTeTa coryaibHbix Hayk HUY BIII
«Koy4uHr B opraHnusanyu», Habop y»ke OTKpbIT. Peructpanus Ha nporpammy: https://www.hse.ru/

edu/dpo/842923303

Kypcbl Hay4HO 060CHOBAHHOTO KOYYMHTAa TaKXKe BKJIIOYEH B MPOTrpaMMy OOyYeHHs Ha Maru-
ctepckoil mnporpamme «llcuxosorus B 6usHece» PakynbTeTa couuasbHbix Hayk HHUY BIIID.

Perucrpauus Ha nporpamMmy: https://www.hse.ru/ma/pb/
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WBEPCyyy
oBAUEBCK S

CapaTOBCKUHM HaLlMOHAJIbHBIN UCCIe0BAaTe/IbCKUM FOCY[lapCTBEHHBIN
yHuBepcuTeT uMeHH H.I. YepHblileBckoro
®AKVYJIBTET IICUXOJIOTUH
MoOCKOBCKUH rOCy/lapCTBEHHBIN YHUBepcUTET uMeHH M.B. JloMoHOCOBa
KA®E/IPA I[ICUX0JIOTUU TPYJA U UHXXEHEPHOM IICUXO0JIOTUHU
HuctuTtyT ncuxosioruu PAH (Mocksa)
JIABOPATOPUA IICUXOJIOTUU TPYA, SPTOHOMUKHY,
WHXXEHEPHOU ¥ OPTAHU3AILIMOHHOM ITCUXOJ0T U
MocKOBCKHUY roCyAapCTBEHHbIN 06/1aCTHOW YHUBEPCUTET
KA®E/IPA TICUX0JIOTUU TPYJIA U OPTAHU3ALIMOHHOMU
[ICUXOJIOTUH
HannoHanbHbIN Uccef0BaTeIbCKUU HrxkeropoAckui rocyjapcTBeHHbIN
yHuBepcuTeT uMeHu H.U. JlobaueBckoro
KA®E/IPA TICUXOJIOT'MU YITIPABJIEHUA
ApocnaBckui rocysapcTBeHHbIM YyHUBepcUuTeT uMeHH [T JlemuzoBa
GAKVJIBTET IICUXO0JIOTUH
HWY Beicuad lllkosa IkoHoMuku (MockBa)
JENNAPTAMEHT IICHUXOJIOTHHU
JlarecTaHCKUM roCyJapCTBEHHbIA YHUBEPCUTET
KA®E/IPA OBILEN U COLIMAJIbHOM IICUXOJIOTUHU
YensOUHCKUH roCy1apCTBEHHBIN YHUBEPCUTET
KA®E/IPA [ICUXOJIOTMU
JloHCKOM rocyiapCTBEHHBIN TEXHUYECKU YHUBEPCUTET
KA®E/IPA OBILEX U KOHCYJIbTATUBHOM ITCUXOJIOTUHU
BopoHexckni rocyiapCTBEHHbIN YHUBEPCUTET
KA®E/IPA OBIIIEX Y COLIMAJIBHOM TTICUX0JIOTUHU
HO>kHbIN deiepaibHbIA YHUBEPCUTET
AKAZJEMHUA TICUXOJIOTUU U TIEAATOT'MKU

CapaToBcKoe peruoHasibHOe oTAeneHue PI1O
JlarectaHckoe peruoHasibHoe otzesienue PI1O

Acconyanysa BeIIYCKHUKOB ¢aKyJibTeTa ncuxosoruu CI'y
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UHPOPMAIIMOHHOE ITMCBMO

XV Bcepoccuiickasg HayYHO-TIIPpaKTU4YecKasd KOHpepeHI s
OPTAHU3AIIMOHHAA IICUXO0JIOT'UA: TIOAU U PUCKH
6 - 7 moHsa 2025 roga
CaparoB

Ilesib KoHpepeHnun

00CyX/leHHue COCTOAHUSA POCCUMCKOM OPraHU3allMOHHOW ICUXOJIOTHMH, pe3y/JbTaTOB Teope-
TUYECKUX U IMIIUPUYECKUX HCCJIeJOBAaHUN, IPAKTUKU paboThl B YCJIOBHUAX BOEHHOTO BPEMEHHM.
OnpepeneHue 3a/ja4 Ha TEKYLUH [TIepUOZ, J1 UCCIe[j0oBaTesel, pa3pab0TYMKOB HOBBIX METO MK U
TEXHOJIOTHUH, a TaKXKe NPAKTUKOB-KOHCY/JIbTAHTOB U IICUXO0JIOTOB, pab0TalOLIMX Ha IPeAIPUATHUSAX.

HanpaBiieHus pa6otsl KoHpepeHnun

e JlyxoBHOe JIUJEPCTBO, YXOBHAsl KOMaH/a, IyXOBHAsA OpraHU3anus

e TpaHcdopMmalusi OpraHU3aLMOHHON KYJIbTYPbl B YCIOBUSX BOEHHOT'O BpEMEHU

e TeopeTUKO-MeTOA0/0TUYECKHE TPOOJIEMBI COBPEMEHHBIX OpraHU3allMOHHO-IICUX0JI0THYe-
CKHUX HCC/IeOBAaHUU

e Hcropus opraHu3anMOHHON ICUX0JIOTUU

e [lcuxosoruyeckye acrneKThbl OpraHU3alMu paboThl HA NPOMBIIIJIEHHBIX NPEANPUATHUIX B
YCJIOBUSIX OBBILIEHHbIX HATPYy30K

e [lcuxosornyeckue acnekThl aflalTaliy NpeJNpPUHUMATENbCKUX OpraHU3al il K U3MeHs-
I0LAMCS YCA0BUSAM PbIHKA, TEKY4YeCTH U JlePpUIMTa KaipoB

e [lcuxosornuyeckrde acmnekTbl pabOTbl C COTPYJHUKAMU CHJIOBBIX CHCTEM B YCJOBUSIX
BOEHHOT'0 BpeMeHH

e PeajanTtanus Ha paboyux MecTax COTPYAHUKOB, BEpHYBILUXCS U3 30HbI 60EBBIX € CTBUN

e (CoBeplleHCTBOBaHME CUCTEMBI 0OYYEHHUS U OLeHKHU [IepCoHa/la B COBpeMEHHbIX YCA0BUAX

e [lcuxonoruyeckasi pabota B OpraHM3alUsIxX c YieHaMHu ceMel yuacTHukoB CBO

e Kpocc-KysnbTypHble aclieKThbl eATeJbHOCTH OpraHru3alui B COBpeMEeHHbIX YCA0BUAX

e [Ipo6semMa BHYTpPHU- U MEKTPYIIIOBOr0 B3aMMO/IEMCTBHUS B OpraHU3aLUsIX.

