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BBepeHwue.
busHec-ncnxonormna cerogHA:
noaxoAbl U TeHA4eHUUN pa3BUTUA

C. benmown, H.JI. Hearnosa

MoHorpadusi «brusHec-ncuxoa0rusi B MeXIyHApOIHON MepcreK-
TUBE: TEOpUSI U IPAKTUKA» IMOCBSIIEHA TEOPETUYECKMM U HAyYHO-
MpaKTUIECKUM MCCIETOBAHMSIM B 001aCTH TICUX0JI0ruu ou3Heca (busi-
ness psychology). DTo coBpeMeHHas1 MeXXIUCUMILUIMHAPHASI OTpPacib B
MPUKJIAIHON TICUXOJOTMU, KOTOpasl XapaKTepu3yeTcsl KOMIUIEKCHBIM
MOAXOI0M K aHAJIN3y M yUeTy TCUXOJIOTMYECKUX (DaKTOpOB OM3HEca C
LIEJIBIO TTOBBIIIEH S ero 3 dexkruBHocTn [ benton, UBanosa, 2016].

Ilcuxonorusi Gu3Heca BO3HUKJIA HA CThIKE OPraHU3allMOHHOM,
COLIMAJILHOM TICMXOJIOTUH, TICUXOJOTUX TPpyAa W MCUXOJOTUU JIMYHO-
CTH, a TaKKe DKOHOMUKHU, COLIMOJIOTUY U MEHEIKMEHTA IO, BIUSIHU -
€M MPOIECCOB COLMAILHOIO U SKOHOMUYECKOTO Pa3BUTUS OOIIECTBA
[ABaHoOBa u np., 2008]. B paMKax 1aHHOTO MHTETPaTUBHOTO HaMpaBJie-
HUsI OU3HEC U3yvyaeTcs Kak 1eJIOCTHOE SIBIeHUEe, 0ObeAUHSIIONIE pa3-
JIMYHBbIE KOMITOHEHTBI, B KOTOPBIX PAaCKPBIBAIOTCS TICUXOJIOTUYECKHE
(daKTOpHI: JeATeTbHOCTb, OPTaHM3alUsI, Cpela COLUAIBHOTO U IIPO-
¢eccuoHabHOTO CaMOOIpeaeeHNs] JIMYHOCTH, COLIMAIbHBIN UHCTU-
TYT 1 T.I. BTO cO31aeT BOBMOXHOCTb pa3pabaThiBaTh OM3HEC-TICUXOJIO-
TMYECKNEe METOAbI MOBBIIEeHUS 3¢ (HEKTUBHOCTU OM3HECA, YUUTHIBAS
0COOEHHOCTH JIMYHOCTU CyObeKTa OM3Heca, HOPM U IIPaBUJI B3alMO-
JNEeWCTBUSI B OpraHM3alliu, CIIOCOOOB KOMMYHMKALUU C KJIMEHTaMM
u T.1. [benton, MBanosa, 2016].

3a mocienHue roabl 3TO HaIpaBJIEeHWE CTAHOBUTCS Bce Oojiee 13-
BECTHBIM M TIOIYJISIPHBIM KaK CpeIMd IICUXOJOTOB, TaK U TpencTa-
BuTeneit 6usHeca. Ilcuxonoram BaXkHO pa3BUBaTh HOBbIE MOIXOIbI,
WHCTPYMEHTBI, TEXHOJOTUH, MO3BOJISIIOIINE TMOKO pearupoBaTh Ha
aKTyaJibHbIe 3alpoChl OM3Hec-opraHusanuii. IlpeacrtaBuTenssM Kom-
MaHWi HeoOXoaMMa TICUXOJIOTYeCcKasl ITOMOIIb B CBSI3H C YCIIOXKHEHU -
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BBeaeHwue. busHec-ncnxonorns cerogHs:
NOAXOAbl M TEHAEHLUNN Pa3BUTUA

€M CTOSIIIIMX Tlepea OU3HECOM 3a/1a4 B CIIOXKUBIINXCS 9KOHOMUUYECKUX,
COLIMOKYJIETYPHBIX YCIIOBHUSIX.

BaxxHO MOmYEepKHYTh, YTO IICUXOJIOTHUSI OM3HEca ITOSIBUJIACh IIpe-
KJe BCETO B CBSI3U C pa3BUTHUEM 3aIlpoca K ICUXOJIOraM CO CTOPOHBI
6usHeca. JIy1st MHOTUX PYKOBOIUTEJICI CTAHOBMIIOCH BCE OOJIee OUEBUI -
HBIM, YTO TIOBbIIIEHUE 3(PHEKTUBHOCTU OU3HEC-MIPOLIECCOB U CUCTE-
MBI YIIPABJICHUSI HEBO3MOXHO 0€3 yueTa KOMILIEKCa IICUXOIOTMIECKUX
¢axTopoB. B TO XKe BpeMsT HAKOIUBIIMIACS ONBIT paOOTHl KOMIIAHUI C
TICUX0JI0TaMU TTOKAa3aJl, UTO He BCe TICUXOJIOTH JIMYHOCTHO U mpodec-
CHOHAJILHO TOTOBHI K TPAaKTUUYECKOI paboTe B JAaHHOI 00JIaCTU B CUITY
MX Y3KOI TICUXOJIOTMYECKOM MOATOTOBKM, HEJOCTATOUHOIO IMOHMMA-
HUS OM3HEC-Cpelbl U HETOTOBHOCTU K KOHCTPYKTUBHOMY B3aUMOIEH -
CTBUIO C €€ IIPEACTaBUTCIISIMU.

Bce 3T0 akKTMBU3UPOBAJIO y4yacTHe TCUXOJOTOB B MPAKTUUECKOM
paboTe ¢ 6U3HECOM U MPUBEJIO K MOSBICHUIO HOBBIX TTPEAMETHBIX UC-
CJIeIOBaTeIbCKUX 00JIacTeil, ChIrpaBIINX OOJBIIYIO POJIb B (hDOPMUPO-
BaHUU METOAMYECKOro MHCTpyMeHTapusi. Kpome Toro, 3To cTUMynu-
poOBaJIo pa3pabOTKy KOHLIENTYaJIbHBIX MOJIENEl OU3HEeC-TICUXOJIOTUU
M TIpOrpaMM TMOATOTOBKU NMPAKTUYECKMX TICUXOJIOTOB IJIsI pabOTH B
OusHece.

MoxxHO cKa3aTh, YTO ITOSIBJICHME 3TOr0 HAIIpaBJICHUS OTpaXkaeT Ha-
3PEBIIYIO MOTPEOHOCTD Y pYKOBOAUTEIEH 1 COOCTBEHHUKOB KOMIIAHUIA
B MOJIy4eHUU KOMILIEKCHOM IICUXOJIOrMYeCKOM TOMOIIU, TIOCTPOCHUN
TBOPYECKOTO U B3aMMOBBITOTHOTO COTPYAHUUYECTBA C TICUXOJIOTaMMU.

TToguepkHeM, YTO OM3HEC-TICUXOJIOTUSI KaK caMOCTOSITe/IbHAsT 00-
JlacTh Hauaja ¢oopMupoBatbesi B 90-e ronbl XX Beka B Benvkooputa-
Humn. UMeHHO TaM CIIOXMJTUCH TIepBhIe ITOAXOIBI K TTOHMMaHWIO CMbIC-
JIa AesITeNbHOCTY, (DYHKIMOHAJIBHBIX 3a/1a4 IICUX0JIOr0OB B OTHOIIIEHUU
3anpocoB KomItanuii. Tak, B 3ToT nepuon B Benmukobpurannu B CBSI3U
C UBMEHSIOIIMMMUCST SKOHOMUYECKUMMU YCIOBUSIMU OOHAXKWIUCH TPO-
0J1eMBbI CTpaTernyeckoro pa3BuTus 6usHeca. CTaHOBWIOCH MOHSTHO,
YTO IS TIOBBIIEHUS 3(PGHEKTUBHOCTH ACSTEIHHOCTY KOMIAHWI HYX-
HbI CIIELIMAJIMCTBI, OOJafalolIye ITMPOKUM KOMILJIEKCOM IICUXOJIO-
TMYECKUX KOMIIETEHLIM M MOHMMAIOIIMe caMy CyTh M OyX OM3Heca.
B Poccuu takoe oco3HaHUe MPOM3OIILIO YyTh MO3Xe, KOorma OM3Hec-
MEHBI CTOJIKHYJIMCh ¢ OIM3KUMU ITPoOIeMaMy, KOTOpbIe MOTJIM pa3pe-
1IaThCSI C TTOMOUIBIO TICUXOJIOTOB C OCOOBIMY 3HAHUSIMU U YMEHUSIMU.
HecnyuaitHo nepBble My0GIMKALIMU, TTOCBAIICHHBIE PA3JIMYHBIM aclleK-
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BeeaeHue. BU3HEC-NCMXONOrNS CEFrOAHS:
NoAXOAbl U TEHAEHUUN Pa3BUTUA

TaM IICUXOJIOTUM OM3Heca, ITOSIBUIKCH B 3TOT nepuoa [McKenna, 1994;
Heitneka, 2000; EmenbsHoB, [ToBapauiisiHa, 1998; Menus, 2005; Ca-
moykuH, CamoykuHa, 2001; XKypasnes, Kynpeituenko, 2004 u np.].

Bce 310 0Ka3zano BAMSHME HAa MUPOOIIYIIEHHUE TCUXOJIOTOB, KO-
TOpBIE OCO3HAIM HEOOXOMMMOCTh TOMCKAa HEOPIWHAPHBIX pEIleHUI
U TEXHOJIOTU, TMOKOI amanTaiuy K MOCTaBJIeHHBIM OM3HECOM 3ana-
yaM. Hamo oTMeTHTBh, YTO y IICHMXOJIOTOB, KOTOPBIX TOTIA BHITYCKAIU
BY3bl, (hopMUpOBAaJCsl MIPEUMYILECTBEHHO Y3KMI B3IIsiA Ha TMpoobJe-
MBI, CBSI3aHHBIN C YCBOGHUEM KOHKPETHBIX 3HAHWM M METOIOB TICHU-
XOJIOTMHY, KaK TPaBWIO, JAJIEKUX OT IeJield W 3agad caMoro Om3Heca.
[Icuxonoram moTpedoBajicsl HOBBIM Mapkep NpodeccruoHaTbHOMN
WISHTUYHOCTH, KOTOPBIM OTpaxkan Obl WX YHUKAILHBI HAOOp KOM-
MeTeHLIMii, KOMIUIEKCHOE BUAEHUE TCUXOJOTUYECKOTO COMepKaHMSI
npo6seM Ou3Heca, CIOCOOHOCTh YIy4YlllaTh AESITeIbHOCTh KOMIaHUM
Yepe3 MOBBIIIeHNE JIMYHOCTHOM OCO3HAHHOCTH COTPYIHUKOB, Kade-
CTBa BHYTPEHHUX KOMMYHUKALIUI U yIIpaBJIeHUs IEPCOHAIOM, TTIOUCK
HECTaHAAPTHBIX PEIIeHUM, TTOCTPOSHUE JOJATOCPOUYHBIX OTHOIIEHUI C
KITMEHTAMHM U T.]I.

TakuMm TmpodecCuOHAIbHBIM MapKepoM cTajla CIeluaan3alus
«Ou3Hec-Tcuxojor». MMeHHO TaK Ha3bIBAIOT TCUXOJIOTOB, MOTYIMB-
LIMX 1eJIeHaMpaBIeHHYIO0 MOArOTOBKY 1Jisi paboThl B OM3HEC-OpraHu-
3auusax. OHU JOJKHBI yMETh ITPOBOIUTDL Ha OCHOBE KBaTM(UIIMPOBAH-
HOM TMarHOCTUKU KOMIUIEKCHBIN aHAJIN3 TICUXOJOTHYECKUX MTPOOIeM
OusHeca, OCYILIECTBJISITh IEHUCTBUS IO MMPOTHO3UPOBAHUIO €r0 Pa3BU-
Tusg. KpoMe TOoro, y HUX IOJKHO OBITH OOJbIIIE BO3MOXKHOCTEH IJIsI
ITOHMMAaHMS BHYTpEeHHEH XU3HN OpTaHW3aIuy, YIIpaBJIeHU cOO0it 1
OpraHu3amusIMM, pa3BUTUSI KOMMYHUKALUI, UMUIXA U T.0. [ beHTOH,
Hsanosa, 2016].

Hano oTrMeTuTth, 4TO GM3HEC-TICUXOJOTUSI Ha HauyaJbHBbIX 3Tarax
CTaHOBJIEHUSI CTOJIKHYJIaCh C MpoOjeMaMU MO3WIIMOHUPOBAHUS OT-
HOCUTEITBHO IPYTUX NMPaKTUIECKMX OTpaciieil, Ipexae BCero opraHu-
3allMOHHON 1M 3KOHOMUYECKON Tcuxojioruu. B cBsizu ¢ 3TUM cranu
cozmaBaTbesl TpodecCHOHANbHBIE aCCOLIMAllMM OM3HEC-TICUXOJIOTOB,
npoBoauThcs KoHMepeHuu u T.4. B Poccun n Bennkoopuranuu oc-
HOBaHbI accolUMaluy OU3HEC-TICMXOJIOTOB, CTapTOBAJIUM KOH(epeH-
LM ¥ CEMMHAPHI 110 JaHHOMY HampapieHuto. Tak, B HUY BIIID yxe
nout 10 jeT mpoXoauT exeromHas MeXIyHapoaHash KOH(epeHUMs
«bu3Hec-nicuxonorusi: TeOpusl U NMpakTUka». Bce 3TM MHUILIMATUBBI
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BBeaeHwue. busHec-ncnxonorns cerogHs:
NOAXOAbl M TEHAEHLUNN Pa3BUTUA

CIIOCOOCTBOBaM OoJiee TIIyOOKOMY IMMOHMMAHUIO CYTH 3TOIO HallpaB-
JICHUS, €r0 TIPEUMYILIECTB Hepel IPYTUMHU MPUKIIAAHBIMU 00J1aCTIMU
TICUXOJIOTUM KaK C TOYKHM 3pEHUSI CaMOM TICUXOJIOTUM, TaK U CO CTOPO-
HBI O13Heca.

OcHoBHble Noaxoabl B 6M3HeC-NCcnxoiorum

ConepxartebHble TTOAXOAbI B OM3HEC-TICUXOJIOTUM Hayajlud CKia-
IBIBaThCSI B YHMBEPCUTETAX, TIe MPOBOAWIACH MTOATOTOBKA TICUXOJIO-
TOB MO AJAaHHOMY HampabjieHuI0. Bce ydeOHbBIe TporpaMMBbl OTpaxkaiu
MpeACTaBAeHUs] UX Pa3pabOTYMKOB O KOHUENTYaJIbHbIX KOMITIOHEHTaX
OM3HEeC-TICUX0JIOTUM, KOTOphie (PUKCUPOBAIIUCH B COAEPKAHNU 00yde-
HUSL.

IlepBble Marucrepckue MNporpaMMbl JaHHOTO MpouUIsS ObLIU
OTKpPHITH B KoHIle 90-x romoB XX Beka B By3ax BenmkoOpuTaHum:
BectmuHcTepckoM yHuBepcutere (Westminster University) u JloH-
JoHckoM yHuBepcuteTre MetpononuteH (London Metropolitan Uni-
versity). B Hacrosinee BpeMs MOmOOHBIC IIPOrpaMMbl CYILIECTBYIOT
B Poccun, CIIA, I'epmanuu, ABCTpalud M JIPyrux cTpaHax. Tak,
B BenmnkoGpuTaHum 3a mocjieqHe TOAbl pealn30BaHbl 0Koo 60 pa3-
JINYHBIX MPOTPaMM IOATOTOBKU Ou3Hec-Ticuxonoros. B Poccun yxke
6onee 10 yeT mMOATOTOBKA IICUXOJOTOB 3TOIO HAIpPaBJIEHMS OCYILIECT-
BJIIETCSI B paMKax Maructepckoi nporpammsl «IIcuxosiorust B Ou3He-
ce» B HY BIID. ITockonbKy coaepkaHue oOy4eHusI B pa3HBIX By3ax
HECKOJIBKO pasiuyaeTcsi, TpodecCUOHaNbHbIN MOPTPeT OU3HEC-TICHU-
X0JI0Ta BO MHOTOM 3aBUCHUT OT TOI MOJEIN 0OydeHUsI, KoTopas Oblia
cO3JaHa B KOHKPETHOM yUeOHOM 3aBeIeHUMN.

B 10 ke BpeMs MOXXHO CKa3aTh, YTO IIPOTPAMMBI O0bEIUHSIOT KOM-
TJIEKCHBIN MOAXO0M K IICUXO0JOTUUECKUM (haKTopaM B OM3HECe U OpUEH-
TallMI0 Ha pellleHre MpaKTU4YecKux 3agady. Bce yyeOHbIe porpaMMbl
JAHHOTO HAIIpaBJIEHUS B TOU WJIM UHO CTeNleH! 6a3upyloTcs Ha (DyH-
JaMeHTe OPraHMU3aLMOHHO M COLMAIBHOM IICUX0JIOTUM, TICUXOJIOTUMN
JIMYHOCTH, mcuxojiorun Tpyda. Haubojiee TeCHBIM oOpa3oM OM3Hec-
TICUXOJIOTHSI CBSI3aHA C OpraHM3allMOHHON MCUX0JI0THE ! U TICUXOJIOTH -
el Tpyna. DTa TeHACHLIMs MPOCIeXUBAaeTCsS U B TporpaMMax, KOTopbie
OTKPBITHI B TTOCeAHUE rofbl, Harpumep: MSc Industrial/Organisation-
al and Business Psychology (University College London, UCL), Busi-
ness and Organizational Psychology (Business School at University of
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Westminster) u T.1. B To Xe BpeMs B psiie YHUBEPCUTETOB B IIPOrpam-
Max To OM3HEC-TICMX0JI0TUM IeJIaeTCsl aKLEHT Ha MCUXOJIOTHIO YIIpaB-
JIeHUsI, TpoLecC MPUHSTUS pellieHui, 3(p(PeKTUBHOCTh BBITIOJIHEHUS
BUIOB JesTenbHoCcTH opraHnu3aumu (University of Leeds, Heriot-Watt
University u ap.).

Hcropuyecku Tak CIOXWIOCH, YTO MEPBbIE MPOTrPaMMBbl MOMATO-
TOBKM OM3HEC-IICMXOJOIroB OTKphUIM B JIoHmoHe BecTMuHCTEpcKmMii
yHuBepcuteT (University of Westminster) u JIoHmoHCKMiT YHUBEpCUTET
MetpononuteH (London Metropolitan University). DTu mporpaMmbl
MPOILIN JJIMTETbHYIO arpobalirio B 00pa3oBaTeIbHOM Ipoliecce, po-
Lecce npodeccruoHaIu3aluy BIMYCKHUKOB (okoio 20 JieT) ¥ oKa3anu
3HAYUTEbHOE BIUSHUE HA (DOPMUPOBAHUE MOCIEAYIONIMX TPOTPaAMM.
B yacTtHOCTH, C OIOPOIt HA 3TOT OMBIT pazpadaTbiBajlach MOIEb MO~
TOTOBKM OM3HecC-TIcuxoJioroB B Poccun — marucrepckasi mporpamma
«IIcuxonorusa B 6usHece» HNY BIIID. UMeHHO B 3THX IIporpamMmax
0003HAaYMIMCh OCHOBHBIE MOIXOMbI K OM3HEC-TICUXO0JIOTUU, CPEIr KO-
TOPBIX MBI BBIAEJISIEM: YIPABJIEHUECKUIA (CTpaTern4ecKuii), opraHusa-
LIMOHHBII Y KOMITJIEKCHBIN. PaccMoTpuM ux roapobHee.

YnpaBieH4YeckMi noaxos MpencTaBieH B MporpamMme Business
Psychology, pa3padorannoii npogeccopoM C. benronom (University
of Westminster). DTOT moaxos oTpaxkaeT poJib U KOMIIETeHIIMU OU3HeC-
TICUX0JIOra, HEOOXOAMMBIE [JI1 BBICTPAMBAHUSI U peaiM3aluu 3aaad
CTPaTEerMyeckKoro pa3BUTUS, MOBBIIIEHUSI 3(PGHEKTUBHOCTU HESATENb-
HOCTU OpTraHu3allMy 4Yepe3 MCHUXOJOTUUECKOe COIMPOBOXIEHUE TPO-
1iecca MpUHATUS pellleHUi, ynpaBieHus KOHQIUKTaMA U KOMMYHMU-
KalusiMu.

[leab MOATOTOBKU TICUMXOJIOTOB B paMKax 3TOrO IMOAXOAa Harpas-
JIeHa Ha pa3BUTUE JIMYHOCTHBIX U MPO(PeCcCUOHATbHBIX KOMIETEHIIUIA,
KOTOpbI€, B3aMMOJAEHCTBYsI, CIIOCOOCTBYIOT peaju3aliuyd CTpaTeruu
CUCTEMATUYECKOTO POCTa YCTOWYMBOCTH OpraHu3aluu. busHec-rcu-
XOJIOT JOJIKEH YMETh UAEHTU(UIUPOBATh (PYHKIIMOHAIbHbBIE U CTpa-
TerMYeckre BO3MOXHOCTU KOMIIAHMM Ha YpOBHSX uHauBuga (M),
koMaHabl uau rpymmsl (K) u opranuzamuu (O), mOo3TOMY OH M3y4yaeT
KOMILIEKC KOHIEMNTYaJIbHbBIX TEOPUii, 3HAKOMUTCS C OOJIBIIIUM KOJIUYe-
CTBOM METOIOB (IMAarHOCTUKM, KOHCYJIBTUPOBAHUS, KOYYMHTA U T.II.).
MMeHHO TMYHOCTHBIE KOMIETEHIIMU, HAITPABJIEHHbIE HA paCIIMpEeHNE
BapuaHTOB IOBEJIEHUS YeloBeKa B OpraHu3aliuu Ha Tpex ypoBHsx (U,
K, O), BbICTYIal0T BaxkKHOI OCHOBOI CTPATerMYeCKOro yrpaBieHus.
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JIngyHOCTHAas 3peIoCThb IepcoHasa, pyKOBOIUTEIe KOMITAHUU pac-
CMaTpUBaeTCs B KaU4eCTBE MPEOITOCHUIKA X TTOBEIEHUS B Pa3TMIHBIX
CUTYalLUSIX M YCJIOBUSI YCTOMYMBOCTU OpraHuU3alMu B 1iegoM. B 1ensix
TOCTVKEHUS CIIaXeHHOCTU B OpraHM3alluiy, TICUXOJIOTY HeoOXOmMMO
paboTaTh ¢ KoMMOeTeHIUsIMU Kaxaoro ypoBHs (U, K, O).
B nporpamme o6yueHMs O 3TO MoJe ObUIM BbIAETICHBI CIIedy-
oIl OCHOBHBIE OJIOKU, OTIPENEIISIONINE CTPYKTYPY OM3HEC-TICUXO0JI0-
TUU, COBOKYITHOCTb 3HAHUI Y KOMITETEHLIUI OM3HEC-TICUX0JIora:
@ aHaJIM3 UHIWBUIYATbHBIX Pa3IUYUii;
@ HaBbIKM pabOTHI B KOMaHe (TpyIIIe);
@ HaBBIKM BEIEHUSI MEePeroBopoB (MO YPEeryJIupoBaHUIO KOH-
(buKTOB);

@ AaHaJU3 Y HaBbIKW MIPUHSITUS PELLIEHUI;

@ [MarHOCTMKa W pa3BUTHE JIMYHOCTHBIX KOMIIETEHLMH (CITO-
COOHOCTH MBICIIUTH U IEICTBOBATh CTPATETNUECKN).

Ecnu kaxnast u3 1aHHBIX KOMIETEHIIUI He BIIUCaHa B SI3bIK KOM-
nereHuit coorBeTcTByIOIIero ypoBHs (M, K, O), odyeHb BaxHO,
9TOOBI OHM COYETAMCH IPYT C APYTOM B MPAKTHICCKOMN ACSTETbHO-
ctu. OIHUM U3 KJTIOYEBBIX (haKTOPOB YCIICIITHOTO MOBEACHUSI B paM-
Kax KaXX7IoTo YPOBHS M MEXIy HUMU SIBJISIETCS] OObeIMHEHNE YPOBHS
KOMMETEHIIMU C MBICJIEHHO CcXeMOM, KoTopash MoOyXaaeT W MoM-
JIEPXXKUBaeT CIIOCOOHOCTh K JUArHOCTUKE W pelleHuIo mpobieM. Ta-
KOe coueTaHWe 3aKIaIblBacT OCHOBY IUISI COTJIACOBAHHOCTH MEXIY
BO3MOXHOCTSIMUA MHIMBHUAA K nuarHoctuke (/1), pemeHuo mpoodieM
(PIT), mnanupoBanuto (I1) u mpeTBopeHUEM 3TUX TUATHOCTAYECKUX
npolieccoB B 3 eKTUBHOE TTOBeAcHUE 1 neiicTBusA. Bece 3T crmoco6-
HOCTH MPOSIBJISIIOTCSI HA YPOBHE MHAMBUAA, KOMaHIbl U OpraHU3aluu
(M, K, 0).

ITubkocTh TOBeneHUECKOM peakiiuu, KOTopasl yBsi3aHa C LieJsaMU
NesTeIbHOCTH, paccMaTpuBaeTcs Kak NpoayKT 3 GheKTUBHON IUYHO-
CTH, TPYIIIBI ¥ CTpaTeTuH opraHu3anuu. Kaxmas n3 oCHOBHBIX 00J1a-
CTell KOMIIETeHIIMi, 0003HAUEHHBIX BbIlIE, BHICTYMAET KaK UCTOUHUK
(okyca BHUMaHUS 7151 pelieHUsT KOMMYHUKATUBHBIX 3a1a4 U TOCTH-
SKEHMST MEXKITMIHOCTHBIX TIeIEH.

CornacHo Moaenu C. beHTOHa, JIMYHOCTHbIE KOMIIETEHLIMU BJIM-
SIIOT HA CIIOCOOHOCTY Pa3BMBATh MOJOXKUTENIBHBIC JUIHOCTHBIE CTpa-
TEeruu, KOTOPble MOTYT MOBBICUTDH JIOOOK ypoBeHb 0a30BOil KoMIle-
TEHTHOCTHU. J1JIs1 TOTO YTOOBI TOOUTHCS CAAKEHHOCTH B XONE CIOXKHBIX
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U HaIPSKEHHbIX B3aMMOIEHCTBUI, B KAUYECTBE OTIIPABHOM TOYKU IpU
nocTpoeHnr o01Iel 3 OEKTUBHOCTH HOJDKEH OBITh YCTAHOBJIEH PSII
KJTIOYEBBIX WJIM 0a30BBIX KoMmeTeHIui. Cpend HUX BaxkHeiias —
BBISIBJICHUME Y MCIOJIb30BAaHUE WHIAWBUAYAIbHBIX paznuuuii. Komme-
TEHTHOCTb B paboTe ¢ TAKUMU Pa3INUUSIMU, KaK KyIbTypa, TUYHOCTbD,
CTUJIM OOYYeHUsI, TUTIbl KOHMJIUKTOB, CTUJIM KOMMYHUKALIUU, YCUITU-
BaeTcs MPU UHTErpaluu ¢ IpYTMMU OCHOBHBIMU 00JIACTSIMU: KOMaH-
Ibl, paspelieHue KoH(IuKTa, (hacuauTalus OPUHSITUS pPELleHUu 1
JIMYHOCTHbBIE KOMITETEHIINH.

B coueTaHuu co cTpaternyecKMMu CoCOOHOCTAMU K TUarHOCTU -
Ke, TIJITAaHUPOBAaHUIO U JEUCTBUIO B Moaxoae beHToHa yTBepkmaeTcs,
YTO UHAMBU/IBI Y TPYIIIIbI MEHbIIIE MOABEPKEHBI HETATUBHOMY BO3/1€ii-
CTBMIO UCKaXKEHHBIX U HEYTaUHbIX KOMMYHUKAIIWI, KOTOPbIE YaCTO CO-
MPOBOXIAIOT OOIIEHKE JIOEH U Tpynn noja AasieHueM. Kpome toro,
MPUBOASATCI apTyMEHTHI, TOKa3bIBAIOIIIME, UTO JIFOAU W IPYMIIbl TOpas-
110 6oJiee CIIOCOOHbBI MOMAEPXKUBATh (DOKYC Ha 3a/ladyax, Koraa JoJblie
paboTalOT C pPa3IUYUSIMU MPU MEHBIIIEM BIUSHUU HETATUBHOTO U 3a-
LIMTHOTO NoBeAeHUs1. [1aBHBI apryMmeHT beHToHa cOCTOUT B TOM, UTO
OOJIBIIMHCTBO «ITOBEACHYECKUX 0aphepOB», COOEB MPOU3BOIUTEIHLHO-
CTU BO3HMKAET MU3-32 HEAOCTATKOB B YIIPABJIEHUU MHAUBUIYaTbHBIMU
pa3IUUUSIMU, KOTOPbIE TIPOSIBISIOTCS B KaXI0W M3 OCHOBHBIX 00Jia-
CTel MOJEJIM KOMIIETEHIIWH.

B mmonxone C. beHTOHA 3a710XeH CITOCOO COIacoBaHUS JIMYHBIX,
TPYTIIOBBIX U OPraHU3allMOHHBIX KOMIIETEHIIUI TaKUM 00pa3oM, UTo-
Obl MHAVMBUAYAJIbHbBIE PA3JIMYMS U MHOTOOOpa3ue TPyIbl UCIOIb30-
Baiuch Oojiee a3(PPEKTUBHO UIsT peau3allii CTpaTernyeckKux lesei
KOMITaHUM.

OpraHusaumnoHHbIA noaxos NMpeAcTaBieH B IporpamMme «Business
Psychology», pazpabotannoii H. Mapnoy (London Metropolitan Uni-
versity).

ITo muenuio H. M»apioy, OM3HeC-TICUX0JI0rUsl — 3TO KOMILIEKC-
Hasi MEeXIUCHUIUIMHApHas 00JacTh MPUKJIATHOMN MCUXOJI0TUH, CPo-
KyCUpOBaHHas Ha OpraHU3allMOHHOM KOHTEKCTe OM3Heca U Hallpas-
JIeHHasl Ha pellleHue MpoOsieM, CTOSIIMX Tepel COOCTBEHHUKaMU,
PYKOBOIUTEISIMU U TIEPCOHANIOM OM3HeC-opraHu3auuii. busHec-ncu-
XOJIOT IOJIKEH 00J1aaTh 1IEHHOCTSIMU, MBIIIUIEHWEM, HaBbIKaMy B3a-
WMONENCTBUS U CaMOIpe3eHTalluu, HEOOXONUMbIMU IS paboOTHI C
OM3HECMEHaMU: YMETh Pa3roBapuBaTh C HUIMU U HAXOAWUTh B3aUMOIIO-
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HuMaHue. CienoBaTesIbHO, €My HY>KHBI 3HAaHUSI HEe TOJIBKO B TIpodec-
CHOHAJIPHOI 00J1acTH, HO 1 B OoJiee IMMPOKOM KOHTEKCTE: O CUTya-
LIMK B 00LIEeCTBe, (pakTopax pa3BuTUs Ou3Heca U T. 1. KpoMe Toro, oH
JIOJIKEH TIPOIEMOHCTPUPOBATh HABBIKM, HEOOXOMUMBIE MJIsT pabOTHI B
Oou3Hece.

busHec-Ticuxonor AoXKeH BIaAeTh IIMPOKUM HaOOPOM KOM-
MEeTeHIINH, TMO3BOJIAIOMMNX MPUMEHATh Pa3IUIHble TEXHOJOTUW IS
MNoBbIIEHUST 3(MEKTUBHOCTU AESTEIbHOCTH KaK PpPyKOBOAUTENEH
OpraHu3alM, TaK W TepcoHaja, B YaCTHOCTU pPa3BMBaTh HAaBBIKU
KOHCYJTBTUPOBaHMS M KoyduHTa. [1o 3T0it mpnunHe oOyJ4eHre ITpOBO-
JUJIOCH B TECHOM COTPYIHUYECTBE C MTPEACTABUTEISIMU KOHCYJIFTaTUB-
HOM MCHUXOJOTUU U Accollauuy OU3Hec-Icuxooros Beankoopura-
HUMU.

HaHHas mporpamMma BKJIlo4yasa B ce0sl clieayloie OCHOBHbIE MO-
IYJIM, OTpakarollre 3HaHUS U KOMIIETCHIIUH OM3HEC-TICUXO0JIOTa:

@ IICUXOJIOTHM ycrexa B OM3Hece (Kak BUE NesITeIbHOCTH, TaK 1
COLIMAIbHOM MHCTUTYTE);

OpraHM3aIMOHHOE HayueHNe, MHHOBAIIK, KPEaTUBHOCTE;
OTOOp M pa3BUTHUE MepcoHasa s ycrexa B Ou3Hece;
OpraHMU3alMOHHAs KYIbTypa U U3BMEHEHMUS;

MIPUHSATHAE PEIICHUM, TUASPCTBO U MOTUBAIINS;
HCCIen0BaTeIbCKUE METObI, HABBIKM KOHCYIBTUPOBaHUS;
OM3HEC-TICUXOJIOTMYECKUIA TTPOEKT.

[TepBoiit Monyab «IIcuxoorusi ycnexa B OM3Hece» HampaBJieH Ha
U3y4eHNe UICTOYHUKOB OU3HEC-IESITEIbBHOCTH, POJIA TICUXOJIOTUU B ITO-
BBIIIEHUN 3(POEKTUBHOCTH OM3HECA. DTOT MOAYIb (DOKYCHpPYETCs Ha
TOM, Kak paboTaeT OU3HeC U KaKue 3aJa4yu CTOSIT Teped Ou3Hec-TICu-
XOJIOTOM.

Btopoit Mmomyis «OpraHn3anioHHoe HaydeHe, MTHHOBAIIN, Kpea-
TUBHOCTb» peaiu3yeT 00yueHHe Ha MHIWBMUIYAJIbHOM, TPYIIIOBOM U
OpraHM3aIIMOHHOM YPOBHSIX, KOTOPOE MOXKET IIPUBECTH K MHHOBAII-
aM. IlepBocTernieHHas 3amada J1j1s1 OM3Heca — MOHMMaHue (haKTOpOB,
KOTOpBIE MOTYT JMOO CIOCOOCTBOBAaTh OOY4YEHUIO, MHHOBALIMSIM U
TBOPYECTBY, TNOO CAEPKUBATH UX.

Tpetuii Mmoaynb «OTOOpP U pa3BUTHE TIEpCOHAIA IS ycriexa B OU3-
Hece» BKIII0YAET aHAJIU3 3JIEMEHTOB YCIIEIIHOTO ITOBEIeHUS B OM3Hece
U Tpoleayp oToopa, OlleHKU U pa3BUTHUs nepcoHana. [lcuxonory He-
00X0OMMO TOHMMATh, KaK 3TH IPOLIENYPBl CBA3aHbI CO CTaHIapTaMu
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paboThl, BO3MOXHOCTSIMU BHEIPEHUS] MHHOBALIUI M KPeaTUBHOCTEHIO,
HaIlpaBIICHUSIMUA M3MEHEHUI B OM3HeCE, HEIIPEPEIBHBIM O0YYeHUEM U
pa3BUTUEM IIepCcoOHaJa.

YerBepThlii Momynb «OpraHu3allMOHHAs KYJIbTypa U U3MEHEHMUS»
OCHOBAaH Ha aHTPOIMOJIOTUYECKOM U ICUXOJIOTUYECKOM aHaJIM3e opra-
Hus3auuu. boabmras pons orBonutes Teopun 3. ®peiina, MeTadopuye-
CKMM M€TOoIaM, KOTOphIEe ITIOMOTAlOT pa3BMBaTh IIOHUMAHKUE TOrO, KaK
WHAVBUIBI TTOJYYalOT OIBIT B rpynmnax u opraHuzanusx. Mccnemona-
HUE OpTraHu3aluU C MCIIOJb30BaHUEM MeTadop «KYyJIbTypa» U <«IICU-
Xyu4yecKast IMHAMUKA» , BBISIBJICHUE BIIMSTHUS pa3IMYHBIX €€ 3JIEMEHTOB
Ha TICUXOJIOTUYECKYIO aTMOCdepy 1 peajlbHOE COCTOsSTHUE OM3Heca —
BaXKHEHIITNI KOMITOHEHT MOATOTOBKM OM3HEC-TICUXOJIOTOB.

[IaTerii Mmomynb «IIpuHsATHE pelIeHuii, TUASPCTBO M MOTUBALIMSI»
CBSI3aH C 3aJadeil TOHUMaHUS TIPUPOABI YIIPaBICHYSCKUX PEIISHUM.
BoisiBnsiercst cBsI3b yIIpaBiIeHUS U JIUAEPCTBA, OMPEIEISIOTCS CTIIN
JIMAEPCTBA, B3aMMOCBSI3b MEXIY YCTOBUSIMU Y MOTHUBALIMEil B OpraHU-
3alMIX C TOYKU 3pEHUS TPUHSTUS pEeLIeHUI U pa3pelieHUs KOHPIUK-
TOB.

[IecToit Moaynb «MccienoBaTeabCKUe METONBI, HABBIKM KOHCYJIb-
TUPOBaHUS» HAaIIpaBJIeH Ha pa3BUTHE HABBHIKOB U Pa3IMYHbBIX METOIOB
HCCIenOBaHUs, cOopa U 00pabOTKM JaHHBIX, MUHU-TIPOEKTOB 1 KOH-
KpPETHBIX OpraHM3allMOHHBIX 3aJa4, HaBbIKM BEACHUS IIEPETOBOPOB U
KOHCYJIETUPOBaHUSI.

CenpMoit Monyib «bU3HEC-TICMX0IOTMYECKUIA TTPOEKT» ITO3BOJISIET
CTyIeHTaM IIPOAEMOHCTPUPOBATh MACTEPCTBO B 00J1aCTH OM3HEC-TICU-
XOJIOTMM, HAaBHIKM IIPOEKTUPOBAHMS, cOOpa HAHHBIX, KPUTUIECKOTO
aHa/lIM3a U MHTEpIIpeTaluy pe3yabTaToB. Takxke OH MOMOTaeT pa3BU-
TUIO HAaBHIKOB IUIAHUPOBAHUS 1M OpraHU3ali, KOHCYJIbTUPOBAHUSI U
CETEeBOI0 B3aMMOEHCTBUSI, MO3BOJISIET CO3IaTh OPUTUHAIBHYIO UCCIIE-
JIOBaTeNbCKYI0 pabOTy, OCHOBAaHHYIO Ha OpraHMU3allMOHHOM KOHTEK-
cTe.

B pamkax 3Toro moagxomga UMEHHO OOpallleHrue K OpraHu3aloH-
HOMY KOHTEKCTY, HapsiIy CO 3HaHMEM OCHOB ITICHMXOJIOTMHU, JAaeT BO3-
MOXHOCTh OM3HEC-IICUXOJIOTY IIOMOTaTh KOMITAHMSIM TIOBBIIIATH MX
9 HEKTUBHOCTD Y KOHKYPEHTOCIIOCOOHOCTb.

KomniekcHbIM noaxos, K OM3HEC-TICUXOJOIMU pealu3yeTcss Maru-
crepckoii mporpammoii «Ilcuxomorust B OusHece» (Hayuno-uccieno-
BaTeJIbCKUI YHUBEPCUTET «BhICIIIasK 111KOJIa 9KOHOMUKMY ).
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B nHameit crpaHe 3To mepBas IporpamMma IIOATOTOBKM OM3HeC-
TICUXOJIOTOB, KOTOpas ObUTa OTKPHITA Ha (haKyJabTeTe IICUXOJIOTHH
HHWY BIID B 2004 romy. Conmep:xaTteJbHO OHa Oa3upyeTcs Ha psiie
MPUKJIAIHBIX OTPaC/Ie: TICUXOJIOTMH TPyAa, COIIMAIBHOM 1 OopraHu3a-
LIUOHHOM TICUXOJIOTU U, TICUXOJIOTMU TUYHOCTHU, HO TaKKe OTKPbITA [IJIsT
JIPYTUX HaNIpaBJIEHUM TICUXOJIOTMHU Y T'YMaHUTAPHBIX TUCHMIUIMH. Oc-
HOBHas 3a/1a4a — TOATOTOBUTH CITEIINAMICTOB, BIAACIONINX IITMPOKIM
HabOpOM KOMIMETEHIIMI JJIs1 TOTO, YTOOBI MTOBBICUTDL 3(P(PEeKTUBHOCTh
WHAWBUIYJIBHOTO MJIU KOJIJIEKTMBHOTO Tpyaa B chepe Ou3Heca.
B pamkax pazsuBaemoro B HUY BIIID HayYHO-TICMXOIOTUYIECKOTO
rnoaxoaa OM3HeC paccMaTpUBaeTCs KaK CIO0XHO OpraHU30BaHHasl CU-
cTeMma, HallpaBjieHHas Ha CO3MaHMe IMPOMYKTOB U YCIIYT, 00Iamalommnx
CBoiicTBaMU, BOCTpeOOBaHHBIMU OOIIECTBOM WJIM OTAEIbHBIMU IPYT-
namu goaeit. OcHoBHasT GYHKIMS OM3Heca — co3daHKue MPOAYKTOB U
YCIIyT ¢ HOBBIMU CBOMCTBaMM, BOCTpeOOBaHHBIMU o01IecTBOM [MBa-
HoBa U Ap., 2008].
CoOOTBETCTBEHHO, B CTPYKType TICHUXOJIOTMM OW3HEeca BBIIENSIOT
cienyrole acrekThl aHanmm3a [ benton, MiBanona, 2016]:
® JlearenbHOCTHBIN (TTpodheccuoHalbHbIi). buszHec mpeacTas-
JIsieT co00ii 0CO0YI0 SKOHOMUYECKYIO AeSITeIbHOCTb, HallpaB-
JIEHHYIO Ha ToJy4YeHMe TTPpUOBLIN U TIPEIbSBIISIIOLIYIO OTpene-
JIEHHBIE TPeOOBaHUS K IMYHOCTU UCTIOTHUTESL.
® OpraHu3aluMOHHBINA. buzHec, Kak npaBuio, (GyHKIMOHUPYET
Ha OCHOBE OCOOBIX CO3aBaeMbIX OPraHM3alMOHHBIX CTPYK-
TYp, TIOTOMY B TaHHOM KOHTEKCTE OH UMEET COOCTBEHHBIE 3a-
KOHOMEPHOCT! BOZHUKHOBEHUSI, (GYHKIITMOHNPOBAHMS U pPa3-
BUTHSL.

® CpenoBoii (COLMOJIOTMYECKUIA, PBIHOYHBIN U T. 1.). bU3Hec oT-
HOCHUTCSI K YMCTY Hanbosiee BaXKHBIX COLMATIbHBIX MHCTUTYTOB
o01IecTBa, MO3TOMY, C OJHOI CTOPOHBI, OH 3aBUCUT OT HaJIAY-
HOTO YPOBHS COITMATBLHO-TIOJUTIIECKOTO M KYJIBTYPHOTO pa3-
BUTHS 00I1IECTBa, SKOHOMMYECKOM CUTYyallud Ha PhIHKE U T.II.,
C IPYroli — OKa3bIBaeT CYIIECTBEHHOE BIMSHUE Ha COLIMATb-
HBIE CTPYKTYPHI 1 TIOPSITOK B OOIIECTBE, COMATM3AIINIO TPaX-
JaH U CTaHAAPThI OOIIECTBEHHOTO MOBENCHUS.