[IporpaMMHBbIA KOMUTET KOHQEepeHuHU

bapabarHwukosa BasemmuHa BaadumuposHa, uneH-kopp. PAO, AOKTOp NCHUXOJIOTMYECKHUX
HayK, 3aB. KapeApoy ICUXO0JIOTUU TPYZAA U MHKeHepHOU ncuxosoruu MI'Y umenu M.B. JlomoHOCOBa,
pyKOBOAUTE b JlenapTaMeHTa IMCUX0J0TuYecKor paboTbl MUHHUCTepcTBA 000poHbI PD (MockBa)

XKypasaes Anamosauii JlakmuoHosuu, akajeMuk PAH, [OKTOp NCUXOJIOTUYECKHUX HayK,
npodeccop, Hay4YHbIN pyKoBoAUTe b UHCcTHUTYTa ncuxosioruu PAH (Mocksa)

AkceHnosckasi /llodmuna HukosaesHa, JOKTOP IMCUXOJIOTHUYECKUX HayK, npodeccop, 3aBeay-
ouasa kadeJpol colyalbHOM MCUXOJOTHM, JAekaH ¢akyabTeTa mncuxonoruu CrY umenu H.L
Yepuriesckoro (CapaToB)

3ankoeckuli AHamoautl Hukosaesu4, JOKTOP MCUXOJIOTUYECKUX HAYK, Mpodeccop. 3aBeIyto-
i JlJabopaTopuen NCUX0JOTUH TPYZAA, SPTOHOMUKH, UHXXEHEPHOW U OpraHU3allMOHHOMW MCUXO-
Jgorur UHcTuTyTa ncuxosioruu PAH (MockBa)
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Kapnos Anamoauti Bukmopoguu, yieH-kopp. PAO 10KTOp nCcHUX00TUYECKUX HAYK, Tpodeccop,
JleKkaH paKy/pTeTa ICUXO0JI0THUHY, 3aBeAyoLui kadepoi ICUX0JI0OTUY TPYJa U OPraHW3allMOHHOMN
ncuxoJsioruu fpociaBckoro rocyagapcrBeHHoro yuupepcurtera uM. [LL JlemuoBa (ApocsiaBib)

bynzakoe Anexkcandp Baadumuposud, JOKTOP ICUXOJOTHYECKUX HaykK, npodeccop kadeapsl
IICUXOJIOTUU TPYZAA U OpraHMW3alMOHHOM INCUX0JIOTUU MOCKOBCKOTO roCyjapCTBEHHOr0 06J1acT-
HOTO yHHUBepcuTeTa; npodeccop kadeapbl IOPUAUYECKON NCUX0JOTMM MOCKOBCKOTO YHHUBEPCH-
teta MB/l Poccuu umenu B.4. Kukots (MockBa)

[atidap KapuHa MapaeHosHa, JOKTOp NCUX0JIOTMYECKUX HAayK, 3aBeAytolias kadepoit o61eit
Y COLIMAJIbHOM NICHMX0JIOTMU BOpoHeXCcKoro rocyjapcTBeHHOro yHuBepcurteTta (Boponex)

3axaposa Jlvoomuna HukosaesHa, JOKTOP NCHUXO0JIOTMYECKUX HAYK, Mpodeccop, 3aBeAyroas
kadeZpol IMCHUXOJIOTUM yNpaBieHUs ¢akKyJbTeTa COLMaJbHbIX HayK HalnMoHasbHOro uccieno-
BaTeJsbCcKOro Hukeropozckoro rocysapcTBeHHoro yHuBepcuTeTa uMeHH H.M. Jlob6aueBckoro
(Huwxnuit HoBropop)

CudopeHnkos AHOpell Baadumuposut, JOKTOP NCUXOJOTMYECKUX HaykK, npodeccop Kadepbl
IICUXOJIOTUU yIpaBJIeHUA U puAudYeckod ncuxosoruu lOxHoro depepasbHOro yHUBepcuTeTa
(PocToB-Ha-/loHy)

Tonouek Baadumup Anekceesuy, AOKTOP IICUXOJOTMYECKUX HayK, Npodeccop, IJIaBHbIH
Hay4YHbIN COTPYAHUK JIabOpPAaTOPUM NICUXOJIOTUH TPYAQ, SPTOHOMUKH, UHXKEHEPHOW U OpraHU3aly-
OHHOU ncuxoJsioru MHcTuTyTa ncuxosoruu PAH (MockBa)

I[Tuwyuk Baada HeopesHa, JOKTOP NCUXOJOTHYECKUX HAyK, npodeccop kadepbl o6Lied U
KOHcynbTaTUBHO ncuxosioruu AI'TY (PoctoB-Ha-/lony)

3abeauna ExamepuHa BsiuecnasoeHa, LOKTOpP ICUX0JOTMYECKUX HaykK, podeccop kadeapsl
NCUX0J10TUU YeII6MHCKOTO ToCyAapCTBEHHOr0 yHUBepcuTeTa (Yesnsi6UHCK)

LlImpoo Baadumup Apmyposuy, KaHAUAAT ICUXOJ0TMYeCKUX HayK, Ipodeccop AenapTaMeHTa
ncuxosorun HUY Beiciiad [lIkosa IKOHOMHUKH, TJIaBHBIU pefaKTop KypHasia «OpraHusanuoHHas
ncuxoJsiorusi» (Mocka)

Mymanumosa A.M., KaHAUJAT NICUXOJOTUYECKUX HAYK, JOLEHT Kadepbl 001el U coLyalb-
HOM NCHUX0JIOTUH, JlareCTaHCKUM rocyilapcTBeHHbIH YHUBepcuTeT (MaxauykaJsa).

OpraHu3anMOHHbIA KOMUTET KOH$EepeHIMH

3axaposa Jltodmuaa HukosnaesHa, [OKTOP NCHUXOJOTUYECKUX HAYK, podeccop, 3aBeAyrouias
kadepoil MCUXOJIOTUM yrnpaBieHUs HanuyoHa/sbHOTO uccaefoBaTeNbCKOTo Hunkeropoickoro
rocyzlapctBeHHoro yuupepcutetra umeHu H.U. JlobaueBckoro (Huxknuit HoBropon)

CmupHosa AHHa KOpbesHa, KaHAWUAAT MCUX0JIOTUUYECKUX HAYK, AOLEHT Kadpeapbl COLlMaIbHOU
IICUXO0JIOTUU (paKysbTeTa ncuxosoruu CapaToBCKOr0 HALLMOHAJIbHOTO UCC/IeL0BaTEIbCKOTO TOCy-
JAapcTBeHHOro yHuBepcuteTta uMeHu H.I. YepHblleBckoro

3uHueHko EkamepuHa Muxatino8Ha, KaHAWUIAT 6M0JIOTUYECKUX HaYK, 0L eHT Kadeapbl 0611eit
Y KOHCYJIbTaTHUBHOM MCUXO0JIOTUM paKyibTeTa Ncuxoa0ruv CapaToOBCKOr0 HallMOHAJIbHOIO HCCJie-
JO0BaTeJILCKOTO rocylapcTBeHHOro yHuBepcuteTa UMeHu H.I. YepHblileBcKoro

ApaHosuy Jlunua MuxaiiioeHa, KaHAWUAAT MeAULIMHCKUX HAyK, I0LeHT Kadepbl COLlMATbHOU
IICUXO0JIOTUU (paKysbTeTa ncuxosoruu CapaToBCKOr0 HALLMOHAJIbHOTO UCC/IeL0BaTEIbCKOTO TOCy-
JAapcTBeHHOro yHuBepcuteTta iMeHu H.I. YepHblleBckoro

Buceneanuees Pycaan Canapeanuesuy, acCUCTEHT Kadepbl 001eil U KOHCYJIbTaTUBHOU I1CUXO-
Jorur ¢akyabreTa ncuxosioruu CapaTOBCKOTO HAllMOHAJbHOTO HMCCAEA0BATEJNbCKOTO Tocyaap-
CTBEHHOro yHuBepcuTteTa uMeHHU H.I. YepHbilieBcKoro
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JlesuHa AHacmacusi BumasavegsHa, MaructTpaHT ¢aky/bTeTa ncruxosorud CapaToBCKOro HalU-
OHaAJIbHOT'0 UCCJIeZI0BATEIbCKOT0 rOCylapCTBEHHOT0 YHUBepcuTeTa MMeHU H.I. YepHbIleBCKOro

Caiiko AHHa AHOpeegHa, MarucTpaHT pakyysbTeTa Ncuxoa0ruu CapaToOBCKOr0 HallMOHAJIbHOTO
M CCJIe/I0BaTEIbCKOI0 FTOCYAAapCTBEHHOr 0 yHUBepcuTeTa UMeHu H.I. YepHblleBcKoro

IIporpamma KoHdepeHyin BK/II0YaeT

e [IJIEHAapHOE 3aCe/laHuE;

e KpYyIJible CTOJIbI;

e MacTep-KJ/acChl.

dopma yyactusa

OYHas U JUCTAHLIMOHHAsA (BO3MOXXHOCTh My6JIUKALIMY, CEPTUPHUKAT YyYaCTHUKA).
Pa6oTa koHpepeHI UM (BpeMsa MOCKOBCKOe)

6 MIOHS

9.30 - 10.00 — peructpanug y4aCTHUKOB IIJIEHAPHOTO 3ace/laHus

10.00 -16.30 — naenapHoe 3acenanue (XII kopnyc CI'Y, ayz. 701).

7 UIOHA
10.00 - 18.00 — pa6ora kpyr/bix cTos0B (XI kopnyc, aya. 515).
18.30 - 19.30 — macrep-kJacc

Peructpanus Ha KondpepeHnywo — g0 1 uroHg 2025 r. 3asgBKku 0pOpMJISIOTCSA B COOTBETCTBUHU
c [lpunoxxenreM 1 ¥ NPUCBHLIAIOTCA HA 3JIEKTPOHHYIO MOUTY orgpsyssu@outlook.com

[To utoram npoBeeHus: KondepeHuuu 6ygeT ony6JMKOBaH COOPHUK HayYHbIX MaTepPHaJIOB C
PoccuiickuM HHJ€KCOM HAayYHOTO [UTUPOBaHus (Ha miaTtdopme e-library). Tesucbl npuHUMalOTCA
B cpok 70 30 utonsa 2025 roaa no agpecy: psyconf@info.sgu.ru. [[porpaMMHBINA KOMUTET OCTaBJISIET
3a co60i MpaBo 0TKa3aTh B My6GJIMKALIMU TE3UCOB, €CJIM OHU He COOTBETCTBYIOT yKa3aHHbIM TPe6o-
BaHUAM (Tpeb6oBaHUA K 0QOPMJIEHUIO TE3UCOB MpPeJCTaBJAEHbl HUXKE), a TaKXKe, eCJId OHU MOATO-
TOBJIEHBI HE Ha JIOJDKHOM HayYHOM YPOBHE WJIU MPe/CTaBJIeHbI T03Ke YCTAHOBJIEHHOI0O CPOKa.

PerncrpanioHHBINA B3HOC He NIpeyCMOTPEH.

Pabo4uii 13bIK: pycCKUU

MecTo npoBegeHuss Konpepenuuu

Apnpec: 1. CapaTos, yi1. Bosibckas, a. 10A CapaTOBCKMH HalMOHAJIBHBIU MCCJIe[0BaTeIbCKUN
rocy/iapcTBeHHbIl yHuBepcuTeT UMeHHU H.I. YepHbieBckoro. PakynbTeT NCUXOJIOTHH.

OTBeTCTBEHHBII cekpeTapb KoHpepeHMu:
Boiiko Osbra ['puropbeBHa, (+7 960 348-97-56), e-mail: orgpsyssu@outlook.com

TenedpoH nekaHaTa ¢pakysbTeTa ncuxosoruu: +7 (8452)21-36-04
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«OPTAHU3AMOHHAA IICUXO0JI0T'UA: JIIOAU YU PUCKW»

CBeZieHus1 06 y4aCTHUKe KOHepeHIIuU

1. ®Pamunusa Umsa OtyecTBO (OJHOCTHIO)
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IIpuiioxeHue 2.

TpeGoBaHHSA K 0POPMJIEHUIO TEKCTA CTAThH

CTaTbsl 06bEMOM NATH-UIECTb CTPAHUL, UJIA TE3UCHI 00bEMOM TPU CTPAHUIbI JOKHBI ObITh
HabpaHbl B TeKCTOBOM pefakTope Microsoft Word, mpudTt Time New Roman, paamep mpudpra —
14, mexxycTpouHbIid UHTepBaa —1,0, pa3Mepsl noJsiel — 1Mo 2,5 CM €O BCeX CTOPOH, CTPaHUIbI He
HYMepyTCS.