C omopoii Ha 3TU aCIEKThI 3aJAI0TCS HATIPABICHMS M3YISHUS K13~
HenesITeIbHOCTY M JIMYHOCTU CyObeKTOB Ou3Heca. buzHecMeH paspa-
OaThIBaeT UACIO OM3HECa, CTPOUT OPraHM3allMIo, ONPEAESIsIeT ee MUC-
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CHIO M CTPATErnIo U B KOHEUHOM UTOTe (pOpMUPYET OO0JIUK OM3HECa KaK
conanbHoro mHetuTyTa. OCHOBHAST 3amada TICUX0JIoTa — OKa3aHMe
MOMOIIIY Ha BCEX yKa3aHHbBIX 3Tarax.

B pamkax maHHOroO roaxona OM3HeC-ICUXOJI0TY pacCMaTPUBAIOTCS
KakK CIMeUHUaIMCThl IIUPOKOTO Mpoduisi, KOTOpbie, XOPOIIO TTOHUMAs
o01IUiA cMBICST OM3HEca W YIpaBleHUs, MOTYT YCIIEITIHO MPUMEHSTh
nmpodeccHoHANbHBIC 3HAHUS B O0JACTH YIIPABJIECHUS IIEPCOHATIOM
(Human Resources, HR), opraHusaiiuoHHOro M WHAUBUIYAJIbHOTO
KOHCYJIBTUPOBAHUS U KOYYMHTA, U3YYEHUS TTOTPEOUTETHCKOTO MOBe-
neHus 1 ap. OHU MOTYT ITOMOYb OM3HECMEHAM IIOBBICUTH MX 3(heK-
TUBHOCTb U KOHKYPEHTOCIOCOOHOCTb, CIeA0BAaTh MPUHLIUIIAM T'yMa-
HHU3Ma, CTaThb CIIOCOOHBIMM K IMYHOCTHOMY POCTY, B3AUMOBBITOMTHOMY
U1 KOHCTPYKTUBHOMY OOIlIeHUIO ¢ JoabMu. Kpome Toro, 6usHec-Ticu-
XOJIOTH JOJIKHBI UMETh PSII MPEUMYIIECTB MO0 CPABHEHUIO C APYTUMU
cHeuMaanucTaMu, B YaCTHOCTU, ObITb CIIOCOOHBIMU MPOSIBASATH 00Jb-
myto 3pdEeKTUBHOCTh B yHpaBlieHUM cO00ii, OM3HEC-KOMMYHMKa-
LIUSIMU, TIOCTPOSHUU JEJIOBOTO MMUIXA U T.II. Y HUX TakKXke JOIKHO
OBITH OOJIBITIE BOZMOXHOCTE 71T TIOHMMAHMS KU3HU OpTaHU3aIuN U
pa3BuTus 3(PPeKTUBHBIX B3aUMOOTHOIICHUM, a TaKXe BO BJIaJcHUUN
OM3HEC-TICUXOJIOTUYECKUMU TexHonorusasmu [Enuceenko, MiBaHOBa,
2018].

OcCHOBHBIE cofepKaTeJbHble 0JJ0KU TUCIUIUIMH HampaBjieHbl Ha
(popMUpoBaHuEe KOMIIETEHIIUI B 06JaCTU pabOThI C IMYHOCThIO OU3-
HecMeHa, OpraHu3alueil 1 ppIHKOM.

A. bu3zHec Kak 1esTebHOCTD:

@ TICUXOJIOTMYECKUIA aHaIM3 JIUYHOCTU U IeSITEIbHOCTU OU3HEC-

MEHa;

@ colMajibHOE U TpOo(ecCuoHaTbHOE CTAaHOBJIEHUE JIMYHOCTH;

@ T1podeccuoHaNbHasl AeSITeIbHOCTh CYObEKTOB OM3Heca (3MO-
LIMOHAJIBHO-BOJIEBAs PETYIALMS NEATEIbHOCTH, IICUXOJIOTYe-
CKUe acTeKThbl MPUHITHUS PEelleHN, MpodeCCUOHAIBHOE pa3-
BUTHE CyObeKTa NeITeIbHOCTHY U T.11.);

® JMYHOCTh OM3HecMeHa (MOTHBALlMOHHO-CMBICIOBas cdepa
JIMYHOCTHU, CLIOCOOBI 1 CPENCTBA COLIMATIBHOTO, IMUYHOCTHOTO U
MpodeCcCUOHATBLHOTO CAMOOTIPENEICHUS);

® T1puHATUE 3(PPEKTUBHBIX PELLICHUI;

® MeToabl paboThI IICUX0JI0TAa HA MHAMBUIYaJTbHOM YPOBHE (11a-
THOCTUKA, KOHCY/IBTUPOBAHUE, KOYYUHT U JIP.).
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B.

. bu3Hec kak opraHu3zanus:

(hacumuTaLs TPYIIIOBBIX IIPOIIECCOB M OPraHU3alIMOHHBIX U3~
MEHEHUM;
ONTUMU3ALMSI BHEIIHMX W BHYTPEHHHMX OpraHM3allMOHHBIX
KOMMYHUKALIWIA;
JIMIEPCTBO M OpraHM3allMOHHOE MOBEACHNE;
HR-TexHOMOrMM B OpraHu3auusix;
MPUHLUMBI U TEXHOJOTUM MICUXOJIOTUUYECKOTO COMTPOBOXACHUS
Ou3Hec-opraHu3aluii;
TICUXOJIOTUYECKE OCOOEHHOCTH CO3JaHUSI OpraHU3alluy M
YIIpaBJIEHUS €I0;
METOIBI pabOThI TICMXOJIOra Ha I'PYIIIOBOM M OpTaHM3allMOH-
HOM YPOBHSX (IMarHoCTHUKA, KOHCYJIBTUPOBAHUE, KOYUMHT
UTO.).

busHec kak coumanbHBIA MHCTUTYT, IIPEICTaBIeHHBII B 00IIIe-

CTBCHHBIX OTHOLICHMAX U PbIHKaX cOnbITa:

TICUXOJIOTHSI TOTPEOUTENBCKOTO TTOBEACHUSI;

CTPYKTypa U comepkaHre SKOHOMHYECKOTO CO3HAHUS (COINO-
KYJBTYPHBIE OCOOCHHOCTH);

TICUXOJIOTMYECKKE 3aKOHOMEPHOCTH TTOBENEHUS ITOTPEOUTENECH;
COLIMOKYJIBTYpHasi OOYCJIOBJICHHOCTh B3aMMONEUCTBUSI OU3-
Hec-OopraHM3aluii B pplHOYHOI 9KOHOMMYECKOII cpene;
MEXaHM3MBbI B3aMMOICHCTBUS C KIIMEHTaMU, TIOCTPOEHMS Ope-
HIA;

TICUXOJIOTUYECKUE TEXHOJIOTMU MapKETUHTOBBIX CCIeTOBAHUI
H JIp.

B pamkax gaHHOro momxoga OW3HEC-TICUXOJIOT TOTOBUTCS K BbI-
NOJHEHUIO IIMPOKOIO CIEKTpa pojieil U OCBOCHMIO KOMIETCHLUNA B
cepe yrnpapieHUs] TPoLIECCOM MPUHATUSA 3(DDEKTUBHBIX PEILIeHU,
(acunuTanMu rpynnoBbIX MPOLECCOB U OPraHU3alMOHHBIX U3MEHe-
HU, ONTUMU3ALIUY BHEITHUX Y BHYTPEHHUX OPraHU3allMOHHBIX KOM-
MYHUKAIWA, U3Y4EeHUs] TOTPEOUTEIHCKOTO TTIOBEACHUS W MIPOBENCHUS
MapKETUHTOBBIX UCCIECIOBAHUN U T.1.

s peanuzaliiu KOMITJIEKCHOTO MOAX0JA B MPOIIECCE TTOATOTOBKHU
OM3HEC-TICUX0JIOTOB BaXHO COYETATh MCCIENOBATENbCKYIO U MPAKTU-
YecKylo paboTy: co3naBaTh YCIOBUS [Jis MOHUMAHUS peabHbIX MPO-
OsieM OM3Heca, UMETb BOBMOXHOCTb CaMOCTOSITEJIbHO pa3padaThiBaTh
WHCTPYMEHTBI U TEXHOJIOTUM, MOJIE3HbIE I UX TTPEONOJIEHUS, U T.II.
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BBumy aToro 60JbIIyi0 pojib B peajn3alii JaHHOIO IOAX0Aa UrpaeT
KaK OpraHM3alus HayYHbIX MEPOIIPUSITHI, TaK 1 ITOCTOSTHHOE B3aIMO-
JeicTBUE C TPaKTUKAMM.

Takum o006pazoM, 00001Iasl MPEACTABICHHBIE MOAXOAbl, MOXHO
cKa3aTbh, UTO OM3HEC-TICUXOJIOTUSI CETOMHS — MEXIUCLIMUILIMHAPHAS
00J1acTh IIPUKJIAAHOMN TICUXOJOTMH, B KOTOPOil Ha 6a3e MIMPOKO CIIeK-
Tpa UCCIEeAOBATEIbCKUX 1 MPAKTUIYECKUX TEXHOJOIUM CO30aI0TCS yC-
JIoBUS ISt 3P PEeKTUBHOM pabOTH OM3HEC-OpraHU3alii, TMIHOCTHO-
ro 1 npodeccCuoHaJIbHOTO Pa3BUTUSI CYObEKTOB OM3HECa, pean3alun
MPUHIIMIIOB TYMaHW3Ma B AEIOBBIX OTHOIIICHUSIX.

[IpodeccruoHanbHOE pa3BUTHE OU3HEC-TICHMXOJOra HaIpaBiIcHO
Ha IOATOTOBKY K pa3JIMYHbIM BUIAM JeSITEeIbHOCTU: KOHCAJITUHIOBOIA,
y4eOHO-TPEHUHTOBOM, SKCIIEPTHOM, MCCIEN0BATEILCKOI, TPOESKTHOM
U T.0. KOMITJIEKCHBIN XapaKTep IMOATOTOBKHY MO3BOJISIET BHIMYCKHUKAM
IporpaMMbl CTPOUTh Kapbepy B OaHKaX, Ha IIPOMBIIIJIEHHBIX IIpem-
NPUSATUSIX, B MEXAYHAPOIHBIX KOPIOpALMsIX, CTPOUTEIbHBIX, TPAHC-
MOPTHBIX, TOPTOBBIX U IIPOEKTHBIX KOMIAHUSIX, chepe 00CTyKMBaHNUS,
TICUXOJIOTUYECKUX ¥ KOHCAJITUHTOBBIX LIEHTPaX, YIeOHBIX 3aBEICHUSIX,
co3naBaTh COOCTBEHHBII OU3HEC.

OCHOBHble TEeHAEHLUNU
pa3BuTMA BU3HEC-NCUXoNorum

1. Croiikast TeHICHLIMSI Pa3BUTUSI OM3HEC-TICUXOJIOTUU TIPOSIBIISI-
€TCs B paCIIUPEHUU CTIEKTpa MOJieJIeld, KOHLIETILUIA, KOTOpbIE anpoou-
pYIOT OU3HEC-TICUXOJIOTY MPUMEHUTENBHO K 3a1adaM, peaTn3yeMbIM
B MPaKTUYECKON NEATENbHOCTU KOMMOAHWMA. [IpUHLMIIBI U TEXHOJO-
TMU TELITAJbTIICUXOJOTMHU, TPaH3aKTHOTO aHajlu3a, KOTHUTHMBHOTO,
MCUXOAHATTUTUYECKOT0, XOJIUCTUYECKOT0, MeTahOpUUIECKOTO TOaXoaa
CTaHOBSTCS OIIOPOM IJISI IPOBEACHMS psiia UCCIIe0BaHMIA, pa3padboT-
KM MPAKTUYECKUX MHCTPYMEHTOB B KOHCYJIBTUPOBAHUU, TMaTHOCTUKE,
pa3BUTUU U T.M. Takxke OU3HEC-TICUXOJOTU TMPU Ppa3pabOTKE CaMbIX
pa3HbIX TIpo0JIeM pa3BUTHUS OM3Heca oOpallaloTcs K MOpajlbHO-HpPaB-
CTBEHHBIM TPUHIIAIIAM W HOopMaM. HakoHell, 6u3HeC-TICUX0I0Tnye-
CKMI MOAXOM MPOHUKAET B CUCTEMY O00pa30BaTEIbHOM NEATENbHOCTH.
YuutsiBasi 3Ty TeHAEHILIMIO, TIepBasl I1aBa MOHOTrpaduu MOCBAIIeHA
METOAOJOTMYECKUM TTOIX0AaM B OU3HEC-TICUXOJIOTUYECKUX UCCIIENO0-
BaHUSIX U MIPAKTUKE.
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2. B Ou3Hec-NCHUXO0JIOTUM YIIPOUYMBAETCS KOMILIEKCHBIN ITOAX0M K
TICUXOJIOTUYECKM (hbaKTopaM B OM3HECE M OPHUEHTALIMS Ha IIPaKTUKY,
YTO MPOSIBJISIETCS, B YACTHOCTU, B €€ MEXIUCLUIUIMHAPHOM COIEep-
KaHuu. OTMedaeTcss pOCT BHUMAaHMSI OM3HEC-TICUXO0JIOTOB K HAay4YHO-
HCCJIENOBATEIbCKOM NesATeIbHOCTH, TOMCKY HOBBIX TEOPETUUYECKUX
MOIXOA0B, MPEAMETHBIX 00JacTeif, KOTOpble MOIYT CTaTb OCHOBOIA
OM3HEC-TICUXOJIOTMYeCKOM mpakTuku. Kpome yxke TpaauiiMOHHBIX
BOITPOCOB, CBSI3aHHBIX C OPraHU3allMOHHOI MPOOJIEeMaTUKOM, COLM-
AJIbHOM TICUXOJIOTHEN, IICUXOJOTMEN JIMUYHOCTU U TICUXOJIOTUEH Tpyaa
W yIIpaBIIEHUSI, BCe OOJIBIIYIO pOJib HAYMHAIOT UTPATh aCIEKTHI U3 00-
JIACTU 3KOHOMMYECKOM TMCUXOJI0TUM (HarmpuMep, MCUXOJIOTUS TToTpe-
OUTEIbCKOTO MOBEICHMUS). DTU BOIIPOCHI pACKPHITHI B YETBEPTOI I1aBe
MOHoOTrpaduu, MOCBSIIEHHOM! MOTPEeOUTETHCKOMY TTOBEIEHUIO U BHEIII -
Heli cpene OusHeca.

3. Hab6momaeTcsa pocT nHTEepeca K mpobjieMaM JTUYHOCTH, CBSI3aH-
HBIM C U3MEHYMBOCTbIO BHEITHUX U BHYTPEHHUX YCIOBUM CO3IaHUS U
BeneHUs1 OusHeca. Tak, Bce Ooyiee aKTyaJbHBIM CTAaHOBUTCSI oOpaliie-
HHE K BOIIPOCY CaMOOIpeneleHUsI JIMIHOCTU B OM3HECe, KOTOPOMY
MOCBsIIIeHa BTOpas IJlaBa MoHorpacduu. BHUMaHue ucciaenoBareneii
M IIPAKTUKOB (POKYCUPYETCs Ha LIEHHOCTHO-MOTUBALIMOHHOM CTOPOHE
JIMYHOCTH, COIMPOBOXAAIOIIEH Tpoliecc MpodecCOHAIbLHOIO pa3Bu-
THSI, HOCTPOECHUS OM3HECA, MCIIOIb30BAHUSI MHTEPHET-PECYPCOB, ITPO-
XOXIEHUS Yepe3 pa3IndHble CTPECCOBBIE CUTYALIUM U T.1I.

4. HoBas TeHAEHLUS B pa3BUTUU OU3HEC-TICUXOJIOTUU TTPOSIBIISI-
eTCs B YCUJICHUM BHUMaHUS OM3HEC-TICUXO0JIOI0oB K IpobjeMaM opra-
HU3aLIMHA IIpY HapacTaHUU HEOIIPENeICHHOCTH, IICMXOJIOIMYECKOIO
HaIpsKeHUs, BBI3BAHHOTO CJIOXKUBIIEHCS MOIEIbIO JUACPCTBA U €€
BJIMSIHUEM Ha B3aMMOOTHOILLIEHMST MEXIY PYKOBOOUTEISIMU 1 MOMUYM-
HEHHBIMHU, aTMOC(hEpPy B OpTaHU3ALNY 1 IECHHOCTHO-MOTUBALIMOHHYIO
HaIpaBJIeHHOCTh COTPYIHUKOB T.I. [IpoGiema nuaepcTBa HauMHaET
paccMaTpUBaThCSI B KOHTEKCTE YIIOPSIOOYMBAHUS Xaoca, BHEOPECHUS
HOBBIX HOPM U TIpaBUJI OTHOLIEGHWI B OpraHW3allu, MUHUMU3ALIUU
HEeraTUBHBIX MOCAEACTBUI CTpeMJIEHUS K BJIACTH, IIOMCKA JUAECPCKUX
pelneHui 1 ap. JlaHHas TeHASHIINS HalllIa OTpaXkKeHNE B TPETheil IiaBe
MOHOTrpaduu, MOCBSIIEHHO JIUAEPCTBY B OM3HECE.

5. HyxXHO OTMETUTb TEHICHLIMIO Pa3BUTUS OU3HEC-IICUXOJIOIU-
YeCKMX TEXHOJIOTUI1, TTOMCKA MHCTPYMEHTOB, CITOCOOCTBYIOIIMX pa3-
BUTUIO JIMYHOCTU M opraHu3aunuu |[Emmceenko, MBanosa, 2018]. Bo

19



BeeaeHue. BU3HEC-NCMXONOrNS CEFrOAHS:
NoAXOAbl U TEHAEHUUN Pa3BUTUA

MHOTOM 3TO CBSI3aHO C DacCIIMpeHMEeM pernepTyapa MHpaKTHYeCcKou
paboThI OGM3HEC-TICUXOJIOTOB B HOBBIX YCIIOBHSX KU3HENEATETLHOCTH
JIoJield BO BCEM MUPE, BBI3BAHHBIX MTaHAeMUEH, pa3BUTHEM LIM(PPOBBIX
TEXHOJIOTUI, SKOHOMUIECKUMU CJIOKHOCTSIMU, KOTOPBIE UCITBITHIBAIOT
MHOTME KOMITaHUM U Ip. BclieacTBrUe 3TOTO yCUIIMBAeTCs 3alpoc Ha
pa3BUTHE OHJAHH-UHCTPYMEHTOB U OTTaYMBaHUE CIIOCOOOB UX IMpU-
MEHEHHUS B paboTe, TpeOyroIIeit aKTHBHOTO B3aMMOIECTBHS M JIMIHO-
rO yJacTus 4yejioBeKa. DTo, HampuMep, MpakTUKa MOArOTOBKY TPEHUH-
TOB, MPOBEICHUS TEPETOBOPOB, pa3pelleHus] KOH(MIMKTOB, a Takxke
KOHCYJIETUPOBaHME, KOYIHMHT 1 T. 1. Kpome Toro, Bce 601ee BasXKHBIMU
CTaHOBSITCS MPOOJeMbl 3(D(HEKTUBHOCTU TEXHOJIOI Ui, TOCTOBEPHOCTHU
ITOJTy4aeMbIX TICUXOJIOTOM NaHHBIX, BIUSHUS TIPUMEHSIEMBIX TTPOIIETYD
Ha B3auMMOJIeiCTBUE U IUYHOCTh. BHU3HeC-ICUX0I0TrnYeCKUM TEXHOJIO-
TUSIM TTOCBSIIIEHA TIsITas iaBa.

B 3akimoueHMe X0oTea0Ch OFI e1lle pa3 Mog4epKHYTh, 9TO, C TEX MOp
Kak B yHUBepcuTeTax BeaukoOpuTaHuY NMOSIBUIMCH TIEPBbIE TTOAXOIbI
K OM3Hec-TICUX0J0Truu, mpouuio 6ojee 20 yet. 3a 3T0 BpeMs OM3HEeC-
TICUIXOJIOTHSI TIPeBPATIIaCh B Y3HABaeMBIM OpeHI MUPOBOM TTCHXOJIO-
run. OHa aKTUBHO pa3BUBAETCS U CTAHOBUTCS Bce Oosiee HEOOXOnMMOii
B OM3Hece 1 o0lIecTBe OJarogapsi YCWIMSIM By30B, acCOLIMALIM Ou3-
Hec-TICUXOJIOTOB 1 MpakTUKoB. BocTpeboBaHHOCTH OM3HEC-TICUXOJI0-
TOB Ha PbIHKE TPY/la KaK B Halllell CTpaHe, Tak U 3a pyOekKoM, OTpeesisi-
eTcs IUPOKUM HaBOPOM MX KOMIIETEHIIMI, CTOCOOHOCTBIO K TTOMCKY
TEXHOJIOTUI, COOTBETCTBYIOIIMX U3MEHSIIOIIUMCSI YCIOBUSIM OM3Heca.
ImaBHBIM MPEUMYIIIECTBOM 3TOTO HAIIPABAEHMS IO CPABHEHUIO C IPY-
TUMH TIPUKIIATHBIMH 00JIACTSIMU TICUXOJIOTUM STBIISICTCSI KOMITJIEKCHBIN
XapakTep, TyMaHUCTUYECKasl HApPaBJeHHOCTh U MOCTOSIHHOE pa3BU-
THE B CTOJIb MEHSIIOIIEMCSI MUPE, B KOTOPOM MBI Ceiiuac XKUBEM.

Ha ocHoBe maHHbBIX MpeACcTaBIeHUIA O TToAXoaax B OM3HEC-TCUX0-
JIOTUM Y TEHIEHIIUSX €€ Pa3BUTHS ITOCTPOCHO colepKaHue MOHOIpa-
uu «buzHEC-TICUXOJIOTHS B MEXKITyHAPOIHOM TIEPCIIEKTUBE: TEOPUS U
MpaKkTUKa».

B nepBoi uactu «MeTtogonormueckne nogxoabl B 6usHec-ncu-
XOJIOTUYECKUX WUCCIeA0BaHMAX U MpaKTUKe» TTOKa3aHBl KITIOYEeBHIC
XapaKTEePUCTUKU JaHHOTO TMOAX0Ja, paccMaTpUBaeTcsl Kpyr QIUCKYC-
CHOHHBIX BOIIPOCOB OTHOCHUTEIBHO BO3MOXHOCTEI €ro MCIob30Ba-
HUS TSI TPOBEIEHUM UCCIIeA0BaHUM U pellieHUsI TPaKTUIYEeCKUX 3a1a4
OusHeca.
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Tak, B pasnene E.H. MaxmyToBoii busnec-ncuxono2uueckuii nooxoo é
cucmeme obpazosamenvholi desmenvocmu MIT'UMO onicaHbl THCTUTY-
LIMOHAJIbHBIE U 00pa3oBaTebHbIE COCTABIISIIONINE CTPYKTYPhI TAHHOTO
noaxona. MHCTUTYIIMOHATbHBIE KOHTYPBI PACCMaTPUBAIOTCS C TOYKU
3peHUs CBSI3U AUTLIOMATUU 1 OU3HEeca B KOHTEKCTe O(UIIUATbHBIX 10-
kyMmeHTOB Poccuiickoii @eaepaunu u BeicTyIieHui mmassl MUJI Poc-
cuu C.B. JlaBposa. IIpu aHanu3e o6pa3oBaTeIbHOTO KOHTYpa IMOAXoaa
MTI'MUMO K nicuxojioruy 6usHeca Mog4epKuBaeTcsl BaXKHOCTb TCUXO0-
JIOTMYECKOI cocTaBisgIoONieil B MpodecCOHAIBLHONM MOATOTOBKE CTY-
IEHTOB MEXIYHAPOITHOTO TTPOMWIIS, ONMMCHIBAETCS TIPAKTHUKA YIeOHO-
ro Mpoliecca U MECTO, KOTOPOEe 3aHMMAaeT B HEM TICUXOJIOTHS Ou3Heca.
B 3akioueHue oTMEYaeTcs, UTO AAJIbHEilIee pa3BUTUE MCUXOJIOTUU
ousHeca B MITMMMO umeeT ONTUMUCTUYHbIE TTePCTIEKTHBEI.

Paznen O.C. [leiineka MopaabHo-HpascmeenHble HOPpMbL KaK (hak-
Mop KOHKYPEeHMOCHOCOOHOCMU 6 Ou3Hec-cpede TIOCBSIICH W3YYEHUIO
MecTa MOpaJbHO-HPaBCTBEHHOTO (pakTopa B CHMMBOJUYECKON Kap-
THHE TIPEICTaBICHUN O KOHKYPEHTOCIIOCOOHOCTH Ha TpeX YPOBHSIX
(MHOVBUIYaTbHOM, OPTraHW3aIIMOHHOM M CTPAHOBOM) M CBSI3aHHBIM
C HUM OTKJIOHEHMEM B HPAaBCTBEHHOM IMOBEACHMU (Ha MpuMepe U3-
YYEeHMSI MOHETapHBIX CTpaTeruii). B ucciienoBaHnM MPUHSUTN yJacTre
npeacTaBuTenu OusHec-opraHuzauuii Mocksbl, CaHkT-IlerepOypra
u MxeBcka, OoCylleCTBISIONIME CBOIO NESITeIbHOCTh B chepe CTpou-
TeIbCTBA, TOPTOBJIN U YCIYT (Bcero 84 yenoBeka, 3 HUX 34% MyK4InH
n 66% xeHIIWH B Bo3pacte 35 + 11 mer). Pe3ynbratel mokasajim, 9To
HUCTIBITYEMbIE MPEAbSIBISAIOT Oojiee BHICOKME MOpabHbIE TpeOOBaHMUS
K OpTaHU3alliM U CTpaHe, 4eM K cede, JOIycKask MOpaIbHbBIE OTKIIOHE-
HUS panu AeHer. B xone uccinenoBaHus BBISIBICHBI KOPPEISLIUA MEXKIY
OTHOIIIEHVEM K MOPaJIbHO-HPAaBCTBEHHBIM OTKJIOHEHUSIM U JIMYHOCT-
HbIMU KadyecTBaMu. Tak, peCrOHIEHTbI, 711 KOTOPbIX I€HbI'M Ha BbI-
COKOM YPOBHE 3HaYMMOCTH SIBJISIIOTCS (haKTOPOM JIMYHOI KOHKYPEH-
TOCITOCOOHOCTH M BaXXHEHIIIMM ITOKa3aTeJieM YCITEITHOCTA B paboTe,
OKa3aJInch 0oJiee TePIUMBIMU K TTOTy4YeHUIo B3sITKU. M, Haobopor, Te,
KTO CBSI3bIBAET yCIIeX B paboTe ¢ MpodecCuOHATBLHBIM POCTOM, KOMIIe-
TEHTHOCTBHIO 1 TOTOBHOCTHIO K MHHOBAIIMSIM, OTBEPTaloT KOPPYITITNOH-
Hoe noBeaeHue. [TokazaHo, 4To YyeM cTapiiie pabOTHUKHU, TEM KPUTHY-
Hee OHM OTHOCSTCS K HApYIIEHUIO MOPATbHBIX HOPM.

B pasmene T.FO. bazaposa u A.Jl. [lapamy3oBa Bpemennas nep-
CneKmuea U ynpasneHueckas U0eHmu4HoCms 6 acnexkme npogeccuoHanb-
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HO-ynpaeaenyeckux poaeii OMMCcaHo UCCIeIOBaAHUE BOCTIPUSTUS TICUXO-
JIOTUYECKOTO BpeMEHU MEHEIXepOB B pa3pese MX YIPaBIeHYECKOTO
poJieBoro penepryapa. ABTOpPbl OTMEUalOT, YTO, HECMOTpsI Ha JOKa-
3aHHYIO CBSI3b MEXIY BPEMEHHOM MEePCNEKTUBOI U pa3HBIMU BUAAMU
WIEHTUYHOCTU (JIMYHOM, COLMAIbHOM, OpraHM3allMOHHON U 1Ip.), BO-
MPOC YINPABICHYECKON HMIEHTUYHOCTU OCTAETCS HEJOCTATOYHO WU3Y-
yeHHBIM. B pe3ynbrare uccinemoBanus 174 yenoBek, n3 KOTOPBIX 92 Me-
Hemkepa 1 82 npennpuHuMareisi, ObLIo 00HapyXXeHO, YTO BOCIIPUSITHC
TICUXO0JIOTUYECKOT0 BPEMEHU 4Yepe3 MpodecCuOHATbHO-YIIpaBIeHYE-
CKMe POJIM Y MEHEIXEPOB U TpeANpruHUMaTeNieil pasHoe. BHyTpu BbI-
0OPKU MEHEIKEPOB MEXIy UX MpodecCUOHATbHO-YIIPaBIeHYECKUMU
pOJISIMU 3HAUMMBIX CTATUCTUYECKUX PA3JIMUUIA HE ObLIO OOHAPYXEHO.
B BbIOOpKE mpennpuHuMaresaeil pa3iuuusl ObLIM BBISBICHBI MEXIY
pPOJISIMU OPraHU3aTOPa U PYKOBOJIUTENS: POJIb PYKOBOAUTEIS TPEATIO-
Jlaraet 6oJjiee OTKPBITYIO BpEMEHHYIO MEPCIIeKTUBY, YEM POJIb OpraHu-
3aTopa.

B paznene A.B. EBmokumoBa Memagopuueckuii nooxod e ousuec-
ncuxon0euy paccMaTpyBalOTCSl BBI3OBBI B Ou3Hece, OOYCJIOBJIIEHHbIE
€r0 COBPEMEHHOW BHEIIHEH U BHYTPEHHEW CPENOM, U ONUCHIBACTCA
MeTahOopUIECKMI TTOAXO0I KaK 3KOJIOTUYHBIN MHCTPYMEHT 1Jist 3¢ heK-
TUBHOTO TIyTU pelleHus mpobyieM OusHeca. [laHHbBIN Tomxoa mpen-
CTaBJIsIET COOOI METOM, CBSI3aHHBIN C TPUMEHEHUEM Pa3JIMYHbBIX META-
(op B npakTHyeckoii ncuxonoruu. IIpuBoaSITCS KOHKPETHBIE 3a1aun
OusHeca, B KOTOPbIX MOXXHO MCIMOJb30BaTh MeTahOpUUYECKUl TTOAXO,
pa30buparoTCsd MHCTPYMEHTBI U TEXHOJIOTMU C €r0 UCITOJIb30BAHUEM.
MeTtadopuueckuii moaxon aHAIM3UPYETCS TaKKe C TOUKU 3pEHUs] MH-
CTpyMEHTa pPa3BUTUSI OCHOBHBIX KOMIIETEHIIUI OM3HEC-TICHXOJIora.
Kpome Toro, onucaHbl Tpy NpakKTUYECKUX Kelica, B KOTOPBIX HATJISAHO
JEMOHCTPUPYIOTCS BO3MOXHOCTU JAHHOTO TMOAXoAa B pelleHun Ou3-
HEC-TICUXOJIOTUYECKUX 3a1ay. B 3akiioueHne OoTMedaeTcsl, 4To rpa-
MOTHOE HUCMOJIb30BaHWE MeTa(hop MOXET YCUJIUBATh MPAKTUYECKYIO
paboTy OU3HEC-TICUX0JI0Ta OT MEPBUUYHON KOMAaHAHOM NTMarHOCTUKU U
cOopa KIIroYeBoi MH(pOpMaLIMU 10 3aKJIIOUYUTETBHBIX CECCUIA.

B paznene I1.A. baunaukoBoii Ilcuxonoeus u KoeHUMUBHAS HAYKA
Kaxk nodxod noeviuieHus 3ggekmugHocmu OusHeca NEMOHCTPUPYIOTCS
BO3MOXHOCTH, KOTOPbIE OTKPbIBAIOTCS ISl OM3HECA, €CIU OH ONUpa-
eTcsl Ha JOCTUKEHUSI COBPEMEHHON HayKU O YeJIOBEYECKOM pasyMe U’
MBbILIUIEHUU. B paszaese npencTaBieH 0030p M 000011eHIE pe3yIbTaTOB
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WCCIIeAOBAaHUM, a TaKXKE aHAM3 BO3MOXHOCTEN MX MCIOJIb30BaHUS B
ousHece. B xone paboThI OBLIO YCTAHOBJIEHO, YTO OOJIBIIMHCTBO COBpE-
MEHHBIX TOCTUXKEHU KOTHUTUBHOI HayKU B HACTOSIILIEE BpeMsI HElO-
CTaTOYHO MCIIOIb3YeTCs OU3HEC-CEKTOPOM, XOTS MIPUMEHEHUE PE3YJib-
TaTOB KOTHUTUBHBIX UCCIEI0BAHUI MOXKET MOBBICUTD 3(P(hEeKTUBHOCTh
(ycnemrHocTh) BeneHus 6usHeca. OTMevaeTcs, 4YTO Ha JaHHBIA MO-
MEHT, K COXaJeHWIO, OOJBIIMHCTBO HCCJIENOBAHUII TMPOBOAUTCS B
CIIA unu crpanax 3anagHoii EBporibl, v 3TOT hakTop clienyet yuuTbl-
BaTb MPU UCITOJIb30BAHUHU PE3YIbTATOB IPUMEHUTENBHO K POCCUACKON
JNeUCTBUTEILHOCTU. TeM He MeHee YKa3aHHbII aHaJIM3 OTKPbIBAET BO3-
MOXHOCTH JIJISI aJIbHEHIIIeTO TTPOBeAeHUS UCCAeIOBaHU, B TOM YMC-
Jie 1 IPOBEPKY Y YTOUHEHMSI TaHHBIX HA OT€YECTBEHHOU BbIOOPKE.
B cratbe aBTOp MoguepKUBaeT, YTO OCHOBHOM MCTOYHUMK J0XOnHa ISt
KOMITAaHUU — 3TO JIIOJU, MOBENEHNE KOTOPBIX U3YYaETCsI ICUXOJOTUEH.
B 2710101 cBSI3UM MocienHue TOCTUXKEHUS B TICUXOJOTUU U KOTHUTUBHOM
HayKe MO3BOJISIT UBMEHUTb OU3HEC-CTpaTeruu IJis MOBBIIEHUS UX -
(GEKTUBHOCTHU U TIPUOBIJIBHOCTH.

B pazmene M.P. Crykana, U.B. Kopotsa, O.B. Haraesa Bozmoouc-
HOCMU UCNOAb308AHUS Meopul paseumus auvHocmu 3. Jpukcona npu
aHaauze nogedeHus compyOHUKO8 U 63AUMOOMHOUIEHUTl Medcdy HUMU
MPUBOAUTCS KpaTKOe U3JIOXKEeHWE TeOpurd DPUKCOHA C aKlIEHTaMU Ha
OTIEbHBIX €€ MOJIOXKEHUSIX. AHATTU3UPYETCS CBSA3b MICUXOJOTMYECKUX
TpaBM, TOJYYEHHBIX B XO[I€ TTPOXOXIAEHUSI TUYHOCTbIO KPU3UCOB, C Te-
KYIIUMHU OCOOEHHOCTSIMY MOBEACHUS U B3aUMOIEHCTBUSI C OKPYXKalo-
muMu. PaccMaTpuBaloTcss BO3MOXHOCTH OLIEHKM HauOosee aKkTyaslu-
3MPOBAHHOI B TEKYIIEH MOMEHT CTaauu (hOPMUPOBAHUS JIMYHOCTU
COTPYAHUKOB, a TAKXXe HAJIMYME TPAaBM OT MPOXOXKAECHUSI KPU3KCOB Ha
NpeabIAYIIMX 3Talax CTAHOBJIEHUS JIMYHOCTH, BbICKA3bIBAIOTCS Mpe-
JIOXKEHHUSI O BOBMOXHBIX BapraHTaX KOMIIEHCALIMU 3TUX TpaBM U MU-
HUMM3ALUKU BJIWSIHUS WX HETAaTUBHBIX MPOSIBJIEHUI Ha Mpolecc B3a-
UMOIEUCTBUS MEXIY COTpYAHUKAMU. ABTOPBI paszelia NejaaloT BbIBOI
0 HaJIMYUU B TEOPUU PA3BUTUSI TUYHOCTU D. DPUKCOHA CKPBITHIX BO3-
MOXHOCTEH U €€ UCIOJAb30BAHUS TPU OLIEHKE NPUYMH UMEIOIINX-
cs Mpo06JieM BO B3aUMOJEUCTBUM MEXIY COTPYAHUKAMU, a TakxKe MJIs
pa3paboTKU MPeIOKEHUI 110 peopraHu3alii TpyA0BOro Mpoliecca u
TMOBBIIEHUSI MOTUBALIMUA COTPYIHUKOB.

Bropasa uactb «CamoonpeaesieHne JNUYHOCTU B BU3Hece» TIOCBSI-
IIEHa OMMCAHUIO PE3YJBTATOB UCCIEIOBAHUN Y MPAKTUYECKUX PEKO-
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MeHIauuit B 00jacTu IpobyeM, KOTOphle BO3HUKAIOT B OM3HEce Ha
JTUTIHOCTHOM U OPTaHU3AIIMOHHOM YPOBHSIX.

B pasnene 1. Otuccee, E. I1amenko-ae Ipesunb, M. BangaHxoH-
Hepromes Obyuarouyascs opeanu3ayusi: 0CHOBbL, KOHUeNnmyaibHuLil n00X00,
NPUHYUNBI YYHKYUOHUPOBAHUS U NPUMEPLL PACCMATPUBAETCS 3HAYMMOCTh
repexoa OpraHu3anuii Ha Ipyroil ypoBeHb KU3HENEATENTBHOCTH — UX
TpaHchopMalys B oOydarommecs, 9To IPOAUKTOBAHO COBPEMEHHOM
JNeWCTBUTEIBLHOCTBIO. ABTOPBI aHATU3UPYIOT KOHLIENITYalbHYIO MOJENb
oOyJaroleicst opraHu3alu, KOTopas COCTOUT U3 CAETYIOIIMX KOMITO-
HEHTOB: CHCTEMHOTO MBIIIICHYS, IMIHOCTHOTO COBEPIIIEHCTBOBAHN,
MEHTAJIbHBIX MojeJieil, o0llIero BUACHUSI U TPYIIOBOro (KOMaHIHO-
ro) ooyuyeHus. IloguepkuBaeTcsl BaXKHOCTh paCCMOTPEHUS YKa3aHHBIX
KOMITOHEHTOB B COBOKYITHOCTH, a TAK3KE IIEJIOCTHOTO IIPUMEHEHMST MO-
JieJd Ha mpakTuke. OnuCchIBaeTCs M aHAIM3UPYETCSl METONOIOT S BHE-
IpeHus U GYHKIIMOHUPOBAHME 00yJalOIIUX ceTeil B OMHOM U3 KPYII-
HBIX KOMITaHUH DpaHIM KaK TIpUMep KOHKPETHOTO MCITOTh30BaHMUS
MPUHIIMIIOB O0YyYaroIIeiics opraHu3aluu.

B pasnmene B.A. IlItpoo, N.A. CaBunHoBoii IIpednoumerus evicoko-
K8aAu@uUyupo8aHHbix compyoHUKO8 8 8blOope 0peaHUu3ayull OTIMCHIBACTCS
HccenoBaHNe, HaITpaBJIeHHOE Ha BBISIBJICHUE TIPENITOYTEHUI BHICOKO-
KBaJTM(UIIMPOBAHHBIX CIIEIIUATNCTOB IPH BBIOOPE OpraHU3AIlUM TS
TpYAOyCTpOWCTBA. MEXIyHAapOOHOE WCCIEAOBAHUE YEIOBEYECKOTO
KaluTajga, MpoBedeHHOe KommaHueit ManpowerGroup, ITO3BOIHIO
YCTaHOBUTb Ha OCHOBaHUU ompoca 39 195 paboronateneii B 43 cTpaHax
MHpa, YTO 67% KPYIHBIX OpraHU3alMii OOBSIBUIN O HEXBATKE KBaJI-
(putmpoBaHHBIX KaapoB. BeICOKOKBaTM(pUIIMPOBaHHBIE CIICITHATACTH
YYBCTBYIOT CBOIO BOCTPeOOBAaHHOCTb U TOHUMAIOT, YTO MOTYT M3BJIeUb
BBITONY M3 CIIOKUBIIEICS cCUTYallud. 3aKOHOMEPHO, YTO 3TH ITPOLIECChHI
CTUMYJIUPYIOT TOSIBJICHHE Yy pabOTHUKOB KOMITIEKCA TPEIITOUTSHUI
Npy BBIOOpE OpraHu3aluu Ik TPYAOYCTPOCTBA, B KOTOPOM BOILIO-
IIAeTCs CTpeMJIEHHE HaWTH OpraHM3aluio, MaKCMMajJbHO COOTBET-
CTByWOIIYIO UX LieJsiM. B xome mccienoBaHus Obljia MpoBeaeHa Cepusi
CTaHIAPTU3MPOBAHHBIX MHTEPBBIO C MOCAETYIOIIMM KOHTEHT-aHau-
30M TIPOTOKOJIOB TS BEIIEICHUS TIPUOPUTETHBIX XapaKTePUCTUK Opra-
HU3aLUU JJIs1 TPYAOyCTpolicTBa. B pe3ynbsrate MOXKHO KOHCTaTUPOBATh,
YTO TIPEANIOYTeHUS BBICOKOKBATM(UIIMPOBAHHBIX COTPYIHUKOB CO-
CpenoTOYEHbI BOKPYT KaK BHEIITHUX XapaKTepUCTUK OpraHU3alluu, Ka-
caloIMXcs ee MO3UITMOHUPOBAHMS Ha PhIHKE TPy/Aa U HAIOJHSIIONINX
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HR-6penn (HanpuMep, oruiata Tpyaa, NepcrnekTUBbl, TPECTUXK), TaK U
BHYTPEHHMX XapaKTePUCTUK OPTaHU3AMOHHOM NeATEIBHOCTH U KYJTb-
TYpbl (HampuMep, Ka4eCTBO OTHOIIEHUI, HATUYMe CMbICTIA, TIPeACTaB-
JIeHHe 00 YpOBHE CIOXHOCTH ITOCTaBJICHHBIX Iepen HUMU 3aaa4). O3-
HaKOMJICHUE C pe3yJIbTaTaMH UCCISIOBAHMS ITO3BOINT PYKOBOIUTEIISIM
Ou3Heca, HalleJIeHHBIM Ha TpuBJeueHue MpochecCruoHaNoB, MOIYYUTh
LIEIOCTHOE MIPEICTaBIeHUE 00 aKTYyaIbHBIX IPUOpUTeTaxX 1 3¢ (HEeKTUB-
HO chopMyIMpOBaTh LIEHHOCTHBIE TIpenoxeHust paboronarenst (Em-
ployment Value Proposition, EVP) moteH1IMaIbHOMY COTPYIHUKY.