Tabsiubl, GopMysibl, rpadUKU U OANUCH MO PUCYHKAaMU HabuparwTcsa 12 mpudToM, CChIIKU
BBIHOCSITCS 32 TEKCT, UCMOJIb3YeTCsl CKBO3HAsl HyMepalus.

HasBaHue paboThl meyaTaeTcsd NPOMMCHBIMM OYKBaMM, TOYKM B KOHILle 3arojioBKa He
craBsaTcs. Huke, yepes npo6eJi, yka3biBaloTcsl paMUIMs U MHULMAJBI aBTOPA, KOTOpPble NevyaTa-
I0TCSl CTPOYHBIMU OYKBaMH C Npo6eJsioM B O/IMH UHTepPBaJl C yKa3aHUEM YUYeHOM CTeleHHU, 3BaHUs U
MecTa paboThl.
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CTaTbsl, aHHOTALUS U KJIIOUEBBIE CJIOBA MOTYT IPEJCTABISATHLCA KaK HA PYCCKOM, TaK M Ha aHTJIMH-
CKOM fI3bIKaX.

HasBanue daitsia — pamMuins nepBoro aBTopa.

CcblIKM 0pOPMJIAIOTCA B TEKCTe B KBAJpaTHBIX CKOOKax. CIIMCKUM MCTOYHUKOB — IMOCJe
OCHOBHOTO TEKCTa CTAaThU B MOpPsiJIKe Ce/J0BaAHMUSI.

O6pasern, opopmieHUs cTaTen

LIEHHOCTHBIE OCHOBBI ITPEJINTPUHUMATEJ/ILCTBA B COBPEMEHHOM POCCHU
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Abstract. Purpose. The main intent of the study is to perform bibliometric analysis and research trends
on a very prominent and interesting topic employee engagement. Method: Under bibliometric analysis,
the study has used main three tools of analysis namely: co-authorship analysis, co-occurrence analysis
and citation analysis. For the study, only the Scopus dataset is used to retrieve data. VOSviewer (Version
1.6.17) and MS-Excel are used as analysis tools for bibliometric analysis. Findings. Findings of the study
show that from 2002 to 2021 research on employee engagement is increasing progressively. Most of
the documents as per author are published by Shuck, B. and most of the documents as per country are
published by India. In co-authorship analysis, most of the co-authored authoris Shuck, B. and co-authored
country is the United States. From all the available documents, the keyword “employee engagement” is
mostly used keyword. But as per citation analysis, the most cited document is by “Saks, A.M.” (2006), a
document named “Antecedents and Consequences of Employee Engagement” whereas the most cited
author is Saks, A.M. and the most cited country is the United States. But as per citation analysis, the
most cited document is by “Saks, A.M.” (2006), a document named “Antecedents and Consequences of
Employee Engagement”. Value of results. Our study explores how research on employee engagement has
developed through time and outlines a research roadmap.

Keywords: bibliometric analysis, employee engagement, United States, VOSviewer.

Introduction

In recent times, bibliometric analysis has exploded throughout prominence in business research.
Bibliometric analysis is an intensive and comprehensive technique for identifying and evaluating
large quantities of scientific data. It allows dissecting the evolving delicacy of a certain rule while
also contributing insight into the project’s emergent regions (Donthu et al., 2021). Primary benefit
of this method is its capacity to manage vast volume of bibliometric data (Mukherjee et al., 2021;
Ramos-Rodrigue, Ruiz-Navarro, 2004). By rigorously making understanding of vast volumes of
unorganized data, it is valuable for interpreting and charting the collected scientific information
and evolving subtleties of well-established domains (Donthu et al,, 2021). The quantifiable scientific
technique is used in bibliometrics to assess literature statistically. This strategy enables researchers
to swiftly comprehend the fundamental knowledge and progression status of the present field of
study. To comprehend the study state and growth patterns in this discipline, the statistical method
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can more naturally describe the connection among the study literature components via graphics
and visualization (Wang et al., 2021). To assess the patterns, bibliometric indices such as research
domains, document source materials, publication outcomes, material sources, language information,
country and institutional dissemination, leading authors, citation count, and author words and
keywords have been utilized extensively (Suprapto et al.,, 2021; Chen, Ho, 2015). Bibliometric
studies assist in mapping a topic and directing academics’ concerns, as well as connecting academia
to the larger institutional frameworks in one (Keupp, Palmié, Gassmann, 2012; Nag, Hambrick, Chen,
2007). Therefore, bibliometric study analysis is preferred over other methods of analysis.

Employee engagement has sparked a lot of attention amongst organizations in recent decades.
Employee engagement is one of those concepts and study fields that have captivated attention
among both: research scholars and practitioners in relatively a short space of timeframe. Over the
preceding 10 years, there seems to be a surge in research and curiosity in employee engagement
among advisers, corporations, and administrative professionals (Zeeshan et al.,, 2021). Employee
engagement challenges should be included in business development projects due to a shortage of
people with important competencies inside the labor marketplace, as well as difficulty in recruiting
top personnel and inspiring existing members (Crnjar, Dlaci¢, Milfelner, 2020).

There is only one study available that describes bibliometric analysis with the keyword “work
engagement” (Altaf, Masrek, 2021) but the present study endeavors to explore the research field
with the keyword “employee engagement”. The results of the study are totally different from
the present study conducted with the keyword “Employee Engagement” (Altaf, Masrek, 2021).
Employee engagement (EE) and work engagement (WE) are two different concepts but often used
interchangeability in management research. Since these two terms (EE and WE) derive from different
origins and different mental states, the study argued that WE and EE should be considered separate
terms (Kosaka, Sato, 2020). The present line of work presents a bibliometric analysis on the topic
employee engagement. There are several studies done on the particular subject area but not from
the perspective of bibliometric analysis. For the bibliometric analysis, the researcher is going to take
various indicators of bibliometric analysis including co-occurrence analysis co-authorship analysis
and citation analysis, etc. The research article is divided into different sections. The initial segment
comprises an introduction, then second segment contains a literature review, third segment contains
research methodology, the fourth segment contains results and discussions, and the fifth segment
concludes the paper. To execute bibliometric analysis in a structured manner, certain research
questions and objectives are developed.

Literature review based on employee engagement

As far as the best knowledge of the researcher, based on the available data and databases there
is no bibliometric analysis study available on the particular subject area concerning the key term
“employee engagement”. But there is much literature available that actually talks about employee
engagement as a subject.

Employee engagement is among the selected concepts and study fields that have captivated
the attention of both academicians and professionals in such a brief duration (Zeeshan et al,,
2021). HR strategy and job features drive organizational commitment favorably, whereas job
qualities promote organizational commitment favorably, and employee engagement influences
organizational commitment positively. Remarkably, the findings of this research also disclose that
HR applications has a detrimental effect on employee engagement (Baiquni, Lizar, 2020). Employee
engagement is certainly the most significant aspect of human resource management concerning
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reducing organizational attrition. Work-life balance has been shown to mediate the association
between supervisory relationships and employee engagement in research. Workplace stress also
acts as a mediator between working conditions and employee engagement. Furthermore, workplace
stress acts as a mediator among the supervisor’s connection with employee engagement (Dinh,
2020). Moreover, studies show that employee engagement is significantly boosted by e-learning,
e-tasks, and style of leadership. E-learning is a requirement in situations where there is an essential
need to increase employee capacity, but circumstances prevent traditional training from being
taken out, such as the present epidemic (Purba, 2021). According to the studies, positive thinking
significantly influences achievement value and employee engagement in terms of innovative working
behavior. Management and human resource divisions can use the findings to encourage and foster
innovative workplace behavior (Pukkeeree, Na-Nan, Wongsuwan, 2020). Studies reveal that both,
safe atmosphere & employee engagement do have a considerable positive effect on employees’
organizational citizenship behavior (Maryam et al, 2021). As per extant literature, employee
engagement has been explored as a major as well as partial mediator between job features, work
contentment, and dedication towards the firm. The findings for the factor turnover intentions,
though, found not significant (Sahni, 2021).

Employee engagement can be enhanced by determining the factors that influence it. Corporate
culture, incentive, workplace environment, learning, HR procedures, goodwill and ethics, collabora-
tion, and environmental characteristics are all critical determinant variables for employee engage-
ment (Suomi et al., 2021; Kadiresan et al., 2019). Organizations have always been focused on how
organizations promote employee engagement and citizenship behavior that may lead to improved
efficiency and effectiveness. Employee engagement has a positive important effect on OCB (Ahad,
Khan, 2020). Employee engagement is a practice that helps an organization to focus on strengthen-
ing by improving individual and organizational performance, profitability, and well-being. Accord-
ing to the study, especially compensation satisfaction, self-leadership, relational leadership were
formed to be strongly and significantly associated with employee engagement in SMEs businesses
(Rakthin et al.,, 2021).

Employee engagement has piqued the interest of researchers and professionals alike view of
the relevance of improving an organization’s effectiveness and sustainability. Managers have been
paying close attention to it. Employee engagement is indeed a critical component of human resource
management in businesses.

Research objectives

The study aims to identify the following research objectives:

e To consolidate the literature linked to employee engagement.
e To know about trends in research relating to employee engagement.

Research questions
e Researchers who are actively involved in the area of employee engagement?

e Which are the major journals related to the topic of employee engagement?
e Which are the main countries and organizations working on the topic of employee engagement?

Research methodology

Database selection

We extracted data from only Scopus database for this study. Scopus database is used for the
reasons such as:

a) it’s extensive reach across mostdomains oflearning, as well asitsaccessibility and visualization
capabilities, enable appropriate data analysis (Baas et al., 2020; Visser, Eck, Waltman; 2021);
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b) its application in several bibliometric research (Zhu, Liu, 2020; Pico-Saltos, 2021);

c) itis also the provider of data for the “QS World University Rankings”, the most widely utilized
rating by “Latin American universities” to establish their place in the county and globally (Moed,
2017; Torres-Samue et al., 2018).

Data extraction

The initial round of search is done within “Article Title” and 1237 document results were
generated on 09/02/2022.

Following Boolean were used to narrow down the search results:

TITLE ( “Employee Engagement”) AND ( LIMIT TO ( PUBSTAGE, “final”)) AND ( LIMIT-TO
(DOCTYPE, “ar”) ) AND ( LIMIT TO ( SUBJAREA, “BUSI” ) ) AND ( LIMIT TO ( LANGUAGE, “English”
) ) AND ( LIMIT-TO ( SRCTYPE, “”))

After using the above Boolean where title of search is limited to “Employee Engagement’,
publication stage “Final”, document type “Articles”, subject area “Business Management”, language
“English” and source type “Journal” was used and 579 document results were generated. These 579
document results are used to perform bibliometric analysis. The database results are from year
2002 to year 2022, because if older years would have taken it make the study results vague. 2023
is the most recent year and it did not include in the analysis because focusing on the most recent
year might mean dealing with the incomplete or under publication data which possibly may raise
questions on the reliability and accuracy of results.

Methods and tools for evaluation

As far as analysis tools are concerned VOSviewer and MS-Excel are used to analyse data.

For this study, the researcher used the Scopus database and VOSviewer (Version 1.6.17) to
analyse and represent bibliometric data. Co-authorship, citation analysis and co-occurrence tools
are integrated into VOSviewer for this study.

Data cleaning

Before proceeding with the network analysis, data cleaning was done. It is done with the help
of MS-Excel software. In data cleaning, duplicate data, double data entry, irrelevant data, inaccurate
data, corrupted data, incomplete data etc. is removed with the help of various tools and techniques.
Data cleaning is essential to get more accurate and reliable results. In MS-Excel various tools are
used to clean data such as filtering data, sorting data and removing duplicate data etc. and with the
help of tools, data is cleaned out.

. * Employee
[ Topic Search ] Engagement

Initial Search |. 737
> through Documents

Scopus

Appropriate
> | Documents for |° 579
Study Documents

Software * MS-Excel and
Selection VOSviewer

Figure 1. Methodological framework for the study
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Results and discussion

Bibliometric analysis can be divided into two categories:

1) Statistical analysis of documents: It includes documents arranged by year, documents
arranged by country, documents by author and subject-wise categorization of topic etc.

2) network analysis of database: It includes co-authorship analysis, citation analysis and
co-occurrence analysis etc.

In the first phase, statistical analysis is done concerning to know about documents per year,
documents as per source, documents as per author, documents by affiliations, documents as per
country/territory, documents as per area of subject and documents by funding the project.

Statistical Analysis

Statistical analysis is done with the help of the Scopus database and generated under the section
“Search Analyze Results”. Following is the statistical analysis done with the support of Scopus Dataset.

Documents by year

In Figure 2 per year documents published by Scopus with Article Title “Employee Engagement”
are shown. From 2002 to 2021 articles published per year are increasing and researchers are still
working on this topic.

Documents by year

120
100
&0

&0

Documents

40
20

0 —
2002 2004 2006 2008 2010 2012 2014 2016 2018 2020 2022

Year

Figure 2. Documents by year (Source: www.scopus.com)

Documents per year by source

Figure 3 shows per year documents by source. It is depicted that “Human Resource Management
International Digest” has published more articles on employee engagement till date. It has published
17 documents till date starting from 2002 on employee engagement followed by “International Journal
of Recent Technology and Engineering” (13 documents), followed by “Problems and Perspectives in
Management” (12 documents), followed by “International Journal of Human Resource Management”
(11 documents), followed by “SA Journal of Human Resource Management” (11 documents) and so on.