B pasmene T.A. TepexoBoii, E.JI. TpodpumoBoit CybdsexmusHbie
Xapakmepucmuky AUYHOCMU KAK CUCMeMo00pa3youuil gakmop 3Ko-
HOMUYECK020 CaMOOnpedeseHus npeonpuHumameneil mMaroeo oOuzHeca
paccMaTpuBaeTcs peanpUHUMATEIbCTBO KaK 0ObeKT HAyYHOTO MEX-
JOVCLIMTITMHAPHOTO MCCAENOBaHUsI C aKIIEHTOM Ha WHAMBUIYaJIbHO-
TICUXOJIOTUYECKUE OCOOCHHOCTM CyOBeKTa MpeapuHIMATETbCKOM
nesitenbHOCTU. [IpoBoauTcst TeopeTndeckuii aHaau3 ¢pakTopoB caMo-
onpeneneHus mpeanpuHuMaTesieid, JMYHOCTHBIX MPEIUKTOPOB YCIIell -
HOM TpeanpuHUMATETbCKOM TesITeTIbHOCTH. ABTOPHI Ha OCHOBE UAeiH
TEOPUM CHCTeMOreHe3a pa3pabdaThiBalOT CTPYKTYPY SKOHOMUYECKOTO
caMooIIpeneIeHUs MpeanpuHuMaTesIeii, KoTopas UMeeT METaCUCTEMY,
CUCTeMY, cyOcucTeMy, KOMIIOHEHTHI U 3JIeMeHThl. B pesynbrare uccie-
JIOBaHUSsI OBLIO BBISIBIIEHO coiepxkaHue cyocucteMbl. MakTOpHBIN aHa-
JIA3 TIO3BOJIMJI BBIICIIUTD CISTYIONINE BasKHbIE CYyOBeKTUBHBIE XapaKTe-
PUCTUKU TIpeANTpMHUMATENIei: OlleHKa KaueCcTBa XXU3HU (MICUXUIECKOe
" puznIecKoe 3MOPOBhE), KOMIIETEHTHOCTb M MHTEPHAIM3AIIUS B 9KO-
HOMMYECKOM IIPOCTPAHCTBE XKM3HN, CAMOPETYIISIIINS (CAMOKOHTPOJh),
KOHKYPEHTOCITIOCOOHOCTD, TpaHC(hOpMaIlMOHHAs AeSTeIbHOCTb I10 OT-
HOIIIEHUIO K 9KOHOMMYECKOMY KOHTEKCTY, COCPEIOTOUEHHUE Ha BHICO-
KOM YpoBHe caM03(h(EeKTUBHOCTH.

B pasnene P.K. HecMesiHoBo#i Modeau é3aumocenzu eochpurnuma-
emMoll KOpnOpamueHoil Kyabmypsl ¢ OpeAHU3AUUOHHOU udeHmupuKayu-
eli compyOHUK08 KOMMepYecKux Npeonpusmuil OMUCHIBACTCS CIOXHAas
CTPYKTypa B3aMMOCBSI3U TUIIOB BOCIIPUHUMAEMOM KOPIOPaTUBHOM
Kyneryphl (Tunonorust JI. KoHcraHTmHa) ¢ TMIIAaMM OpTraHM3allMOH-
Holt uaeHtTudukaunu (moaenb I.9. Kpeiinepa u b.9. Duigopta). [1pu
3TOM UCITONB3YIOTCA TaKHe MPOMEXYTOUHBIE TIepeMeHHbBIe, KaK TpH-
BJIEKaTeJIbHOCTh KOPIOPATUBHON KYIBTYpbl, TIOTPEOHOCTh B OpTraHu-
3allMOHHON MAeHTUdUKAIK, COOTBETCTBUE 1LIEHHOCTEH MHIUBUAA U
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OpraHu3alyy U TUIIBl TIPUBS3aHHOCTU K opraHusauuu. B uccieno-
BaHUM IPpUHSI yyacTthe 241 paOOTHUK KOMMEPUYECKUX MPEAIIPUSITUIA.
JaHHbIe 00pabdaThIBAIUCh C UCITOIb30BAHMEM MOIEINMPOBAHUS CTPYK-
TYpPHBIM YpaBHEHUEM. B pe3ynbrare ObLIM MOCTPOEHBI YETHIPE CTPYK-
TYpHBbIE MOJIEJIU IJIsI KaXI0TO TUTIa BOCIPUHUMAaeMOii KOPITOpaTUBHOM
KYIBTYphl (OTKPBITasi, CAHXPOHHAsI, 3aKpbITas, cilydyaiiHasi), B KOTO-
PBIX pacKpblBalOTCI OCOOEHHOCTM B3aMMOCBSI3M C HUCCIEAYEeMbIMU
nepeMeHHbIMU. BbLIO MoKa3aHO, KaKOBHI OOIlIMe TEHISHIIMU U 3aKO0-
HOMEPHOCTU U YTO XapaKTEPHO JJII KOHKPETHOTO TUIA KOPIIOPaTUB-
Hoit KyaeTyphl. HeliTpanbHas uneHTudUKams U 1e3uaeHTUUKaLMS
MOTYT OBbITb TPUUYMHON JBOMCTBEHHOTO OTHOIIEHMSI K OpraHM3alluu.
Bricoxkuil ypoBEHb COOTBETCTBUSI LICHHOCTEN JTUYHOCTU U OPraHU3a-
LIMU CTTIOCOOCTBYET BOBHMKHOBEHUIO MOTPEOHOCTH B MASHTUMUKALIUN
U BOCTIPUSITUIO COTPYTHUKAMU MPEANPUATHS KaK TPUBIIEKATEIbHOTO.
Tak>xe 5TO CBSI3aHO C HU3KOI BEPOSITHOCTHIO BO3BHUKHOBEHMS U30era-
fol1eit MPUBSI3aHHOCTH, KOTAa COTPYAHUKU HEIOBOJbHBI CBOEH pabo-
TOW Y BO3JEPKMBAIOTCS OT OOILIEHUS C KOJUIETAMU, YTO B CBOIO OY€pEb
MOXET CIPOBOLIMPOBATH MOSIBJICHWE HEUTpaibHOU MAEHTU(UKALIUMU.
OTCYTCTBUE PABHOMYIIIHOTO OTHOILIEHUS K MPEAMPUSITUIO MOXET BbI-
3BaTh MOJOXUTEIbHYIO UneHTUduKanuio. KpoMme Toro, oocyxkxaarorcs
MepCIeKTUBbI OYyAYIIUX UCCIIeIOBAHUIA.

B paznene JI.A. Kutosoii, H.P. AnpenukoBoii, M.A. KurtoBa Ilo-
mpebHoCcmMU UHMEPHEeM-NoAb308amenell 8 3HAHUAX N0 NCUX0A02UU KAaK
Ou3Hec-pecypc aHAJIM3UPYIOTCS MOTPEOHOCTU B 3HAHUSIX TICUXOJIOTUU
y mosb3oBaTeneil nHrepHera B Poccuiickoii @enepaniun U 0COOEH-
HOCTHU 3TuX noTpedHocTeil. CoBpeMeHHOe MPOCTPaHCTBO MHMOpMa-
LIMOHHBIX TEXHOJIOTUI TIPEeAOCTaBISIeT YeJIOBEKY HOBbIE BO3MOXHOCTHU
MO3HAHUSI MUpa, TPUOOPETEHUs TOMOIHUTENbHBIX 3HAHWM W yHOB-
JIETBOPEHUS MO3HaBaTeJbHBIX MoTpedHocTeit. Crnenuduka 3arnpocoB
MOJIb30BaTeNel MoKa3aja HeOAHOPOIHBI YPOBEHb MHTEpeEca K pas-
JIMYHBIM OTpaCysIM TICUXOJIOTMU, MO3BOJINJIA BbIIEIUTb CTPYKTYPHBIE
U coligpKaTesIbHble 0COOEHHOCTH TTOTPEOHOCTE ! peCIIOHIEHTOB B 3Ha-
HUSX TICUXOJOTUU W TIPEANOYTUTENbHBIE (POPMBI TTOJYYEHUS] TaKOTO
pona 3HaHu. B 11e710M pe3ynbraThl MccaeqoBaHUs MTOKa3aanu BHICOKUM
YpOBEHb MHTEepeca MHTEPHET-TI0Nb30BaTeNIel K 3HAHUSIM B 00JacTh
TICUXOJIOTUM, MPOAEMOHCTPUPOBAIM WX BBICOKYIO HAllEJIEHHOCTb Ha
MOUCK MPUKJIaTHOM MH(MOPMAIIUU O TUIHOCTHOM Pa3BUTUH, Mpodec-
CUOHAJIbHOM NEITeIbHOCTU U CO3AaHUU OJIAarONMPUSTHBIX OTHOLIEHU A
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¢ okpyxaronumMu. OT™MedaeTcsi, YTo M3y4yeHHUe MOTPpeOHOCTH Hacesie-
HUS B MO3HAHUU TICUXOJOTUM JOJKHO CTaTh HEOTHEMIIEMOI 4acThIO
JesITeIbHOCTU TICUXOJIOTMYECKOTO COO0IIeCTBa, OTBEeUaolIeii 3a MCcu-
XOJIOTUYECKOe OJIaroIoIydue YejioBeKa U pa3BUTHE TICUXOJIOTUUECKOM
KYJIBTYPHI OOIIIECTBA B LIETIOM.

Pazmen H.M. Xpamnosoii, A.C. I'mymenkoBa, FO.}O. 3agkuna,
C.A. Ilnakcuna Obpa3 mena u yposeHb KA4ecmea JHCU3HU Yy 20CHUMAani-
3UPOBAHHBIX NAYUEeHMO08 TIOCBSIEH TTpobieMe opraHu3aluu padboThl B
MEIULIMHCKOM YIPEXKICHUU B CBI3U C IICUXOJOTUYECKUMU OCOOEHHO-
CTSIMU MALMEHTOB, IPOXOASIINX JIeueHue B 6onbHUIle. MccnenqoBanue
56 TTalIMEeHTOB, HAXOOAIINXCS Ha CTALIHOHAPHOM JICUSHUH B OTICICHN -
SIX TPABMATOJIOTUH, TUHEKOJIOTUH, He(POJIOTUN U OHKOJIOTHH, a TaK-
Xe 53 4e0BeK M3 KOHTPOJIBHO TPYIIITEI, TTOKA3bIBAET, YTO MAIIUEHTHI,
TIPOXOASIIME CTAllMOHAPHOE JIeUeHUE, UMEIOT He MeHblIlee, a B HEKO-
TOPBIX aCIeKTaX Jaxe 0ojiee BEICOKOE KAYeCTBO XKU3HU, CBI3aHHOE C
obpa3om Tesla, U3-3a OCOOEHHOCTEN BOCIIPUSITUSI CBOEH BHEUIHOCTHU,
HECMOTpSI Ha HaJnmyue 3a00/ieBaHUsI, KOTOpOE MPUBEIO MX K TOCMU-
Tanu3alvn. B 3Toii CBSI3W MpU OpraHU3aluu paboThl OOJBHULILI He-
00X0IMMO YAeIITh 0c000e BHUMaHNE YMEHUIO MAllMEHTOB 3a00TUThCS
0 CBOE BHEIIIHOCTH, a TAKXKe 00ecrieunBaTh aIcKBaTHBIC YCIOBUS IS
OOIIeHNs ¢ APY3bSIMU W POICTBEHHMKAMM, ITOCKOJIBKY UMEHHO 3TH
ACMEKTHI TTOBBIIIAIOT KAYECTBO UX XXU3HU. Takke BbISIBIEHO, YTO 00pa3
Tela OLEHUBAETCS BBIIIE B OTHOIIECHUSX C IPY3bIMU U POICTBEHHU-
KaMH y T€X MallMeHTOB, KOTOPbIE €XKEMHEBHO 3a00TITCS O ceOe 1 Oy~
1IAIOT CYACThE B MOBCEAHEBHOM XXU3HU. [ToydyeHHBIE pe3yIbTaThl CBU-
JIETEILCTBYIOT O TOJOXUTETBHOM BIUSIHUU TECHOTO MEXIMYHOCTHOTO
00lIIeHMs Ha MAlIMEHTOB CTallMOHapa.

B paznmene H0.A. CanpbelkuHoii B3aumocesazvs obpaza cmpeccosbix
pabouux cumyayuii ¢ MOMUBAUUOHHO-AUYHOCMHBIMU XAPAKMEPUCMU-
Kamu cneyuaiucmos npouis «npooadc» TIPEACTaBICHBI pe3yIbTaThl
HCCIIENOBAHMSI CTPECCOBLIX PabOUYMX CUTYalMii B HeATEIbBHOCTU CIie-
LIMaJUCTOB T0 Mpoaaxkam. PaccMoTpeHa B3aMMOCBSI3b KOTHUTUBHOI
OLIECHKM, Ha OCHOBE KOTOpPOM (opMuUpyeTcsl CyObeKTUBHBIN 00pa3
CUTYyalUii, 1 PYHKINOHAJIBHBIX XapaKTEPUCTUK CIIELIUATUCTOB — MO-
TUBALIMOHHO-JINYHOCTHBIX CBOMCTB W COCTOSHMI. [ TTOIydeHUst
JAHHBIX B UCCIEAOBAHUM UCITOJIb30BaJINCh METOAbI ompoca. Pe3yib-
TaThl IMOKA3aJIM Pa3Iudus MEXIy TPYIIaMU CIEIINAINCTOB ¢ pasHOit
CTETMEeHbIO YCTOMYMBOCTU K CTPECCOBBIM PA0OUYUM CUTYallUsIM, a TaK-
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Ke CyOBEeKTUBHBIN 00pa3 CTPECCOBBIX pabOUMX CUTYalIMii M €ro B3au-
MOCBSI3b C MOTUBALIMOHHO-JIMYHOCTHBEIMY CBOMCTBAMU U COCTOSTHUEM
CHeLUaInuCTOB.

B pasnene WU.E. JIvickoBoit CoyuanvHo-ncuxonoeuueckue acnekmot
ynpaenenus kavecmeom HR 6 coepemennoll opeanuzayuu akTyaTu3u-
pOBaHbl OCHOBHBIC 3aJauM yrnpaiieHus: KauectBoM HR, o6ocHoBaHa
BaXXHOCTh COBEPIICHCTBOBAHUS TOAXONOB K YIIPABICHUIO UeloBeYe-
CKMMU pecypcaMu OpraHu3alliu, CO3IaHUs COLIMATbHO-TICUXOJIOTYE-
ckoif atMocdepbl U 3(PEKTUBHBIX MOJAEIEH YyIIpaBIeHUs KaueCTBOM
HR B coBpemMeHHOII 3KOHOMUKE 3HaHUI. Tema paccMaTpuBaeTcs B
acreKTe COBPEMEHHOTIO YIPaBJIEHUS U CTPATErMYeCKOro pa3BUTHUs Op-
raHM3allly Ha MpUMepe TOCyIapCTBEHHOM KOPIIOpALMU M0 aTOMHOM
sHepruu «Pocatom».

TpeTbs yvactb «JlngepcTso B ncnxosiornm 6GusHeca» MOCBSILEHA PO-
JIA Tuepa U mpobieMe JTUIEePCTBa B COBPEMEHHBIX YCIOBUSIX, XapaK-
TEPHBIX JIs1 OU3HEC-OpTraHU3aluid.

Paznen JI. MatTthioMaH Mumepeenyus u npaKkmuxka npukaacdHoll xXo-
AUCMUYECKOU NCUX0A02UY OU3Heca: Ha NYyMU K pa3eumuio cocmpadamens-
HO2o audepcmea — memamu4ecKoe uccaedoséanue HarpapjieH Ha MOBbI-
LIeHNE OCBEAOMJIEHHOCTU 00 MHTETPUPOBAHHON WIN XOJIUCTUYECKOM
MPUKJIATHON TICUXOJIOTUM OM3Heca W ee I0Jb3e UIST PAa3BUTHSI OPU-
SHTUPOBAHHOTO Ha cocTpajaHue JuaepcTBa. KOMITJIEKCHBIM Xapak-
Tep COCTPANaTEILHOTO JUASPCTBA MOXET OBITh CBSI3aH C pa3BUTHEM
OPHMEHTUPOBAHHOTO Ha cocTpamaHue (COYYBCTBME) paboO4ero Mecra.
JIugepbl MOTYT CHITpaTh KJIIOUYEBYIO pOJIb B OCO3HAHUY MPEUMYIIECTB,
KOTOpBIE MOXET UMETh COCTpajaTe/IbHAs OpraHM3allMOHHAs KYJIbTypa.
VTBepxKaaeTcsi, YTO MHTETPpALMsI ITPAKTUK MHTETPATUBHOTO KOYYMHTA B
LIEJIOCTHYIO OM3HEC-TICUXOJIOTHIO, HAPSIAY C pa3BUTUEM JIUICPOB, BIIO-
CJIEICTBUU TIPUBEAET K Pa3BUTHUIO KYJILTYPBI COCTpamaHus, 6ojiee BbI-
COKOMY OpraHM3allMOHHOMY OJIATOTIONYYMIO U ONITUMATbHOMY (DYyHK-
LIMOHUPOBAHUIO OpraHu3auuu. [IpUBOIUTCS KPUTUUYECKUIT 0030p
JIUTEepaTyphbl O COCTpaAaTeIbHOM JIMAEPCTBE, a TAKXe MpPeaCcTaBIeHbI
MpUMeEpHbl KOYUYMHTa JJIS TTOAAEPXKKHN Pa3BUTUS COCTPAAATEIbHOTO JIU-
JepCTBa Y YCUJIEHUS POCTa OPTaHU3ALMOHHOM KYJIBTYPBI COCTpaIaHUs.

B pasnene H. Mapnoy 3aeadka audepcmea aBTOp pa3MbIILISIET O
(beHOMEHe MUaEepCTBa, KOTOPHI SIBIISICTCSI CBOETO pOIa MHTPUTOM KaK
JUISI TCOPETUKOB, TaK U IS TIPAKTUKOB. ABTOpP MpeajaraeT KpUuTuue-
CKMIi pa3bop Teopuil IUAEPCTBA, a TaKXKe aHATU3UPYEeT KOHKPETHbBIC
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MpUMEpPHI JTUJIEPOB U3 OM3HECA U TIOJIMTUKU C 1IeJIbI0 TTIOMCKa OTBETOB
Ha BOIPOCHI O IPUPOE JUAEPCKUX KAYECTB, O BaXKHOCTU COBPEMEH-
HBIX TEXHOJIOTU i, MAaCCOBBIX KOMMYHUKALIMIA JJISI pa3BUTHS U TIPOIBU-
KeHud auaepa. [IpuBoauTcs aHaau3 pa3HbIX TUIIOB JIMIEPOB C TOUKU
3peHUs] UX BIUSHMS Ha MOTYMHEHHBIX U Ha Ou3Hec B 1ejoM. [Tonpo6-
HO pa30upaloTcs JUAepbl — repou, «3Be3bl», packpyyeHHble B CMU,
yIpaBJieHIIbl, KOTOPble€ CMOIJIM pa3BUThb B ceOe JIMIEepCKUE KayecTBa
nyTeM oOydeHHUsI U TPEHWHTOB, MPO0 U OMIMOOK, a TaKXKe TpaHC(hOp-
MallMOHHbIE JIMEPHI, KOTOPbIE MOTYT 60Jiee MIOTHO B3aMMONENCTBO-
BaTbh CO CBOMMM TOCJIENOBATENISIMUA, BIOXHOBJISITh UX, B PE3yJIbTaTe Yero
(bopMupyeTcst SMOLIMOHAJIbHAS CBSI3b, KOTOPAsi pa3BUBAETCs HA OCHOBE
B3aMMHOTO IOBEPUSI, BOCXUIIEHMS, JIOSUIBHOCTU U yBaxkeHUsl. Takum
o0pa3om, aBTOp MOAXOIUT K TIOHMMAaHUIO Xapu3Mbl, KOTOpasl paccMma-
TPMBAETCS KaK JIMYHOCTHAS YepTa WX CBSI3aHHas C HEW CITOCOOHOCTb.

B pasnene P.M. KyryeBa «Temnas cmopona audepcmea»: ¢ KaKkumu
HeeamueHbIMU NOCAeOCMBUAMU MOJICEM CIMOAKHYMbCA cyOseKm, cmpems-
wuiicsa cmamos Audepom pacCMaTpUBACTCS «TeMHasi CTOPOHA JIMACPCTBA»
KaK KOMILIEKC HETaTUBHbBIX MTOCAEACTBU 111 TICUXUUECKOTO U COMaTH -
YECKOTO 3I0POBbSI JIUAEPOB U TeX, KTO CTPEMUTCS K JIMAEPCKOM POJIH.
g moHuMaHus cneurdUuKy JUaepCTBa MpeaiaraeTcs Crojib30BaTh
MOJIeNIb aHaJIn3a (PeHOMEHOB, OCHOBAHHYIO Ha TpUaze «0oJIbllasi rpyIl-
ra — Majas Irpymnma — 4ejoBek». O06CyKnaioTcs MPUIUHBI KeJlaTelb-
HOCTH cTaTyca Juaepa B oOllecTBE M TOro, Kak 3TO MOXET MPUBECTU
K IeCTPYKTUBHBIM TUIAM JuAepcTBa. TakKe MpUBOISITCS Pe3yabTaThl
WCCIIeAOBaHUM «TeMHOI CTOPOHBI» JIMAEPCTBA KaK CTaTyca, KaK poju
U KaK HeOTbeMJIEMOH JIMUHOCTHOM XapaKTepUCTUKU, KOTOPbIE TEMOH -
CTPUPYIOT, UTO JIUAEPCTBO KOPPEIUPYET C TAKUMU COMAaTUYECKUMU 3a-
0OoseBaHUSIMM, KaK TUIIEPTOHMUS, UIlIeMUYecKasl 00JIe3Hb cepala U Jp.
HanHast uHdopmalnsi MOXeT ObITh TMOJe3Ha MCHUXO0J0TaM-KOHCYJ/Ib-
TaHTaM U MPEACTABUTEISIM CMEXHBIX MPOMECCUA TSI TUATHOCTUKU U
MpeaoTBpallleHUs] HEraTUBHBIX COCTOSIHUIA Y JIMIEPOB.

B pasnene H. Mapnoy llpunamue audepckux peweHuil 6 xaoce pac-
CMaTpUBaeTcs mpobyieMa MPUHATHS PEIIeHU B CIOXHOM, XaoTuye-
CKOIl M Hempencka3zyeMoil cpene, a Takxke MPUBOIUTCS KPUTUUECKOE
00CyX/IeHHe HEKOTOPBIX TPAAUIIMOHHBIX MOIXOAO0B K MPUHSITUIO pe-
meHus. CylllecTBYIOLIME TEXHOJIOTUM U MOJEIU TPUHSATUS PEIIeHUS
He OTBEYaloT M3MEHUBIINMCS YCJIOBUSIM U, COOTBETCTBEHHO, MPUBO-
oAt K omubkaM. CrenoBaTebHO, MPUHSITHIE «CLIEHAPUU» XOPOILEro
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JIUIEPCTBA HEOOXOOAUMO M3MEHMTh, BKIIOYMB pa3Hble IMOIXOMbI, MH-
CTPYMEHTHI, CTUIb YIIPaBJIeHUsI, KOTOPBII MOXET ObITh Ha3BaH Apa-
MaTUYEeCKUM JIMAEPCTBOM, OCHOBAaHHOM Ha 3MOLMOHAJIBLHOM cuiie
00pa30B U MOTUBALIMOHHOM CUJIE TTOBECTBOBAHUSI (CTOPUTEIJIMHIOM).
B ero ocHoBe paccka3sl 1 MU(]EI M3 IpaMaTUIECKOTO IIPOIUIOTO OM3-
Heca, Jalollue MpeacTaBlIeHue O HOBBIX CLICHAPUSIX U CBEXKMX MOCTa-
HoBKax B OymyiieMm. C IaHHOI TOUKM 3pEHUSI paccMaTpUBAIOTCS OC-
HOBHbIE XapaKTePUCTUKU JIMIEPCTBA: CIIOCOOHOCTh AMAarHOCTUPOBATD,
aHaJIM3UPOBATh U MOJy4YaTh MH@OpMaAIMIO 00 OKpyxXKalollei cpene,
yMeHHUe OBITh TMOKUM, JIETKO IMEPEXOOUTh OT OTHOM PONM K IPYroif,
CMOCOOHOCTD IepXKaTh B yMe OOIIYI0 KAPTUHY U IOHUMAaTh, HACKOJIbKO
KpOIlIeYHbIe U3MEHEHMS 31€Ch OyIyT UMETh HeTIPpeABUACHHBIC ITOCIIE -
CTBUSI TaM U MOBJIMSIIOT HA CMBICI ¥ IOBECTBOBAaHME Bceit ITbechl. B 3a-
KJIIOYEHUE MOTYEPKUBAETCS HEPALIMOHATBHOCTh U SMOLMOHATBHOCTh
pellIeHNit, B CBSI3U C YeM COBPEMEHHOMY JIUAEPY HEOOXOAUMO UCIIOJb-
30BaTh ABYCMbICIEHHOCTb, MHTYULIMIO 1 UHCTUHKTHI.

l“|ETBepTaFI HacTb <<I'10Tpe6v|TeanKoe noeejgeHne U BHeELWWHAA cpe-
Aa 6busHeca» MOCBSIIEHA U3YYEHUIO TTIOBEICHUS TTOTpebuTeneit, aHa-
JIU3y OpeHaa U KJIIMEHTCKOTO OIbITA.

B paznmene O.W. ITatomu, A.Jl. Bonkooii, H.JI. UBaHoBoit B3au-
MOCB53b 2PANCOAHCKOU UOCHMUYHOCMU U NPpeOnoumeHuil nompebumenei 8
OMHOUWIEHUU MOBAPOS U3 PA3HBIX CMPAH TIPECTABICHBI Pe3yIbTaThl M-
MUPUYECKOTO UCCIIEA0BAHNS B3aUMOCBS3H ITOKa3aTeseil TpakIaHCKOM
WIEHTUYHOCTU M TIOTPEOUTENbCKUX MPENNOYTEHUN OTEeYeCTBEHHBIX
ToBapoB. IIpoliecc miobanmzanu U HeCTaOUIbHBIE SKOHOMUYECKUE
U TIOJIUTUYECKHUE COOBITUS CO3MAIOT YCIOBUSI It Oojiee TIIATEIBLHOTO
aHajM3a XapaKTepUCTUK MOTPEOUTENbCKUX MPEANIOYTCHUN 1 U3yde-
HUS B3aMMOCBSI3U MEXIY TPEAINOYTeHUSIMU TOTPEOUTENIel OTeuecT-
BEHHBIX TOBApOB U ITOKA3aTelISIMU T'paXkIaHCKOI naeHTUYHOCTU. M-
clielloBaHME COCTOSLIO M3 TpeX 4YacTeil: OTHOIIEHUE PECIIOHAEHTOB K
CTpaHe-TIPOM3BOAUTENIO, MMOKAa3aTeI TIPaXIAHCKON WAECHTUYHOCTU,
olpezesieHe MOTPeOUTENIbCKUX MPEANOYTEHUI K TOBapaM U3 pa3HbIX
ctpadH. O0beM BBIOOpKM cocTaBuia 125 pesupeHToB Poccun. B xonme
paboTHl ObLIa MOATBEPXKIECHA TUIOTEe3a O B3aMMOCBSI3M ITOKa3aTellei
rpaXkIaHCKO# UAEHTUYHOCTHU U MOTPEOUTEILCKUX TIPEATIOUTEHUM OTe-
YECTBEHHBIX TOBAPOB, a TaKXe YCTAHOBIIEHO HAJUYKME 3THOLIEHTPU3-
Ma Cpeld POCCUMCKUX moTpeduTteneil. Tak, moTpeOUTeNb, KOTOPHIi
YyBCTBYET CBOIO MPUHAJIEXHOCTb K TOCYIapCTBY, CKOPEE MPEANOUYTET
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TOBaphl OTEYECTBEHHOTO Npon3BoAcTBa. Kpome Toro, Onlia pa3pado-
TaHa HOBasi METOAOJIOTUS U3YUEHMUS TOTPEOUTENBCKUX MTPEATIOUTEHUA.
PesynbraThl MccieqoBaHUsI MOTYT ObITh MOJIE3HBI HE TOJBKO MpeacTa-
BUTEJISIM OT€YeCTBEHHOTo Ou3Heca 1151 6onee 3¢ (HEeKTUBHOTO IPOABU-
JKeHUsI MPOAYKIIMY Ha PbIHKE, HO U IJIsI OYAyIIero udydeHusi moTpeou-
TETbCKUX MPEATTOYTEHUA.

B pasnmene K.A. JIsamnyHoBoit Omcaedxcusarnue 300poebs Openda 0as
npoeatidepa WUPOKONOAOCHO20 O00CMYNA 6 UHMepHem TIPEICTABICHO
MPaKTUYECKOE MKCCIEAOBAHNE OCBEIOMJIIEHHOCTH M OTHOIIEHUS K
openmy WiFire, KoTOpEIii SIBIsETCS IIPOBaiiAepOM IITMPOKOIIOIOCHOTO
JOCTyna B MHTEpHET. B xome onmpoca usMepsuiuch ClIOHTaHHAasl y3HaBa-
€MOCTh OpeH/Ia ¥ Y3HaBa€MOCTh OPEHIOB KOHKYPEHTOB, HAJIMUME 3HA-
HUS 0 OpeHze MpU MoAcKa3Ke (MepeuyrcIeHUU CyIIeCTBYIOIIUX OpeH-
JIOB) U HaMepeHHMe MCIIOJb30BaTh ycayru opeHga. Ha 0a3ze oTBeToB
PECIIOHACHTOB ObljIa IIOCTPOEHAa MUpaMuAa 300POBbS OpeHnIa, a Io-
Ka3aTeJu KOHBEPCUU COMOCTABJIEHbBI CO CPeTHEPbIHOUHBIMU ITapaMeT-
pamu. KoMe Toro, yyacTHMKHU pbIHKA CPaBHUBAJIMCh HA OCHOBE KapThl
MpPUBJEYEHUS U yIepXKaHUS KIMEHTOB. Bbuiu paccMOTpeHbI cCeTMeHTa-
1IUsI LIeJIEBOTO PhIHKA 10 0XBaTy KOMMYHUKAIIUI Y BOCTIPUSITUIO UMU/I -
’Ka TpoBaiigepa, a TakKe HeoThbeMJIeMble aTpUOYyThl UMUIXa OpeHaa
W UX BIUSTHUE Ha CTIOCOOHOCTD MPUBJIEKATh U YAEPXKUBATh KJIMEHTOB.

B pasmene B.A. Iupokux, E.A. CokonoBoii Heiiponcuxosoeu-
yeckue Uccredo8anus KaxK OCHO8A MAPKemuHeo80l KAMNAHUU AHAIU-
3UpyeTcs MpaKTUKa BHEAPEHUSI HEHPOICUXOJOIMU B COBPEMEHHbIE
MapKeTUHTOBble KaMIlaHWU. [Ipu 3TOM akileHTUpPYyeTCs BHUMaHUE Ha
npobyieMax BIUSIHUS Ha CO3HAHUE U TOBeJeHUE JItoAeit, a Takxke Ha
MOTeHUMATbHbIC MEPCIIEKTUBBI Pa3BUTUSI U HEOOXOAUMOE peryIupo-
BaHMe HelipoMapkeTuHra. Tekyline ucciaenoBaHusl MO3BOJISIT MTOHSTD,
C MOMOIIBIO KaKWX CPEICTB COBPEMEHHbIE OpraHU3allMyi MOTYT IOy~
YUTh KOHKYPEHTHOE MPEUMYIIIECTBO MYTEM MPOBENECHUS HEMPOTICUXO-
JIOTUYECKUX UCCIIEAOBAHUM U KaKYIO MOJIb3Yy OT 3TOTO MOTYT MOJIY4YUTh
notpedutenn. TakuM 00pa3oM, HEHPOMApKETUHT pacCMaTpUBACTCS
Kak HauOoJiee MoTeHIMaIbHAsE UHHOBAIMS, OIpeaesonias mpouecc
MNPUHATHS YIPaBJIeHYECKUX pelleHuid U moBblaiias 3¢hheKTuB-
HOCTb MapKETUHTOBBIX KamIaHuii. CpaBHeHNE aMePUKAHCKUX U POC-
CUMCKMX OpraHM3aluii, TpUMEHSIONIMX HEHPOMAPKETUHT, I10Ka3aJI0
pas3anuus, ¢ OMHOW CTOPOHBI, B OIbBITE MCIOJb30BAHUS, C APYroit —
B OTKPBITOCTU. Tak, aMepuKaHCKNE KOMIIAHWU, KaK MPaBUJIO, MPOBO-
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JST HEWPOUCCIENOBAHNS KaK 3aKpbIThble MHHOBAIIMU, COXPaHSIs UX B
cekpeTe, HalpOTUB, Y POCCUMCKUX (PUPM MEHBIIIE OIbITa B 3TOU ce-
pe, OIHAKO OHU OTKPHITO BHEAPSIOT HEMPOMAPKETUHT U CITOCOOCTBYIOT
€ro pa3BUTHUIO.

B paznene I1.W. UBaHoBoit u O.W. Ilatomu Kiuenmckuii onvim
u eocnpusmue Openda: Keiic 6GHKOBCKUX YcAye paccMaTpUBaeTcs Mpo-
OseMa co3maHMs YCIELIHOTO OpeHIa B CEKTOpe OAHKOBCKHUX YCIYT.
J7s1 mpuBiedeHUs U yaepKaHus KIMEHTOB OaHKaM HeoOXOaUMO Tpa-
MOTHO BBICTPaMBaTh OTHOLIEHUS C MOTPEOUTENSIMU YCIyT, (DOPMUPYS
BBIIAIOIIMIACS KIIMEHTCKUI OTBIT, TOCKOJbKY TaHHbBIHN OTBIT HE TOJIBKO
B3aMMOCBSI3aH C OpeHIOM, a BCTpauBaeTcs B ero CTpyKTypy. IIpoBo-
JUATCS TTOAPOOHBIN aHAIU3 KJIIMEHTCKOTO OMbITa KaK MCUXOJOTMYECKO-
ro (peHOMeHa, CBSI3aHHOTO C pe3yJIbTaTOM B3aMMOIEMCTBUSI OpraHu3a-
UM U TIoTpeduTess. Takke aHaIM3UpyeTcsl crieuuguka 0aHKOBCKOM
cepbl U npeajgaraeTcs Moaeiab KJIMEHTCKOTO OMbITa i1 0AHKOBCKUX
YCIIYT, KOTOpasi B CBOE#1 CTPYKTYpe COAEPKUT YeThipe (hakTopa: «(hoKyc
Ha pe3yJbTaTes», «IyllIeBHOE CIIOKONWCTBUE», «OIbIT B3aUMONEHCTBUS C
MPOOYKTOM» M «<MOMEHT UCTUHBI».

MaTtas yactb «bnsHec-nNcMxonornyeckmue TEXHONOrMMU» OITUCHIBAET
MPaKTUYECKre MHCTPYMEHTHI pabOThl OU3HEC-TICUXOJIOTOB JIJIsl pelle-
HUSI pa3/IMUHBIX 3a7a4 B Ov3Hece.

Paznen E.B. CunopeHko busnec-mpeHuHe oHAaiiH TIOCBSIIEH UHTE-
PaKTUBHBIM METOIdaM, KOTOpPbIE MOTYT MPUMEHSITbCS B OHJIAHH-OM3-
HEeC-TPEHUHTe JIsl MOBbIIIEHUs] BOBJICUEHHOCTU YYaCTHUKOB. ABTOD
COMOCTAaBJISIET MEXKIY co00it Tpu TexHoJoruu: «CeaHC OMHOBPEMEHHOM
urpel», «CoBMeCTHOE ncciaenoBaHne» u «PydHoil Tpyd». DTH METOIbI
ObLIM anpoOMpOBaHbI HAa BBIOOPKE U3 184 yyacTHUKOB OHJIAMH-OU3-
Hec-ceccuii B Mmapte — utoHe 2020 roga. Pe3ynbsraThl MOKa3bIBAIOT, YTO
«CeaHC OMHOBPEMEHHOI UTPbl» OKAa3bIBAETCSI CAMOU BOBJIEKaloOIIei 13
TpeX TEXHOJIOTU, B TO BpeMsl Kak 3¢ GheKTUBHOCTh TexHoaoTuu «Co-
BMECTHOE HCCJIEIOBAHME» 3aBUCUT OT PEJI€BAHTHOCTHU JJIS1 yUaCTHUKOB
MOCTaBJIEHHBIX Mepe] HUMU HUCCIeNoBaTeIbCKUX BOMIPOCOB. TexHoJ0-
rus1 «PydgHoit Tpyn» okaspIBaeTCsl BeChbMa BOBJIEKAIOIIEH, HO TpeOyeT
OOJIBIIIOTO 3araca BpeEMeHU JJ1s1 OMTMCaHUS U MHTepIpeTaluu CO30aH-
HBIX yYaCTHUKAMU TIPOU3BEIECHUIA.

B paznene H. Mapioy lcuxomempuueckue mexunonoeuu. Koney wika-
vt Jlatikepma ? onucbIBaeTCsl 3HAUMMOCTh HEOCO3HAHHBIX MPOLECCOB
B MOBeNeHUU Joneii. BeenctBue 3Toro npodeccuoHalbHbIE UCCIIe-
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JOBaTeNIM B 00JIaCTU MapKeTHHIAa U OpeHAMHTa JOJXKHbBI TOHUMATh U
W3yJ9aTh 3TH TOICO3HATENBHBIC MPOIECCHI, YTOOBI TOYHEEe IpencKa-
3aTh MOBeNeHNe MoTpeduTes. TemM He MeHee B HacTosIllee BpeMsl 10-
MUHUPYIOT TPAAULIMOHHBIE TIOAXOAbl K MCCAENOBaHUSM (HampuMmep,
(bokyc-TpyImbl, OMpoCH! U T.A.), B pe3yJbrare KOTOPbIX CIEeUATUCThI
TOJIy4YaloT AOCTYM TOJBKO K OCO3HAaHHOMY MaTepuany. IIpu atom aHa-
T3MpyeTcs mKaa Jlalikepra Kak HanboJiee MOy ISIPHBIA MHCTPYMEHT
TICUXOJOTUYECKMX U MAapKEeTUHTOBBIX MCClIeN0BaH1. ABTOp paccMmar-
pUBAaET AEBSATb KPUTUUECKUX ITYHKTOB, KOTOPHIE CTABST IO COMHEHME
MOJIE3HOCTh ¥ TOYHOCTh MCITOJIb30BAaHMS IIKa JlaifikepTa KaK OCHOBEI
OOJIBIIIMHCTBA MHCTPYMEHTOB OITpoca. B KauecTBe anbTepHATUBBI pa3-
OMpaloTCsl COBpEMEHHBIE HEeNPOMAapKETUHIOBbIE WHCTPYMEHTHI IS
W3y4eHUs TTIOBeeHUs TTIOTPEOUTENSI, a TAKXKE METOMbI, MOJTHOCThIO OC-
HOBaHHbIE Ha 00pa3ax, CIOCOOHbBIE BhI3bIBATH CIIOHTAHHBIE PeaKIluu,
KOTOpBIE ¢ OOJBINEiT BEPOSTHOCTHIO OTPaXaloT MCTUHHEBIE OCHOBHBIE
MBICJIM U YyBCTBA JIIOJIEH U TIO3BOJISIIOT U30eraTh COLIMAIbHYIO Kesa-
TEJIbHOCT.

B pasmene A.A. KuceneBoii [lepecosopbt 06 opeanu3auuoHHbIX U3-
MEHeHUsIX U NepecmpoiiKa KOSHUMUBHBIX KOHCMPYKMOE pyKogodumeneil
MOKa3aHbl OCOOEHHOCTHU TIEPErOBOPOB 00 OPTraHM3aIIMOHHBIX M3Me-
HEHWUSIX, BbIIENEeHbI (haKTOPhI, KOTOPbIE OMOCPEnYIOT 3(p(heKTUBHOCTh
TepEeroBOpoOB, B YACTHOCTU, KOTHUTUBHBIE KOHCTPYKThI PYKOBOIUTE-
Jig. OHM OTIPEneIIsTIOT TTOBEIeHNE PYKOBOIUTENEH B HaIPaBICHUN U3-
MEHEHUI U TPOSIBIISIIOT UX 0a30Bble yCTaHOBKHU. [ToKkazaHbl OCHOBHbIE
KOMITOHEHTBI KOTHUTMBHBIX KOHCTPYKTOB PYKOBOIUTENS (M3MEHEHME,
coIrajbHasl CIIPaBeUIMBOCTD, 6JIaTOTIONYYNE, IIPABO BIUATH Ha JIIOmeH
U OOCTOSITENILCTBA, COOCTBEHHAs] KOMIIETEHTHOCTb), KOTOPbIE MOTYT
OBITH OCHOBOI1 IIJIsSI TIpeoOpa3oBaHusI ColepKaHUs 3TUX KOHIIENITOB 1
MOCJIeAYIOIIero U3BMEHEHHS TTOBEACHUST PYKOBOIUTEJIS.

B paznene H.B. AnroHoBoii, E.A. Pasron [lpobaema ouenxu 3¢h-
ghexkmusHocmu KoyuuHea: co30anue UHCMPYMeHmMa 0As UsMepeHUs: AUYHOU
aghpekmusrnocmu oOnucaHbl Pe3yabTaThl pa3pabOTKU Kbl JTAYHOMN
3(hEeKTUBHOCTU KakK TToKa3zatensl 3(PpGhEeKTUBHOCTU KOYYMHTa. ABTO-
PBI aHATTU3UPYIOT UCTOPUIO HCCenOBaHUSA (P (PEeKTUBHOCTA KOYIMHTA,
BBIAESIS TUUHYIO 3 (DEKTUBHOCTD KaK OIHY U3 HauboJjiee BasKHBIX €T0
nepeMeHHbIX. 151 co3maHusl MHCTPYMEHTA OLIEHKHU JIMYHOU 3 dek-
TUBHOCTU OBLIIO pealu30BaHO MSTh TAIoB: 1) pazpaboTKa ONPOCHUKA,
M3MEPSIOIIEro YpoBeHb JUYHOI 2 (HEKTUBHOCTH Ha OCHOBE COOpaH-
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HBIX JAHHBIX; 2) UHTEPBbIO PKCIIEPTOB O PEJEBAHTHOCTU BOIIPOCOB K
OCHOBHBIM Oj10KaM; 3) IIpoBepKa HANEXKHOCTH IIKajibl; 4) IIpoBepKa
BHYTPEHHE# COMIaCOBAHHOCTU ONMPOCHMKA; 5) TECTUPOBAHUE OMPOC-
HUKa KaK MHCTPYMEHTa OlieHKU 3 deKTuBHOCTU KoyuuHra. Co3naH-
Hasl aHKeTa IToKasaja BbICOKYI0 HaJeXKHOCTb ¥ BHYTPEHHIOIO COIJIaco-
BaHHOCTb. THCTPYMEHT MOXET OBbITh MCIIOJIb30BaH KaK IJIS OLIEHKU
JMYHOK 3 (PEeKTUBHOCTU, TaK U 11 OLUEHKU 3(PPEKTUBHOCTU KOY-
YUHTA.