Documents per year by source

Compare the document counts for up to 10 sources. Compare sources and view CiteScore, §JR, and SNIP data

15

Documents

; .—._/A M

2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2007 2018 2019 2020 2021

Year

e Human Resource Management International Digest  —e= SA Journal Of Human Resource Management
-= International Journal Of Recent Technology And Engineering & Problems And Perspectives In Management

= International Journal Of Human Resource Management
Figure 3. Documents per year by source (Source: www.scopus.com)
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Documents by author

Figure 4 shows, documents by author. It is depicted that most of the documents on employee
engagement are published by Shuck, B. (15 documents) followed by Jena, L. K;; Reio, T. G.; Saks, A. M.
(five documents per author) and followed by Alfes, K; Bhatnagar, J; Eldor, L.; Gupta, N. Martins, N. and
Rocco, T. S. (four documents per author) and so on.

Documents by author

Compare the document counts for up to 15 authors.

Shuck, 5. |
Jena, LK.
Reio, T.G.
Saks, AM.
Alfes, k. I
Bhatnagar, . |
Eldor, L. I
Gupta, N.
Martins, N. - I
Rocco, 5.
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16

Documents

Figure 4. Documents by author (Source: www.scopus.com)

Documents by affiliation

Figure 5 shows documents by affiliation. It is depicted that most of the documents on employee
engagement are published by the “University of Louisville” (16 documents) followed by “Florida
International University” (nine documents), followed by “International Management Institute, New
Delhi” (eight documents) and followed by the “University of South Africa”, “University of Minnesota
Twin Cities”, “Amity University” (seven documents per university) and so on.

Documents by affiliation ©®

Compare the document counts for up to 15 affiliations.

University of Louisville |
Florida International University [ R
International Management Institute, Ne... [N
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Amity University - |
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Macquarie University [N
Indian Institute of Technology Roorkee  [EENEGEGEGGGN
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Documents

Figure 5. Documents by university affiliation (Source: www.scopus.com)

Documents by country

Figure 6 shows documents by country. Itis depicted that authors from India have published most
of the documents on employee engagement (143 documents) followed by the US (133 documents),
followed by the United Kingdom (40 documents), followed by Malaysia (24 documents) followed by
Indonesia (31 documents) and so on.
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Documents by subject area
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Figure 6. Documents by country (Source: www.scopus.com)

Documents by subject area

Figure 7 shows documents by subject area. Most of the documents on employee engagement
are published under the business management area (55.9% of total documents) followed by social
sciences (14.9%) followed by economics, econometrics and finance (8.0%) and so on.
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Figure 7. Documents by subject area (Source: www.scopus.com)

Documents by funding sponsor

Figure 8 shows documents from a funding sponsor. It is depicted that “National Natural
Science Foundation of China” has sponsored most of the documents on employee engagement
(five documents) followed by the “Economic and Social Research Council and National Research
Foundation of Korea” (two documents) and so on.
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Figure 8. Documents by funding sponsor (Source: www.scopus.com)
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Network analysis

In network analysis, the researcher has utilized co-authorship analysis, co-occurrence analysis
and citation analysis. Following is the Network Analysis of Database done with the help of Scopus
Database and VOSviewer.

Co-authorship analysis

The quantity of co-authored papers is used to determine the relation of items in analysis
of co-authorship (Singh, Jayaram, 2020). Co-authorship analysis includes analysis based on
organizations, authors and territories (countries).

Author-based co-authorship analysis

For co-authorship analysis, the researcher has used authors as a component of analysis,
along with the minimal no. of documents per author being 2 and the minimal no. of citations per
author being 2. Out of the 1247 authors, 107 meet the threshold limit. Table 1 shows that the most
co-authored and productive author is Shuck, B. with the highest no. of citations and high link strength.

Table 1. Author-based co-authorship analysis

Authors Documents Citations Total link strength
Shuck, B. 15 879 27
Alfe, K. 4 577 8
Nimon, K. 3 123 8
Zigarmi, D. 3 123 8
Jr. 4 348 7
ghash r.
zigafigni.d.
nim@n k.
reigik.g.
»
osam k.
shuck b.
rocg@t.s.

s~ rose k.

colliis j.c

alagataja m. reiojr. Lg.

gﬂ‘?} VOSviewer

Figure 9. Author-based co-authorship analysis

From Figure 9 it can be interpreted that author Shuck, B. is leading and most productive author
with respect to the highest number of documents, whole link strength and citation in co-authorship
analysis. This author has worked with almost 27 other authors in employee engagement field.

Organization-based Co-authorship Analysis: For co-authorship analysis, the researcher has used
organizations as a component of analysis, along with the minimal no. of documents per organization
being 3 and the minimal no. of citations per organization being 3. Out of the 1023 organizations, 6
converge the threshold limit. Table 2 shows that the leading organization in employee engagement
research is the “Department of Industrial and Organizational Psychology from Africa” with the
highest number of citations, documents and total link strength.
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Table 2. Organization-based co-authorship analysis

Organizations Place and country Documents Citations Total link strength
“Department of Industrial and “University of South Africa”
Organizational Psychology”

“Department of Humanities and Social ~“Kharagpur, India”

4 112 1

Science, Indian Institute of Technology” 3 26 !

“Department of Management Studies”  “Indian Institute of Technology, Roorkee, 3 7 0
India”

“International Management Institute”  “New Delhi, India” 3 79 0

“School of Psychology” “Deakin University, Melbourne, Australia” 3 109 0

“University of Louisvilleky” “United States” 4 105 0

school of psychology, deakin u

department ofindustrial land o
international rifihagement insti

university ofdguisvilleky, un

S, vosviewer department of management studi

Figure 10. Organization-based co-authorship analysis

From Fig. 10 it can be interpreted that there is a lack of connection among major organizations
with respect to research on employee engagement. But 5 leading organizations are highlighted in the
figure. Therefore, there is a need to conduct research on employee engagement collaboratively by
the major organizations involved in the field of employee engagement research.

Country-based co-authorship analysis

For co-authorship analysis, the researcher has used organizations as a component of analysis,
along with the minimal no. of documents per country being 2 and the minimal no. of documents per
citation being 2. Out of 75 countries, 46 meet the threshold limit. Table 3 shows that the most active
country in co-authorship with countries is the United States with the highest number of citations,
documents and total link strength.