Paznen M.P. ApnientseBoii, A.B. Kocosa, 10.B. Knenau, T.JI. Xy-
I9KoBoit Memamexuonoeuu Ou3nec-KoHcaamuHea TIOCBSIILIEH aHAIU3Y
OCHOBHBIX TIPUHIIUIIOB OM3HEC-KOHCAATHHTA KaK MPaKTUKU MEXJTY-
HOCTHBIX OTHOIIIEHU 1 OBITHS €€ CyOBbeKTOB. PaccMOTpeHbI OCHOBHBIE
Mpo0OJieMbl KJIMEHTOB, CBSI3aHHbIE C HAPYIIIEHUEM WX BHYTPUJIMYHOCT-
HBIX U MEXJIMYHOCTHBIX OTHOIIEHWI, OTHOIIEHWEM K WX COOCTBEH-
HOI Xu3HU (OBITUIO) B LIEJIOM, CYOBEKTOB OM3HEC-KOHCAJITHUHIA KaK
YYaCTHUKOB OusHec-mpoiieccoB U np. Llenab uccnenoBaHusi — mpo-
AHAJIM3UPOBATh OCHOBHbIEC MPUHIIUITBI UJIU METATEXHOJIOTUU OU3HEC-
KOHCAJITUHTAa. ABTOpbI 0000111aI0T OCHOBHbBIE MCUXOTEpareBTUYECKE
KOHILIETILIMY ¥ KOHLUENIUU OU3HEC-KOHCANTUHTA (B 3HAYEHUU ITOMOTa-
IOLIEH COLIMAIBHO-TICUXOJOTMYE€CKOM IMPaKTUKU IS Pa3BUTHUA JTIOIEH 1
opraHusaiuii). Onupasicb Ha TeTpaay MPUHIUMIIOB IMTCUXOJOTMYECKOTO
KOHCYJITUPOBaHUS, BbleaeHHbIX B 1iKose K.P. Pogxepca, a Takxke Ha
BeIyllMe TPUHLIMITBI OPTaHM3ALIMOHHOTO KOHCYJIETUPOBAHMSI, aBTOPbI
paccMaTpuBalOT UX MPOSIBIEHUsI U OCOOEHHOCTU B OCHOBHBIX acIleK-
TaX U U3MEPEHUSIX KOHCYJIBTaTUBHOTO B3auMONEUCTBUS. TpaaguliioH-
HO BBIIENSIOT CHEAYIOIINE U3MEPEHUS: CUCTeMa BJIACTH/YTIpaBiIeHUS,
cUCTeMa KOMIIETEHIIMIi/OMbITa, J1000Bb/cUcTeMa OTHOIIeHU. Kax-
JI0€ U3 3TUX U3MEPEHMIA CBSI3aHO C TEM WJIM UHBIM HaMepeHUEM KOH-
CYJBTaTUBHBIX OTHOIIEHUI: TpaHC(POPMALIMOHHBIM, OUAJIOTMYECKUM
U PESIIMOHHBIM. B paMKax KaXaoro u3 3TUX HaMEPEHUI OCHOBHbIE
MPUHILMUITBI OM3HEC-KOHCAJIITUHTA MPOSIBISIIOTCS KaK METaTeXHOJIOTUU
WJIM METaTeXHOJOoTUYecKue rpyrmbl. KpoMme Toro, aBTopbl paccMaTpu-
BalOT NPUHIIUIBI OM3HEC-KOHCAJITUHTA TPUMEHUTENBHO K XKU3HU KOH-
CyJbTaHTa U KJIIMEHTA B LIEJIOM KaK «METAaTEXHOJIOTUY XU3HU».

B pasnene P.B. MBaHoBa, O.B. MaBpuna Koyuurne kax mexrono-
eus paspeulenus KOHGAUKmMos 8 opeanusayuy TPOBOAUTCS aHAJIU3 KOH-
(nukTOB Ha TIpuMepe KOHKpeTHoi opraHuzaiuu — OO0 «Ipann
Otenb KazaHnb». 3T0 coBpeMeHHBIH 17-3TaXKHbI KOMITJIEKC C TIOJTHBIM
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UH@paCcTpyKTypHBIM KoMIuiekcoM. Hambojiee pacrpocTpaHeHHBIM
BUIOM KOH(MJIMKTOB B 3TOI OpraHu3aluu SBjseTcsi KOHGIUKT Mpu
B3aMONEHCTBUM C KJIMEHTaMM. ABTOPBI aHAJU3UPYIOT BO3MOXHBIC
CITOCOOBI MX pa3pelleHus], IPU 3TOM OCHOBHOE BHUMAaHUE YHCISIOT
KOYYMHTY KakK Haubojee 3¢hGhEeKTUBHON MOIEIN, paCKPBIBAIOT STAIlbI
Mpoiiecca KOy4yrmHra rmpu padbote ¢ cCoTpynHMKaMu. B 3akimoueHue nomi-
YEepPKUBAETCS, YTO KOYYMHT KaK METOJ pa3pelicHUs KOH(MIMKTOB B Op-
TraHU3aluM, He SIBJISETCS pa30BOM Mepoil MOBbIIICHUS 3G (EKTUBHO-
CTU pabOTHI €¢ COTPYAHMKOB. KOyYMHT — 3TO 0CO3HAaHHO BHEAPEHHAs
MOJIENb YIIpaBJIeHUsI OpraHU3a1ieil, KOTopas IIO3BOJIUT He TOJIBKO JI0-
CTUYb B3aMMOIIOHVMMaHUS MEXIY COTPYIHUKAMHU M KJIMEHTaMU OTeJIs,
HO ¥ TIOMOXET JIy4Ille PACKPBITh JUIYHOCTHBIN U MPOodeCcCUOHATbHBIM
MOTEHLIMA €ro COTPYAHUKOB, TprueM 3(PdeKT OyaeT JOCTUTHYT He
TOJIbKO B COOJIIONCHUM YCTAHOBJICHHBIX MTPaBUI, HO B pe3yJbTaTe ca-
MOMOTHUBAILIMM W CAMOOIIPENEICHUN, COCPEIOTOUeHU BHUMAHUS Ha
npodeccuoHaIbHOM U IMYHOM CaMOCOBEPILIEHCTBOBAHUH.

B paznene T.}O. bazapoBa u M.C. KapnioBa Ilouemy ykpenismo
dogepue Ha 0en08biX NepPe20B8opax evleo0Hee, HeM NPUMEHIMb MAHUNYAS-
mueHbvle cmpameeuu ? TIPUBOISITCSI 0OOCHOBAHUS Te€3MCa O TOM, UTO B
JIeIIOBOI cpejie IEPEerOBOPHBIE CTPAaTery, OCHOBAHHBIE Ha MPOCTBIX U
MpO3payHbIX MPUHIUIAX, HalleJCHHBIC HAa pa3BUTHE JOBEPUS U Iap-
THEPCTBA B JIOJTOCPOYHOI MepCIeKTHBe, MpeobaaaaloT Hal UX KO-
PBICTHBIMU Y KOHBIOHKTYPHBIMU allkTepHaTUBaMu. [Ipy 3TOM BaxkHO
co0JtonaTh cieayolliee yCI0BUE: abTPYUCThI JOJKHBI UMETh BO3MOX-
HOCTb TTOJIYYUTh KOMIIEHCALIUIO 3a HeCIIpaBeIIMBOE MOBEICHUE Tap-
THepa. DTO TOT MPU3HAK, KOTOPHI OTIMYAET yCHEIIHbIE CTPATEruu
MapTHEPCTBA OT MX YPE3MEPHO ONTUMUCTUYHBIX aJbTepHATUB, OCHO-
BaHHBIX UCKJTIOUYUTEIBLHO Ha OECIPOUTpHIIIHOi Toruke. CTpeMiieHue
NoOyIUTh IPOTUBHUKA K MPUHSITUIO MOAEIN OOIIEHUSI, OCHOBAHHOM
Ha TapTHePCTBE, BBIHYKIAET HAC YKPEIUISITh €ro MoBeAcHKE, HallpaB-
JICHHOE€ Ha COTPYIHUYECTBO, M HAKA3BbIBATh 32 ACCTPYKTUBHEIC U 3TOU-
CTUYHBIEC JEWCTBYS, BKIIIOUasi CO3HATEIbHOE MCMOJIb30BaHUE MAHUITY-
JIITUBHBIX TpreMoB. O0OCHOBaHME JAaHHOM cTpaTernu 0a3mpyeTcs Ha
TEOPETUUECKNX KOHLEHIINIX, Pa3pabOTaHHBIX B paMKaX PUMCKOIO U
COBPEMEHHOT0 YaCTHOTO IpaBa, TEOPUU TPAaHCAKLIMOHHBIX U3AEPXKEK
¥ IOBTOpSIONIeiics queMMe 3aKITI0UEHHOTO.

B pasnene A.B. 3axaposa Ilopoxcdaroujue uepot 6 asuayuoHHoOM Ou3-
Hece OTIMCHIBAETCSI MPaKTUKA MCITOJIb30BAHUS TaHHOTO BUIA WUTP IJIS
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MNOBBILIEHUS TOTOBHOCTM aBUALIMOHHOIO MepcoHajaa K AEHCTBUSAM B
9KCTPEMAIbHOI CUTyallM! 3a CUET YCKOPEHHOTO MOCTPOECHMS U TaNTb-
Helinero oOcIyXuBaHusl oopas3a npodeccruoHana. BaxkHEIM 2j1eMeH-
TOM MOPOXOAIOLIETrO CLIEHAPUs SBISIETCS TO, YTO B IPOLIECCE UIPbI
AKUITAX MOJIy9aeT HOBBII OIBIT, IPUMEHSISI €TI0 Ha IPAKTUKE, TO €CTh
ycumBaeT ero. B To ke BpeMst pa3Hble KOMaHIbl CO3Al0T pa3IMIHbIC
ClLIeHapuM, YTO B KOHEYHOM MTOI'€ MOXET IPUBECTU K COBEPILIEHHO
MHBIM pe3yjibraTaM, B TOM 4YHMCJie KacaloluMcs 0e30IIaCHOCTU MoJe-
TOB. B X01e UTrpoBoii cuTyalluy MUJIOTHI BUAST MPOLIECC B3aMMOIESH-
CTBUSI, C OMHOM CTOPOHBI, M BOBJICKAIOTCS B HEero, ¢ apyroit. Kaxmabrii
npuderaeT K CBOEMYy CLIEHApUIO U MOXKET BUICThb, K YeMy TPUBOASAT
ero AeKCTBMS B KOHIIE UIPbl. TakuM 00pa3oM, B OCHOBE JIEXKUT B3au-
MOAENCTBUE YYACTHUKOB B UTPOBOIM CHUTyallUHd C MCIIOJb30BAaHUEM
COOCTBEHHOTO clieHapusl. B 11ie1oM B mpoliecce Urpbl MPOUCXOAUT pa3-
BUTHE KOMIETEHLIU, pEKOMEHIOBAaHHBIX MEXIYHAPOIHBIM COOOIIIE-
CTBOM.
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Introduction.
Business psychology: approaches
and development trends

S. Benton, N. Ivanova

Monograph “Business Psychology in an international perspective:
Theory and practice” is devoted to theoretical and scientific-practical
research in the field of business psychology. This is a modern interdisci-
plinary branch in applied psychology, which is characterized by a com-
prehensive approach to the analysis and accounting of psychological fac-
tors of business in order to increase its efficiency [ Benton, Ivanova, 2016].

Business psychology emerged at the intersection of organizational,
social psychology, industrial psychology and psychology of personality,
as well as economics, sociology and management under the influence of
the processes of social and economic development of society [Ivanova
et al., 2008]. Within this integrative direction, business is studied as a ho-
listic phenomenon that combines various components, in which the fol-
lowing psychological factors are revealed: activity, organization, social
and professional self-determination of the individual, social institution,
etc. This makes it possible to develop business-psychological methods
for improving business efficiency, taking into account the peculiarities
of the businessman personality, the norms and rules of interaction in
the organization, ways of communication with customers, etc. [Benton,
Ivanova, 2016].

In recent years, this area has become increasingly well-known and
popular, both among psychologists and business representatives. For
psychologists, it is important to develop new approaches, tools, and
technologies that allow them to flexibly respond to current requests from
business organizations. Representatives of companies need psychologi-
cal help because of the complexity of the tasks facing the business in the
current economic, socio-cultural conditions.
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It is important to emphasize that the psychology of business ap-
peared, first of all, in connection with the request to psychologists from
the business side. For many managers, it became increasingly obvious
that improving business efficiency is impossible without taking into ac-
count a complex of psychological factors in the construction of business
processes and management systems. At the same time, the accumulated
experience of companies working with psychologists has shown that not
all psychologists are personally and professionally ready for practical
work in business due to their narrow psychological training and lack of
understanding of the business environment, lack of readiness for con-
structive interaction with business representatives.

All this increased the participation of psychologists in practical work
with business, led to the emergence of new subject research areas that
play an important role in the development of methodological tools. In
addition, it stimulated the development of conceptual models of busi-
ness psychology and training programs for practical psychologists to
work in business.

We can say that the emergence of this direction reflects the urgent
need for managers and owners of companies to receive comprehensive
psychological assistance, build creative and mutually beneficial interac-
tion with psychologists.

We emphasize that business psychology, as an independent field,
began to form in the 90s of the twentieth century in the UK. It was there
that the first approaches to understanding the meaning of the activ-
ity and the functional tasks of psychologists were formed in connec-
tion with the changing demands of companies. So, in the 90s of the
twentieth century in the UK, due to changing economic conditions, the
problems of strategic business development were exposed. It became
clear that in order to improve the efficiency of companies, they need
specialists who have a wide range of psychological competencies and
understand the very essence and spirit of the business. In Russia, this
realization occurred a little bit later, when businessmen faced similar
problems that could be solved with the help of psychologists with spe-
cial knowledge and skills. It is no coincidence that the first publications
devoted to various aspects of business psychology appeared during this
period [McKenna, 1994; Bardier, 2002; Deineka, 2000; Emelyanov,
Povarnitsyna, 1998; Melia, 2005; Samoukin, 2001; Zhuravlev, Kupre-
ichenko, 2004; etc.].
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All this influenced the worldview of psychologists, who realized the
need to find extraordinary solutions and technologies, flexible adapta-
tion to the tasks set by the business. It should be noted that psychologists
who were then graduated from universities formed a mostly narrow view
of the problems associated with the assimilation of specific knowledge
and methods of psychology, as a rule, far from the goals and objectives
of the business itself. Psychologists needed a new marker of professional
identity that would reflect their unique set of competencies, a compre-
hensive vision of the psychological content of business problems, the
ability to improve the performance of companies through increasing
the personal awareness of employees, the quality of communication and
personnel management, the search for non-standard solutions, building
long-term relationships with customers, etc.

The title “Business psychologist” has become such a professional
marker. It is given to psychologists who have received special training to
work in business organizations. They should be able to conduct a com-
prehensive analysis of the psychological problems of the business on the
basis of a qualified diagnosis, to carry out actions to predict the develop-
ment of the business. In addition, they should have more opportunities
to understand the internal life of the organization, managing themselves
and organizations, developing communications, image, etc. [Benton,
Ivanova, 2016].

It should be noted that business psychology has faced problems with
positioning relative to other branches of psychology, primarily organi-
zational and economic psychology. Therefore, professional associations
of business psychologists were created, conferences and seminars were
held, etc. Associations of business psychologists have been established in
Russia and the United Kingdom, and conferences and seminars are be-
ing held in this field. For example, the annual international conference
“Business Psychology: Theory and Practice” has been held at the HSE
for almost 10 years. All this contributed to a deeper understanding of the
essence of this direction and its advantages over other applied areas of
psychology, both within psychology and from the business side.

Comprehensive approaches in business psychology began to take
form in universities, where psychologists were trained in this field. All
training programs reflected the ideas of their developers about the con-
ceptual components of business psychology, which were fixed in the
training content.
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Basic approaches in business psychology

The first master’s programs of this profile were opened in the late
90s of the twentieth century in the universities of Great Britain: Uni-
versity of Westminster, London Metropolitan University. Today, such
programs exist in Russia, United States, Germany, Australia, and other
countries. So, in the UK in recent years, about 60 different training
programs for business psychologists have been opened. In Russia, for
more than 10 years, psychologists in this field have been trained in the
Master’s program “Psychology in Business” of the Higher School of
Economics. Since the content of training in different universities is dif-
ferent, the professional portrait of a business psychologist largely de-
pends on the training model that was created in the educational institu-
tion.

At the same time, we can say that these programs combine a com-
prehensive approach to psychological factors in business and focus on
solving practical problems. All training programs in business psycholo-
gy are based to some extent on the foundation of organizational and so-
cial psychology, psychology of personality, and industrial psychology.
Business psychology is most closely related to organizational psychol-
ogy and industrial psychology. This can also be seen in the programs
that have been opened in recent years. For example, the programs
“MSc Industrial/Organizational and Business Psychology” (Univer-
sity College London, UCL), “Business and Organizational Psychol-
ogy” (Business School at University of Westminster), etc. At the same
time, in a number of universities, business psychology programs focus
on psychology of management, the decision-making process, and the
effectiveness of performance (University of Leeds, Heriot-Watt Uni-
versity, etc.).

Historically, the first training programs for business psychologists
were opened at the University of Westminster and London Metropolitan
University. These programs have been tested for a long time in the educa-
tional process and the professionalization of graduates (about 20 years)
and have had a significant impact on the formation of subsequent pro-
grams. In particular, based on the experience of these programs, a model
was developed for training business psychologists in Russia, on the mas-
ter’s program “Psychology in Business” of the Higher School of Eco-
nomics. It was on these programs that the main approaches to business
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psychology were identified: managerial (strategic), organizational, and
comprehensive.

Let’s consider the approaches to business psychology.

The management approach is presented in the Business Psychol-
ogy programme developed by Professor S. Benton (University of West-
minster). This approach reflects the role and competencies of a business
psychologist, which are necessary for building and implementing tasks of
strategic development, improving the effectiveness of the organization’s
activities through psychological support of the decision-making process,
conflict management and communication.

The goal of training of psychologists in this approach is to develop
personal and professional competencies that contribute to the imple-
mentation of the strategy of systematic growth of the organization’s
sustainability. The business psychologist must be able to identify the
functional and strategic capabilities of the company at the levels of the
individual (I), team or group (T) and organization (O). Therefore, he
studies a set of conceptual theories, gets acquainted with a large num-
ber of methods (diagnostics, consulting, coaching, etc.). It is personal
competencies aimed at expanding the options of human behavior in the
organization at three levels (I, T, O) that are an important basis for stra-
tegic management.

The personal maturity of the company’s personnel and managers is
considered as a prerequisite for their behavior in various situations and a
condition for the stability of the organization. In order to achieve coher-
ence in the organization, the psychologist needs to work with the com-
petencies of each level (I, T, O).

In the training program for this model, the following main units were
identified that determine the structure of business psychology, the set of
knowledge and competencies of a business psychologist:

@ analysis of individual differences;
team (group) skills;
negotiation skills (conflict resolution);
analysis and decision-making skills;
diagnosis and development of personal competencies (the ability
to think and act strategically).

It is important that these competencies are combined in practice, if
each of them is not included of the competencies of each level (I, T, O).
One key factor for successful behavior within and between each level is
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to combine the “level” of competence with a mental schema that en-
courages and supports the ability to diagnose and solve problems. This
combination provides the basis for consistency between the individual’s
ability to diagnose (D), solve problems (DM), plan (P), and transform
these diagnostic processes into effective behavior and actions. All these
abilities are manifested at the level of the individual, team and organiza-
tion (I, T, O).

The flexibility of the behavioral response, which is linked to the
goals of the activity, is considered as a product of an effective indi-
vidual, group, and organizational strategies. Each of the main areas of
competence outlined above acts as a source of focus of attention when
the problems of communication and achieving interpersonal goals are
solving.

According to the model of S. Benton, personal competencies affect
the ability to develop positive personal strategies that can increase any
level of basic competence. In order to achieve this coherence in complex
and intense interactions, a number of key or core competencies must
be established as a starting point in building overall effectiveness. The
starting point is competence in identifying and using the individual dif-
ferences. Competence in dealing with differences such as: culture, per-
sonality, learning styles, conflict types, and communication styles is en-
hanced when integrated into other core areas: teams, conflict resolution,
decision facilitation, and personal competencies.

Combined with strategic abilities for diagnosis, planning, and ac-
tion, Benton’s approach argues that individuals and groups are less likely
to be negatively affected by the distorted and failed communications that
often accompany the communication of individuals and groups under
pressure. In addition, it is argued that individuals and groups are much
more able to maintain focus on tasks when working with differences
(diversity) for longer with less influence of negative and defensive be-
havior. The main argument is that most of the “behavioral barriers”,
performance failures, arise from shortcomings in managing individual
differences that manifest themselves in each of the main areas of the
competence model.

The S. Benton approach and model provides a way to align personal,
group, and organizational competencies in such way that the individual
differences and diversity of the group are used more effectively to achieve
the company’s strategic goals.
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The organizational approach is presented in the program “Business
Psychology”, developed by N. Marlow (London Metropolitan Univer-
sity).

According to N. Marlow, business psychology is a complex, inter-
disciplinary field of applied psychology, focused on the organization-
al context of business and aimed at solving problems faced by owners,
managers and staff of business organizations. A business psychologist
must have the values, thinking, interaction and self-presentation skills
necessary to work with businessmen, be able to talk to businessmen, and
be understandable to them. He needs knowledge not only in psychology,
but also in a broader context: about the situation in society, factors of
business development, etc. In addition, he must demonstrate the skills
necessary for working in business.

A business psychologist needs a wide range of competencies that al-
low him to apply various technologies to improve the efficiency of both
the organization’s managers and staff. In particular, it is necessary to
develop consulting and coaching skills. Therefore, the training was con-
ducted in close cooperation with representatives of counseling psychol-
ogy and the Association of Business Psychologists of Great Britain.

This program included the following main modules, reflecting the
knowledge and competencies of a business psychologist:

® psychology of success in business (as an activity and a social in-
stitution);
organizational learning, innovation, creativity;
staff selection and development for business success;
organizational culture and change;
decision-making, leadership and motivation;
research methods, consulting skills;

@ business-psychological project.

The first module “Psychology of Business Success” is aimed at
studying the sources of business activity, the role of psychology in im-
proving business efficiency. This module focuses on how the business
works and how it affects psychology.

The second module, “Organizational Learning, Innovation, Cre-
ativity”, carries out training at the individual, group, and organizational
levels, which can lead to innovation. The primary challenge for business-
es is to understand the factors that can either promote or deter learning,
innovation, and creativity.
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The third module “Selection and Development of Personnel for
Business Success” includes an analysis of the elements of successful
business behavior and procedures for the recruitment, assessment and
development of personnel. The psychologist needs to understand how
these procedures relate to work standards, opportunities for innovation
and creativity, directions of business change, continuous training and
development of staff.

The fourth module “Organizational Culture and Change” is based
on the anthropological and psychological analysis of the organization.
A large role is given to the theory of Z. Freud, metaphorical methods
that help to develop an understanding of how individuals gain experi-
ence in groups and organizations. The study of organizations using the
metaphors “culture” and “mental dynamics”, the identification of the
influence of various elements of the organization on the psychological
atmosphere and the real state of business — the most important compo-
nent of the training of business psychologists.

The fifth module “Decision-making, Ladership and Motivation” is
related to the task of understanding the nature of management decisions.
It reveals the relationship between management and leadership, leader-
ship styles, and the relationship with the conditions and motivation in
organizations in terms of decision-making and conflict resolution.

The sixth module “Research Methods, Consulting Skills” is aimed
at developing skills and various methods of research, data collection and
processing, mini-projects and specific organizational tasks, negotiation
and consulting skills.

The seventh project module “Business Psychology Project” allows
students to demonstrate mastery in the field of business psychology,
skills in design, data collection, critical analysis and interpretation of re-
sults. It also helps to develop the skills of planning and organizing, con-
sulting and networking, and allows to create original research work based
on the organizational context.

Within this approach, the appeal to the organizational context, along
with the knowledge of the basics of psychology enables the business psy-
chologist to help companies improve their efficiency and competitiveness.

A comprehensive approach is implemented in the master’s pro-
gramme “Psychology in Business” (HSE).

In our country, this is the first training program for business psy-
chologists, which was opened at the Faculty of Psychology of the Re-
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search University Higher School of Economics in 2004. The content of
this program is based on industrial psychology, social and organizational
psychology, psychology of personality, but it is also open to other areas
in psychology and humanities. The main objective of this program is to
train specialists who have a wide range of competencies that help to im-
prove the efficiency of individual or team work in the business sector.

Within the scientific-psychological approach developed at the High-
er School of Economics, business is considered as a complex system
aimed at creating products and services that have properties that are in
demand by society or individual groups of people. The main function of
business is to create products and services with new properties that are in
demand by society [Ivanova et al., 2008].

Accordingly, the structure of business psychology is formed on the
basis of the following aspects of the analysis [Benton, Ivanova, 2016].

Activity (professional). Business is a special economic activity aimed
at making a profit, and imposes certain requirements on the identity of
the personality.

Organizational. Business, most commonly, operates on the basis of
special created organizational structures, so in the organizational con-
text, it has its own patterns of occurrence, functioning and development.

Environmental (sociological, market, etc.). Business is one of the
most important social institutions of society, so it, on the one hand, de-
pends on the current level of socio-political and cultural development of
society, the economic situation in the market, etc., on the other, has a
significant impact on social structures and order in society, the social-
ization of citizens and standards of social behavior.

Based on these aspects, the directions of studying the life activity and
personality of businessmen are set. A businessman develops the idea of
his business, creates an organization, defines its mission and strategy,
and ultimately defines the image of the business as a social institution.
The main task of the psychologist is to help him at all these stages.

Within this approach, business psychologists are specialists of a
wide profile who, having a good understanding of the general meaning
of business and management, can successfully apply their psychological
knowledge in HR, organizational and individual consulting and coach-
ing, the study of consumer behavior, and others. They can help busi-
nessmen to increase their efficiency and competitiveness, to follow the
principles of humanism, to be capable of personal growth, mutually ben-
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eficial and constructive communication with people. In addition, they
should have a number of advantages over other specialists, in particular,
they should be able to show greater efficiency in self-management, busi-
ness communications, building a business image, etc. They should also
have more opportunities to understand the life of the organization and
develop effective relationships, as well as be able to use business psycho-
logical technologies [Eliseenko, Ivanova, 2018].

The main content units of the disciplines are aimed at developing
competencies in the field of working with a businessman’s personality,
organization and market.

A.

Business as an activity:
psychological analysis of personality and activity;
social and professional development of the individual;
professional activity of businessmen (emotional and volitional
regulation of activity, psychological aspects of decision-making,
professional development etc.);
the personality of a businessman (motivational and semantic
sphere of personality, ways and means of social, personal and
professional self-determination);
making effective decisions;
methods of work of the psychologist at the individual level
(diagnosis, counseling, coaching, etc.).

B. Business as an organization:

facilitation of group processes and organizational changes;
optimization of external and internal organizational
communications;

leadership and organizational behavior;

HR technologies in organizations;

principles and technologies of psychological support of business
organizations;

creating and managing an organization as a business tool;
methods of work of a psychologist at the group and organizational
levels (diagnostics, consulting, coaching, etc.).

C. Business as a social institution represented in public relations and
sales markets:

psychology of consumer behavior;
structure and content of economic consciousness (socio-cultural
features);
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@ psychological patterns of consumer behavior;

@ socio-cultural conditionality of interaction between business

organizations in the market economic environment;

@ mechanisms of interaction with customers, brand building;

@ psychological aspects of marketing research, etc.

Within this approach, a business psychologist prepares to perform
a wide range of roles and develops competencies in the field of manag-
ing the process of making effective decisions, facilitating group processes
and organizational changes, optimizing external and internal organiza-
tional communications, studying consumer behavior and conducting
marketing research, etc.

It is important to combine research and practical work in the pro-
cess of training business psychologists to implement a comprehensive
approach. Namely, to create conditions for understanding real business
problems, to be able to develop tools and technologies that are useful for
overcoming these problems independently, etc. Therefore, an important
role in the implementation of this approach is both the organization of
scientific events and constant interaction with practitioners.

Thus, summarizing the presented approaches, we can say that busi-
ness psychology today — is an interdisciplinary field of applied psychol-
ogy, in which conditions for the effective work of business organizations,
personal and professional development of businessmen, and the imple-
mentation of the principles of humanism in business relations are cre-
ated on the basis of a wide range of research and practical technologies.

The professional development of a business psychologist is aimed at
preparing for various types of activities: consulting, training, expert, re-
search, project, etc. The complex nature of training allows business psy-
chologists to be fulfilled: in banks, industrial enterprises, international
corporations, construction, transport, trading companies, in the service
sector, in psychological and consulting centers, in educational institu-
tions, in project companies, in creating their own business, etc.

The main trends in the development
of business psychology

A. A persistent trend in the development of business psychology is
manifested in the expansion of the range of models and concepts that
are tested by business psychologists in relation to the tasks implemented
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in practice in companies. The principles and technologies of Gestalt
psychology, transactional analysis, cognitive, psychoanalytic, holistic,
metaphorical approaches become the basis for a number of studies, the
development of practical tools in counseling, diagnosis, development,
etc. Also, business psychologists, developing a variety of business de-
velopment problems, turn to moral principles and norms. Finally, the
business-psychological approach penetrates into the educational system.
Considering this trend, the first chapter of the monograph is devoted
to methodological approaches in business psychological research and
practice.

B. In business psychology, an integrated approach to psychologi-
cal factors in business and a focus on practice is being strengthened, in
particular, in the interdisciplinary content of business psychology. There
is an increase in the attention of business psychologists to research ac-
tivities, the search for new theoretical approaches, subject areas that can
be the basis of business psychological practice. In addition to the tradi-
tional issues related to the problems of organizational, social psychology,
psychology of personality, and industrial and management psychology,
aspects from the field of economic psychology, in particular, the psy-
chology of consumer behavior, are beginning to play an increasingly im-
portant role. In the monograph, these issues are presented in the fourth
chapter, devoted to consumer behavior and the external business envi-
ronment.

C. There is a growing interest in personal problems related to the
variability of external and internal conditions for creating and running
a business. Thus, the question of self-determination of the personality
in business, which is devoted to the second chapter of the monograph,
is becoming more and more relevant. The attention of researchers and
practitioners focuses on the value-motivational side of the individual
that accompanies the process of professional development, building a
business, using Internet resources, going through various stressful situ-
ations, etc.

D. A new trend is manifested in the increased attention of business
psychologists to the problems of organizations with increasing uncer-
tainty, psychological stress caused by the current leadership model and
its impact on the relationship between managers and subordinates, the
atmosphere in the organization, the value-motivational orientation of all
employees, etc. The problem of leadership begins to be considered in the
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context of ordering chaos, introducing new norms and rules of relations
in the organization, minimizing the negative consequences of the desire
for power, the search for leadership solutions, etc. This trend is reflected
in the third chapter of the monograph on business leadership.

E. It can be noted the trend in the development of business-psycho-
logical technologies, the search for tools that contribute to the develop-
ment of the individual and the organization [Eliseenko, Ivanova, 2018].
This is mostly due to the expansion of the repertoire of practical work of
business psychologists in the new conditions of life of people around the
world caused by the pandemic, the development of new technologies,
the economic difficulties experienced by many companies, etc. There-
fore, the demand for the development of online tools and the develop-
ment of ways to use them in work that requires active interaction and
personal participation of a person is increasing. This is, for example, the
practice of preparing trainings, conducting negotiations, resolving con-
flicts, as well as in counseling, coaching, etc. In addition, the problem
of the effectiveness of technologies, the reliability of the data obtained
by the psychologist, the impact of the procedures used on interaction
and personality is becoming increasingly important. The fifth chapter is
devoted to business-psychological technologies.

In conclusion, it is important to emphasize once again that more
than 20 years have passed since the first approaches to business psychol-
ogy appeared in UK universities. During this time, business psychology
has become an increasingly recognizable brand of world psychology. It
is actively developing and becoming more and more popular in business
and society thanks to the efforts of universities, associations of business
psychologists and practitioners. The demand for business psychologists
in the labor market, both in our country and abroad, is determined by a
wide range of their competencies, the ability to search for technologies
that meet changing business conditions. The main advantage of this di-
rection in comparison with other applied areas of psychology is the com-
plex nature, humanistic orientation and constant development in such a
changing world in which we now live.

The content of the monograph is based on the approaches in busi-
ness psychology and trends in the development of this field.

The first part "Methodological approaches in business psychologi-
cal research and practice” shows the key characteristics of this approach
and examines the range of debatable issues regarding the role and pos-
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sibilities of the business psychological approach in conducting research
and solving practical business problems.

Thus, in the section by E.N. Makhmutova Business psychological
approach in the educational system of the Moscow State Institute of In-
ternational Relations, the institutional and educational components in
the structure of the university approach to business psychology are de-
scribed. The institutional components of this approach are considered
from the point of view of the connection between diplomacy and busi-
ness in the context of official documents of the Russian Federation and
speeches of the head of the Ministry of Foreign Affairs Sergey Lavrov.
The analysis of the educational component emphasizes the importance
of the psychological approach in the professional training of internation-
al students, describes the educational process and the place of business
psychology in it. In conclusion, it is noted that the further development
of business psychology at the Moscow State Institute of International
Relations has optimistic prospects.

0.S. Deineka’s section Moral principles and norms in the practice of
developing competitiveness in the business environment is devoted to the
study of the place of the moral factor in the symbolic picture of ideas
about competitiveness at three levels (individual, organizational and
country) and the associated deviation of moral behavior (by the example
of studying monetary strategies). The study sample was representatives
of business organizations in Moscow, St. Petersburg and Izhevsk in the
field of construction, trade and services (84 people (34% men and 66%
women) aged 35 * 11 years). The results showed that the subjects make
higher moral demands on the organization and the country than on
themselves, allowing moral deviations for the sake of money. The study
revealed correlations of attitude to moral deviations (on the example of
monetary attitudes) and personality traits.

Subjects for whom money at a high level of significance are a factor
of personal competitiveness and the most important indicator of suc-
cess in work turned out to be more tolerant of receiving a bribe. And, on
the contrary, those who associate work success with professional growth,
competence and a willingness to innovate reject corruption behavior. It
is shown that the older workers are, the more critical they are about vio-
lation of moral standards.

In the section by T.Yu. Bazarov and A.V. Paramuzov Time perspec-
tive and managerial identity in the context of professional-managerial
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roles, the study of the perception of psychological time of managers in
the context of their managerial role repertoire is described. The authors
note that despite the proven connection between the time perspective
and different types of identity (personal, social, organizational, etc.),
the issue of managerial identity remains insufficiently studied. As a re-
sult of the study of 174 people, including 92 managers and 82 entrepre-
neurs, it was found that the perception of psychological time through
managerial roles is different between managers and entrepreneurs. There
are not significant statistical differences among managers and their
managerial roles. There are differences between the roles like Organizer
and Supervisor among entrepreneurs. The role of the Supervisor has a
more open time perspective than the role of the Organizer.

In the section by A.V Evdokimov The Metaphorical Approach in
Business Psychology, the challenges in business caused by its modern
external and internal environment are considered, and the metaphori-
cal approach is described as an eco-friendly tool in dealing with such
challenges for a more effective way of solving business problems. The
metaphorical approach is a method associated with the application of
various metaphors in practical psychology. The section provides specific
business tasks in which a metaphorical approach can be used, and exam-
ines the tools and technologies of this approach. The metaphorical ap-
proach is also analyzed as a tool for developing the main competencies of
a business psychologist. This section describes three practical cases that
clearly demonstrate the possibilities of a metaphorical approach to solv-
ing business psychological problems. In conclusion, it is noted that the
competent use of metaphors can enhance the practical work of a busi-
ness psychologist from the initial team diagnosis and collection of key
information to the final sessions.

P.A. Blinnikova’s section Psychology and cognitive science as a tool
to improve business efficiency demonstrates the opportunity that opens
up for business if it relies on the achievements of contemporary science
of the human mind and thinking. This section provides an overview and
generalisation of the range of studies, analysis of the applicability of
certain results in business. In the course of the work, it was found that
most of the modern achievements of cognitive science at the moment
are either not used at all by the business sector or are not widely spread.
Despite this, the analysis of applicability showed that the application of
research results would increase the efficiency (success) of doing business.
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It is worth to note that at the moment, unfortunately, most researches
are still carried out in the USA or in Western European countries so this
factor should be taken into account if we apply the results of the study
to other societies, including the Russian one. Nevertheless, this analy-
sis opens up opportunities for further research, including verification
and refinement of data on the domestic sample. The section notes that
the main source of income for the company is people whose behavior is
studied by psychology. In this regard, recent advances in psychology and
cognitive science will allow researchers to change business strategies to
improve efficiency and profitability.

In the section by M.R. Stukan, 1.V. Korotya, O.V. Nagaev Possibili-
ties of E. Erickson’s Approach in the analysis of employee behavior and rela-
tionships between them, a brief summary of Erikson’s theory with empha-
sis on its certain elements is given. The article analyzes the relationship
of psychological traumas received during the person’s crises with the
current features of behavior and interaction with others. The possibili-
ties of assessing the most up-to-date stage of employee personality’s de-
velopment, as well as the presence of traumas from crises at previous
stages, are considered, and suggestions are made on possible options for
compensating these traumas and minimizing the impact of their negative
manifestations on the process of interaction between employees. The au-
thors of the section conclude that there are hidden opportunities in the
theory of personality development by E. Erickson for its use in assessing
the causes of existing problems in the interaction between employees, as
well as for developing proposals for the reorganization of the industrial
process and increasing employee motivation.

The second part “Self-determination of the individual in the busi-
ness environment” is devoted to the description of the results of research
and practical recommendations in the field of problems at the personal
and organizational levels of business.

In the section by D. Autissier, E. Pachtchenko-de Préville, 1. Van-
dangeon-Derumez Learning Organization: The basic principles, Concep-
tual Approach, Principles of Functioning and Examples the significance of
the transition of organizations to another level of life activity is consid-
ered — their transformation into learning, which is dictated by modern
reality. The authors analyze the conceptual model of the learning or-
ganization, which includes the following components: systemic think-
ing, personal mastery, mental models, shared vision and team learning.
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The importance of considering these disciplines together, as well as the
holistic application of the model in practice, is emphasized. The article
describes and analyzes the methodology of implementation and func-
tioning of training networks in one of the largest companies in France,
as an example of a specific use of the principles of a learning organiza-
tion.

The section by V. A. Stroo, 1. Savinova Professional looking at value
features of highly qualified employees describes a study aimed at identi-
fying the preferences of highly qualified specialists when choosing an
organization for employment. The international human capital study
conducted by ManpowerGroup, based on a survey of 39,195 employ-
ers in 43 countries, found that 67% of large organizations announced
a shortage of qualified personnel. Highly qualified specialists feel their
demand and understand that they can benefit from the current situation.
It is natural that these processes stimulate the appearance of complex
preferences in the choice of an organization for employment, which em-
body the desire to find an organization that will best meet its goals. To
achieve the goal of the study, a series of standardized interviews were
conducted, followed by a content analysis of the protocols to identify the
priority characteristics of the organization for employment. As a result, it
was found that the preferences of highly qualified employees are focused
around both the external characteristics of the organization, considering
its positioning in the labor market and HR brand (for example, remuner-
ation, prospects, prestige), and the internal characteristics of the orga-
nizational activity and culture (for example, the quality of relationships,
meaning and challenge). Familiarization with the results of the study will
allow business leaders aimed at recruiting professionals to get a holistic
view of the current priorities and effectively formulate the employer’s
value proposition (EVP) to a potential employee.

In the section by T. Terekhova, E. Trofimova Subjective character-
istics of personality as a system-forming factor of economic self-determina-
tion of small business entrepreneurs, entrepreneurship is considered as an
object of scientific interdisciplinary research with an emphasis on the
individual psychological characteristics of the subject of entrepreneur-
ial activity. A theoretical analysis of the factors of self-determination of
entrepreneurs, personal predictors of successful entrepreneurial activity
is carried out, and as a result, based on the ideas of the theory of syste-
mogenesis, a structure of economic self-determination of entrepreneurs
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is developed, which has a metasystem, system, subsystem, components
and elements. As a result of the study, the content of the subsystem was
revealed. Factor analysis allowed to identify the following important
subjective characteristics of entrepreneurs: assessment of the quality of
life: mental and physical health, competence and internalization in the
economic space of life, self-regulation (self-control), competitiveness,
transformational activity in relation to the economic context, focus on a
high level of self-effectiveness.

The section by R.K. Nesmeianova Models of the relationship of per-
ceived corporate culture with organizational identification of employees of
commercial enterprises describes the complex structure of the relation-
ship between the types of perceived corporate culture (L. Constantine’s
typology) with the types of organizational identification (G.E. Kreiner
and B.E Ashforth’s model). Such intermediate variables as the attrac-
tiveness of corporate culture, the need for organizational identification,
the individual-organization values fit and the types of attachment to the
organization have been examined. The study involved 241 employees of
commercial enterprises. The data were processed using structural equa-
tion modeling. Four structural models for each type of perceived corpo-
rate culture (open, synchronous, closed, random) were built. They reveal
the features of their relationship with the studying variables. Has been
shown, what are general trends and patterns, and what is specific for a
particular type of corporate culture. Neutral identification and disiden-
tification may be the cause of ambivalent attitude towards organization.
High level of individual-organization values correspondence contributes
to appearance of need for identification and to employee’s perception of
the enterprise as attractive. Also, it is connected with low probability of
occurrence of avoidant attachment. Preoccupied attachment can cause
avoiding attachment, when employees are not satisfied with the work
and avoid communication with colleagues, which, in turn, may provoke
emergence of neutral identification. The absence of indifferent attitude
to enterprise may cause positive identification The section also discusses
the prospects for future research.

In the section by J.A. Kitova, N.R. Aprelikova, M.A. Kitov Internet
user needs in knowledge in psychology as a business resource the needs and
characteristics of knowledge needs in the psychology of Internet users in
the Russian Federation. Modern information technology space provides
a person with new opportunities for knowledge of the world, the acquisi-
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tion of additional knowledge and meet the cognitive needs. The speci-
ficity of user requests showed a heterogeneous level of interest in various
branches of psychology, allowed to highlight the structural and substan-
tive features of the needs of respondents in knowledge of psychology and
their preferred forms of obtaining this kind of knowledge. In general, the
results of the study showed a high level of interest of Internet users to
knowledge in psychology, demonstrated their high focus on the search
for applied information on personal development, professional activities
and the creation of favorable relationships with others. The section notes
that the study of the needs of the population in knowledge of psychology
should become an integral part of the psychological community, which
is responsible for the psychological well-being of the person and the de-
velopment of psychological culture of society as a whole.

Section by N.I. Khramtsova, A.S. Glushenkova, Yu.Yu. Zaiakin,
S.A. Plaksin Body image and quality of life in hospitalized patients is de-
voted to the problem of organizing work in a medical institution in con-
nection with the psychological characteristics of patients undergoing
treatment in a hospital. A study of 56 patients undergoing inpatient treat-
ment in the departments of traumatology, gynecology, nephrology and
oncology, as well as 53 people from the control group, shows that pa-
tients undergoing inpatient treatment have no less, and in some aspects
even higher quality of life associated with body image, due to the pecu-
liarities of perception of their appearance, despite disease that led them
to hospitalization. Therefore, when organizing the work of the hospital,
it is necessary to pay special attention to the ability of patients to take
care of their appearance, as well as to provide adequate conditions for
communication with friends and relatives, since these aspects improve
their quality of life. It was revealed that body image is higher in relations
with friends and relatives, with daily self-care and a feeling of happiness
in everyday life. These results indicate the positive impact of close inter-
personal communications on patients of inpatient department, and no
reducing feelings of happiness in everyday life.