Table 3. Country-based co-authorship analysis

Country Documents Citations Total link strength

United States 132 4154 44
China 26 600 33
United Kingdom 40 1971 27
Malaysia 34 138 22
India 143 1946 15

WE‘:S:“S;E. thailand®

v chiina i united states el

Unite%gdam australia

nettgflands

S vosviewer

Figure 11. Country-based co-authorship analysis
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From Figure 11 it can be interpreted that the US has the highest linkage with more countries with
respect to research on employee engagement. Therefore, US is supreme country working actively on
the topic. Countries like India have a large number of documents and citations but their link strength
with other countries is less as compared to other countries such as US, China and UK. Therefore,
Indian authors should try to collaborate with foreign authors in the research study.

Co-occurrence analysis

The volume of documents wherein the keywords appear jointly and determines the connection
of the elements in co-occurrence analysis (Singh, Jayaram, 2020).

Analysis of the co-occurrences of all keywords

For co-occurrence analysis, the researcher has used all keywords as a component of analysis,
along with the minimal no. of occurrences of a keyword being 7. Out of the 1477 keywords, 38 meet
the threshold limit. Table 4 shows that keyword employee engagement has occurred most of the
time in published documents.

Table 4. Analysis of the co-occurrences of all keywords

Keyword Occurrence Total link strength
Employee engagement 369 294
Job satisfaction 33 60
Engagement 49 49
Work engagement 31 42
Human resource management 21 35

corporate sodj@ responsibilit
)
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-
social exch@nge theory

. b talent mamagement
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india
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transformatianal leadership {
|f- e
job satisfaction engaggyment self-efficacy
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organizationabperformance work engagement

job perfermance

o . motigation
organizational commitment retamtion

human resource development d‘rganlza(i.rval culture

leadggship

human
wiewer

Figure 12. Analysis of the co-occurrences of all keywords

From Fig. 12 it can be interpreted that the keyword “employee engagement” is occurring most
of the time with higher number of occurrences and higher number of total link strength. Major
keywords in employee engagement are job satisfaction and engagement.

Analysis of the co-occurrences of author keywords

For co-occurrence analysis, the researcher has used the author keyword as a component of
analysis, along with the minimal no. of keyword occurrences being 7. Out of the 1322 keywords, 37
meet the threshold limit. Table 5 shows that keyword employee engagement has occurred most of
the time in published documents.
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Table 4. Analysis of the co-occurrences of author keywords

Keyword Occurrence Total link strength
Employee engagement 366 277
Job satisfaction 31 53
Engagement 49 41
Transformational leadership 19 34
Organizational commitment 16 32
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Figure 13. Analysis of the co-occurrences of author keywords

From Figure 13 it can be interpreted that the keyword “employee engagement” is occurring most
of the time with the highest number of occurrences and highest number of total link strength followed
by job satisfaction, engagement, transformational leadership and organizational commitment.

Citation analysis

Citation analysis assesses the highest productive scholars, journals, publications, organizations, and
countries in light of number of citations for every document and overall citations (Singh, Jayaram, 2020).

Document-based citation analysis

For citation analysis, the researcher has used documents as a component of analysis, along with
the minimal no. of citations per document being 20. Out of the 578 documents, 148 meet the threshold
limit. Table 5 shows that the most cited author is Saks, A. M. with most frequently cited articles.

Table 5. Document-based citation analysis

Documents Citations Links Title of document Journal details
Saks, A.M. “Antecedents and consequences of employee “Journal of Managerial Psychology, Volume
2024 78 » »
(2006) engagement 21, Issue 7
Shuck, B. 180 16 “Employee engagement: an examination of  “Human Resource Development
(2011a) antecedent and outcome variables” International, Volume 14, Issue 4”
Cole, M.S. “Job Burnout and Employee Engagement: ~ “Journal of Management, Volume 38, Issue 5”
(2012) 221 14 A Meta-Analytic Examination of Construct
Proliferation”
Welch, M. “The evolution of the employee engagement “Corporate Communications: An
(2011) 136 14 concept: communication implications” International Journal, Volume 16, Issue 4”
Soane, E. “Development and application of a new “Human Resource Development
(2012) 127 13 measure of employee engagement: the ISA  International, Volume 15, Issue 5”

Engagement Scale”
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Figure 14. Document-based citation analysis

From Figure 14 it can be interpreted that the document named “Antecedents and consequences of
employee engagement” by A. M. Saks is having the highest number of citations and links (Saks, 2006).
It means given documents are fruitful and carry worth related to employee engagement research.

Source-based Citation Analysis: For citation analysis, the researcher has used sources as a
component of analysis, along with the minimal no. of documents of a source being 5 and the minimal
no. of citations of a source being 5. Out of the 241 sources, 34 converge the threshold limit. Table 6
shows that the most cited source is “Journal of Managerial Psychology” with highest total link strength.

Table 6. Source-based citation analysis

Source Documents Citations Total link strength
“Journal of Managerial Psychology” 6 2118 132
“Human Resource Management International Digest” 6 426 65
“Human Resource Development Quarterly” 5 406 51
“Human Resource Development Review” 6 271 48
“Advances in Developing Human Resources” 5 319 42

Itcan be interpreted that source “Journal of Managerial Psychology” is having the highest number
of citations (2118) and highest link strength (132). It means “Journal of Managerial Psychology”
publishes valuable research on employee engagement.

Author-based citation analysis

For citation analysis, the researcher has used authors as a component of analysis, along with the
minimal no. of documents per author being 3 and the minimal no. of citations per author being 3.
Out of the 1447 authors, 26 meet the threshold limit. Table 7 shows that the most cited author is
A. M. Saks with the highest number of citations (2689), but the total link strength of the author is
less than B. Shuck. Here, the researcher is performing citation analysis using authors, therefore the
most cited author is A. M. Saks.
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Table 7. Author-based citation analysis

Author Documents Citations Total link strength
Saks, A.M. 5 2689 103
Shuck, B. 15 879 133
Jr. 4 348 57
Reio, T. G. 3 343 54
Rocco, T.S. 4 300 42

It can be interpreted that, although B. Shuck is highlighted in the picture (because of total link
strength) but the most cited author is A. M. Saks because in citation analysis interpretation is done
with the highest citations per author, not with total link strength. Researchers find A. M. Saks is the
most productive author as researchers cite him more in their studies.

Country-based citation analysis

For citation analysis, the researcher has used countries as a component of analysis, along with
the minimal no. of documents of a country being 5 and the minimal no. of citations of a country
being 5. Out of the 75 countries, 23 meet the threshold limit. Table 8 shows that the most cited
country is the US with the higher number of citations (4154) followed by Canada (3531).