In the section by Yu.A. Saprykina Correlation between image of stress-
Jful working situations and motivational and personal characteristics of spe-
cialists of “sales” profile presents the results of the study of stressful work-
ing situations in the activities of sales professionals. The relationship
between cognitive appraisal, on the basis of which a subjective image
of situations forms, and functional characteristics of specialists — mo-
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tivational and personal properties and states is studied. Survey methods
were used to obtain data in the study. The results showed differences be-
tween groups of specialists with different degrees of resistance to stressful
working situations. The study showed the subjective image of stressful
working situations and its correlation with the motivational and personal
properties and states of specialists.

The section by I.E. Lyskova Socio-psychological aspects of human re-
sources quality management in a modern organization, actualizes the main
tasks of human resources quality management, substantiates the impor-
tance of improving approaches to human resources management of an
organization, creating socio-psychological atmosphere and effective
models of quality management, the quality of human resources in the
modern knowledge economy. It emphasizes the importance of human
resources quality management in the aspect of modern quality manage-
ment and strategic development of an organization by the example of
Rosatom State Nuclear Energy Corporation.

The third part “Leadership in business psychology” is devoted to
the role of the leader and the problem of leadership in modern condi-
tions typical for business organizations.

The section by L. Matthewman Applied Holistic Business Psychol-
ogy Intervention and Practice: Towards the Development of Compassion-
ate Leadership-A Case Study aims to raise awareness of integrated or
holistic applied business psychology and its benefit to the development
of compassionate orientated leadership. The interconnected nature
of compassionate leadership can be linked to the development of a
compassionate orientated workplace. Leaders can play a key role in
recognizing the benefits that a compassionate organisational culture can
have. Itisargued that by integrating holistic business psychology practices
of integrative coaching, along with the development of leaders will
subsequently lead to the development of a culture of compassion, higher
organisational well-being, and optimal organisational functioning. This
section provides a critical review of literature on compassionate leadership
and case study analysis of positive psychology coaching interventions
with coaching clients. It is also presented coaching interventions to
support the development of compassionate leadership and enhance the
growth of an organisational culture of compassion.

In the section by N. Marlow The enigma of leadership reflects on the
phenomenon of leadership, which is a kind of intrigue for both theorists
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and practitioners. The section provides a critical analysis of leadership
theories, analyzes specific examples of leaders from business and politics
in order to find answers to questions about the nature of the qualities of
the leader, the importance of modern technologies, mass communica-
tions for the development and promotion of a leader. The section also
provides an analysis of different types of leaders in terms of their im-
pact on employees and on the business itself. Leaders — heroes, stars,
“promoted” in the media, managers who were able to develop leader-
ship qualities through education and training, trial and error, as well as
transformational leaders who can interact more closely with their fol-
lowers, inspire them, as a result of which an emotional connection is
formed, which develops on the basis of mutual trust, admiration, loyalty
and respect are considered in details. Thus, the author approaches the
understanding of charisma, which is considered as a personality trait or
an ability associated with it.

In R.M. Kutuev’s section “The dark side of leadership”: the problem
of the negative consequences face subject seeking to be a leader, the “dark
side of leadership” is considered as a set of negative consequences for the
mental and somatic health of leaders and those who aspire to a leader-
ship role. To understand the specifics of leadership, it is proposed to use
a model of analysis of phenomena based on the triad “large group —
small group — person”. The reasons for the desirability of leadership
status in society and how this can lead to destructive types of leadership
are also discussed. The section also presents the results of research on the
“dark side” of leadership as a status, as a role, and as an integral personal
characteristic. They demonstrate that leadership correlates with somatic
diseases such as hypertension, coronary heart disease, and others. These
results can be useful for psychologists-consultants and representatives of
related professions to diagnose and prevent negative conditions in lead-
ers.

The section by N. Marlow Decision — making in chaos discusses the
problem of decision-making in a complex, chaotic, unpredictable envi-
ronment, and also provides a critical discussion of some traditional ap-
proaches to decision-making. The existing technologies and models of
decision-making usually do not meet the modern conditions and lead
to errors. And accordingly, the accepted “scenarios” of good leadership
need to be changed to include different approaches, tools, and manage-
ment style, which can be called dramatic leadership, based upon the
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emotive power of imagery and the motivational power of storytelling.
Its underpinning framework will be that of stories and myths from
the theatrical past of the business informing new scenarios and fresh
productions in the future. Based on this, the section presents the main
characteristics of leadership: the ability to diagnose, analyse and gain
insights from the environment; the ability to be flexible and agile; to be
able to slip easily from playing one role to another; the ability to hold the
big picture in their minds and understand how tiny changes here, will
have unforeseen consequences there, and more importantly, affect the
sense and narrative of the whole production. The conclusion emphasizes
the irrationality and emotionality of decisions and, in this regard, the
need to accept ambiguity, intuition and instinct for a modern leader.

The next part 4 "Consumer Behavior and the External Business En-
vironment”, is devoted to the study of consumer behavior, brand analy-
sis, and customer experience.

In the section by O.I Patosha, A.D. Volkova, N.L. Ivanova The re-
lationship between civil identity and consumer preferences for goods from
different countries, the results of an empirical study of the relationship be-
tween indicators of civil identity and consumer preferences of domestic
goods are presented. The process of globalization and unstable economic
and political events create conditions for a more thorough analysis of
the characteristics of consumer preferences and the study of the rela-
tionship between the preferences of consumers of domestic goods and
indicators of civic identity. The study consisted of three parts: the study
of the attitude to the country of origin, the study of civil identity, the de-
termination of consumer preferences for goods from different countries.
The sample for the study was 125 residents of Russia. As a result of the
empirical study, the hypothesis of the relationship between the indica-
tors of civil identity and consumer preferences of domestic goods was
confirmed. A consumer who feels that they belong to the state is more
likely to prefer domestic products. In addition, it was found the features
of ethnocentrism among Russian consumers. The results of the study
may be useful for representatives of domestic businesses to promote their
products more effectively on the market. In addition, a new methodol-
ogy for studying consumer preferences has been developed, which may
be useful for future studies of consumer preferences.

In the section by K.A. Lyapunova Brand health tracking for broadband
internet access provider, a practical study of awareness and attitude to the

58



Introduction. Business psychology:
approaches and development trends

Wifire brand, which is a brand of a broadband Internet access provider, is
presented. The survey measured spontaneous brand awareness and com-
petitor brand awareness, knowledge with a hint, and intent to use the
brand’s services. Based on the responses of the respondents, a pyramid
of brand health was built, and the conversion rates were compared with
the average market parameters. Market participants are compared using
the customer acquisition and retention ability. The segmentation of the
target market by the coverage of communications and the perception of
the provider’s image is considered. Brand image inherent attributes and
the impact of such attributes on the ability to attract and retain clients
have been reviewed.

In the section by B.A. Shirokikh, E.A. Sokolova Neuropsychological
researches as the basis of marketing campaign the practice of implement-
ing neuropsychology in modern marketing campaigns is analyzed. In-
fluence on people’s minds and behaviour, potential prospects of devel-
opment and necessary regulation of neuromarketing are the key points,
which are taken under consideration by the authors. Current research
would allow to understand by what means modern organizations can
gain competitive advantage through carrying out neuropsychological
researches and how consumers can benefit from it. Thus, neuromarket-
ing is considered as the most potential innovation that determines the
management of decision-making process, increasing the effectiveness of
marketing campaigns. A comparison of American and Russian organiza-
tions using neuromarketing showed differences in the experience of using
it, on the one hand, and in openness, on the other. So American com-
panies, as a rule, conduct neural research as closed innovations, keeping
them in secret, on the contrary, Russian firms have less experience in
this field, but they openly introduce neuromarketing and contribute to
its development.

In the section by P.I. Ivanova and O.I. Patosha Customer experience
and brand perception: the case of bank services, the problem of creating
a successful brand in the banking services sector is analyzed. To attract
and retain customers, banks need to build relationships with consumers
of services, forming an outstanding customer experience, since the cus-
tomer experience is not just interconnected with the brand, but is inte-
grated into the brand structure. The section provides a detailed analysis
of the customer experience as a psychological phenomenon associated
with the result of interaction between the organization and the con-
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sumer. It also analyzes the specifics of the banking sector and provides a
model of customer experience for banking services, which in its structure
contains four factors — ‘ocus on the result’, ‘peace of mind’, ‘experience
of interaction with the product’ and ‘moment of truth’.

The last fifth part describes the practical tools of business psycholo-
gists to solve various problems in business.

The section Online business training by E.V. Sidorenko deals with the
interactive techniques available in online business training for increas-
ing involvement of the participants. Three different formats probated
by the author are being compared: ‘simultaneous game session’, ‘joint
research’, and ‘handwork’. These methods were probated on a sample
of 184 participants of online business training sessions in March-June,
2020. The results show that ‘simultaneous game session’ appears to be
the most involving technique, while the effectiveness of ‘joint research’
depends on the relevance of the research questions. ‘Handwork’ appears
to be rather involving for the participants but needs huge time resources
for descriptions and interpretation of produced handworks.

technology turns out to be very engaging, but it requires a large
amount of time to describe and interpret the works created by the par-
ticipants.

In the N. Marlow section, Psychometric technologies. The end of the
Likert scale? describes the significance of unconscious processes in hu-
man behavior. So professional researchers in the field of marketing and
branding should understand and study these subconscious processes in
order to predict consumer behavior more accurately. However, tradition-
al approaches to research (such as focus groups, surveys, etc.) currently
dominate, as a result specialists only get access to informed material. At
the same time, the Likert scale is analyzed as the most popular tool in
both psychological and marketing research. This section examines 9 crit-
ical points that question the usefulness and accuracy of Likert scales as
the basis for most survey tools. As an alternative, modern neuromarket-
ing tools for studying consumer behavior are analyzed, as well as meth-
ods based entirely on images that can cause spontaneous reactions that
are more likely to reflect the true basic thoughts and feelings of people
and avoid social desirability.

In the section by A.A. Kiseleva Negotiating organizational changes
and rebuilding managers’ cognitive constructs, the features of negotiations
on organizational changes are shown, the factors that mediate the ef-
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fectiveness of negotiations, in particular, the cognitive constructs of the
manager, are highlighted. They determine the behavior of managers in
the direction of change and show their basic attitudes. The main compo-
nents of the cognitive constructs of the manager (change, social justice,
well-being, the right to influence people and circumstances, personal
competence), which can be the basis for the transformation of the con-
tent of these concepts and the subsequent change in the behavior of the
manager, are shown.

The section by N.V. Antonova, E. Razgon The problem of coaching
effectiveness evaluation: creation of instrument for personal efficiency mea-
suring describes the results of the development of the personal efficiency
as the indicator of coaching effectiveness. The history of coaching ef-
ficiency investigation is analysed, and personal efficiency is highlighted
as one of the most important variables of the coaching effectiveness.
To create the instrument for personal efficiency evaluation, 5 stages
were implemented: 1) development of the questionnaire that measures
the level of personal effectiveness based on the data collected; 2) inter-
view of the experts on the relevance of the questions to the main blocks;
3) checking the retest reliability of the questionnaire; 4) checking of the
inner consistency of the questionnaire; 5) testing the questionnaire as a
tool for assessing the effectiveness of coaching. The created question-
naire showed high retest reliability and inner consistency. The instru-
ment can be used for personal efficiency evaluation as for the coaching
effectiveness evaluation.

The section by M.R. Arpentieva, A.V. Kosov, Yu.V. Klepach,
T.L. Khudyakova Meta-technologies of business consulting is devoted to
the analysis of the basic principles of business consulting as the prac-
tice of interpersonal relations and the existence of its subjects. The main
problems of clients related to violations of their intrapersonal and inter-
personal relationships, their attitude to their own life (being) in general,
the subjects of business consulting as participants in business processes
and life in general are considered. The purpose of the study is to analyze
the basic principles or meta-technologies of business consulting. The
section summarizes the main psychotherapeutic concepts and concepts
of business consulting as a helping socio-psychological practice for the
development of people and organizations. Based on the tetrad of princi-
ples of psychological counseling, highlighted in the school of K.R. Rog-
ers, as well as the leading principles of organizational counseling, the

61



Introduction. Business psychology:
approaches and development trends

authors consider the main aspects and dimensions of consultative in-
teraction. Traditionally, the following dimensions are distinguished: the
system of power/management, the system of competencies/experience,
love/relationship system. Each of these dimensions is associated with a
particular intention of the consultative relationship: transformational,
dialogical, and relational. Within each of these intentions, the basic
principles of business consulting manifest themselves as metatechnolo-
gies or metatechnological groups. In addition, the authors consider the
principles of business consulting in relation to the life of the consultant
and the client as “meta-technologies of life”.

In the section by R.V. Ivanov, O.V. Mavrin Coaching as a technology
of conflict resolution in the organization, the analysis of conflicts is carried
out on the example of a specific organization — LLC ‘Grand Hotel Ka-
zan’. This is a modern 17-storey complex with a complete infrastructure
complex and the most common type of conflicts in this organization are
conflicts of interaction with customers. The section analyzes the pos-
sible ways to resolve conflicts in this organization with the main focus
on coaching as the most effective way to resolve conflicts. The stages of
using coaching when working with employees are revealed. In conclu-
sion, it is emphasized that coaching, as a method of resolving conflicts
in an organization, is not a one-time measure to improve the efficiency
of its employees. Coaching is a consciously implemented model of orga-
nization management that will not only achieve mutual understanding
between employees and customers of the hotel, but also help to better
reveal the personal and professional potential of its employees, and this
will not be the result of compliance with established rules, but the result
of self-motivation and self-determination, focusing on professional and
personal self-improvement.

In the section by T.Yu. Bazarov, M.S. Karpov Building trust vs ma-
nipulation in business negotiations the author substantiates the thesis that
in the business environment, negotiation strategies based on simple and
transparent principles, aimed at developing trust and partnership in the
long term, prevail over their self-serving and opportunistic alternatives.
At the same time, it is important to observe the following condition:
altruists should be able to receive compensation for unfair behavior of a
partner. This is the very hallmark that distinguishes successful partner-
ship strategies from their overly optimistic alternatives adhering exclu-
sively to the ‘win-win’ logic. Aspiration to spur a counterparty to adop-
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tion of a partnership-based communication model encourages partner
to reinforce his behavior aimed at cooperation and punish him for de-
structive and selfish actions, including punishing through the conscious
use of manipulative techniques. The line of argument implemented
within the framework of this section is based on theoretical fundamen-
tals of relevant conceptions developed within the framework of Roman
and modern private law, transaction cost theory and iterated prisoner’s
dilemma.

The section by A.V. Zakharov Generative games in the aviation busi-
ness describes the practice of using generative games in the aviation
business to increase the readiness of aviation personnel for actions in an
extreme situation due to accelerated building and further maintenance
of the image of a professional, which leads to increase in reliability of
the activity. An important element of the generative scenario in a crew
is to add experience and put it into practice, i.e. to strengthen it. At the
same time, different crews creating the participants’ experience resort
to different scenarios, which can finally lead to absolutely unlike results
including those that concern flight safety. In the course of a game
situation, pilots can see the interaction process, on the one hand, and
they are engaged into it, on the other hand. Everyone resorts to their own
scenario and can see what their actions lead to in the end of the game.
In general, the development of skills recommended by the international
community takes place in course of games.
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BusHec-ncmxonornyeckum
noaxoa B cMcteme
obpa3oBaTesbHOW AEeATE/IbHOCTH
MITMMO

E.H. Maxmymoea

bnaromaps cotpyaHuuyecTBy OM3Hec-mcuxojoroB Poccuu u Benu-
KOOpUTaHUM C(POpMUpPOBAJICs IOAXON K IMCUXOJIOTUM OM3Heca, KOTO-
pbIii MPUBJIEKAET CIEMaTMCTOB U3 chepbl 00pa3oBaHUs BBUIY €rO
HalleJJEHHOCTM Ha KOMIUJIEKCHYI0O U Pa3HOCTOPOHHIOI TOATOTOBKY
CTYIEHTOB OaKajaBpyaTa M MarucTpaTyphbl SKOHOMUYECKOTO Tpodu-
Jisl. buzHec-Tcuxonornyeckuii moaxoa B By3e, MMEIOLIEM 3KOHOMMU-
YeCcKOe HampaBjieHWe IMOArOTOBKU, PACIIMPSET BO3MOXHOCTU OOY-
YJaIOMINUXCs MPUOOPECTH YHUKAIBHBIN HabOp COIMATbHBIX HABHIKOB,
npodeccuoHaTbHBIX KOMIIETEHLIUI U COOTBETCTBYIOLIMX JIMYHOCTHBIX
KavyecTB ISl TIOCJIEAYIOIIET0 OOecIedeHus] BBICOKOI BOCTpeOOBaH-
HOCTHM y TIOTEHILIMAJIbHBIX paboTonaTesiei, yKperieHus YBEpEHHOCTU
B CaMOCTOSITEJIbHOM YCIMEmHON MnpodecCuOHANIbHON NesITeIbHOCTH.
B coBpeMeHHOM By3€ «Ha pa3IMIHBIX TAlax OOydeHUs Ipearoiara-
I0TCS pa3iuuHble (popMaThl MTHULIMALIMU Y TTOAAEPXKKY JIMYHOTO XKeJia-
HUS pa3BUTHS MIEPCOHAIBHBIX HABBIKOB U KAaUYeCTB, a TAaKXe OCO3HaH-
HOTO BBIOOpa M peaju3alliyl WHIWBUAYATbHOU TpodecCHoHAIBHOM
TpaekTopun» [MaxmyTtoBa, JlurBuHoBa, 2021, c. 541]. CtyaeHTbI 6aka-
JlaBpyaTa U MarucTpaTypbl SKOHOMUYECKUX HaIlpaBJIeHUI TOATOTOB-
KM MOTYT paccMaTpuBaThCsl ONHOBPEMEHHO OOBEKTAMU U CYObeKTaMU
OM3HEC-TICUXOJIOTMYECKOTO MOIX0/a B By3€: OBJIafeBas B Xone yueOHO-
TO TIporiecca 6a30BBIMU IICUXOJOTHYECKUMHU 3HAHUSIMH, Ha KOHKDET-
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HBIX pabOUYMX MeCTax B KOMIIAaHUSIX OHU CTAHOBSITCS aKTUBHBIMM TIPO-
BOTHUKAMM IIPAKTUIECKOM OM3HEC-TICUXOJIOTHM.

MOCKOBCKUIT TOCYTapCTBEHHBIM MHCTUTYT MEXAYHApOIHBIX OT-
HomeHuit (yHuBepcuretr) (MI'MMMO), cormnacHoO ycTaBy, IIOAOTYETEH
MunucrepcTBy mHOcTpaHHBIX e (MUJ1) Poccuiickoit @enepanuu,
YTO, IO CYTH, OTIpenesieT creuuduKy ero oopa3soBaTeIbHOM AesITeNb-
HOCTH. SBISISICH CHCTEMOOOPA3yIOIIMM 00pa30BaTEIbHBIM YUpexkKIe-
HHUEeM BBICIIEro obpasoBaHusa PeaepalbHOTO YIeOHO-METOTUIECKOTO
00BbEeAMHEHUS T10 YKPYITHEHHOM IpYIINe CIelMaJlbHOCTE! U HampaBJie-
Huit moarotoBku «IlonuTuyeckrue HayKu U perMOHOBEAEHUE» U OCY-
mecTBasiss yHKIUU 0a30BOTO 00Pa3oBaTEIbHOTO yUPEXIeHUS BbIC-
11ero o6pa3oBaHus 11O HATIPABJIEHUSIM ITOATOTOBKH « MexXmyHapoIHbIe
OTHOILIEHUS», «3apy0exHOoe perMoHoBeneHue», «Pexilama u cBs3u ¢
obmecTBeHHOCTBI0», MITUMO nMmeet pasHOOOpa3Hbie BO3MOXHOCTH
IUTSI OpTraHW3allMK, TIPOBEACHUS M Pa3BUTHUS KaK QyHIaMEHTAIBHBIX,
TaK U MPUKIIATHBIX HAyYHBIX UCCIEIOBAHUM, a TaKKe UX BHEIPEHUs
B 00pa3oBaTeNbHBIN TIpoliecc By3a. [lcuxonorus 6mM3Heca Kak coBpe-
MEHHasl OTPacJIb MIPUKJIATHOMN IICUXOJIOTUM HE SIBJISIETCSI B 9TOM CMBIC-
JIe UCKJTIOUEHUEM.

B crpykrype momxoma MI'MMMO K mcuxojioruy Ou3Heca MOXHO
BBIJIEIUTD ABA TUIIA COCTABISIIONINX — UHCIMUMYUUOHANbHbIE I 00pA30-
eamenvHble (TIPeIMETHBIC). PaccMOTpUM MX ITOCIEA0BATEIBHO.

MHCTUTyUMOHaNbHBbIE KOHTYpbI
noaxoaa MI’MMO k ncmxonornm 6usHeca

OTnpaBHON TOYKOWM [JI1 MOHUMAHUS POJU TICUXOJIOTMU, KOTO-
PYIO OHa UTPaeT B COTPYIHUYECTBE IUIJIOMAaTUU U OM3Heca, SIBJISIIOT-
cs opunmanbHbie ToOKyMeHThl P®D u BeicTyrieHus maBel MUJI PO
C.B. JIaBposa. Tak, B KoHuenunu BHelrHe monutuku PD, yreepx-
neHHoit YkaszoMm [Ipesunenta P® B.B. ITytunbim 30 Hosi6pst 2016 rona,
OTMEYaeTcs, YTo «yKperuieHue no3uinii Poccun B cucreme MUpoxo-
3MCTBEHHBIX CBs3€il, HedOMyllleHWe NUCKPMMUHALMU POCCUMCKUX
TOBapoOB, YCIYT, UHBECTULIUIA, UCITOJIb30BaHUE BO3MOXHOCTEI MEXTY-
HapOIHBbIX OPTaHU3alMii U CONEUCTBUE MEXIYHAPOIHOMY Pa3BUTHIO
SIBJISIETCSI OHUM U3 MEXaHU3MOB pellleHUs NI00aTbHbBIX U PErMOHab-
HBIX MPOOJIeM, YKpEIJIEHUSI MEXIyHAapOIHOI 0€30MacHOCTU U TIOIU-
THYecKoi crabuiabHocT» [[Ipesument PD, 2016]. [ToctaBineHHas B
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3TOM JOKYMEHTE 3a/aya MapuTeTHOTO Pa3BUTHUSI MEXIYHAPOMIHBIX OT-
HOIIIEHW I ¥ BHEITHEKOHOMMYECKHX CBSI3eil MpearoiaracT akTHBA3a-
LIMI0 BCEX BO3MOXHBIX MEXaHU3MOB, BKJIIOUAs TICUXOJOTUYECKUE, IS
TOJTYyIeHYSI 3HAYMMBIX PE3YJIbTaTOB B POCCUICKOM TTOIUTUKE U S9KOHO-
MUKE.

O6pamenne Munuctpa nHoctpaHHbix gen Poccun C.B. JlaBpoBa
K BOIIpOcaM TICHXOJIOTUM OM3Heca KOJUIETH HaXOIST B BHICKA3bIBAHU-
SIX, TIOCBSILLIEHHBIX aHAIU3Y CBSI3U IUIIJIOMAaTUU C pa3BUTUEM Ou3Heca
U ob1IecTBa: «XOTs IMIaBHYIO POJIb B 3allIMTe CBOUX MHTEPECOB MOTYT
CHITPaTh U UTPAIOT TOJIBKO CaMU POCCUMCKIE KOMIIAaHWH, pacCMaTpy-
BaeM obecrieueHre HEMUCKPUMMHAIIMOHHBIX YCIOBUI UX AeSITeIbHO-
CTH, a TakXe (OpMUpOBaHUE OJATONIPUSITHON PErYISITUBHONW CPEIbI
5KOHOMUYECKO NesITeIbHOCTA KaK ONHY M3 BaXXHENIIUX 3a/1a4, CTOSI-
mux nepen MU Poccun. Iloanep:kaHue MOCTOSHHOTO U 3P HEKTUB-
HOTO KOHTAaKTa C JEJOBBIMU KPYraMH — ONHO M3 KJTIOUYEBBIX YCIIOBHIA
YCIIELIHON 3KOHOMUYECKO# aurioMatuu... COTpyIHUYECTBO AUILIO-
MaTHUM 1 OM3HECA BBITOAHO JJISI 00eMX CTOPOH. YKpeIlJIeHUe MeXIyHa-
POIHBIX TO3UINIT Poccuy ToMoraeT oTe4ecTBEHHBIM IEIOBBIM Kpyram
OCBauBaTh 3apyOeKHbIE PHIHKU, a MPOABMXKEHNE Ha 3TOM HallpaBJe-
HUU TI03BOJISIET MOJIHEE, ¢ OOJbIIEH oTHaueil pacKpblBaTh HAIll BHEII -
HEMOJIMTUYECKU ToTeHIram» [Jlaspos, 2009].

BBeneHue B AMIIIIOMaTUYECKUIT 0O0OPOT MOHSTHUS «9KOHOMUYECKAsT
IUTUTOMAaTHUsI» He ObUTO ciydaitHeIM. OHO YTOYHSIIOCH U MCITOTh30Ba-
JIOCh TIPAKTUYECKM Ha BCEX BCTpeyaX MMHMCTpa C MPeACTaBUTEISIMU
3apyOeKHBIX AeTOBbIX KPyTroB, HarpuMep: «CeromHs AeJ0BbIM KpyTaM,
“OM3HeC-IUIIOMATUH TIPUHAIJIEKUT 0cobast pojb B MOOAEPKaHUM
JIOBEpUs Y B3aMMOITOHMMAaHMS MeXIy Hapomamu» [JlaBpos, 2016]. Ha
BcTpeue B Mockse 31 okTsa0ps 2017 roga ¢ wieHaMu ACCOLIMALIUM €B-
porneiickoro 6uszHeca C.B. JlaBpoB BHOBb MOAYEPKHYJI BHEIIHEIOIM -
TUYECKYIO MUCCHIO Ou3Heca: «bu3Hec caM 3HaeT, UTO B €ro MHTepecax.
Ecimm on mpocTto OymeT JOBOOUTH CBOIO TMO3UIIMIO, 3aKITIOYAIOIIYIOCS
B TOM, 4TO €My HYyXXHa Apyrasi atTMocdepa, 10 pyKOBOAUTENIEH HaIIUX
M BallliX, TO 3TO, HABEpHOE, OyIEeT caMbIM IpaBWJILHBIM» [MexmyHa-
ponHasi.., 2017]. Y1 manee, B BHICTYIUICHUH TP TOM XK€ ayIUTOPHUEH
5 okts16pst 2020 roga MUHUCTP OTMETUI: « TOpPTroBJIsl, 5KOHOMUKA BCET-
Jla pacCMaTpUBaJIMCh B KAYeCTBE “CTPaXOBOYHOM CETKU IJISI OTHOIIIE-
HUl Mmexay rocynapctBamu» [MUJI Poccuu, 2020]. Takum o6paszom,
MpaKTUKa MEXIYHAPOIHBIX OTHOIIEHUI NTOCTaBUIa B OMHY CTPOKY IO
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CTEeNeHU 3HAYMMOCTHU OUILIoMaThio U 6usHec. Ho ocTtaercs Bompoc,
YTO HA NIYOMHHOM YPOBHE CBSI3BIBAET 3TH IIOHSATUS, 3TU IIPpOodeccro-
HaJibHBbIE cephl AeSITEILHOCTU U MX MpeactaBuTeneit? Hair otBer —
IICUXOJIOTHS, TOYHEE, ICUXOJIOTUIYECKEe MEXaHU3MbI OCYILECTBICHUSI
npodeccuoHanbHOM AesaTenbHOCTU. CTaHOBSICH CBO€OOpa3HoOil TMpo-
MEXYTOYHOU MEepeMEHHON MeXIy AUIIOMAaTUE U OM3HECOM, TICUXO-
JIOTHSI HaXOOUT CBOE OTpaXeHHE WM B 00pa30oBaTeIbHBIX IIpOrpaMmax
noaBenmoMcTBeHHOTO MU P® By3sy — MTTMMO.

O6pa3oBaTte/ibHble KOHTYPbI
noaxoga MIT’MMO k ncmxonormm 6usHeca

[TonuepkuBasi BaXXHOCTh ITICUXOJIOTMYECKOM COCTaBIISIIONIEi B IPO-
(beccrOHATILHON TTOATOTOBKE CTYIEHTOB MEXIYHAPOIHOTO TIPOGUIIS,
OCTaHOBUMCS Ha IpakTukKe yueOHoro mpouecca MITMMO u mecte B
HEeM TICUXO0JIOTMU O13Heca.

Ecnu B eioM mocMOTpeTh Ha CUTYALIUIO IPEICTABICHHOCTU KOH-
KPETHBIX BOITPOCOB MCUXOJIOTUM OU3Heca B yueOHOM mporecce MI'U-
MO, TO oKa3bIBaeTCs, YTO Ha OOJBIIMHCTBE (DaKyJBTETOB B TON WM
WHOM Mepe 5TH BOIPOCHI OTPaXEHBI JIMOO MMEIOT IMOTEHIUATBHYIO
obOpa3oBaTteNbHyI0 HUIllY. TpaauliMOHHO Hauboiee UPOKO BOMPOCHI
IICUXOJIOTUM OM3HECa peanusyloTcs Ha (haKyJbTeTe MEXIYHApPOIHbBIX
9KOHOMMYEeCcKMX oTHomeHuit (MDO0), rne KpoMme 0a30BOro Kypca IcH-
XOJIOTUM [JIs1 6aKaJaBpOB YMTAIOTCS KYPCHI MO MCUXOJOTUM yIpaBlie-
HUS U TICUXOJIOTUH JIMAEPCTBA C OCHOBAMU OM3HEC-TICUXOJIOTMYECKOTO
noaxona.

Ju1sg MarucTpaHTOB (haKyJbTeTa MPUKIIAAHOM S9KOHOMUKHN U KOM-
mepuun (ITOK) kadenpoit nmegaroruku U TCUXOJOTUU paszpaboTaH
kypc «Ilcuxomorust B 6usHece». Meronnueckoe obecrieueHUe 3TOTO
Kypca HallpaBJIEHO Ha TpeBpallleHHe pe3yJBTaTOB 00pa30BaTe/IbHOIM
JeSITeIbHOCTU B CUCTEMY JIMYHOCTHBIX AOCTUKEHUIA MarucTpaHTOB-
MEXIYHAPOIHUKOB MYTEM OBJaJCHUS] KYJBTYpOMl MBIIIJIEHUS, CIIO-
COOHOCTBIO K BOCHPHUSTHIO, OOOOIIEHMIO, aHAIM3y WHOOPMAIIUN;
HIMPOKUM TIPpOoeCCUOHAIBHBIM KPYTro30pOM C  HCIOJb30BaHUEM
MCUXOJOTUYECKUX 3HAHWIA; 3BPUCTUYECKMMMU HABBIKAMM PEIICHMUS
MPOGIEeMHBIX CUTYalldii; HaBBIKAMU JIOTUIECKOTO TTOCTPOCHUS M MO-
HUTOPUHTA MPOMECCUOHANBHBIX PACCYXKIEHUI M BBICKAa3bIBaHUII B
npolecce MPUHITUS PEIIeHUIT; 06a30BbIM PEIEepTyapoOM MHTEPAKTUB-
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HBIX TEXHUK U UHAMBUAYAJIbHBIMU QJITOPUTMAMU KOMMYHMKAITUH; TEX-
HOJIOTUSIMU TIPUHSITHS YIIPaBICHISCKUX PEIIeHUN B MYJIBTHKYIBTYP-
Holi cpene [MaxmyToBa, 2018].

Ha ¢akynsrere MexmyHaponHbix oTHoineHuii (MO) B pamkax
00CyXIeHUs TIpo6IeM MUPOBO SKOHOMHMKH pacCMaTpUBaeTcs Tema
«['ocynapcTBo U NpeANPUHUMATENIBCTBO: OTHOIIEHUSI COOCTBEHHOCTH
u ¢GopMbl OM3HEca», B KOTOPOII BO3MOXHO MCIOJIb30BaHUE OM3HEC-
TICUXOJOTUYECKUX 3HAHUA.

Ha ¢akynpereTe MexnyHaponHoi xkypHaaucTtuku (M2K) npemnona-
€TCS KypC TICMXOJIOTUH, B OTHENBHBIX TeMaX KOTOPOTo («JIMIHOCTH»,
«O011eHue» U Ip.) 6akajgaBpbl 3HAKOMSITCSI ¢ TIpUMEpaMU U3 TICUXO-
JJoruy OW3Heca, yCBaWBAlOT 3HAHUS M MPAKTUYECKHe PEKOMEHIAIINU
W3 HECKOJIbKUX OTpacieii ICUX0JIOTUU — COLIMaJIbHOI, 00111Ieit, S5KOHO-
MMYECKOI, OpraHM3allMOHHOM, IICUXOJOTUU TPYIa U IPYTUX, KOTOPBIE
OOBIYHO MCIOJB3YIOTCS [JIs1 MOAEIUPOBAaHUS MPOLIECCOB ONMTUMM3A-
LU AesATeTbHOCTY KoMmItaHuu [[youna, 2020]. dakynsreT MeXIyHa-
pomHoro Ou3Heca U aejioBoro anMuHuctpupoBanus (MbBJIA), roe ooy-
yalpTcsd Oynyliue MeHeIXepbl B 00JacTM BHEITHEIKOHOMUYECKON
JesITeIbHOCTU, TIPEACTaBiIsieT OakajaBpaM M MarucTpaHTaMm yuyeOHbIe
IVCITUTIIMHBI TT0 OPTaHU3allMOHHOMY TTOBENEeHUIO, TUAECPCTBY, HOBBIM
TEXHOJIOTUSM B OM3HeEce, YIpaBIeHYECKOMY KOHCYJIBTMPOBAHUIO, TO
€CTb JUCLUMIUIMHBI C BBICOKUM OU3HEC-TICUXOJOTMYECKUM MOTeHIIMA -
JIOM.

JAuHamMu4yHOe pa3BUTHE MPOOJIeMAaTUKU TICUXOJOTUM Ou3He-
ca npoucxonut B llIkoJyie 6M3Heca M MeXIyHApPOTHBIX KOMITETCHITMA
(IIbuMK) 1o BceM HampaBlIeHUSIM PaOOTHI: IPOdECCHOHAIBHON
nepernoarotoBke («KoyduHr Ij1s1 1e10Boit cpeabl», «MexXayHapOoaHbIi
MPOTOKOJI M JeIOBble KOMMYHUKAIIUM»), TTOBBIIIEHUIO KBaJIM(MUKa-
1IMKU, KOPIOPaTUBHBIM MporpaMmam, Mpo¢OpHUeHTALIMOHHON Ipo-
rpamMme «MexayHapoaHasl I1IKoJja MOJOASXKHOUN murioMaTun». [lpu
HayYHOM COTPYIHHMYECTBE C (haKyIbTETOM YIIPABICHUS U TIOJTUTOIOT I
(®VYII) IIkona 6u3Heca M MEKIYHAPOTHBIX KOMIICTCHIINI B TEUCHHE
psima JeT peanusyer nporpammy «bu3Hec M MexXmyHapomZHBIE OTHO-
IIEHUST» I CTYICHTOB BEMYIINX aMePHKAHCKUX YHHUBEPCUTETOB CO-
BMecTHO ¢ COBETOM MO MEXIYHAPOIHBIM 00pa3oBaTeIbHbIM OOMEeHAM
CIIA (CIEE). Ora nmporpamMmMa MOXeT CIIy>KUTb ellle OMHOI 00pa3oBa-
TETbHOM TIIOIIAAKON JI pa3BUTUSI OU3HEC-TICUXOJOTMYECKOTrOo MO-
xona B MITMMO.
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[lokymeHTanbHble U coaepiKaTebHble
npoekuyuu ncuxonormm 6usHeca 8 MMMMO

B ron otkpeituss B MITMMMO kadenpsl Mmegaroruku M IICUXOJI0-
ruu pextop yHuBepcurtera akanemMuk PAH A.B. TopkyHoB oTmeTu,
yTo MccaegoBaHusl Tipenomasartencii MITMMO 3a mocliegHue Troabl
CBUIETEILCTBYIOT O CTAHOBJIEHUM HOBOTO HAIMpaBIIEHUS B Iemaro-
TMKEe W TICUXOJOTUM BBICHIEH IIKOJIbI, BKJIIOYAIOIIETO Cpeaud MPOYrX
«TICUXOJIOTUIO MEXIyHapOOHbIX oTHoIeHui» [TopkyHos, 2013, c. 8].
MHOroacrneKTHOCTh TICUXOJOTMYECKON COCTABIISIONIE IMOATOTOBKU
CHEeUMaINCTOB-MEXIYHAPOIHUKOB MTPOSIBUJIACH KaK B TEOPUU U Me-
TOAWKE OOY4YeHMSI MHOCTPAHHBIM SI3bIKaM, IepeBony B cdepe Ipo-
(beccroHabHON KOMMYHUKAIIUU, TaK U B MEXIUCUMUITIMHAPHBIX UC-
clieoBaHUSIX 0COOEHHOCTEN MeperoBOpPHOTrOo Mpoliecca, MOATOTOBKE K
MEXKYJBETYPHOII KOMMYHUKALIMU, B TOM UYKCIIE CBSI3aHHOM ¢ MEXMIy-
HapoIHbIM Ou3HecoM. HanboJee MojgHO McUxogoruyeckasi CocTaBisi-
folIas pealnsyeTcsl Ha 3Tare MarucTepCcKoil MOArOTOBKU CTYIEeHTOB-
MEXIYHAPOITHUKOB.

Ha coBMecTHOM 3acemanuu HaGmogaTeapsHoro u ITomeuynTenbcko-
ro copetoB MI'MMMO 1nion npencenareabcTBOM MUHUCTpa MHOCTPaH-
HbIx 1e1 Poccun C.B. JlaBposa 20 nexa6ps 2018 roma pektop MTTMMMO
A.B. TOpKyHOB BBICTYIIMJI C TOAPOOHBIM JOKJIAAOM W TOTYEPKHYII,
YTO «COXpaHSIS STAJIOHHBIM CTAHIAPT AUIUIOMATUYECKOI MOArOTOB-
KU, MbI TIOCTOSIHHO OyJeM CTPEMUTHCSI K BXOXIACHUIO B HOBbIE HUIIN
MpUKJIaaHbIX Tpodeccuii n3 chepbl MUPOBOI SKOHOMUKU, TIpaBa, MH-
(bOpMALIMOHHBIX TEXHOJIOTUIA, TOCYIAPCTBEHHOTO M KOPIIOPATUBHOTO
yrnpasiienus» [MI'MMO, 2018].

Pekrop oOparui BHUMaHue Ha «peHoMeH npespaiienuss MITMUMO
B MaruCTepCKUil YHUBEPCUTET. YKe B TeUeHMe ABYX JieT Habop Ha Mpo-
rpaMMbl MarucTpaTyphbl U 0aKajliaBpuata OOMHAKOB MO YUCITY CTYACH-
toB. Maructparypa MITMMO (BMmecte ¢ pmimanom) — 310 73 Ma-
rucTepckue mporpammbl no 15 HampasiaeHusiM. Tloutu Tpu aecsartka
MPOTrpaMM TOJHOLIEHHO peaiu3yloTcsl ¢ 3apyOeXXHbIMU MapTHEpaMu,
MO3BOJISIOT MOJYYUTh Cpa3y ABa, a TO U TPU MATUCTEPCKUX IUILIO-
Ma, JeBSITbh MAarMCTePCKUX MPOrpaMM PeaIM3yIOTCsl B COTPYIHUYECTBE
¢ KopropaTuBHbIMU napTHepamu» [MITTMIMO, 2018]. Takum obpazom,
MOTEHLMATbHAS «EMKOCTb» BHEAPEHMS TICUXOJIOTMU OM3Heca J0CTa-
TOYHO BEJIMKA.
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HaubGonee MHCTUTYLUMOHAJIbHO 3aKPEIUIEHHOW MOXHO CUYUTaTh
MporpaMMy IO TICHXOJIOTHM OM3Heca B MarmcrpaType 3KOHOMMYE-
CKOIi HaIpaBJeHHOCTHU, HampuMmep, IO HampabieHui <«Toprosoe
neno». MarucTpaHThl SIBJISTIOTCSI TOCTaTOYHO TTPO(GeCCHOHATBHO MO-
TUBUPOBAHHBIMU OOYUYAIOIIMMHUCS M, KaK TPaBUJIO, HEe HYXIAIOTCS
B JOTOJHUTENbHBIX MEPAX COLIMAIBbHON MOANEPKKUA U CIIELAATBHBIX
Mepax amantauud B By3e. (Ha cyiecTBoBaHue Takoii Impo0OiaeMbl IJIs
0oJiee MOJIOABIX YUallIMXCS YKa3bIBAlOT HEKOTOPhIE 3apyOeXKHbIE MCU-
xojioru, Hanpumep, [Hlado et al., 2019]). MaructpanTam 3Toii Ipo-
rpaMMBI OBIJIO JaHO 3amaHue BBIIEIUTH OT OMHOM M0 TpeX Hambojee
3HAYUMBIX TICUXOJOTUUYECKUX COCTABJSIIONIMX MpodecCuOHATbHOM
noarotroBku. B ompoce ywactBoBasin 20 MarucTpaHTOB TEPBOTO
roga obydyeHus (12 MmyxuuH u 8 xeHiuH) 2017/2018 yye6Horo roma
u 17 MarucTpaHTOB nepBoro roga ooyyeHus (10 u 7 cooTBETCTBEHO)
2018/2019 yue6HoTrO TOma. 10 IMOCTYIUIEHUS] B MATUCTPaTypy CUCTeMa-
TUYECKOE U MOJIHOE TICUXOJIOTnYecKoe 00pa3oBaHue HUKTO U3 HUX He
MoJIyJyasl 3a UCKJIIOUEHUEM MPOXOXIACHUST KPaTKOCPOYHBIX MPUKIIAL-
HBIX KYPCOB T10 IICUXOJIOTUY TIPOIAXK 1 IICUXOJIOTUY peKJIaMbl. AHAIN3
OTBETOB MaruCTPaHTOB MO3BOJIUJ BHICTPOUTh PEUTUHT CTEIIEHU BOC-
TpeOOBAHHOCTH OIPEACTEHHBIX TEM TICUXOJOTUYECKOIT TTONTOTOBKM B
cJIenyIoleM MOpsIaKe:

1) coBepIIEeHCTBOBaHKME HABBIKOB NeJI0BOTo obmeHus — 90%;

2) oBnageHue MeTomamu 3(p¢GeKTUBHOTO B3aUMOAECHCTBUS U BIIM -

saHug — 40%:;

3) yMeHHe BeCTH JeJIOBBIE ITeperoBophl — 30%;

4) TICUXOJIOTMYEeCKH 0OOCHOBAHHOE YIIpaBJIeHHE TTEPCOHAIOM —
25%;

5) TroTOBHOCTb K OBICTPBIM NEUCTBUSAM B U3MEHUBLINXCS YCIOBU-
ax— 20%;

6) coBnamaHue C TPYAHBIMU 3MOLMOHAJIBHBIMUA COCTOSTHUSIMU,
TICUXOJIOTUYECKUMHU eOopMallusIMUA JIMYHOCTH B OM3HEece —
20%;

7) MoaenupoBaHUE U TICUXOJOTMYECKUIA pa30op NEJIOBBIX CUTYa-
uuit — 15%;

8) TcHUXOoJIOTUsI MEXKYJIBTYPHOM KOMMYHUMKallMd B OM3Hece —
10%;

9) TNCUXOIOTMYECKOE COMPOBOXICHWE OM3Heca Ha BCEX ITaIlax
ero ocyiectsienuss — 10%;
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10) Ticuxonormyeckue IpUEeMbl Pa3sBUTUS aHAJIUTUYECKHUX CITO-
cobHoCcTE — 5%;

11) aTMYecKMe MPUHIIUITEI B OusHece — 5%;

12) TIcHXOJIOTUSI TUYHOCTU PYKOBOAUTENIS KOMIaHUU — 5%.

CnenyeT OTMETUTb, YTO HEKOTOPBIE TEMBI IO CONEPKAHUIO OKa-
3aJIMCh OJIM3KMU K (POPMYIMPOBKAM OOIIEKYJIBTYPHBIX, 001Ienpodec-
CHOHAJIBHBIX W TIPO(PECCHOHATBHBIX KOMIICTCHIINM, 3aKpeTUIeHHBIX
B JIeHCTBYyIOIIEM MpodecCHOHAILHOM 00pa30BaTeIbHOM CTaHAapTe
BBICIIIETO MpOodeccuoHaIbHOro 00pa3oBaHus MO HaIpaBileHUo «Me-
HemkMeHT» (38.04.02), Hampumep, CIOCOOHOCTh K aOCTpaKTHOMY
MBbIIILIeHUIO, aHau3y, cuHTe3y (OK-1) cootHocuTes ¢ TeMoii 10; crio-
COOHOCTb YIPAaBIATh OpraHu3aluusiIMu — ¢ TeMoit 12. OmHako maru-
CTPaHTHI YaCTO HENOOLIEHUBAIOT 3HAYMMOCTb 3TUX BOIPOCOB B IPO-
(beccroHaIbHOM MOATOTOBKE: MX OTMETMIIM B Ipynmnax He Gonee 5%.
IIpucyTcTBUE cComepKaTeTbHOTO SIIpa TeM, BBIIEICHHBIX MarMCTpaHTa -
MU, B CTPYKType Npo¢heCCUOHATIBHBIX KOMITETCHLIMI ONpeaeisieT eile
OIIHY 0COOEHHOCTD IICUXOJIOTUIECKO TTOATOTOBKY CTYIECHTOB-MEXIY-
HapOJHUKOB B MAarMCTpaType: ¢ TOYKU 3PEHUS IICUXOJIOTUUECKOTO CO-
JepsKaHWS TOJIKHBI YTOUHSTHCS OCHOBHBIE IPU3HAKKM OCBOEHMUS TIPO-
rpaMMbl — JECKPUNOTOPbl. MeTOoAMYeCKUM OCHOBAaHUEM YTOUHEHMSI
9TUX MoKa3areeid MOTYT CIYXUTb MPUKIaAHbIE UCCIIEIOBaHUS TICU-
xonroroB (Hanpumep, [ Komanraesckas, [pummHa u ap., 2016], [Asoni-
tou, Hassall, 2019] — Temsnl 5, 9, 12; [Saaranen, Vaajoki, et al., 2015],
[Vleuten, Eertwegh, et al., 2019] — TemslI 1, 7; [Ma, Yang, et al., 2019],
[Caputo, Ayoko et al., 2019] — Tema 3).

Takum o6pa3om, B MIPOrpaMMHOM 1IETIOYKE «KOMITETEHLIMU — Jie-
CKPUIITOPBI — (POPMBI M METOIBI OOYUYEeHMSI» MIPO(heCCHOHATIBHOM IO -
TOTOBKU CITEIIUAIUCTOB-MEXIYHAPOIHUKOB B MarucTpaType, B 4acT-
HOCTH TI0 HaIlpaBlieHUIo « ToproBoe meo», MOsSBIIIeTCsS BO3MOXHOCTD
BBIACTIUTD W CHIENaTh CHCTEMHOM TICMXOJIOTMYECKYI0 COCTABJISIONIYIO
oOyuenus1. JlanpHelimee pa3Butve rncuxonorun omzHeca B MITMMO
AMeeT ONTUMUCTHYHBIE TIEPCITEKTUBEL.
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2

MopanbHO-HpaBCTBEHHbIE
NPUHLMUMbI U HOPMbI B MPaKTUKE
Pa3BUTUA KOHKYPEHTOCNOCOBHOCTH
B 6busHec-cpeae

O.C. /leiinexa

[TpeHebpexkeHre HOpMaMK MOPAJIU paiy UHAWBUAYAIbHOTO YCIe-
Xa He TOJIbKO CHUXAET YPOBEHb JOBEPUS MEXIY YIaCTHUKAMU PHIHKA,
HO Y peaJibHO YIpOXaeT CTaOUIbHOCTU 9KOHOMUYECKOTO Pa3BUTUS KaK
B MacIITade OTIeJIbHOTO MPENNpUsITUs, TaK U Ha YPOBHE HAallMOHAJIb-
HOM 1 Aaxke MUPOBOM S KOHOMMKHU.

®. OykysiMa paccMaTpUBaeT MOpPaTb KaK COIMAIbHBINA KaITUTall,
OIPENEeISIONINI CTENeHb XU3HECIIOCOOHOCTU OO0IIeCTBA M €ro KOH-
KypeHTocrocobHocTn [Dykysama, 2004]. Ix. Ctummi, B HeogaBHEM
MPOIIOM TJIaBHBINE KOHOMUCT BcemupHoro 0aHka, cpeau ¢akTo-
POB, 3aIIUTUBIINX «a3MaTCKUX TUTPOB» OT 3KOHOMUYECKOTO KPM3HCa,
CTaBUJI Ha MEePBOE MECTO «XOPOIIIYIO TPYIOBYIO MOpajb», a 3aTEM YXKe
9KCITOPTHYIO OPMEHTALIMIO U BBICOKYIO HOPMY cOepexkeHuit | CTUruil,
2003]. B poccuiickoil TpaguLuK, B YaCTHOCTU B IPaBOCIABUM, €CThb
MPEANOCHIIKA TpynoBoit Mopanu [ bynrakos, 1990; Kopans, 1999; ITo-
noB u 1p., 2008; XekxayseH, 1986]. Pycckuit ¢purocod 1 3KOHOMUCT
C.H. bynrakoB mog4yepKuBal, 9YTO 3TUKA TPYIa €CTh B KOHEYHOM UTOTE
BOITPOC O FOCITOACTBE AYXOBHOTO Hauajia HajJ MaTepuaabHbIM. B xo3s1ii-
CTBEHHOM 3TOCE PYCCKHUX JIIOAEH Bcerma TOMMHUPOBAIN MOYETHOCTh
Tpyaa U ocyxkjaeHue npasagHoctu [ byarakos, 1990].

MopaibHble pecypchbl 4eJIOBEUYECKOro KaruTalja, COTJacHO
A.N. FOpbeBy, BKIIIOYAIOT B ce0s1 Bepy B CBOIO CTpaHy, HaAeXay Ha ee
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ycIiex, JI000Bb K CBOMM COTpaXkaaHaM, YyBCTBO IOJITa Mepel rocynap-
CTBOM, OOsI3aTeNbHBIC UISI COXpAHEHUS, YIIPOYCHUS W TIPOIOJIKCHUS
KM3HU CBOEro Hapoja Ha CBOEil TeppUTOpUM BOMPEKU MPOTUBOACH-
CTBMIO KOHKYPEHTOB M BbI30BaM BpeMeHu [Crpatermyeckas.., 2006].

OmHaKo TeOPKOHOMHYECKHUE IIPOIIECCHl YCYTYOISIOT CITPOBOIIM-
pPOBaHHbIE PHIHOYHOM KYJAbTYPOU CTaHAAPTU3ALIMIO U PEAYKIUIO Y-
XOBHOW XW3HM. HpaBCTBEHHBI KPU3UC COBPEMEHHOCTH HAXOIUT
oTpaxeHHe B TTPOTUBOPEUMU: C OJHOUN CTOPOHBI, pacTET 3HAYMMOCTh
MOpPaJIbHON PEryJsIiuuU, ¢ APYTOi CTOPOHBI, KaK MOKa3bIBAIOT IMITU-
pHUYeCcKre WCCIeMOBaHUSA, YCHINBAIOTCS MeUIMTH W aAedopMaIin
MOPAaJIbHOTO CO3HAHWUSI, TIPOSIBISIONINECS, B YACTHOCTHU, B TaKUX (e-
HOMEHaX, KaK aHOMUsI, MOPaJbHBIN PESITUBU3M, KOPIIOPATUBHOCTh
MOpaJIH.

Ilo 3ameuanuio DyKysiMbl, MOpaJib HampaBjieHa Ha eIMHOOOpa-
3Ue PETYJISIIUK OTHOIICHWH 1 CHIDKEHNE KOH(MIUKTHOCTH B OOIIIECTBE
[Dykysama, 2004].

JleHbIY SIBJISTIOTCSl OMHUM M3 CaMbIX MOIIHBIX MCTOYHMKOB KOH-
(pukToB, uTo TMO3BOINISIET b.A. Paii3bepry maxke BbIOEIATH TaKOM BUIL,
KoH(nmuKTOoM0rNM, Kak AecHexHas [Paiizoepr, 2005]. Hapacraromas
TeHIEHLIMSI MOHETapHOIO MOHOTeu3Ma, 0 KoTopoii mucanu K. 3um-
menb 1 C. MockoBuuu [MockoBuuu, 1998], HaxonuT noaTBepxkaeHue
B CO3HAHUM U TMOBEICHUM COBPEMEHHBIX CYyOBEKTOB XO3SICTBOBAHUS
M CO3IAeT ITOCTOSTHHYIO yTpo3y AedhopMalli BCeX BUIOB COLIMAIBHOMN
peryasuuu (3aKoHa, Tpaguiuvii, Mopaau). [Ipob6aeMbl HpaBCTBEHHO-
TICUXOJIOTUYECKOM PETYISIIMU 3KOHOMUYECKONW aKTUBHOCTU PasHbIX
COITMAJTBHBIX TPYIIIT, COCTABIISIONINX COBPEMEHHOE POCCUIICKOE 001IIe-
CTBO, TpeOyIOT ITocTosTHHOTO M3ydeHus [2Kypasies, 2003].

Llens aHHOTO MCCAEMOBAHUS — OTPEAETUTH MECTO MOPAJIA B CUM-
BOJIMUECKOW KapTUHE MPEICTaBIeHU 0 KOHKYPEHTOCIIOCOOHOCTH Ha
TpeX YPOBHSX (MHAMBUIA, OPTaHU3ALUM, CTPAHbI) U COOTHECTU C pe-
3yJbTaTaM1 TOTOBHOCTY K MOPAaJIbHBIM OTKIIOHEHUSM (Ha TIpUMepe JIe-
HEXHBIX YCTAHOBOK).

MeTtopabl uccnegoBaHuns

Jnst uccaemoBaHus MPEACTaBICHUIA 0 KOHKYPEHTOCIIOCOOHOCTU
CTpaHbl, OpTaHU3ALMU 1 JIMYHOCTH MCIIONIb30BaJICs 010K U3 TpEX Me-
TOOUK paHXUpoBaHUsI (PAKTOPOB KOHKYypeHTocmocobHocTu [Jleii-
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Heka, 2011]. Kaxpgasg u3 HUX BKJIO4Yajlia MoOpajb (MOpajJbHO-HpaB-
CTBEHHBIN KJIMMAT B KOJUIEKTHBE, IYXOBHOE BOCITUTaHE) B KAUECTBE
coCTaBIIsIIONIEeil criicKa (haKTOPOB ITOBHIIIEHUS KOHKYPEHTOCIIOCO0-
HOCTH.

Hns uccinenoBaHuss MOpaJbHOM KOMITOHEHTHI 3KOHOMUYECKOTO
TOBENEHUS UCMOJb30BaJICd OJIOK M3 TPeX IKCIpPecc-MeTOAUK U3Me-
peHust MoHeTapHbIX cTpateruii A. Mensma u K. PyOGuninTeitH (cM.
[Makcumenko, 2004]). OngHa U3 METOIMK jAaBaja IpeacTaBieHre O
LIECHHOCTHO-MOTHBAIIMOHHBIX XapaKTepUCTUKax IMpodeccruoHab-
HOIt IesITeTbHOCTH PEeCIIOHICHTOB, BTOpas METOIMKA IPEenOCTaBIIsI-
Jla ”HGoOpMaLMIO 0 CyObEeKTUBHBIX MPENNOCHIIKAX 3apabaTbiBaHMUS,
WIN «CKOJIaYMBaHUsI», MEHET, TPETbsl — BBISIBIsAIA, KAKME MOpPaJIb-
HO-HpPaBCTBEHHbIE 0apbepbl TOTOB MEPECTYNUTh PECIOHASHT paiau
JIEHET.

Kpome Toro, ompoIreHHbIe MPOU3BOAMIM OIIEHKY CBOEii KOHKY-
PEHTOCIIOCOOHOCTH C TIOMOINBIO 3KCIpecc-MeTOTUKN | DeTHCKUH
u np., 2002].

B uccnemoBanum mpuHsUIM ydacthe 84 mpencTaBUTENsT OM3HEC-
opraHusaluii pasHoro npoduis (B cepax CTpOUTENLCTBA, TOPTOBIU
u yciayr) u3 Tpex roponoB (Mocksbl, CankT-IleTepOypra, M:keBcka).
Cpenu pecroHIeHTOB 35% MyXIrH 1 65% XeHIIWH, CpeTHUA BO3pacT
KOTOpPBIX cocTaBui 35,7 £ 11,4 ner.

Pe3yn bTaTbl nccjiejoBaHUA

PaccmoTrpum dakTop Mopaiu B MpeAcTaBleHUsSIX O KOHKYPEHTO-
CIIOCOOHOM TMYHOCTH, OpTraHU3alIMK, CTPaHe U CIieUbUKY TTPeaCTaB-
JICHUI1 0 KOHKYPEHTOCIIOCOOHOCTH Ha pa3HbIX ypOBHSIX. B Tabmmiax 1,
2 1 3 yKazaHbl pe3y/ibTaThl paHXXUPOBaHUSI (haKTOPOB KOHKYPEHTOCTIO-
COOHOCTH JIMYHOCTHU, OpPTaHU3ALIMH, CTPAHBI.

B ta6mmie 1 npuBeneHbI peUTHHTOBEIE MECTa U OCHOBHEIE CTaTH-
CTUYECKUEe TMokazaTenu (HaKTopoB KOHKYPEHTOCIIOCOOHOCTU JIMYHO-
cti. Ha TIpuoOpuUTEeTHBIX TTO3MIIMSIX OKa3aJIUCh 3HAHUS, 1IEIeyCTPEM-
JICHHOCTb, MHTYULIMS, 3M0POBbE U cOTpynHU4ecTBO. [TocnenHue mecta
3aHUMAIOT (dUu3MyYeckass cuia, arpecCMBHOCTb, 3alllUTa 3aKOHOM W
Mopanb (11-e mecro). Kak mokazanu uccienqoBaHusl, BbIIIOJIHEHHEIE
HaMM paHee Ha BBIOOPKE CTYIEHTOB, MOpPajb BBICTYMAeT ONHON W3
MPOOJIEMHBIX 30H MX CUCTEMBI TIPEACTABICHU O KOHKYPEHTOCTIOCO0-
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Tabnuvua 1. ®akTOpbl KOHKYPEHTOCNOCO6HOCTU JIMUHOCTU

CraTucTika
DakTopsI PanroBoe mecto M o
ArpeccCUBHOCTh 13 11,35 3,64
310poBbe 4 6,08 3,42
3HaHua 1 3,22 2,93
CriocoOHOCTh PUCKOBATh 6 7,44 3,70
Xoporiue apy3bst 7 7,63 3,28
dusnyeckast cuia 14 11,79 2,57
Wutynnus 3 5,86 3,08
CamoyTBepXKIeHue 10 8,19 3,32
3airra 3aKOHOM 12 8,94 3,16
HosaropcTtBo 8 7,65 3,36
HeHbru 9 8,13 3,78
CoTpyIHUYECTBO 5 6,88 2,77
LleneycTpeMiieHHOCTh 2 3,36 2,84
Mopanb 11 7,90 4,07

Hoit TnuHOoCTU. boiiee Toro, Mopajib BOCIpUHUMAETCSI KaK rloMexa JJ1s1
3¢ GeKTUBHON KOHKYPEHIINU, TIpaBaa, Y PeTHOHAJIILHOM MOJIOIEXHM €€
PEUTUHT B KOHKYPEHIIUU 1O0CTOBEepHO Bhiliie [[leiiHeka, 2011].

KoHKypeHTOCITOCOOHOCTh OpraHU3aluM UCTIBITYEMbIE CBSI3bIBAIOT
(Taba. 2) B mepByio odepenb ¢ NpohecCUOHATIN3MOM (KOMIIETEHTHO-
CThI0) pa®OOTHUKOB (1-€ MecTO), MEHEIKMEHTOM — XOPOIIUM PYKOBO-
IUTeNIeM, YeTKUMU LIeJISIMU, CTpaTerueii, Mmuccueit (2-e u 3-e mecra),
a TaKkXe ¢ peryTanueil opraHu3alny Ha PRIHKE W €€ Y3HABaeMOCTBIO
(4-e u 5-e coOTBETCTBEHHO). MeHee BaxKHBIMU (haKTOpaMM, COITIAaCHO
MMOJYYeHHBIM NAHHBIM, OKAa3aJIMCh TICUXOJOTMYECKUA W MOpPaIbHO-
HpaBCTBEHHBII KJIMMAT B KOJUIEKTUBE (6-¢ 1 8-¢), a Takoke MHHOBAIIUH
(7-e mecTo0).

He mpuHmIXas poiu mOroBopa M 3rOMCTUYECKOTO MHTEpeca B ac-
counauuu (oObeNMHEHUM JIOAeil IS COBMECTHON HesATebHOCTH),
®DyKysiMa cuMTaeT, YTo Haubosee NeliCTBeHHbIE OpraHU3allii UMEIOT
mox coboif TaKylo OCHOBY, KaK KOJJICKTHB, OOBEIMHEHHBIM OOIIH-
MU 3TUYECKMMU LIeHHOCTsIMU. OH MOMYepKUBAET, YTO YJieHaM TaKUX
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Tabanua 2. PakTOpbl KOHKYPEHTOCNOCO6HOCTM OpraHM3aLun

CraTucTnka
DakTopsl PanroBoe mecto M o
KecTKOCTh, arpeCCUBHOCTh Ha PhIHKE 13 9,94 4,21
310poBbe MepcoHasa 9 8,44 3,40
IMpodeccnonammsM (KOMIETEHTHOCTB)
pabOTHUKOB 1 3,07 2,39
CrocoOHOCTb pUCKOBATh 12 9,17 3,43
Xopolie OTHOLIEHUS B KOJJIEKTUBE
(TICUXOJIOTUYECKUIT KJTUMAT) 6 7,17 3,55
CoxpaHeHHe KOMMEPUECKOM TaliHbI 14 10,89 2,67
WMumk, penyTamust OpraHu3alim 4 6,67 3,62
Y3HaBaeMOCTh Ha pbIHKE (M3BECTHOCTD,
TIOITYJISIPHOCTB) 5 6,76 3,71
Coo6monenue TpynoBoro konekca P®D 10 8,63 3,81
MuHoBauuy (HOBOBBEIECHUS) 7 7,74 3,18
Bricokast mpuGBUTh 11 8,64 3,99
Xopoluii pyKOBOAUTEb 2 4,19 3,04
Yerkue Leau, CTpaTeTrusi, MUCCUS 3 4,74 3,15
MopaibHO-HpPaBCTBEHHBI KIMMAT
B KOJUUIEKTUBE 8 8,34 3,57

KOJIJIEKTUBOB He TpebyeTcs monapoOHas KOHTpaKTHO-IIpaBoBas peria-
MEHTAIIUS UX OTHOIIICHUM, TIOTOMY UTO CYIIECTBYIOIINI MEXITYy HUMU
MOpPaJIbHBIIT KOHCEHCYC SIBIIIETCS 0a3MCOM MX B3aMMHOTO JTOBEPUS
[Dykysama, 2004].

KoHKypeHTOCIIOCOOHOCTh CTpaHBbl (TabI. 3) IIpexae BCero 3aBUCUT
OT IEeHCTBEHHOCTHU TAaKOTO COLIMAJIbHOIO peryisiTopa, Kak 3akoH (1-e
MecTo). BaxHbl Takxke uenoBeYecKuil (310poBbe HalMu, oOpa3oBa-
HUE HaceJeHus) U (DMHAHCOBBIM KamuTaubl. JIyxOBHOE€ BOCIIMTaHUE,
BKJIIO4asi MopaJib ((popMa MyXOBHOCTH, CBSI3aHHAsI C BHICOKMM YPOB-
HeM BHyTpeHHeil nucuuruinabl [Canac, 2004]), 3aHuMaeT 7-10 1O3U-
LIMIO, a TIPEEMCTBEHHOCTD TIOKOJICHUH, WJIM TPamMIIvsl, TPpaKTUIeCKU
otBepraercs (13-e mecro). Takum obpazoM, peATUHT COLIMAIBHBIX pe-
TYJSITOPOB B OOIIIECTBE BHICTpAMBAETCS B IMOJTb3y 3aKOHA, B MEHBIIICH
CTETIEHN — MOpPAJIM 1 Pe3KO ManaeT y TpamuIInii.
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Tabanua 3. dakTOopbl KOHKYPEHTOCNMOCO6HOCTU CTPaHbI

CrarucTuka
DaxkTopsI Panrosoe mecto M (4
PaciupeHue BAussHUSE 12 9,67 3,77
310poBbE HALIUU 3 5,17 3,82
O0Opa30BaHHOCTb HACEJIEHUSI 2 4,82 2,88
CTabuabHOCTD B 00IIIECTBE 4 5,31 3,26
ToHkas muIIIOMAaTHS 10 8,50 2,99
CuutbHast apMusT 11 8,94 3,64
Penyrauus crpanbl 9 8,26 3,49
CriopTUBHbIC TTOOEIBI 14 12,12 2,81
JleiiCTBEHHOCTb 3aKOHOB 1 4,78 2,95
MHHOBaLIMOHHBIE TEXHOJIOTUU 8 7,85 3,69
duHaHCOBOE GJIArONOIydre 5 5,36 3,29
IIpeeMCTBEHHOCTb MOKOJIEHU I 13 9,95 3,32
CTpareruy pa3BUTHS 6 6,63 3,52
JlyxoBHOE BOCIIMTaHUE 7 7,27 3,83

PeaynbraThl mepBoro 6Ji0Ka METONMK ITOKA3aJIi, YTO PECITOHICHTEI
MIPEbBISAIOT GoJlee BEICOKME MOpaIbHBIE TpeOOBaHUS B OTHOIIICHUH
OpTaHM3aI1 U CTPaHBI (CIIETOBATEIbHO, K TEM JIIOISIM, KOTOPEIE ITPH-
HUMAIOT pellicHWs Ha YpOBHE OpraHM3allii W CTPaHbI), 4eM K cebe.
DTOT SMOUPUIECKIIT (haKT He TTPOTUBOPEUYUT MOJUTOIOTMIECKON 3a-
KOHOMEPHOCTH, COCTOSIIIIEH B TOM, YTO MOpPaJIbHbIE CTAaHIAPTHI TOCY-
JapCTBa MOJIKHEI OBITH BBITIIE MOPATBLHBIX CTAHIAPTOB HACEIICHMSI.

Pe3ynbraTtel MccaeqoOBaHMS, TONyYeHHBIE C ITOMOIIBIO BTOPOTO
0JToKa KCITpecc-MeTONNK, HallpaBJIeHHBIC HA N3yYeHNe MOHETapHBIX
CTpaTeTuii, MpuBeneHbI B TabaMIax 4, 5 u 6.

PesynbraThl nepBoii MeToarKu 6J10Ka (TabJ1. 4) mokasaju, 4To ycrex
B paboTe y 00CIeIOBaHHBIX PECIIOHICHTOB aCCOLIMUPYETCS B MEPBYIO
odepenb ¢ JOCTIKEHHEM BBICOKOTO TIPO(heCCHOHAIBHOTO MacTepCTBa,
peanu3aiueil B paboTe CBOMX CIIOCOOHOCTEI 1 BEICOKMMU 3apaboTKa-
MM, a TAaKKe C TTOJIE3HOCTRIO TS OOIIECTBA BHITIOTHIEMOM pabOTHI.

J71s1 TOTO YTOOBI «JIe7aTh AEHBIW» (TA0JI. 5), IO MHEHUIO OTIPOIIEH-
HBIX, HYXXHBI CITOCOOHOCTH (1-€ MecTo), MOTHBAILIMS M TPYIOII00Me
(2-e u 3-e MecTa), a TaKKe CBSI3M U ynada (4-s1 1 5-51 Mo3ULNN).
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Tabnnua 4. LLeHHOCTHO-MOTMBALLMOHHbIE

XapaKTepUucTukun npocbeccwonan bHOMN AeATe/IbHOCTU

Bomnpoc: «4To Hanbo1ee BaXKHO AJIs OLIYIIEHHs ycnexa Ha padore?»

CraTucTnka
Bapunants Panrosoe mecto M (V]
Pabora o npodeccuu, COOTBETCTBYOIIAS
CMOCOOHOCTSIM, 3HAHUSIM, YMEHUSIM 2 2,74 1,97
TTone3HocTb paboTHI 17151 OOLIECTBA 4,19 1,88
CnaBa, npu3HaHUE, YBaXECHUE 5 4,58 1,46
Bosbiime 3apaboTKY, BBICOKHE JOXOIbI
OT paboThI 3 3,32 1,76
Bricokuii mocT, B1acTh Hal IpyTMMU
JIIONBMU 7 5,74 1,56
Pa6ora o npodeccun, Kotopas
MOJIb3YETCsT HAUOOIBIIUM CIIPOCOM,
SIBJISIETCS TTPECTIKHOM 6 4,76 1,81
JlocTrxeHe BBICIIIETO
MpodeCcCHOHAIEHOTO YPOBHS, MacTePCTBA 1 2,67 1,43

Tabavua 5. Cy6bekTUBHbIE NPeanoCcbIIKY,
BaXkHble Ans 3apabaTbiBaHNA AeHer
Bompoc: «UTo Hanbosee BaxKHO, 4TOOBI “IAe1aTh JeHBIH ?»

CraTucTnka
Bapuantst PanroBoe mecro M [
Besenue, ynaua 5 4,83 2,31
«Mo3ru», TajJaHT, ClIOCOOHOCTHU 1 2,11 1,67
HyHbIe cBSI3U, IpY3bst 4 4,40 2,28
KamgHocTh, CKynocTh 9 8,75 1,69
HeuecTHOCTD, HEMOPSIIOYHOCTD 10 9,02 1,64
Tepnienue, 6epeXINBOCTD 8 6,70 1,99
Puck, aBanTiOopa 7 5,60 1,92
Tpynomobue, ycepaue 3 4,38 2,23
O6pa3oBaHue 6 5,20 2,48
Kemanne, amoumm 2 3,88 1,98
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Tabnuua 6. MopanbHoO-HpaBcTBeHHble 6apbepbl,
KOTOpble roToBbl NEePecTyNnUTb PECNOHAEHTbI Ppajun AeHer

Bonpoc: «Ha uyro 061 Bbl pemmiich paau aeHer?»

CraTucTnka
BapuanTtbi M (4
XKeHutbes (BBIITH 3aMyK) 11O pacueTy 2,51 1,91
MMeTb cekcyallbHbI KOHTAKT C HE3HAKOMbIM 2,09 1,82
YeJIOBEKOM (OIMH pa3)
OO6MaHyTh OM3HEC-KOMITAaHbOHA 1,77 1,30
YKpacTb 4TO-1100 1,66 1,31
Paccrarbcd ¢ cynpyrom(-oii), 60ii/répi-dpeHnoMm 1,94 1,51
Yexathb B IpyTyto CTpaHy 4,94 2,11
BoinonHATh paboTy, KOTOpas MHE He HpaBUTCS 4,68 1,82
J1aTb B3SITKY 3,35 2,13
IoxyyuTs B3SITKY 2,74 1,96

TpeTbs MeTOAMKA OJI0KA TIpeAIioaraja BbIOOp OTBETOB C OLIEHKOM
1o 7-6aIbHOI 1IKajle Ha Borpoc: «Ha uto 661 Bel pemnick pagu ne-
Her?» Kak BUIHO 13 TaGIUlLIbl 6, PECIIOHICHTHI AOITYCKAIOT MOPaJIbHbIE
JneBuauuu paau aeHer. Hanbonee mpueMaeMbIMU BApUaHTaMU SIBJISIIOT-
¢S SMUTPAITUS M BBITIOJTHEHWE pabOThI, KOTOpast He HPaBUTCS (B 3TOM
clyyae JeHbI'M Ha3bIBAIOTCS CIELMAIMCTAMM IO JEHEXXHON Mopaiu
[Belk, Wallendorf, 1990] npodaHHbIMU, a HE cakpaibHbIMK). [Tpu aTOM
JOTTYCKaeTCsT KOPPYIIIMOHHOE MOBEACHME, XOTSI M B MEHBIILIEH CTeTIeHHN.

B uccrnenoBaHusIX ApyTUX aBTOPOB TAKXKe MOJYYEHbI MOATBEPKAE-
HUS THOEpaTbHOTO OTHOIIEHUSI POCCHUSTH K B3sITKaM. Tak, Harmpumep,
C.A. TunpMaHOB OTMEUYaeT, YTO OOJBIIMHCTBO OIPOIIECHHBIX IMOCTE
Jayu B3SITKW JOBOJIBHO OCTPO TepexXrBaau HEraTUBHbIE SMOLIMU (J10-
camy, pa3npaxkeHue, HeJIOBKOCTh), M TeM He MeHee OH TOBOPUT O TIpH-
BBIKAHWU K B3ITKaM M O BBIPAOOTKE CTEPEOTUITHOTO CIIOCcO0a pelieHust
npo6eM. [TpaBna, «hbopMupoBaHUe aTTUTIONA B3SITKU B OOJIbIIEH CTe-
TIEHU OCYIIECTBIISIETCS HE C TIO3UIINY TPaKIaHCKON HPAaBCTBEHHOCTH,
a C MO3ULIMU OBITOBBIX OTHOLIeHMI» [[miabsMaHoB, 2005]. B nuccepra-
IIMOHHOM HcciienoBaHnM A.A. MaKCUMEHKO, BBITIOJTHEHHOM ITOJ Ha-
IIUM HayYHBIM PYKOBOICTBOM, TaKKe ITPOSIBUIIOCH OTHOCUTEIBHO Tep-
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MUMO€ OTHOIIEHUE MOJIONEKH K B3ATKaM (HaAIlpUMep, M0 CPaBHEHUIO
¢ Kpaxeii). Pe3ynwsrathel TecTa, IpoOBEIeHHOTO HA BRIOOPKE YMCIECHHO-
ctbio 700 yenoBeK, MOKa3bIBAIOT, YTO CBBIILIE OTHOM TPETU PECITOHIECH-
TOB JOITYCKalOT MoJy4YeHue U gady B3saTKU [ MakcumeHnko, 2004].

Pesynbratel CTpyKTYpHOTO aHalIn3a JaHHBIX (KOPPEISILIIOHHOTO 1
(pbakTOpPHOIO) MOKa3alIu, YTO KPUTUYECKOE OTHOLIEHNE K MOPaTbHBIM
JeBUALIMSAM B OOJbIICH CTEEHU XapaKTEePHO ISl PECHOHAEHTOB 60-
Jiee 3pesoro Bo3pacTta (rmpu p < 0,01). dakTop MOpaJIbHBIX AeBUALIAI 1
HaNISIAHO MOATBepXaaeT (puc. 1), 4To cpear MOJIOALIX OOJIbIIIE TaAKUX,
KOTOpEIE TOTOBBI 0OMaHYyTh Ou3Hec-napTHepa (rpu p < 0,01), gaTh u
Jaxe nojydyuthb B3ITKy (pu p < 0,01). Oxka3zanoch TakxKe, YTO PECIOH-
JIEHTHI ¢ 00Jiee HU3KUM CyOBbEKTUBHBIM JOXOIOM B OOJblIEi CTeIIeHU
TOTOBBI pajy IeHET MepecTyrnarh MopajibHbie 6apbepsl (Tipu p < 0,05).

YienuMm BHUMaHUE ellie OMHOMY (haKTOpy MaTpULbl (puc. 2), KOTO-
pHIii 3a(DUKCUPOBaJI, YTO MOpPaIbHAs PEryIsIus CBsI3aHa CO CTAOUIIb-
HOCTBIO 1 TIPOTUBOIIOCTABIISIETCS )KECTKOCTH, arPECCUU U PUCKY.

HeiCcTBUTEIbHO, KECTKOCTh U arpeCCUBHOCTb HA PBIHKE TTOJIOXHU-
TETbHO CBs3aHa ¢ puckoM opraHusauuu (rpu p < 0,001) u 1uuHoCcTH
(ripu p < 0,01), HamPOTUB, MOPaJIbHO-HPABCTBEHHBIE PETYISITOPHI, IT0-
BBIIIAIOLINME JOBEPUE, a 3HAYUT, U 0€30IMaCHOCTh JTUYHOCTH, OTPUILIA-
TeJbHO cBsI3aHbI ¢ pruckoM (rmpu p < 0,001) u arpeccueit (tipu p < 0,01)
U CTaOMJIM3UPYIOT 00CTaHOBKY B oO1iecTBe. IlocienHee ecTecTBEHHO,
TaK Kak cepa Mopanu mupe chepsl paBa: ICTOPUIECKU MOPaIbHOE
CO3HaHUE TPEeAIIeCTBYET MPaBOBOMY CO3HAHMIO W CaMU IPaBOBbIE
HOPMBI TIomJieXXaT MOpajibHOM oleHKe. IIpaBoco3HaHue peryiupyeT
MOBeIeHUE TIOfeil KaTeropusiMy IIPpaBOMEPHOCTH, MOPalb — KaTero-
pusiMu 1oopa u 31a. B cBoro odyepenb, Mopaib U HpaBCTBEHHOCTD IO/ -
MUTHIBAIOTCS TPAIUIIUSIMU, IIOTOMY YTO HeJIb3sl BOCIIUTATh B ceOe BhI-
COKME HpaBCTBEHHbIE HavaJsla, He 3Hasl TOTro, YTO ObLIO 10 Hac.

B 3akioueHne paccMOTPUM KOPPEISITHI MOPAJbHBIX IEBUALIUIA
pagu aeHer (CBSI3b JIMYHOCTHBIX KAYECTB IO METOAUKE CaMOOLIEHKU
KOHKYPEHTOCITOCOOHOCTH' ¢ TIpEICTaBICHUSIMA O KOHKYPEHTOCIIO-
COOHOCTHM JIMYHOCTH, OpraHU3allM, CTpaHbl). bbl10 00HApYyXEeHO, UTO
T€ PECIIOHJICHTBI, KOTOPhIE B MEHBIIIE CTENEHN CTPEMSTCS K POCTY
CBOEii KOMIIETEHTHOCTU, OOIyCKalT oOMaH OW3Hec-TapTHepa (Tpu

I Mcronb30BaJUCh OLIEHKHU T10 BCEM IIIKaJlaM SKCITPECC-METOMUKM, a HEe UTO-
TOBbII UHIEKC.
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Yactb |. MeTogonornueckne noaxosbl
B HU3HEC-NCKMXONOrMUYECKMX UCCIef0BaHNAX U NMPaKTHKe

p <0,05). Cpenu Tex, KTO oxapaKTepHr30BaJl ce0sl Kak 0oJjiee JEHUBBIX,
0Ka3aJloCh OOJIBIIIEe TAKNX, KOTOPBIE PEIIINCH OBl YKPACTh YTO-THO0
(mpu p < 0,05). JInuHOCTHU ¢ GoJiee pa3MbITHIMU LIEJSIMUA TOTOBBI Paau
JIeHET BBIMIOJHSAThL padboTy, KoTopast He HpaButcs (mpu p < 0,001).

ToToBHI pagy meHer OaTh B3ATKY Te, y KOTO YCIleX B paboTe (BTopast
METOIMKa BTOPOro 0JI0Ka) acCOLMUPYETCs ¢ OOBIIMMU 3apaboTKaMu
win goxogamu (mipu p < 0,01), KOHKYpPEHTOCIIOCOOHOCTb CTPaHbI CBSI-
3bIBaeTcs ¢ ee (hmHaHCOBBIM Ojaromnonydrem (ripu p < 0,01) u geHbru
BBICTYMAIOT BaXHBIM (HaKTOPOM KOHKYPEHTOCIIOCOOHOCTU JIUYHOCTH
(ripm p < 0,01). JIaTh B3ATKY CKOpe€e PelIaloTCs MeHee TPYIOII00MBEIE
u 6osee puckoBaHHble (Tipu p < 0,05). [TonydyeHre B3SITKU IOMyCKa-
10T Te, KTO OLICHWBAIOT ce0s KakK JMAEPOB, a He KaK BEIOMBIX (TIpU
p < 0,05). Te pecrioHAEHTbI, AJISI KOTOPBIX JEHBIU SIBJISIIOTCS BaXKHBIM
(bakTOpOM JIMYHOI KOHKYPEHTOCTIOCOOHOCTHY, IEMOHCTPUPYIOT OoJiee
BBICOKYIO TOTOBHOCTbD 1aTh B3ITKY (r = 0,37, mpu p < 0,001) 1 mony4uth
B3aTKY (r = 0,31, mpu p < 0,01), TO ecTh HE MPOCTO OOJIeEe TEPITUMO OT-
HOCSTCS K TAKOMY CYPPOraTy Perysiiui 3KOHOMUYECKUX OTHOLIEHUI
KaK KOPPYIIIIHSI, HO ¥ BOBJIEKAIOTCS B Hee.

HamnpoTus, oTpuLaTEIbHO KOPPEJIUPYIOT ¢ TOTOBHOCTHIO NaTh
B3STKY Ba>KHOCTh MHHOBAILIMIA B TIPEACTABICHMSIX O KOHKYPEHTHOMN
opranmzanuu (r = 0,345, mpu p < 0,01), ponb 3HaHMIT 1 HOBAaTOPCTBA
(ripu p < 0,05) B mpeacTaBiIeHUSIX 0 KOHKYPEHTOCTIOCOOHOM IMYHOCTH.

MeHee TecHBIE CBSI3M BBISIBICHBI C TAKMMM TTOKA3aTEISIMUA TIPEI-
CTaBJIEHUII O KOHKYPEHTOCIIOCOOHOCTH, KOTOPbIE€ MOTYT CBMETEIb-
CTBOBAaTh O MEXaHMW3MaX B3SITOYHWYECTBA, a MMEHHO: XECTKOCTb
KOHKYPEHIIMHU 1 TIPEEMCTBEHHOCTD ITOKOJICHMH (K COXaJICHUIO, U Y He-
raTUBHBIX (PEHOMEHOB COLIMAJIBHOTO OITbITa, HAIPUMEDP, KOPPYILINH,
€CTb KYJIBTYPHO-HUCTOpUYECKUE Mpeanochuiku [PemerHukos, 2008]).

s Tex, KTo 60oJiee TEPIUM K TTOJTYYEHUIO B3SITKU, IEHBI'M TaKXKe Ha
BBICOKOM YPOBHE 3HAUMMOCTH SIBJISIIOTCS (haKTOPOM KOHKYPEHTOCTIO-
coonoctu tmaHocTH (11pu p < 0,01) 1 BaKHEHIIMM IToKa3aTeIeM yCIie-
xa B padote (mpu p < 0,01). Y1 HarpoTuB, ITOJIyYeHHI OTpULIATEILHBIC
KOPPEJSILIMU TOTOBHOCTU TIOJIYYUTD B3SITKY C TOCTUKEHUEM BBICIIIETO
mpo¢eCcCHOHAIBHOTO MacTepCcTBa KaK IoKa3aTelsd ycrexa B padbore u
WHHOBAIIMOHHBIMU TEXHOJIOTUSIMU B MPEIACTABICHUSIX O KOHKYPEHTO-
CIIOCOOHOCTH CTPaHBHI.

Takum oOpa3oM, Ha OCHOBE HACTOSILIErO MCCIEAOBAHUS MOXHO
TOBOPUTH O MOTUBAIIMOHHOM MOPTPETE TEPIUMOI K KOPPYILIMU JINY-
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2. MOpaJ'IbHO-HpaBCTBeHHbIe NPUHLUMNBI N HOPMbI
B NPaKTUKe pa3BunTmnA KOHKypeHTOCI‘IOCO6HOCTl/I B 6M3Hec—cpep,e

Hoctu. Eii cBoMicTBeHHA rurepTpodrupoBaHHasl IeHEeXKHAsI MOTUBALIMS
WIN (peTUIIM3alus IeHeT, IMpeyBeJInueHNe UX POIu B afallTalluy U,
HaIpOTUB, HU3KAsl LIECHHOCTb JOCTMKEHUSI B paboTe BBICOKOTO IPO-
(peccrOHATBHOTO YPOBHS U MAacTePCTBA, MTHHOBALIMOHHOTO pPa3BUTHSI.
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Time perspective
and managerial identity
in the context of professional-
managerial roles

T. Yu. Bazarov, A.V. Paramuzov

The relationship between time and identity has been intensively dis-
cussed by philosophers. They tried to figure out how identity related to
time. Later psychologists continued asking the same question. Accord-
ing to Erikson temporal and spatial continuity is the sine qua non of
ego identity [Coté, Levine, 1988], therefore, identity directly relates to
psychological time.

An American psychiatrist Frederick T. Melges examined some
cases in which the sense of time and of identity was impaired. His core
thesis is that “the sense of identity is related to the continuity of tem-
poral perspective, especially future time perspective” [Melges, 2014,
p. 256].

Time and identity have many aspects and dimensions. For instance,
there are personal identity, social identity, group identity, leader identity,
organizational identity. Researchers have studied many aspects of iden-
tity. Nevertheless, many questions are still not answered.

In the current work, we conduct empirical research to check the
perception of psychological time of managers through their manage-
rial role-playing repertoire. We have chosen the role-playing repertoire
developed by T.Yu. Bazarov [Bazarov, 2014]. According to his concept,
there are four primary roles for managers which are a commander, an
organizator, an administrator and a supervisor. Our Aypothesis is that the
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perception of psychological time of managers varies depending on their
managerial roles.

Methods

Total sample size is 174 (ages 18—68). Managers (N = 92) and entre-
preneurs (N = 82) were found using social networks, 2 companies, and
one business club. Among managers 40 were males and among entrepre-
neurs 51 were males. Inclusion criteria required participants were at least
18 years of age and must be a manager or an entrepreneur.

Managers were grouped into 3 categories low (N = 47), middle
(N =29) and top (N = 16). Entrepreneurs were grouped into 2 categories
owner-director (N = 59) and owner not a director (N = 23).