Table 8. Country-based citation analysis

Country Documents Citations Total link strength
United States 132 4154 569
Canada 16 3531 478
India 143 1946 434
United Kingdom 40 1971 299
Netherlands 13 1567 137

It can be interpreted that the US is the most influential country having the higher number of
citations. Researchers find that research published by US authors is constructive and cite them in
their studies. India is also highlighted country in the figure but it is highlighted based on documents
and total link strength but not as per citations.

Discussions and conclusions

After examining the outcomes of the study using VOSviewer and discussing them in the prior section,
itis concluded that statistical analysis and network analysis of database helps in performing bibliometric
analysis effectively. As per statistical analysis, documents published on employee engagement are
increasing from 2002 to 2021. The highest number of documents on employee engagement are published
by “Human Resource Management International Digest”. Most of the documents are published by author
B. Shuck and most of the documents are published by the “University of Louisville”. As per document
count by country, most of the documents are published by India. The leading funding, sponsor in the field
of employee engagement is the “National Natural Science Foundation of China”.

Network analysis of database through bibliometric analysis is conducted with three tools of
analysis namely co-occurrence analysis, co-authorship analysis and citation analysis. Co-authorship
analysis is conducted on organizations, authors and countries (territories). The most co-authored
author is B. Shuck, and the most co-authored country is the United States. But there is a very poor
connection among co-authored organizations and need to work more in collaborations by different
organizations working on the employee engagement aspect. Co-occurrence analysis is conducted
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with occurrence of all keywords and occurrence of author keywords. Wherein both types of analysis
keyword “employee engagement” is occurring most of the time. Referring to the citation analysis, it is
conducted with documents, sources, authors and countries. The most cited document is “Antecedents
and concepts of employee engagement” by A. M. Saks, the most cited source is “Journal of Managerial
Psychology”, the most cited author is A. M. Saks, and the most cited country is the United States.

Future scope of study

In light of the complete analysis, it is seen that there is still more scope of research in this field.
The study observed that organizations working in employee engagement field need to work more in
collaborations with other county organizations. There is much more need to work in collaboration
with other counties for better research output. Countries like India, although having a greater
number of documents but when it comes to co-authorship then they are just limited to India only.
They need to work with foreign authors so that better research can be done with innovative views
and ideas. In accordance to the previous research areas, empirical research can be used to examine
relations between different variables. Further studies are needed to conduct bibliometric analysis
employing multiple terms such as engagement, worker engagement and in-depth exploration of
employee engagement.
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bubanomeTpuyeckuii aHaInu3 TEMbl «BOBJICUEHHOCTD

COTPYAHUKOB» Ha OCHOBE 0a3bl JaHHBIX CKonyc ¢ 2002 o
2022 rr.

KAYVYP PamxBunaep
ORCID: 0000-0003-3494-8054
Ynusepcumem Yanoueapxa, Iapyan (Moxanu), Ilendxa6, Mnous

AuHoTanus. [Jesab. OCHOBHOU ILIeJIbI0 UCCIEIOBAHUS SIBJISETCS NMPOBeJleHHe GUOIMOMETPUUECKOTO
aHa/iM3a U BbISIBJIEHUE TEHJEHLMU MCCIeJOBAaHUM IO BeCbMa aKTyaJlbHOM U MHTEPECHOU TeMe
BOBJIEYEHHOCTH COTPYAHUKOB. Memod. B pamMkax 6M6/JIMOMETPHUYECKOr0 aHAJU3a B UCCIeJ0BAHUHU
HCII0JIb30BAJIMCh TPU OCHOBHBIX UHCTPYMEHTA: aHaJIU3 COABTOPCTBA, aHA/IU3 COBMECTHOW BCTpe-
YaeMOCTH U aHa/IM3 UUTHpPOBaHUsA. [yis U3B/IeYeHUs JaHHBIX UCI0JIb30BaJICS TOJbKO 6a3a JaHHbBIX
Ckomnyc (Scopus). B kauecTBe UHCTPYMEHTOB JJisi OUOGJIUOMETPUYECKOTO aHAJIM3a MCIOJIb30BaNNUCh
VOSviewer (Bepcust 1.6.17) u MS Excel. Pe3yibmameul. Pe3ynbTaThl Mccae[0BaHUS TOKA3bIBAIOT, YTO
¢ 2002 nmo 2021 roj KOJIMYECTBO UCCAELOBAHUN BOBJEYEHHOCTH COTPYJHUKOB HEYKJIOHHO PACTET.
BoJIbLIMHCTBO ZIOKYMEHTOB 10 aBTopy ony6srnkoBaHo b. [llakoMm (B. Shuck), a 60/bLIIMHCTBO cTaTel
10 CTpaHaM ony6sMKoBaHo B MHuu. [Ipy aHanse coaBTopcTBa 60JIbIIMHCTBO coaBTOpoB ¥ b. [llaka,
a CTpaHa C HauOOJIBLUIUM pacnpocTpaHeHneM coaBTopcTBa — CoeguHénHble lllTaThl AMepuku. U3
BCEX JJOCTYIIHBIX JJOKYMEHTOB KJII0UeBOE CJI0BO «BOBJIEYEHHOCTb COTPY/IHUKOB» SIBJIsIeTCs] HanboJiee
YaCTO MCIOJIb3yEMbIM KJIIOYEBBIM €/10BOM. Ho, corylacHoO aHa/IM3y LMTUPOBAHMs, HauboJee UTUPY-
eMbIM JJOKYMEeHTOM siBJjsieTcsl ctaTbsd A. M. Cakca noj Ha3zBaHueM «IlpefnoCblIKKM U MOCIe[CTBUSA
BOBJIEUEHHOCTH COTPYAHUKOB» (2006), HauboJsiee UTUPYEMbIM aBTOpoM sBjsieTca A. M. Cakc
(A. M. Saks), a HaubGoJsiee nuTHpyeMon ctpaHod — CoenuHéHHble llTaTel. [JeHHocmb pe3yn1smamos.
Hame ucciejoBaHnue paccMaTpUBaeT, Kak pa3BUBAIUCh UCCIe0BAaHUA BOBJIEYEHHOCTH COTPYJHUKOB
C TeUeHUEeM BpeMeHH, M HaMeyvaeT IJIaH Jja/IbHeH X UCCIe/JOBaHUH.

KiroyeBsble cj10Ba: 61M6/1MOMETPUYECKUN aHAIN3, BOBJIEUYEHHOCTb COTPYAHUKOB, CIIIA, VOSviewer.
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