We used 2 questionnaires to measure time perspective the Zimbardo
Time Perspective Inventory (ZTPI) [Zimbardo, Boyd, 1999; Mitina,
Sircova, 2008] and the Occupational Future Time Perspective (OFTP)
[Zacher, 2013; Bazarov, Paramuzov, 2019].

The ZTPI consists of Past Negative (a0 = 0.76), Present Hedonistic
(o= 0.78), Future (a = 0.77), Past Positive (o« = 0.53), and Present Fa-
talistic (oo = 0.64). For each item, respondents were asked how (1 = very
untrue to 5 = very true) they agree with the statements.

The OFTP consists of Focus on Opportunities (o = 0.91), Remain-
ing Time (o = 0.75), and Focus on Limitations (o = 0.81). For each
item, respondents were asked how (1 = very untrue to 7 = very true) they
agree with the statements.

Respondents chose from four managerial roles (a commander, an
organizator, an administrator and a supervisor) the one that is most ap-
propriate for them. There was a description of each role.

All analyses were conducted using SPSS version 25 Mac and G*Po-
wer version 3.1.9.3 [Faul et al., 2007; Faul et al., 2009]. Assumptions of
parametric analysis (ANOVA) were violated and we used nonparamet-
ric statistics (Kruskal—Wallis H test). G*Power used to determine post
hoc power and eliminate possibility to make Type II Error. We checked
power and did not perform analysis where it was less than 0.80. In order
to select particular group from the sample we used option Select Cases
in SPSS. The effect size also was calculated to measure magnitude of a
phenomenon. For post hoc analysis we used Dunn’s test. For all models,
pairwise comparisons with post hoc Bonferroni adjustment were per-
formed for significant adjusted median differences by group.
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Managerial role-playing
repertoire model of T. Yu. Bazarov

Commander

The commander is focused on professional development, coopera-
tion and comprehensive discussion of problems; looking for creative so-
lutions; acts as a catalyst for group interaction; correlates his goals with
the strategic goals of the organization; often changes roles; committed to
self-realization. He forms his actions and activities of the organization by
building different strategies for the development of the organization. He
clearly represents the image of the future organization formulating the
goals of the organization, sets the vector of development.

He seeks to predict alternative scenarios of events and situations. The
maintenance of management processes is carried out by the regulation
function. Focusing on partnership with employees, the Commander
seeks to include them in an active position, allowing them to take part in
shaping, “creating” the future of the organization and formulating key
goals and decisions. When making management decisions, such a person
is open for discussion, seeks to comprehensively analyze the situation
and consider alternative solutions.

His key competences are thinking outside the box, strategic think-
ing, flexibility of thinking, result orientation, and initiative.

Functions:

® comprehending problems and finding the best ways to solve

them;

® propensity to experiment, non-standard solutions and risk;

@ introduction of advanced labor methods and scientific and tech-

nical achievements in production [Bazarov, 2014].

Organizator

Organizator rationally distributes the work and identifies himself
with the organization. The result of the Organizator’s planning is a pro-
gram as a set of activities interrelated with each other and dedicated to a
specific date. The organizator sees management activity as the function-
ing of a system with known interrelations of various elements. The key
terms of his lexicon are “structure” and “technology”. The implementa-
tion of control is aimed primarily at maintaining the functioning of the
system. The organizator controls the degree of achievement of interme-
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diate results, the conformity of the result obtained technology. It focuses
on the assessment of deviations that lead to system malfunctions. It takes
decisions independently, based on the idea of an optimal and efficient
organizational structure.
His key competences are flexibility of thinking, systematic thinking,
adaptability, and result orientation.
Functions:
® coordination of staff activities in accordance with common goals;
@ systematization, distribution of responsibility, knowledge of reg-
ulations;
@ ensuring the work of employees in accordance with their profes-
sional and personal qualities [Bazarov, 2014].

Administrator

The administrator determines the rules of group interaction, seeks
to algorithmize the activity, for him the certainty of the tasks set is im-
portant, stability, he is guided by formal structures and power. The re-
sult of planning for the Administrator is a plan with a description of
the responsible persons, deadlines and available resources. Manage-
ment activities are strictly algorithmized and subject to the execution
of actions in a certain sequence. Most of the time he is engaged in the
allocation of resources: time, human, financial, etc. The function of
the organization is through the setting of tasks by order at the level of
execution schemes, access to resources is specified separately. The main
object of control is resources, the correctness of their use, distribution
and expenditure. The degree of deviation from the standard, algorithm,
plan is estimated. The Administrator takes the decision alone and un-
conditionally, for which he uses his power and formal status. To the
attention of the staff the decisions are communicated in the form of
orders and orders.

His key competences are systematic thinking, ability to plan, a re-
sponsibility, normativity, and result orientation.

Functions:

@ assessment of current performance, their compliance with cer-

tain criteria;
@ providing the group with all necessary for labor activities;
@ orientation to power requirements, authoritarianism, dismissal
as a way to solve problems [Bazarov, 2014].
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Supervisor

For the Supervisor, the psychological climate in the group and the
emotional relationship are important; he appreciates the initiative of the
individual and the ability to express themselves; possesses leadership
qualities, people believe him and are ready to follow him; needs respect
and recognition. The behavior of Supervisor is focused on interaction
with colleagues and maintaining a positive social and psychological at-
mosphere. In this connection, he achieves the reduction of uncertainty
by establishing the rules and norms of group or organizational interac-
tion. It is focused on the harmonization of such rules that are in the in-
terests of the common cause. The function of the organization is realized
through the positional role distribution.

Employees are attributed to their position and main responsibilities,
compliance with which will lead to effective functioning. The main ob-
ject of control of the Supervisor is the staff, his loyalty, the degree of so-
cial tension or satisfaction. He regularly monitors the current situation,
assesses the needs of employees. The impact on employees for the coor-
dination of joint activities comes at the expense of their own authority,
which the Supervisor seeks to win and support. Accepted management
decisions take into account the interests and wishes of colleagues, but the
main criterion is the norms and rules of joint activities.

His key competences are organizational leadership, emotional lead-
ership, negotiation, flexibility of thinking, and initiative.

Functions:

@ encouraging group members to make decisions and actions;

@ staff training and motivation;

@ distribution of organization-specific values and norms, tradi-

tions and rituals of behavior [Bazarov, 2014].

This role-playing repertoire is close to Henri Fayol’s functions of
management [Fayol, 1917]. Commander makes plans (planning), Orga-
nizator organizes (organizing), Administrator controls and coordinates
(controlling and directing) and Supervisor motivates (staffing).

Results

All roles are not statistically significant (p > 0.05) for managers and
entrepreneurs (N = 174). We fail to reject the null hypothesis and cannot
accept the alternative hypothesis.
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All roles are not statistically significant (p > 0.05) for managers. We
fail to reject the null hypothesis and cannot accept the alternative hy-
pothesis.

There are statistically significant differences in Remaining time
¥2(3, N =82) = 8.29, p = 0.03. The effect size is n?> = 0.10. In post hoc
made by Dunn’s test Organizator has an average rank of 27.92, while
Supervisor has an average rank of 46.10, p < 0.05

Initially was planned to make comparison between managers
(N = 92) who were separated into three categories low (N = 47), middle
(N =29) and top (N = 13) and entrepreneurs (N = 74) who also were di-
vided into groups like owner-director (N = 53) and owner not directors
(N = 21). However, we did not make further analysis because power was
less than 0.6 and possibility of Type 11 error was very high.

Discussion

Managers and entrepreneurs together (N = 174) did not confirm our
hypothesis that the perception of the psychological time of a manager
through managerial roles will be different. The hypothesis was also re-
futed when we considered managers separately.

However, there are significant statistical differences among entre-
preneurs in Remaining Time. Entrepreneurs in the role of Supervisor
have indicators of the Remaining Time higher than entrepreneurs in
the role of Organizator. The Remaining Time shows the time that a
person has left in his occupation. The Supervisor is responsible for the
psychological climate in the company, and the Organizator plans and
distributes tasks. The Organizator has limited time perspective com-
pared with the Supervisor. The role of the Supervisor allows entrepre-
neurs to look further. This is probably due to the characteristics of the
role, the Organizator performs more short-term and medium-term
goals, and the Supervisor should be able to set long-term goals. The
Organizator plans the tasks, and the Supervisor inspires the employees
to carry them out.

Findings

@® The perception of psychological time through managerial roles
is different between managers and entrepreneurs. Therefore, it is
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not always correct to analyze them together as one-group man-
agers.

® Significant statistical differences were not confirmed among
managers and their managerial roles.

® There are statistically significant differences between the roles
of Organizator and Supervisor among entrepreneurs. The role
of the Supervisor has more open time perspective than the role
of the Organizator.

Recommendations for further research

For further research, we suggest to compare the combined roles,
examine the differences in the relationship-oriented and task-oriented
roles, and compare the roles of facilitator, mediator, moderator.

References

Bazarov T.Yu. (2014) Tekhnologiya tsentrov otsenki personala: Protsessy i re-
zul’taty [Technology of Assessment Centers: Processes and Results]. Mos-
cow: Knorus.

Bazarov T. Yu., Paramuzov A.V. (2019) Psikhometricheskiy analiz russkoyazych-
noy versii shkaly H. Tsakher i M. Fresa “Professional’naya vremennaya
perspektiva budushchego” [Psychometric analysis of the Russian version of
the Occupational Future Time Perspective of H. Zacher and M. Frese] //
Organizational Psychology. 9(1). P. 57—80.

Coté J. E., Levine C. (1988) A critical examination of the ego identity status par-
adigm // Developmental Review. 8(2). P. 147—184.

Faul F, Erdfelder E., Buchner A., Lang A.-G. (2009) Statistical power analyses
using G* Power 3.1: Tests for correlation and regression analyses // Behavi-
or Research Methods. 41(4). P. 1149—1160.

Faul E, Erdfelder E., Lang A.-G., Buchner A. (2007) G* Power 3: A flexible sta-
tistical power analysis program for the social, behavioral, and biomedical
sciences // Behavior Research Methods. 39(2). P. 175—191.

Fayol H. (1917) Administration industrielle et générale; prévoyance, organisa-
tion, commandement, coordination, controle. Paris: H. Dunod et E. Pinat.

Melges ET. (2014) Identity and Temporal Perspectiv // R.A. Block (ed.). Cog-
nitive Models of Psychological Time. New York, NY: Psychology Press.
P. 255-265.

Mitina O.V., Sircova A. (2008) Oprosnik po vremennoy perspektive F. Zimbar-
do (ZTPI): Rezul’taty psikhometricheskogo analiza russkoyazychnoy versii

96



3. Time perspective and managerial identity
in the context of professional-managerial roles

[Zimbardo Time Perspective Inventory (ZTPI): Results of the psychomet-
ric analysis of the Russian version] // Bulletin of Moscow University. Ser.
14: Psychology. (4). P. 67—89.

Zacher H. (2013) Older job seekers’ job search intensity: The interplay of proac-
tive personality, age and occupational future time perspective // Ageing &
Society. 33(7). P. 1139—1166.

Zimbard P.G., Boyd J.N. (1999) Putting time in perspective: A valid, reliable
individual-differences metric // Journal of Personality and Social Psy-
chology. 77(6). P. 1271—1288. URL: <https://doi.org/10.1037/0022-3514.
77.6.1271> (access date: 09.03.2021).



4

MeTtadopunueckmn noaxoa
B BM3Hec-ncmxonornm

A.B. Eedoxumos

B mocnegHue roabl OM3HEC-TICUXOJIOTUSI aKTUBHO pa3BUBAETCS,
CO3MIal0TCsl OTAeJbHbIE HampaBlIeHUs], KOTOPbIEe HAIOJHSIIOTCA pas-
HBIM cofepXaHueMm, cMmbiciaMu. CyliecTBYeT 3HAUMTEIbHOE KOJIM-
YeCTBO BbI3OBOB B OM3HECE, CBSI3aHHBIX C CO3JJaHUEM U peau3aliueit
cTpaTeruii, CJI0XKHOCTSIMU JOJTOCPOYHOTO IUIAHUPOBAHUs, yIIpaBJe-
HUEM COTPYIHUKAMM, SMOLIMOHAIbHBIM BbITOPAHUEM, 3TUYECKUMU
BbI30BaMU, KPU3UCHOM 3KOHOMUUYECKOUN 1 MOJUTUYECKON CUTyallU-
eir. B 2020 roay manaemuss COVID-19 obocTpuia MHOXECTBO MpoO-
0JIeEM: YCKOpEHUE PhIHOYHOM JerIo0aIn3aluu, mepexos Ha JUCTaH-
LIMOHHYIO paboTy U obpa3oBaHUe, MaJeHUe PhIHKA Tpyda, MagecHue
YPOBHSI TOXOAOB U 0GJIaTOCOCTOSIHUS, afanTalus K «<HOBOW HOPMaJb-
HOCTU», 9K3UCTEHIMAIbHBINA KPU3HUC, TTOBBIIICHHAS TPEBOXHOCTDb U
00IlIeCTBEHHBIE CTPaXM, TEXHOJOTMIECKUIA CABUT, Oe3HATUUHEIC TI1a-
TEXMU, NMeperpy3ka MEIULIMHCKON cucTeMbl 1 MHOTHe apyrue [O61ie-
CTBO M naHaeMus.., 2020].

WUccnenoBatenu I1.A. banoB u B.I1. CepkuH oTMedaloT ciemyio-
LIYIO MEePCIIEKTUBY PAa3BUTUS PbIHKA paboyeil CUIbI, YTO €CTECTBEH-
HBIM 00pa30oM OKaxeT BIussHUe Ha OusHec: «Ilo porHoszam ¢yrypo-
JIOTOB, OJIarogapsi pa3BUTHIO poOOTOTeXHUKH K 2050-M romaM OoJbiiast
YacTh HaceJeHUsI 3eMIU He OyIeT MUMETh IOCTOSTHHOM paboThl» [basos,
CepkuH, 2017]. CnenoBarteibHO, MOSBISIETCS HEOOXOIMMOCTD B HOBBIX
WHHOBAILIMOHHBIX MOAX0MAX JJISI PEIIeHUs 3aJa4 OM3Heca, BRI3BAHHBIX
100aJbHBIMU U3MEHEHUSIMU, U KOYUMHT MOXET CTaTh UMEHHO TaKUM
WHCTPYMEHTOM. YUUTHIBasi BOCTPEOOBAHHOCTDL B COBPEMEHHOM OO0I11Ie-
CTBE 00pa3HOro TUIA MBILJIEHUS, 00YCIOBIEHHOE Pa3BUTUEM CPEICTB
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MAaccoBO KOMMYHUKALIMU U BU3YAJIbHOM KYJIBTYPhI, MeTa(OpUIECKUIA
TIOAXOMI B KOYYMHTE MOXET UTPaTh poJIb Hanbojee 3(h(HeKTUBHOTO MH-
CTPYMEHTA B pellieHUM BakHEHIINX 3a1a4 Ou3Heca.

B xome ucciaenoBaHusT KITIOYEBBIX (DaKTOPOB ycIieXa B IMPaKTHYE-
CKOM IesITeTbHOCTH YIIPaBJICHIIEB M COOCTBEHHMKOB, MIPOBEICHHOTO B
2020 romy, ObUIM BBISIBJICHBI CIEAYIOLIME 3alIpOChl MaJIOTO U CPETHETO
OousHeca:

1. CunHeprus B KOMaHIe: co3daHie KOMaHIbl ¢IMHOMBIIIJICHHM -

KOB.

2. Pacmmpenwne 6msHeca.

PasBuTue nuaepcTBa: pacKpbITHe CBOEro MoTeHIIMAaIA.

4. TaiiM-MeHeIXKMEeHT MEHEIXKEePOB: KaK JeaaTh OOJIbIIE 32 MEHb-
1ree BpeMsl.

5. Pa3BuTHe KOPIOPATUBHON KYJIBTYphl (UECTHOCTb C KOMaHIOM,
¢ co00i1 1 KIIMEHTaMU, OTKPBITOCTD).

6. PaGota ¢ SMOLIMOHAIBHBIM BEITOPAHUEM U IEUCTBUS B YCIIOBH -

SIX HEOTIPENEIEHHOCTH.

7. Yrto penaTh € ycriexoM,/pocToM NpUObLIN B OM3HECE B YCIOBUSIX

HeoIpeaeJeHHOCTU?

w

8. PazpeinieHne KOH(GIMKTOB BHYTPU KOMaHIbI.

9. Jusepcudukanus 6usHeca (Kyaa MHBECTUPOBATh CUJIbI U pe-
CypCHI).

10. HaxoxmeHne CMBICTIOBBIX IEPCIEKTUB JIJIsI HACTOSIIIEH 1 Oymy-
LLIEWA XXU3HU.

11. Muccust Moero 6usHeca (35+): coumnaabHasi HOTPEOHOCTD Jie-
JJaTb MUD JIyYIII€.

CoBpeMeHHBbII1 OU3HEC, 0COOCHHO eCIM OH CBSI3aH C KOHTAKTaMMU C
JIIOIbMU, TOJKEH BJIaleTb TOHKMMU METOJAMU pabOThl, KOTOPBIE TO-
3BOJIUIU Obl 0OCYXIaTh NEIMKATHbIE TeMbl, MOTUBUPOBATDH MPOSIBJIE-
HUe (haHTA3MM U TBOPUYECTBA, CO3[aBaTh KOHKYPEHTOCIIOCOOHBIE UH-
HOBAILIMU U YCKOPSATDH aJanTallMOHHbIE MPOLECCH B OM3HECE K OBICTPO
U3MEHSIOLIECS cpee.

OnHUM 13 HanboJiee SKOJIOTUMYHBIX MHCTPYMEHTOB B paboTe C IMOo-
JTOOHBIMU BBI30BAMU MOXKET CIIY>KUTh MeTadopruueckuii monxona. Mera-
(bopbI XOPOI1I0 3aTTOMUHAIOTCS U TTO3BOJISIIOT BICTPAUBAaTh KOMaHIHbBIC
CTpaTeruy pa3BUTHS, BO3MOXHO, JTYYIIIE, YEM HAMPSIMYIO IPUBOAMMbIE
(axkTel 1 uHbopmauusi. MetacbhopuueckKuit MOIXON MCITONb3yeTCsl B
MPaKTUYECKOU MCUXOJIOTUM.
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CrnenyeT OTMETUTbh, YTO B KOPIIOPATUBHOI KyJIbType cdepa mpu-
MeHeHUs MeTadop IMMUpoKa:

KOpriopaTUBHasi CMMBOJIMKA, (0feX1a, 3HaYKU U Ap.);
PUTYaJbI, CBI3aHHBIE C MHUITMALIMSIMHM HOBBIX COTPYIHUKOB;
0COOBIe TIPOCTPAHCTBA B OGHCE, B KOTOPBIX OCYIIECTBIISIOTCS
T€ WIX UHBIE TPAIUIIUU;

0CO0BIe BHYTPUKOPIIOPATUBHBIC TTPA3THUKHN M CIIOCOOBI UX OT-
MeuarTh;

KOPITIOPAaTUBHBIE MEPOIIPUSITHUSI, B TOM YHMCJIC U BbIE3MHBIE; KOJI-
JIEKTUBHBIE (poTOrpaduu;

KopriopaTUBHasi MU OJIOTHUS;

TPEHWHTH, CBSI3aHHbIE ¢ KOMaHIO00Opa3oBaHUEM;

BHYTPEHHNE MEMBI, CUMBOJMYECKUI SI3BIK, WCITONB3yeMBbIi
MpU OOLIEHUH;

baiiku, CKa3Ku, IOMOp, UICTOPUH U T.11.

Metadopbl — 3¢ GhEKTUBHBIM MHCTPYMEHT OM3HEC-TCHUXO0JIO0TUH,
KOTOPBI MOXKHO TIPUMEHSTh ITPAKTUYECKU BO BCEX acIeKTaX COBpe-
MEHHOTO OM3Heca, KOTOPHIN CITOCOOCH MHTETPUPOBATh TaKWe TPYII-
HOCOBMECTHUMBIE MOHSITUSI, KaK TBOPYECTBO U OM3HEC, LIEHHOCTU
TPYNIBl ¥ MHANMBUIA, TyXOBHOE U MaTepuaibHOE, MeTa(Ophl U KOH-
KpeTHBIe Imard. MeTtadopudecKuit mpoIiecc CBsI3aH ¢ TBOPYECTBOM,
B KOTOPOM HET I1a0JOHHBIX XONOB. B mpodeccuoHanbHO nesaTenb-

HOCTHU

enen:

OM3HEC-TICMXOJIOTH MCHONB3YIOT MeTadopy IS CIEMYIOUINX

npeoopa3oBaHu IIPOOJIEM;

CO3JaHUsI UBMEHEHU B TMYHON UCTOPUH;

JIOCTHKEHUSI 0COOBIX PECYPCHBIX COCTOSIHUM Oy1arogapsi padote
¢ MeTadopoii;

JIyqiieid oO0yJ4aeMOCTH: JOHECEHNE KOMIUIEKCHBIX ITOHSITHUMA C
YYETOM Pa3HbIX KAPTUH MUPa KaXI0T0 YjeHa KOMaH/Ibl;
paboTHI C TUAEPOM: KAK MOXHO ObITh ayTEHTUYHBIM U KOHTPY-
SHTHBIM IS Ce0s1, CBOMX KOJIJIET Y KOMaH/I;

MPOBENEeHUS TPEHWHTOB, HallpaBJIeHHBIX HA CO3JaHNe MHHOBA-
107078

Metadopruueckuii MOAXOI MOXET MPUMEHSIThCSI B pa3HbIX 00Jia-
CTSIX: IPU paboTe ¢ MOTUBALIMEl, HEAUPEKTUBHOM OOYYEHUU.

PecypcHoe cocTosiHuE M OCO3HaHME poJikd OM3HEC-TcUxojora —
9TO KJIIOUEBbIE YCIOBUS MpU padboTe ¢ MeTadopoii, KoTopast MO3BOJISIET
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3aIeiCTBOBATh CaMbl€ pa3HbI€ I'PYIINLI JIOAEH U TTPEoaoieBaTh KyJb-
TypHBIe, HalIMOHAJIBHBIC WJIN PACOBEIC pasinuus. B kadecTBe BO3MOX-
HOCTE MCIOJIb30BaHUSI MeTa(OPUIYECKOro MOaX0a MOXHO BbIACIUTh
CIIEAYIOLINE:

@ paboTta c HeraTUBHBIMU BMOLUSIMU, CIIOKHBIMU COCTOSIHUSIMU

@ TIOBBIIIEHNE DPE3YJIbTATUBHOCTU CTPATETUYECKUX CECCUM IS
co3maHusl BEICOKOA((EKTUBHBIX KOMaH I, 0ObeIMHEHHBIX 00-
1LIeH 11eJIbl0, BUJEHbEM, MUCCUEN U LIEHHOCTHBIMU YPOBHSIMU
M eIUHBIM 00pa3oMm;

@ OCO3HaHME HOBOTO COAEPXKaHWS B CAaMbIX OObIIEHHBIX COOBITH -
SIX B XKU3HU;

® »sddexTrBHasA paboTa ¢ KOMaHIOK Yepe3 MePeoleHKY BHEI-
HUX U BHYTPEHHUX CBSI3€i, MUCCUU U BUACHUSI KOMAaHIbI, MYTh
OT UHIWBUIYATbHOU 1 OOILEN MAEHTUYHOCTHU K LEJISIM U KOH-
KPETHBIM IIIaram;

@ BbIsIBJICHME LIeIU U ITyOMHHOI MoTuBaluu. Eciu uep ciaui-
KOM pacIUIbIBYATa, JIIOAW HMHTEPIPETUPYET €€ IT0-pa3HOMY,
HU3Kasl CBA3b LEJM C OCHOBHBIMU IIEHHOCTSIMU TIPUBOIUT K
HU3KOMY YPOBHIO SHEPTHUH.

OTciona MOXHO cIeslaTh BBIBOI, YTO TPaMOTHOE HMCITOIb30BaHUE
MeTadop MOXET YCUTUBATD MPAKTUYECKYI0 paboTy OM3HEC-TICUX0JI0Ta,
HayrHasl C MepPBUYHON KOMaHIHON AMArHOCTUKU U cOOpa KIIIOUEBOM
WH(OPMAITNH 0 3aKITIOYNTETBHBIX CeCCHit. JIMUHBIE HICTOPUH, TIPUTIN
MOTYT TOAJAEPXKATh KOJJIEKTUB B OTHOLLIEHUSIX, €CJIU CYIIECTBYET HEMO-
CTaTOK ICUXOJIOTUUYECKOM 0€30ITaCHOCTH, OTCYTCTBYET BpeMsI s ped-
JIEKCHUU.

bnarogapss Meracdope MOXHO BbISIBUTH IMPOOJEMbl, CBSI3aHHBIE
C ayTeHTUYHOCTBIO, TMOHSTH, HAIIPUMEpP: HACKOJIbKO KOMaHIa YeCTHA
nepen codoit; Kak MPOUCXOAUT CTOBOP € KOJIJIEKTUBHOM JIOXKbIO; O YeM
YJIeHbl KOMaH]Ibl HUKOT/IA HE TOBOPSIT, TOTOMY YTO 3TO CIMIIKOM CJI0X-
HO WJIM HEJTIOBKO; KaK 9acTO BO BpeMsI BCTped WICHBI KOMaHIIbI IyMaloT
OITHO, a TOBOPAT Apyroe? Takke MOXHO cO31aTh IMTPOCTPAHCTBO, B KO-
TOPOM OOBEIMHSIOTCS Y TPYIIITUPYIOTCS MeTadOophbl WM BBIACISIOTCS
WX pa3HbIe 3JIEMEHTHI, HaITpuMep: MeTacopa MaIIMHEL, TI¢ YYaCTHUKI
MOTYT MIPEACTABISATh Ce0s1 pa3HBIMU €€ YaCTSIMU, WJIM MeTadophl MeXa-
HHU3Ma, 3IaHus, cana, 1epeBa.

Takum o6pazom, MeTacopbl B MpaKTUUECKOI paboTe OU3HEC-TICHU-
X0JIOTa MO3BOJISTIOT:
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pa3BUBaTh JOBEPUTEIbHBIEC OTHOLIECHMS;
MOBBIIIATH MOTUBAIIMIO Y KOMAH/I 1 Y Ce0s;
MEpPEOPUEHTUPOBATh CaMOITO3HaHWE (TOYKa OpPMEHTHpa Kak
BHE TE€MbI, TaK 11 BHE PacCKa34uuKa);

Co3IaBaTh WLIIOCTPALIMU: JIIOASM Jierde 3alIOMHUTh MeTadopy
WJIN UCTOPMUIO;

IIOMOTaTh JIIOASM YBUAETh Y pa3pelnTh SMOIIMOHAIBHBIE IIPO-
0JIEMBI;

CHMXKATh MPOTUBONCUCTBUS: JIerue cjeaoBaTh CBoeil MeTago-
pe, 9YeM BHYIIICHUSIM;

TepeonpenessiTh MpoOJIeMbl: 3aMeIlleHUE OMHOM TOYKY 3PEHUS
Ha APYTYIO aJIbTepHATUBHYIO U, BO3MOXHO, 00JIe€ MO3UTUBHYIO;
COMPOBOXIATh CIMSHHUE U TIOIIOLIeHME, (hOPMUPOBATH KO-
MaHIbl U3 pa3HbIX MOKOJIEHWI, B3aMMOAEHCTBOBATh B KPOCC-
KYJILTYPHOM cpene;

MOBBIIIATHE CAMOCO3HAHME, J00aBIATh OOPAa3HOCTh PEeUM ISt
WLIIOCTPUMPOBAHUS CYTHU (JIerye 3alIOMHUTh MeTahopy U UCTO-
puIo).

[Tpu pabote ¢ MeTapopaMu OGU3HEC-TICUXOJIOT MOTYT UCIIOJIb30-
BaTh CJACAYIOIINE METOABI M TEXHOJIOIMU:

MeTadopudeckue/accolMaTuBHbIE KapThl;

CTOPUTEJUIHT;

METOJ AKTUBHOTO BOOOpaXKeHUS;

COBMECTHBIC pa3BHBarolIue Urpbl (Harmpumep, MMmepust ma-
roB, Manenbkuii npuHi, CoBeT AUPEKTOPOB U T.1.);
TBOPYECTBO: apT-Tepanus,/CBOOOTHOE ITNCHMO;

KOYYMHT: TpaHCc(hOpMallMIOHHbBIE U TeparnieBTUUECKME MeTahOpHI;
MOHOMHU: «ITyThb TepOsT», CKa3KOTepaIus 1 T.1.;
reHepaTUBHBIC MAaCTePMaTHIBL.

Hcropust uszyyenust Metadopbl U Muda pacnpocTpaHsieTcs IO
CYTH Ha BCIO 00JIaCTh COLMOTYMAaHUTAPHOIO 3HAHUSI. AMEPUKAHCKUIA
nccnenoBatelb Mudonoruu [. Kommbent, aHamu3upyst MUGBI pa3HbIX
HapoIOB, 3aMETHJI, YTO MCTOPUU TepOeB CTPOSITCS I10 aHAJOTMYHOM
CTPYKTYpE, TO €CTh OHU MPOXOOSAT CXOMHbBIN XKU3HEHHOM MyTh [Komi-
oemn, 1997]. IlpakTnuuecku Kaxaplii poMaH, cKa3ka, (hUJIbM CIEAYIOT
00pa3ily, ¥ eClii IOCMOTPETh Ha U3MEHEHHMSI, TO 3TOT 00pa3el] OKaxkeT-
cs XapaKTepHBIM T TToBCcemHeBHOM ku3Hu. K. Bomtep, aBrop KHUTH
«[lyremectBue nucatenst. Mudoornieckre CTpyKTYpPhI B IUTEpaType
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u kuHo» [Bornep, 2015], Ha ocHoBaHuU uccnenoBanuii 1. Koammbemna
omnpeaenus 12 1maroB «myTa repost» (puc. 1). MHOrMM yrpaBieHIIAM
JaHHasl cxeMa OOBSICHSIET OBMXKEHUE Kapbephbl MPodeCcCUOHATBHOTO
MEHeIXepa U JaeT BO3MOXHOCTb OCO3HaHUS ee cranuit. I3 auyHoro
OIbITa MOTY ClieJaTh BbIBOM, UYTO UM HPABUTCS «UyBCTBOBAThH ce0s1 re-
posSIMU, TOOENUTENSIMU WA MYJIPELIaMU».

ApT-Tepanusi — OOHO M3 HaIIpaBJICHUI IICUXOJOTUYECKOI KOp-
peKIIMK, B OCHOBE KOTOPOTO JIEXXUT padoTa ¢ Mmetacopoii. B xone cec-
CUM KaXIbIi YYaCTHMK CO31aeT MeTa(gopy caMOCTOSATENbHO W3 YEro
YIOIHO, BbIOMpasi Kpacku, TJIACTWJIWH, IJIMHY WIM TPUIAYMbIBasl Ta-
Hell, cKa3Ky, NpuTdy. MeTtadopa noaaepkrBaeT yeaoBeka B paboTe ¢
Oecco3HaTeIbHBIM, ITOMOrasl paciinudpoBbBIBaTh MH(GOPMALIMIO B BUIE
CUMBOJIOB, 00pa3oB, SMOLIMOHAJIbHO HAIOJHEHHbBIX M OTpaxKaroliux
ero coctosinue. BaxxHo, onupasicb Ha TBOPYECKHUI MpoOLEcC, HAUTU U
co31aTh 00pa3, KOTOPBIA IMO3BOJIMUT BBIMTA HA OCO3HAHHBIN YPOBEHbD,

12. Bo3BpallieHue 10MOii
¢ anekcupoM (Passsska,

1. TToBcenHeBHBII MUDP
(JIerkoe 6ecrokoiicTBO)

MacTepCTBO)
2. I1pu3BIB K NPUKITIOYEHUIO 11. BockpeleHue
(BecnokoiicTBo pacrter) (KynpmuHaums)

3. OTKJIOHEHUE NPU3bIBA
(CoMHeHue)

OG6bIUHbIV MUP

4. Bcrpeua ¢ HactaBHMKOM
(Ipeononexue)

5. Havaso nytu (ITocTynok, 10. O6paTHBbIit yTh

rnepexo yepes nopor) (IMeperpynmnupoBKa)
6. COI03HUKH, POTUBHUKHI

(DKCTIepUMEHTHI, 9. Harpana
VCTIBITAHUS ) (O6peTteHue)

8. [l1aBHOE MCIIBITAHUE,
nepeIOMHbIA MOMEHT
(Bonblioe u3MeHeHue)

7. IpubauxeHue
K BHYTPEHHE, CKpbITOI
newepe ([Toaroroska)

Mwup ucnbiTaHui

Camblii TEeMHbIA MOMEHT

Puc. 1. 12 waros «nyTtu reposa»

Hcmoynuk: cocTaBieHO aBTOpoM I10 naHHbBIM J1. Kommnbemt, 1997.
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npopadoTaTh CBSI3aHHBIE C HUM CUJIbHbIE SMOLIMY W MOJIYYUTh O3ape-
HIE — OCBOOOXIEHME OT HETATUBHBIX MO WJIM BIOXHOBEHUE IS
JIIBAXKEHUS K CBOEH LIEJIN.

MeTadopuyeckre KapThl — 3TO, KaK IpaBUjIO, HAOOPHI KOOI
KapT ¢ pa3IUYHBIMU M300pakeHUsIMU (JTtofeit, )KUBOTHBIX, TPUPOIHI,
CUTyalluit, aOCTpaKTHBIMU pUCyHKaMM). KapTbl MOryT OBITH COBEp-
IIEHHO HEIMOXOXMMM APYT Ha Ipyra Mo CTWIIO, KOHIEIIINU, PUCYHKY,
MOTYT OBITh JOIMOJHEHBI pa3HBIMU CJI0OBaMU, U3pEUEHUSIMU, (DpazaMu.
CamMoe BaxXHOE B METOJIe — 3TO He M300pakeHUe Ha KapTe, a TO, KaK
pearupyeTr KJIMEHT Ha M300paxkeHue, YTO B HEM OTKJIMKAETCs, KaKue
aMouuu BbI3biBaeT [AmutpueBa u ap., 2015]. Korga yenoBek BcMma-
TpuBaeTcs B MeTa(hOpUYECKYIO KapTy, OH COBEpIlaeT MyTelIeCTBUE 110
cBOeMy BHyTpeHHeMy Mupy. CyIIecTBYIOT acCOLIMaTUBHBIE, TICUXOJIO-
TM4YeCcKue, MPOeKTUBHbBIEC KapTHI.

Oco060e MecTO 3aHMMAIOT IICUXOT€OMETPUIECKHE TECThI. DTa IIPO-
eKTHBHAs METOAMKA MCCIIeIOBaHUs JTUYHOCTHU, KOTOpasi Obula Mpem-
craBieHa ee aBTopoM — Chlo3aH [emnunrep B 1978 romy. B kauectBe
TEOPETUUECKUX IIPEANIOCEUIOK, JIEXKAIIMX B MX OCHOBE, Ha3BaHbI UIEHU
K.I. FOHra o ncuxmuyecKux TUIMAaX U MpeacTaBiaeHUs] 0 (GyHKIIMOHAb-
HOI accMMeTpUH IOJyIIapuii TojJoBHOro Mo3ra [KinuHudeckass ncu-
xojorusi, 2007]. UcnibiTyeMoMy TipeayiaraeTcs B3MISIHYTh HAa QUTYPBI U
BBIOpATh Ty GUTYPY, C KOTOPOI OH aCCOLIMUPYET ceOsl.

Hanpumep, npuBenem KpaTKue BbIACPXKKN U3 NHTEPIIPETALIIN:

® KBaapaT — CMMBOJI TPYIOIIO0MS,

TPEYroJbHUK — JIUACPCTBA,

KpPYT — MUCTUYECKUIA CUMBOJI TApDMOHMNH,

MPSIMOYTOJIbBHUK KaK CUMBOJ Mepexoaa U3 OOHOIO COCTOSIHUS
B IpYIoeE.

Metadopa no3BoJisIET aKTUBUPOBATh MU(POTBOPUECKOE CO3ZHAHUE,
OHa SIBJISIETCSI KJIIOUEBOI YaCThIO MBICIIMTEIBLHOTO IIpoliecca YeoBeKa,
BaxKHEUIIIEH YepTOM UCTOPHUUECKUX (POPM MO3HAHUS MUpA.

B ycioBusix aectabuin3alliv COLMaTbHO-3TUYECKUX LIEHHOCTEH
MU BBICTYyIaeT KaK HeKas yHMBepcajbHas (opma aBTONOA3MCa,
B IMCKYpPCE KOTOPOTO BBIPAXKAETCSI CAMOOYEBUIHOCTD CYIIIECTBOBAHUSI
U aJarTUBHAsI caMoperyaupyomias GpyHKINUS CO3HAHMSI.

PaunoHanbHbIi 93bIK OM3HECA Garogapsi MeTadope MOXET CTaTh
0oJiee MHOTOMEPHBIM U CEHCOPHBIM [IJIs1 IJTyOMHHOTO MOHUMAaHUSI JIt0-
el ¥ MpOLIECCOB.

104



4. Metadopumyeckmin
MOAXoZ B BU3HEC-MCKXON0TUM

TOHT ot™Meuan: «A3bIK MoioH MeTadop. MeTadophl BeIpaxKaroT 11-
HaMHKY YeJI0BEYECKOTO MHCTUHKTA ITOCPEACTBOM 00pa3oB, 3aUMCTBO-
BaHHBIX U3 chephl IPYroro MHCTUHKTA. Kaxkmas cuTyalyst BBICBEeUMBa-
€T B YeJIOBEKE MHCTUHKT, KOTOPHIA HanboJiee TOYHO COOTBETCTBYET €1,
WHCTUHKT OKAa3bIBaeT pellaliee BO3ACHCTBIE Ha BEIOOP U MHTEPIIpE-
TallMIo BhIpaXarllero ero cuMmsoax» [FOHr, 2003].

MeTtadopa B NCHXOJIOTMU SIBISIETCS MHCTPYMEHTOM BbIBOJA Ha
JPYTYIO MO3ULIMI0 BOCTIPUSITUSI, CITOCOOCTBYET PaCIIMPEHUIO KAPTUHBI
MUpa, MIepeHOCUT U3 OOHOTIO BOCIIPUSATHUS PEabHOCTH B Ipyroe, boee
SMOIIMOHATBLHO OKpAlIeHHOE, IPKOe, 3HAUUMOE, 3aTIOMUHAIOLIEeCs.

OIHUM W3 CaMBIM CHJIBHBIX CTUMYJIOB K TIIyOMHHOMY TTOHWMAa-
HUIO TICUXOTEPANeBTUUCCKUX BO3MOXKHOCTEN MeTadophl MOCTYKUIN
nccnenmoBanusa 3. Mpeiina, mokaszaBirero MeTaOPUIHOCTh SI3BIKOB,
CBSI3aHHBIX C TMCUXUUYECKUMM oOpasamu. [loske B TcuxomrmHaMuye-
CKOM moaxojae nossBuinch koHuenuuu J. bepHa u K.I. FOnra, koto-
phle TTO3BOJIUJIN PACKPBITh POJIb CKa30YHBIX MeTa(op B UeJIOBEUECKOI
KU3HU U MPEIJIOKUIN MHHOBALIMOHHBIE TICUXOTepaleBTUYeCKUE TeX-
HOJIOTMM, YCWIEHHBIe Mcmonb3oBaHueM Metadop [CsBupero, Tyma-
HoBa, 2004]. «Metadopy MOXHO ONpenesuTh KaK CPeICcTBO COOOIIIe-
HUSI, B KOTOPOM OIHA OOJIACTh BELLUEH BBIPAXAETCS Yepe3 TEPMUHBI,
MpUHaIJIeXaIre K Ipyroil o6IacTy Bellleif, 1 Bce BMECTe TIPOIMBAET
HOBBIIl CBET Ha XapakTep TOTO, YTO OIMMCHIBAJIOCh paHee» [[opmoH,
1995]. ApxuM mMpUMepoM MOXKET CIYXHTh MCIONb3oBaHue Ppelimom
CEeKCyaJIbHOM CMMBOJIMKM B KaueCTBE OCHOBOIIOJATAIOIIEr0 WHCTPY-
MEHTA JIJIs1 IOHMMAaHMSI CHOBUACHUIA, (paHTa3uii U «0ecCO3HATETbHBIX»
accoumanuii. KOHT co3nan 3HaMeHUTBIE MeTa(pOPhI «AHUMYCa» U «aHU-
MbI». Peiix n3o6pen «opron». [ymaHucTuueckasi ICUXoJ0rvsi TOBOPUT
0 «IMMK-TIEPEXKUBAHUSIX», B TO BpeMs KaK MEXaHUCThI pacCyXIaloT O
«MaJIeHbKOM YEPHOM SIILIMKe». Y bepHa ObUTN «JT1011, KOTOPbIE UTPAIOT
B UIPhI», y Ilepiica — «BepXHSIsI» U «HWXKHsISI» cobaku, a SIHOB roBOpWII
0 «repBUYHOM» onbiTe [[opnoH, 1995].

Metadopbl mpeacTaBasitor co00i BICOKOA(MMOEKTUBHBIN U TTpaK-
TUYECKH BCerma YHUKaJIbHBIN CIToco0 cooOiieHus o0 onbiTe. Merta-
(dopsl — 3TO 0COOBIE MCTOPUM, KOTOPHIE ITO3BOJISIIOT OCO3HABATh U
OTHOBPEMEHHO «BUIETb» 1 OBITh YYACTHUKOM YIJIYyOJIEHHOIO CaMOIIO-
3HAaHUY B TIpoliecce pacckasa ucropuu. Metadopa gaeT yHUKAIbHYIO
BO3MOXHOCTb ITOCTaBUTh CE0S1 HA MECTO UeJlIoBeKa, KOTOPhIii coBepla-
€T MIPOPBIB, TIPOSIBJISIET CBOU JIyUIlIMEe KAYeCcTBa, CMENI0 UIAET K CBOUM
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HeasaM M gocturaeT ux. OcoOeHHOCTb TeparneBTHUYECKOoit MeTadophl
B TOM, YTO OHA MOCPEICTBOM ITPOSICHEHUS TNIyOMHHOTO CMbICJIA BHY-
TPEHHETo MHpa MOPOXKAAET B MOACO3HAHUM TIPOLIECChI, CBSI3aHHBIE C
BBICTpaMBaHMEM pPa3IMYHBIX IIIyOMHHBIX accouuanuii. Co3HaTeIbHOE
Oecco3HaTeNIbHOE MyTeM MOOUYepPeaHOrO B3aUMOIEUCTBUS IPYT C APY-
TOM CO3JaeT HOBBIE CMBICIIBI, CTpaTernu, UAeH U KoHIenuuu. Padora
¢ MeTtaopoii MOXET MoApa3yMeBaTth: 1) MHTeTpUPOBAHHbIE BHYIIICHUS
¥ KOMaH/IbI; 2) penpe3eHTaTUBHEBIEC CUCTEMEL; 3) TOpHAJIbHOE, ayarallb-
HOE COIPOBOXIEHUE ¢ 0COOBIMU MHTOHALMSIMU. OCHOBHAsI LieJIb —
co3gaHue Metadophl, KOTopas Momia Obl COOTBETCTBOBATh 3arpocy,
Mnpo0OJieMe U CITOCOOCTBOBATD BBISIBJIEHUIO BaXKHBIX WJIM BBITECHIEMbBIX
SMOIMOHATbHBIX MOMEHTOB B IMYHOM JKU3HMU.

YroObl MOpPOIEeMOHCTPUPOBATHL IIPUMEHEHUE MeTapopUIeCcKOro
noaxoAa Ha MpaKTUKe, IPUBEIEM HECKOIbKO MPaKTUIECKMX KEHCOB.

Kenc 1. KopoHaBupyc,
HeonpeAeNeHHOCTb C 6u3Hecom

Mpo6nema knuenta. K Ham obpatuiics HR-meHenxep, yBuaeB
pobJieMy MOTeEPU KOJUIEKTUBA, K KOTOPOil m10oOaBUIach MoTeps Mpo-
Jax, JIIOAW Havyaju TUI0X0 ceOsl YyBCTBOBATh — TMOSIBUJICSI PUCK ITOTe-
p¥ KoMaHabl. «HemoHITHO, 4TO IenaTh Jajblie. 3aKphIThl KOMIIAHUN,
Y COTPYIHUKM OKa3aJuCh IoMa, B JJoknayHe. OHM “npucenn” 6e3 3ap-
IJIaThl HA HEOMPeIEICHHBIN CPOK».

PeweHne. MBI TIPOBOOUIIM TTOCTOSTHHBIE KOMAaHIHBIE CECCUU Ha
MPOTSIKEHUU HECKOJIBKUX MECSIEB, HalKUCaIu UCTOPUIO, B KOTOPOI
pacckasaiim o cede, o koMaHae. Y moan HayduJInch IIpUHUMATh ce0s
TaKUMH, KaKiue OHU eCTh, CTAJI OOJIbIIIE CUUTATh CeOsI KOMaHTHBIMU
UTPOKaMMU.

YT0OBI COXpAaHUTH KOMAaHAY, MbI CACJAIU NPOEKT C KIIOUEBBIM I10-
CblJIOM: «MBI 60JIbIIIE, YEM TO, UTO TMTPOUCXOAUT C HAMU CETOMHSsI». Ta-
KUM 00pa3oM, MOSIBUIIMCh HOBbIE TOPU30HTHI U BO3MOXKHOCTH, KOTO-
pBle OTKPBUIMCH B TEKYIIEH CUTYallUN.

Pe3ynbratbl. MUHUMAJIBHOE KOJIMYECTBO COKPAICHUIA, YBOJIbHE-
HMIA: KTO XOTeJl — TOT OCTAJICS, JIOAU AAXe MePEeCcUnenu 0e3 3apIuiaThl,
MOTOMY YTO Y COOCTBEHHMKA HE ObIJIO BOSMOXHOCTH €€ BhITUIAUUTBAT,
HO BBIILJIM Ha HOBBIH YpOBEHb MTOHUMAHUSI CUTYyallMM, ceOsl U Tep-
CHEKTUB JAESITETbHOCTH.
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Kewc 2. MocTtpoeHne KoprnopaTtMBHOW KynbTypbl

Mpo6nema knventa. lllecTh COGCTBEHHUKOB OOPATWINCH C TPO-
0JieMoli, TaK KaK He MOIJIM JOTOBOPUTHCS. « TpymHO TOroBapuBaThCs,
CJIOXKHO OBITH BMeCTe, CTajio ‘‘Bce clioxkHo”. busHecy atomy 19 siet, Ha-
CTYIIMJI KPU3HUC, KaK B JIIOOBIX OTHOIIEHUsIX. Kak 1 BO BCSIKOI ceMbe».

Pewenue. Ilocne npoBeneHUs] IMarHOCTUKU (JIMUHBIX UHTEPBbIO
Y MHOVBUIYaJTbHBIX KOYY-CeCCHi) M aHaM3a MapKeTWHTOBOI cTpa-
TEruu, CTaJIO TIOHSITHO, YTO KOMIAaHUM HEOOXOAUMO TepEeOCMbICIICHIE
meJieit, 3amay ¥ BUOEeHNUS ce0s KaK BHYTPH, TaK M HA BHEIITHEM PBIHKE.
bru1o penioxeHo co3aaTh MeTadopy, KoTopas Morjia Obl 00beAMHUTD
X KOMaHIy. B uTore mosBmiicsa odeHb MMO3UTUBHBIN 00pa3, KOTOPBIMA
XeynaeT MUpy nobpa. DTo MOCIHYXKUIO TOJTYKOM K (hOpMUPOBAHUIO
KOPITOPAaTUBHOI KYJIBTYphI, KOTOpas oOpesa BIOXHOBEHUE: KOMMODT,
TBOPYECTBO, CO3UTAHNE, B3AMMHOE TOHUMAaHUe.

B 3710i1f paboTe HEOOXOMMMO OTMETHTH HECKOJIBKO 3TAIIOB:

1-it — coracoBaHue METOMOJIOTMU C 3aKa3YUKOM;

2-ii — KOHCYJIbTAlUSI ¢ KaXIbIM U3 COOCTBEHHUKOB [IJIs1 BbIsSIBJIE-
HU LIEei;

3-it — ceccust KOMaHIHOTO KOYYMHTA 1JIsl BHEAPEHUS 3TUX LIEHHO-
CTEM;

4-i1 — oTaenbHas BCTpeya ¢ COOCTBEHHUKAMM IJISl CO3MaHUSI Me-
TadopHI;

5-if — co3zgaHue KOprnopaTUBHOM KYJBTYPHI (CTpaTeruyeckas cec-
CHSI C COOCTBEHHUKAMM).

3aKIIOUUTENbHBIN 3Tall — CBOOOAHOE O0IIIeHUE, KOHCTPYKTUBHAS
oOpaTHas CBS3b.

Pezynbtatbl. He Bee 11110 I1anko 1mo HanmucaHHoMy TutaHy. Hampu-
Mep, ObUI 3alJIaHWUPOBAH TPEHUHT 10 KOMMYHUKALIMAM JJIsT yaydllie-
Hust OC, HO JTI0OM TaK OTBBIKJIN OT OOIIEHUS B IEpUO, MaHASMUM, UTO
rocJie Bo3BpalleHUsI B 0(bUC TPEHUHTU HEe BbI3bIBAJIM Y HUX UHTEpe-
ca. IToaToMy OBLIO MPUHSTO pellIeHHe O 00JIee MITKOM U JJIMTEILHOM
BHEIPEHUU HOBOM KOPIIOPATUBHOM KYJIBTYPHI.

Kenc 3. 3Be3gHasa komaHaa

Mpo6nema knmenta. CoOOCTBEHHUK MpULIEN, YTOOBI CO3AaTh HOBOE
BUJIEHUE U OOBEAUHUTHCS C KOMaHI0M BO UM 00Jbiux Heseii. [Tocne
MPOBEICHUS ITTyOMHHBIX MHTEPBBIO, CECCUIl, CEMMHApPOB OKAa3aJoCh,

107



Yactb |. MeTogonornueckne noaxosbl
B HU3HEC-NCKMXONOrMUYECKMX UCCIef0BaHNAX U NMPaKTHKe

YTO KOMaH/a COCTOUT U3 3BE3[-CYIleprepoeB, HO OHU HE SIBJISIOTCS
€IMHOMBIIIIEHHUKAMMU.

Pewenwne. CTajio 04eBUIHO, YTO TEXHOJIOTUIO pabOTHI HAJI0 MEHSITh,
IMOTOMY YTO 3Be3IHAasl KOMaHAa He BEIMTPBIBAET, KAXKIbII TSIHET ONEsIO
Ha ce0sI 1 Bce He3aBUCUMBbIE JIMACPHI HE YMEIOT MATU Ha KOMIIPOMUCCHI.

bnaromapsi moHUMaHUIO CTPYKTYpbl KOMaHIbl METOABI PAabOTHI C
KOMITaHMEel ObUIM U3MEHEHBI Ha JIMYHYIO Pab0Ty — WHINBULYATbLHbBIC
CECCUM C KaXIbIM M3 3BE3IHBIX COTPYIHUKOB. M TOJBKO ClIeayIOIImM
aTanoM OyneT KoMaHIHasl ceccusl Mo GOpMUPOBAHUIO OOIIEH MUCCUN
€INHOM KOMaH/IbI.

Ha namn B3misia oiHa U3 OCHOBHBIX MPOOJIEM UCTIOJIb30BAHUS Me-
Ta(OpUUECKOTO TMOAX0Aa — 3TO COMHUTENbHAsI BaluAHOCTb. JlaHHast
METOIMKA MPOEKTUBHAS, NOIMycKalolass MHOXECTBEHHbIE BO3MOXHbBIE
WHTEPIPETALIMY ITPU BOCTIPUSITUM U MOCIIEAYIOLIEM aHanu3e. Takke cy-
LLIECTBYIOT MPOOJIEMBI peain3aliii MeTaOpUUECKOro Moaxoaa: Helo-
CTaTOYHOE KOJIMYECTBO JIUTEPATYPHI U HAYYHBIX UCCIETOBAHUM, CIOX-
HOCTb CTaHAApPTU3AlMM CYIIECTBYIOIIMX METOAUK U 1p. B To ke Bpems
JAHHBIN MOAXON IIWPOKO MPUMEHSIETCS B MCUXOJOTUYECKON MPaKTH-
K€ — KOHCYJIETUPDOBAHWM, KOYYMHTE U IPYTUX BUAAX AESTETbHOCTH.

Heob6xonumMo oTMETUTh, UTO, XOTSI M CYILIECTBYET BbICOKMI 3aIpocC
Ha 3G EKTUBHBIE MHCTPYMEHTBl OW3HEC-TICUXO0JIOra, MPUCYTCTBYET
HU3KUI YpPOBEHb JOBEPUS K HOBBIM MHCTpYMEHTaM (BKJItouasi Metado-
pbl) U, KaK CJeICcTBUEe, UMEET MEeCTO HeIOCTaTOUHasi UX MCCAeNOBaH-
HOCTb.

Metadopa MoOXeT ObITb JOCTATOUYHO MHOTOMEPHBIM MUHCTPYMEH-
TOM TO3HaHUSI MUpa OJarogapsi COBMEILEHUIO pallMOHATBLHOTO U UP-
pallMOHAIBLHOTO TOAXO0A0B. B 3TOM COCTOMT OJHOBPEMEHHO U cuja U
HEeI0CTaTOK B UCIOJIb30BaHUU MeTadophl Wil Ou3Heca, Tak Kak, 00-
Jlagasi MOILITHOM TMTyOMHHOM TpaHC(HOPMALIMOHHON CUJION, OHA MOXET
W3MEHUTh XU3Hb COTPYAHUKA KaK B CTOPOHY YCUJIEHMSI YIpaBJIeH-
YeCcKMX, JUAEPCKUX KavyeCcTB, TAK U B CTOPOHY yXOla COTPYIHUKA U3
KOMITaHUM (HampuMep, AayHIIU(TUHT, BOJOHTEpCKas AESATENbHOCTh
ut.n.). KtoMy xe, ecimu co3maercs buzHec-MeTagopa, TO 11 Hee HyX-
HO C03J1aBaTh COOTBETCTBYIOIINIT KOHTEKCT.

PaGora B OusHece yXe He SIBISIETCSI OCHOBHBIM CIIOCOOOM peaiu-
3aluu yejioBeka. B mocieaHue roabl HabI0aeTCSl YCTOMYMBBIN TPEeH
pa3BUTHUS TBOPUYECKON WM OJIarOTBOPUTENIBHOM IESTENBHOCTH, a B Oy-
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IYIIIEM B CBSI3M C aBTOMaTU3alMel M1 poOOTU3aleii TeMa caMooIIpene-
JIEHWSI B OM3HECce W XXM3HU OyIeT ele 0osee akTyaJTbHOM.
Meradopuueckuii oaxoa Mo3BoJisieT 3aHOBO OCO3HATh CMBICII Cca-
MBIX OOBIICHHBIX COOBITHI, TIEPETPYIITMPOBATh KOMaH/IY, IIOABEPTHYB
aHaJIu3y BHEIIIHWE U BHYTPEHHUE CBSI3U, IEPECMOTPETh MUCCUIO U BU-
JIeHMe KOMaH/bl, IPUUTH Yepe3 MHAMBUAYAIbHYIO U OOIIYIO UACHTUY-
HOCTb K LIEJISIM MU KOHKPETHBIM 111araM. OTcrofa ciienyet, YTo rpaMOTHOE
WCIOJIb30BaHe MeTaop MOXET YCWIMBATh MPaKTUUECKYl padoTy
OM3HEC-TICUXO0JIoTa, HAYMHAs ¢ TIEPBUYHON KOMaHIHOM NMAarHOCTUKU
1 cbopa KIIroueBoi MHMOPMAITNH IO 3aKITIOUUTETHHBIX CECCHIA.
[TocTtpoenne 3¢pdexkTuBHON MeTadophl IJIsI KOMaHIBl — OYEeHb
CJIOXHBIN Tiporecc. IIpu 3ToM cHUCTEMOOOpa3yIolIe aJITOPUTMBI 10
CHUX TIOp TIOJIHOCTBIO HE OmnMucaHbl B Hayke. COBpeMeHHOMY OM3HecCY,
BEpOSITHO, TpebyloTcs Oosiee MppallMOHaJIbHbIE METOAbI, Bemyllue,
OIHAKO, K pallMOHATLHBIM pe3yinsraTaM. Bo3aMoxHO, 4To MeTadopu-
YeCKUil MOIXOM CO3JacT ellle OOoJibllle MHHOBALMN, YMHOXUT KOHKY-
PEHTHbBIE TPEUMYIIIECTBA KOMITAHUM Ha PBIHKE U, IJTABHOE, TTOAASPKUT
COBPEMEHHBIX JIMAEPOB B CO3IaHNU «OM3HECA C YETTOBEYECKUM JIMLIOM.
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5

Psychology and cognitive
science as a tool to improve
business efficiency

PA. Blinnikova

Nowadays, psychology and cognition studies are becoming
influential in all field of science. That is why this work is aimed to
discover how new researches of contemporary science of the human
mind and thinking could help business owners to get advantages over
their competitors. The new achievements of psychology and cognitive
science must not only be taken into account when constructing models
of human thinking, behaviour and decision-making processes, but
they must also be used in business. We can ask a completely legitimate
question: why does modern business need to use, or at least take into
account, the discoveries of cognitive scientists and psychologists?
I believe that the answer is quite obvious, because business is concerned
with people: whether it is their own employees, partners, competitors
or consumers. And human thinking is the subject of the study of the
cognitive sciences. So, that is why now we can suggest that this issue is
urgent.

To start the discourse about the role of psychology and cognitive
science in business process, we should talk about decision making. It is
well-known fact, that understanding the process of decision making is
very important for prediction of people actions. The decision-making
process is the process of choosing from possible options. Decision
making is inherent in any type of activity, and the efficiency of the work
of one person or a group of people may depend on it. Many researchers
of this process are interested in the question of how a person chooses
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what exactly has a decisive influence when choosing from different or
even equivalent alternatives.

Firstly, we need to mark that, emotions play an important role in the
decision-making process. Therefore, we should pay special attention to
this issue. Modern marketing researches show that people spend less and
less time making decisions. At the pace at which people has to live in the
conditions of the modern world, they simply do not have time to make an
informed decision. The concept of “emotional shopping” has appeared,
which means not only that “people spend money and buy something
to relieve stress or depression, improve their mood or forget about their
problems”. So, the advantage for business operating this information is
to affect the emotional state of the buyer. Also, if your business is not
virtual as a confectionery, for example, it is a good idea to place it where
people can experience emotional stress. Thereby, confectionery which
is located near university or huge business centre will make big profits
just because after emotional stress the brain gives the body a signal that
it needs glucose.

Definitely, the modern approach to doing business is not limited
only to the offline world; on the contrary, there is a trend towards
digitalisation. And we need to discuss how cognitive science could
improve E-commercial business. Interface, design of site always is
important factor when talking about decision making process. A person
subconsciously trusts a well-designed website because it tells him that the
company took the design of the site seriously, spent money, which means
it is a large and respected company. A convenient interface facilitates the
process of making a purchase, which means that it makes it easier to make
a decision on the acquisition of a particular commodity or service. Also,
it is important to note, that in the absence of direct experience, users are
influenced by the reputation and size of the retailer, recommendations
of friends, published testimonials of other users, and advertising. Also,
recent research showed that if a person interacts with the site, then this
increases the credibility of the company and increases the likelihood
of a purchase. “Notably, in this study, the users only interacted with
the “store” for about 5 minutes. Thus, attributions of trustworthiness
develop quickly”. Knowing about these cognitive features of making
online shopping decisions, you can organise the site in such a way as to
take into account.
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Secondly, psychology and cognitive studies can help to effectively
organise work in the office with employees of your company. I want
to start with management staff, since they are ones who organises the
working processes of the company. If your manager is a professional in
his field, then he can make profits without your constant consideration
and monitoring. Steady income can exist even in offline mode. In
addition, managerial skill is a development process, therefore, in this
regard, constant personal growth is necessary. To be successful, the
manager must be attentive to details, work processes and customers. The
goal of developing a systematic office process is to develop collaboration
between employees and enhance team spirit. It is important for company
employees feel their attachment to the team. That means they would
try to do their job much better so as not to let their colleagues down.
Identification of specific roles and responsibilities, as well as training
to maximise effectiveness. This enhances the sense of stability among
employees and allows them to constantly develop their skills. Sense
of stability is one of the big five factors of openness to experience:
Conscientiousness, Extraversion, Agreeableness, and Neuroticism
(Emotional Stability). In turn, openness to experience increases
productivity and helps employees move up the career ladder. In terms
of psychology openness to experience, conscientiousness, agreeableness
depends on motivation, which we will talk about a little later. Hereby, to
achieve success, all employees in the company need a strong commitment
to the development and control of processes. Special attention should
be given to management staff. It is also necessary to keep in mind that
not always a good employee can become a good manager, because this
requires special skills.

Another really important issue which need to be discussed: how
to organise work of all employees so that they always have a higher
level of motivation. Motivation is very similar to higher-oder needs
in Maslow’s hierarchy theory. So, you can work with the motivation
of your subordinates only when their basic needs are met. “Motivator
factors or satisfiers: achievement, recognition, work itself, responsibility
and advancement”. That means that to increase motivation, it is worth
finding out how much employees feel their satisfaction precisely on these
factors. Current scientific approach to motivation rooted in researches
where asserted that there are two systems: the behavioural approach
system and the fight-flight-freeze system. The first one is connected
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to “reward” (when person experiencing positive emotions) and the
second one is connected to “punishment” (when person experiencing
negative emotions). And numerous studies of motivation have shown
that in the context of increasing labour productivity and efficiency, it is
more important for us to influence the first system. In my opinion, this
is so because when a person experiences positive emotion, he receives
positive reinforcement of his actions and a neural connection is created
in his brain saying, “I did it and it was good, next time do it the same
way”. On the contrary, when a person experiences fear, he will not seek
to maximise his results, but only do the necessary minimum to avoid
punishment.

The last but not the least issue which we will try to analyse in this
article is how to properly organise your work as a businessman-leader
from the point of view of cognitive science and psychology in order to
increase productivity and efficiency of your work. I would like to start
considering this topic with the paramount resource the lack of which
is felt by all people living at the pace of a modern city. This is the most
valuable product that is not sold in more than one store, is available to
us in limited quantities. This is the same resource that, if given or spent,
cannot be replenished on another day. We ensure money, real estate and
things that can usually be replaced. But it’s more important to protect an
asset that cannot be replaced — time. There is a term denoting an activity
that adds “value” but is not paid — value-added service. Such activities
in business can be quite diverse: organising meetings with colleagues,
watching the news on your specialisation, training on the job and much
more. It is impossible to exclude such activities from their work, and in
general it is not rational. Many of these actions can benefit the company,
for example, increase the involvement of employees in the workflow,
help find solutions to complex problems through training, increase
recognition or prestige of the company in the eyes of consumers. Then
what should be done, how to at least get closer to solving the problem of
inefficient time management? In orderforusto answerthis question, in my
opinion, we need to turn to cognitive time management. Unfortunately,
at the moment we cannot tell that this aspect of human behaviour has
been sufficiently studied. But researchers continue to work on its study,
since this approach allows us to solve quite serious problems related to
the way we manage time. It is worth mentioning that this approach can
be applied to people with brain damage or psychiatric disorders, but this
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is another no less interesting topic that should be considered, but not
within the framework of this article. Brain studies show that the anterior
cingulate play a crucial role in time management. So, damage of this
part of the brain leads to fatal changes in the perception of time. At the
moment, it is widely known that for efficient work, it is necessary to
create lists of planned tasks and activities. And this is supported by many
cognitive psychologists since unrecorded cases distract us and take the
place of our “random access memory”. The “Zeigarnik effect says that
people remember unfinished or interrupted tasks better than completed
ones”. Gestalt psychologists tell us the same thing. So, this effect should
definitely be taken into account, as many people still do not use planning
as a tool to systematise daily work. A recent study showed that while tasks
that we didn’t carry out distract us, simply planning them can free us
from this anxiety. And as we already know, stress and anxiety negatively
affect labour productivity. The head of a large company should not
be wasted on experiencing strong emotions that can knock him out of
business, since he is daily responsible for all decisions of the company
and ultimately its success and profitability. In my opinion, this is the
most effective way of time management, for compiling plans you can
use various approaches, for example, the conceptualised approach of
Eisenhower. Using the Eisenhower decision-making principle, tasks are
evaluated using criteria that are “important / unimportant and urgent /
not urgent”.

In this work, it has been repeatedly noted that stress negatively affects
the overall human activities, therefore, within the framework of this
article, it is necessary to consider how psychology and cognitive science
are attempting to solve this problem. Many scientists have been studying
stress conditions for many years. One of the most famous studies in this
area is rightfully considered a review consisting of three volumes. This
work is devoted to various stress factors and their impact on humans.
Modern science highlights the following key points: firstly, stressful
conditions require a multidimensional description, and secondly, stress
is a dynamic phenomenon associated with active, active attempts at
adaptation. In this article, stress will be considered in accordance with the
opinion of Lazarus and Folkman that stress is the quality of transactions
between a person and environmental requirements. In my opinion, it is
this approach that reflects the important role of the environment, while
emphasising that the main reason for the occurrence of stress is still
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not the influence of the environment, but our relationship with it. That
is, the presence or absence of stress is determined only by the nature
of the communicative fact between nature and man, and therefore
a person is able to influence and change it. Now, after the attitude to
stress is determined, we can begin to question how we can influence
this condition and deal with its manifestations. Certainly, coping with
stress could be a long-term process. Most researchers agree that the most
effective, from the point of view of cognitive sciences, way will be the
approach within which a person needs to process the information about
a potential threat. This means that in order to reduce the level of anxiety,
you need to consider the potential threat from all points of view, calculate
the probability that this threat can be realised and develop at least an
approximate plan of action in the event of an unfavourable situation. As
we noted earlier, it is much easier for a person to cope with difficulties,
if he feels his control over the situation, if he has a plan on how he will
behave in any situation. Thus, he frees himself from a depressing sense
of obscurity. In this case, it is easier for him to make decisions and take
responsibility for all the consequences.

Results

Thus, summing up the results of this article, the following important
aspects of the problems that are considered in this work can be
distinguished: how to organise work with clients; how to organise the
work of management and motivate employees; how to organise your own
work as a businessman and how to manage stress. The first paragraph
talks about the crucial role of emotions in the decision-making process,
which is often left out of the brackets. For us, within the framework
of this study, it was necessary to emphasise that taking into account
the emotional state of customers is necessary for the most effective
entrepreneurial activity. Moreover, the issue of working with clients
through sites in the online world that is relevant for modern business
is raised. And practical solutions are offered to increase customer
engagement in online shopping at your company. The second paragraph
is aimed at improving the efficiency of employees. Special attention is
paid to the qualities necessary for managers. It should be remembered
that the manager is primarily the one who manages the staff. That is,
if your company is a private clinic, then the manager does not have to
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be a doctor, of course, knowledge in the field of the company’s work
is welcome, but very rarely even the best doctor can become at least
just a good manager. And of course, this part discusses the problem of
low motivation of employees and suggests ways to solve it. The third
paragraph is devoted to the work of a businessman. This part discusses
how to organise the most valuable resource, time. Moreover, the article
offers a more effective way from the point of view of cognitive science
of overcoming the stress faced by probably every person in his activity.
Summing up, we can say that the information presented in each part of
the article is of practical importance for the proper organisation of the
company’s business processes.

Discussion

The most relevant issue for discussion in my opinion is the
applicability of the results presented in the article in Eastern European
countries. Can we simply adopt the results of Western countries or is
it necessary to conduct research on samples from Eastern European
countries? Another important issue for discussion is the effect of culture
on results. Of course, one can refer to globalisation as a process that
affects all spheres of life in modern society. Globalisation forms a single
market economy; the role of cultural characteristics is becoming less. At
the same time, it should be noted that the influence of culture on the
purchase decision is very large. It can determine not only the choice of
one particular consumer, but also the characteristics of the consumption
of society as a whole. The basic values of society determine the way in
which goodsare used in terms of their function, form and value. Moreover,
cultural and linguistic features are always taken into account when
formulating a strategy for entering new markets and largely determine
the approach to developing a brand promotion strategy. In my opinion,
it is impossible to eliminate the role played by the cultural characteristics
of the countries of eastern Europe, but it is worth noting that our cultures
are not very different at the moment. After all, we are largely influenced
by social media, television and film production, which, if they do not
erase the difference between our cultures, at least make it less noticeable.
I believe that we can put into practice those results obtained in the above
studies, since cognitive sciences speak of the most basic patterns of the
functioning of the brain of all people.
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Summary

In conclusion, I would like to note that this work is aimed at
demonstrating the way to solve the most pressing problems of modern
business and uses the achievements of researchers in different areas of
psychology and cognitive science. The information presented in each
part of the article gives an overview of research and demonstrates their
practical importance for the effective organisation of business. This
order of consideration of issues is not accidental, the problems raised
in connection with each of the sections are interrelated and begin with
external factors, which, although not entirely dependent on our desire,
nevertheless, their change usually takes less time and is not as painful
as internal changes which are discussed in the last part of the work.
However, if the entrepreneur decides on these changes, then the whole
business will be transformed. This paper has not only a theoretical basis,
but also practical application. A new approach to organising business
processes will increase the efficiency of not only the companies that
use it but can also affect society. Not only from an economic point of
view (creating workplaces, for example), but also from a social point
of view (supporting socially oriented initiatives, actions). Moreover, as
already noted, business has tools for influencing culture and, therefore,
is capable of changing the structure of consumption. Furthermore,
this article, in my opinion, has the potential to continue research.
Psychology and cognitive sciences are constantly evolving, so you need
to not only learn about the results obtained in the course of research,
but also put them into practice to solve the problems facing the business.
The Russian market is one of the largest, so conducting research with
a Russian sample can provide the information necessary to improve
business efficiency of companies operating in this market and with these
consumers.
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6

Bo3mo)kHOCTU
KOHUenuuu 3. JPUKCOHaA
Npu aHanu3e noBeaeHUA
COTPYAHUKOB N B3aUMOOTHOLLEHUN
MeXAY HUMU

M.P. Cmykan, U.B. Kopoms, O.B. Haeaes

OnHol M3 BaXXHBIX MPUKIIATHBIX 3a1a4 OU3HEC-TICUXOJOTUU SIB-
JIsieTCs pa3padboTKa MHCTPYMEHTOB UISI paOOTHI C JIMYHOCTHIO, IIPUME-
HUMBIX B KOHCYJIBTUPOBAaHUM, TPYIIIIOBOM KOYYMHTIe U TpeHuHre. [1pu
3TOM, TTOCKOJIbKY 00J1aCTh ACSITEIbHOCTU OM3HEC-TICUXOJIOTOB HE Orpa-
HUYMBAETCs KaKOM-IMO0O OMHOI CTpaHOM WM NpodeCcCHOHATbHONI
TpYIIION, 0co00e 3HaYeHNE MprUoOpeTaeT YHUBEPCATbHOCTh pa3pada-
THIBa€MbIX MOIXOAO0B IJIsI X IPUMEHEHHS B paboTe ¢ pa3HbIMU COLIM-
OKYJIBTYPHBIMU IpynIiaMu. OTOMY KPUTEPHUIO B ITOJTHOM Mepe OTBeyaeT
npemiaraeMblii HAMA MHCTPYMEHT «Martpuiia COBMECTUMOCTH», 6a3u-
PYIOIIUIACS Ha TEOPUHU Pa3BUTHS JIMYHOCTA DpuKa DpukcoHa. B cra-
The IIPUBEICHO ACTaJIbHOE OMMCAaHUE TEOPETUUECKIX OCHOB, U3JI0XKEHA
CyTb IIpejlaraéMoro moaxoaa v MpeacTaBIeHbl BApUAHTHI €ro IIpuMe-
HEeHUs B OM3HeC-cpeje.

Hecmotpst Ha OypHOE pa3BUTHE TEXHOIOTHI, HAOII0IaeMoe BO BCEX
oTpacjsiX Ou3Heca, CTAHOBUTCS Bce 00jiee 0UeBUIHBIM, UTO OCHOBHBIM
1 HauOoJiee LIEHHBIM PECYpCOM SIBJISIETCSI HE 000pYdOBaHUE, a COTPYI-
Huku [Ivanova et al., 2019]. C apyroit cTopoHbl, UMEHHO JTUYHOCTHbBIE
KauecTBa COTPYIHMKOB M YPOBEHb B3aMMOOTHOIICHMIA MEXITy HUMU
4acTo SBJISIIOTCSI UMEHHO TeM (PaKTOpOM, KOTOPbIN JTUMUTUPYET dallb-
Heiilllee pa3BuTue opraHuzauuu. [1pu 3ToM, B OTVIMUME OT TEXHOJIOTUIA,
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B BOIIPOCaX, CBA3aHHBIX C JMYHOCTHBIMU KadeCTBaAaMM COTPYIHUKOB,
CTaHAApTHBIE TIOAXOMbI, KaK MPaBUjIO, HEIIPUMEHNMBL: KaXmasi CUTya-
LIS SIBJISIETCS TIO-CBOEMY YHUKAJIBHOI M MOUCK PELICHMST TOJKEH TTPO-
BOIUTBCS C YIETOM LIeJIOro Habopa cyryoo MHAMBUAYATbHBIX CUTYaTHUB-
HBIX (pakTOopoB. [ToaTOMY Blo/IHE 3aKOHOMEPEH HaOIIOMAIOIIUIACS pOCT
NOTpeOHOCTH OM3HEeca B MHCTPYMEHTAaX, KOTOpbhIe MO3BOJISIOT 3 deK-
TUBHO IPOBOIUTH aHAJIU3 U UCIIOJIb30BaTh MHINBUIYaIbHBIE KaueCcTBa
COTPYAHUKOB U OCOOEHHOCTU B3aMMOOTHOLIEHUI MEXAy HUMU s
TOT0, YTOOBI COTPYIHUKM 10OUBaINCh MAaKCUMAJIbHBIX PE3YJILTaTOB 0e3
M30BITOYHOTO CTpecca U ¢ MUHUMAJIBHBIM KOJIMYECTBOM KOH(IMKTOB.
Kak cnenctBue, pa3paboTka TaKMX WHCTPYMEHTOB SIBJISIETCSI, B CUITY
CBOEM MpaKTUYeCKOM HaIlpaBJICHHOCTH, OOHOI U3 HauboJjee aKTyalb-
HBIX 3a/1a4, CTOSIIINX MEPel COBPEMEHHOM OM3HEC-TICUXOI0TUEIA.

B HacTOSIIIMIT MOMEHT CJIOKHO IIPEACTaBUTh Ce0e pa3BUTUE KAaKO-
ro-au0o0 HampaBJIeHUSI HAyKU B OTHEJIbHO B3sTOM cTpaHe. Ilcuxomorus
Ou3Heca He UCKIIIOUEeHUE, YTO HEYAUBUTEIBHO C YYETOM MHTEPHALIMO-
HaJIbHOH TIpUpOIbl OM3HEeca Kak poja nesitenbHocTu [MBaHoOBa U Ap.,
2019; Benton, MBaHoBa, 2016]. BeiencTBre 3T0ro oqHOM 13 Hanbosee
BaXXKHBIX XapaKTEPUCTUK pa3padaTbiBa€MbIX MWHCTPYMEHTOB SIBJISICTCSI
UX YHUBEPCAJIbHOCTh B ILJIaHE MPUMEHUMOCTHU i1 pabOThI C IIpemd-
CTaBUTEIISIMU pa3HBIX COLMOKYIBTYPHBIX TpyIIl. B KkauecTBe ymauHoro
MpUMepa TaKOro MHCTPYMEHTA MOXXHO YIIOMSIHYTb TECT JIJISI OIIpeeie-
HUSI MOTMBOB U 1LIeHHOCTEe! 1o Teopun daBuma MaxkkiennaHaa, Iomi-
pOOHO OMMCAaHHBI UM B KHHUTe «MoTuBalus 4yenoBeka» [Makkien-
Jmann, 2007], KoTophlii aKTUBHO IPUMEHSIETCS KOMITAaHUSIMU BO BCEM
mupe. JaHHBIE, MOJIydeHHBIE IIPY ITOMOIIM 3TOTO TECTa, YCIICIIHO
HCTIONB3YIOTCS TP pa3paboTKe UHAWBUAYATbHBIX PEKOMEHIALIUI 10
Pa3BUTHUIO COTPYIHUKOB IJISI JOCTUXKEHUS MMM HAWIYYIIEro pe3yib-
TaTa (Ha pOCCUICKOM PBIHKE MHCTPYMEHT IIPOABUTAETCS KOMITAaHUEH
KORN FERRY Hay Group).

B 3TOM KOHTEKCTE Teopusl pa3BUTHUS JAYHOCTU D. DPUKCOHA BhI-
MISOUT HAAEXKHONH OCHOBOI ISl CO3AAaHUSI MHCTPYMEHTOB, KOTOpbIE
MOTYT OBITh BOCTpeOOBaHbI B MEXXAyHAapOIHOM Ou3Hec-cpene. B yact-
HOCTH, MHCTPYMEHT aHaJIM3a COBMECTUMOCTHU JIMYHOCTEM COTPYIHM-
KOB «Martpulia COBMECTUMOCTH», ONIMUCaHNEe KOTOPOro NMPUBOAUTCS B
JaHHOI paboTe, B MOJIHOM Mepe OTBEUYaeT YIIOMSHYTOMY BBIILIE KpH-
TepUI0 YHUBEPCAJIbHOCTU. DTa YHUBEPCAIbHOCTb JOCTUTAETCS 3a CUET
TOro, YTO B OCHOBE IpeiaraeMoOro MHCTPYMEHTA JIEXaT Te€ (haKTOPhI
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M OCOOEHHOCTHY Pa3BUTHUS U CTAHOBJICHUS JIMYHOCTU, KOTOPHIE SIBJISI-
IOTCSI DBOJIIOLIMOHHO OOYCIOBJIEHHBIMH M, KaK CJIEICTBUE, eINHBIMU
JIJIS1 BCEX JIIofieil BHE 3aBUCMMOCTU OT UX pacoBOI, HALIMOHAJIBLHOMN WX
COLIMAJIbHOM MpPUHAIJIEXHOCTU. Teopus B. DpUKCOHA SIBJISIETCS XOPO-
III0 Pa3BUTOM U aKTUBHO IPUMEHSIETCS B MHANBUAYAIbHOM KOYYMHTE
Y KOHCYJIBTUpPOBaHUM. PacipeHune o01acTu ee MpuMeHEeHUs Ha Ou3-
HEeC-Cpeny SIBISIeTCS JIOTUYHBIM, U TaKKE IMOIBITKY YK IMpealpruHIMa-
101cst 3a pyoexkom (New HR insights).

B 6usHec-cpene, MOMMMO OTKPBITHIX KOHMIUKTOB MEXIY COTPYII-
HUKaMM, JOCTAaTOYHO YaCTO MOXHO HaOJII0IaTh CUTyallui, KOLIa OONH
U3 COTPYIHUKOB, NESITEIbHOCTh KOTOPOTO «3HAUMMa», MPEMsTCTBYET
CBOMM KOJIJIeTaM B JOCTVIXKEHUHU Pe3YJIBTATOB JIMOO AellaeT UX paboTy
TSKEJIO B 3MOLIMOHAJIbHOM TulaHe. Takoe TMoBedeHUe COTpYIHUKA
KOCBEHHO YKa3bIBa€T Ha OTCYTCTBME SMOIIMOHATbHO-KOMMYHUKATUB-
HBIX KOMIIETEHIIUI U ONpeneeHHYI0 SGMOLIMOHAIbBHYIO «HE3PEIOCTh»,
KOTOpBbIE, COIJIACHO 3MUI€HETUYECKON TEOpUU Pa3BUTHS JIMYHOCTU
9. DpHUKCOHA, MOTYT OBITH CBSI3aHBI C TEM, YTO YeJIOBEK JIMOO «3a-
CTPSUT» Ha OAHOM U3 paHHUX CTAIWI Pa3BUTUS TUIHOCTH, TUOO IOy~
Y1JI Ha OMHOM M3 3TUX CTaIuii TPaBMUPYIOIINIA OIBIT [ DpUKCcoH, 1996,
2008; Erikson, 1994, 1998]. CnenoBaTenbHO, Ha OCHOBE JAHHOM TeO-
pUM, UMEETCS BO3MOXHOCTb CO3aHUsI UHCTPYMEHTOB, TTO3BOJISIIOLINX
ONPEAETUTh KaK TEKYIIYIO CTaAWI0 Pa3BUTUS JJUYHOCTU COTPYIHUKA,
TaK ¥ CTaAuU, Ha KOTOPBIX OBbLI MOJIYYEH TPaBMUPYIOIINA onbIT. Ecn
Mo pe3yibraTaM TaKOl OLIEHKM OKa3bIBaeTCsl, YTO B JaHHBIM MOMEHT
YPOBE€Hb Pa3BUTUS JUUYHOCTU COTPYIHUKA HE COOTBETCTBYET €r0 BO3-
pacTy M/Wiad COLUANIBHOI POJM WIM €r0 Pa3BUTHE TOPMO3UTCS Ha-
JINYMEM TPaBMMPYIOLLIETO OIbITa, TO TOSBJSIETCS BO3BMOXHOCTD AaTh
0osee 000CHOBaHHbBIE pEKOMEHIALIMY M0 IeCTBUSIM, HaIllpaBJIeHHBIM
Ha KOMIIEHCAlIuI0 U yCTpaHeHUe MMeloluxcsl npobjeM. Takue WH-
CTPYMEHTHI MMEIOTCS B apceHalle OusHec-TicuxoyioroB [Boyd, 1970,
Hamachek, 1990]. OnHako ocoOeHHy0 LIEHHOCTD [1iJ1s1 O13Heca MOT Obl
COCTaBUTb MHCTPYMEHT, TO3BOJISIONINI MTPOBOAUTH HE TOJBKO MHIM-
BUAYaJIbHYIO JUATHOCTUKY COTPYIHUKOB, HO U MOMOTAIONI1ii B OOHAa-
PYXEHUU IIPUINH KOHMIMKTOB U He3((HEKTUBHOTO B3aNMOACHCTBUS
MEXIy 4JeHaMu TPyIOBOTO KOJUIeKTUBA. [ cOOTHeCeHUsl TCUXO-
JIOTUYECKUX TpOoGusiel COTPYIHUKOB Mbl TIpEAJIaraeM MCIOoJIb30BaTh
WHCTPYMEHT, TIOJYYMBIIMK Ha3BaHue «MaTpuila COBMECTUMOCTHU».
HJaHHBII WMHCTPYMEHT WJUIIOCTPUPYET MOTEHLMATbHBIE MPOOJIEMBI,
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KOTOpbIE MOTYT BO3HUKHYTb IPU B3aMMHOIECHCTBUY JIIOAEH B 3aBUCU-
MOCTH OT PACIOJOXEHUS UX Tpoduiieil Ha KapTe pa3BUTUS TUYHOCTHU.
Hns1 kaxxaoro mpeceyeHus mpoduieit MoxeT ObITh pa3paboTaH n1ocTa-
TOYHO YHUBEPCAJbHBI HA0Op peKOMeHAAUMi W/WIM YIpaKHEHUI,
MO3BOJISIOLIMX MTPENOTBPATUTh NMOTEHIIUAIbHBIA KOHMIMKT WU Yayd-
LIUTh B3aUMOAEHCTBUE MEXIY COTPYIHUKAMM.
[ToreHuManbHast 00JacTb MpUMEHeHUsT «MaTpuilbl COBMECTUMO-
CTU» BBIIJIIIUT 10CTAaTOYHO oO1upHoii. [ToMruMo HermocpeacTBEHHOTO
KCIOJIb30BaHUs MPU aHaiv3e KOH(MIMKTHBIX CUTYyalluid, YK€ UMero-
LIMXCS B KOJUIEKTUBE, 3TOT UHCTPYMEHT MOXET OBbITh MOJIE3EH:
@ I IPEIVKTUBHOIO aHalIu3a KaHAWJATOB M UX MOTEHLIMAJb-
HOTO B3aMMOJEUCTBUS KaK MEXIy COOO0M, TaK 1 C paboTaloIn-
MU COTPYAHUKAMU;

® MPEAUKTUBHOIO aHaiu3a MOBENCHUS JIIONEH, BCTYMAMOUIUX B
HETIOCPENCTBEHHOE B3aMMOIECTBUE C IMYHOCTbIO, O KOTOPO
MOXHO cOOpaTh ONPENeTIeHHBII O3KIpayH 1 MOBEAEHUS B MPO-
1LIJIOM;

@ aHajiM3a KOH(IUKTOB MEXy MyOJIUYHBIMU TUUHOCTSIMU B T10-

JINTUKE U II0y-O13Hece;

® 151 pellieHUs] BHYyTPUCEMEMHBIX KOH(PIMKTOB.

Kpowme Toro, npemiaraeMblii TOAXO PEACTABISIET UHTEPEC € TOY-
KU 3peHus 00l11ero pa3BUTUs OU3HEC-TICUXOJOTUHY KaK HayKu, Halpu-
Mep, B KaueCTBE MHCTPYMEHTA [/ CTPYKTYPUPOBAHHOTO COMOCTaBJIe-
HUS pa3HbIX JIMYHOCTEN B paMKax OJHOM MOJENIM, YTO Mpearoaaraet
BO3MOXKHOCTh €0 peIUIMKallMi Ha JPyrue TEOPUU PasBUTUSA JIMYHO-
CTU, OTJIMYHBIC OT MPEIIOKEHHOI D. DPUKCOHOM.

I'Ipo6nema JIMYHOCTN B BU3HEC-NCMXonorum

Kak yxe ynomuHanoch, Haubosiee LIEHHBIM pecypcoM OuszHeca
XXI Beka sgBisiorcs monu. OTToro HacKoJIbKo 3PP eKTUBHO padboTaeT
MePCOHAaJ, TTOJTHOCTHIO 3aBUCHUT YCIleX KoMIaHuu. B ycrenHoii cospe-
MEHHOI OpraHM3aluy COTPYOTHUK BOCIPUHUMAETCS paboTomaresieM
He NPOCTO KaK opyaue Tpyaa, HO KaK YHUKaJbHas1 JJUYHOCTH CO CBOMMU
0COOEHHOCTIMHU, CUJIBHBIMU M CJIa0bIMKU cTOpOHaMu. Takoil momxon
MO3BOJISIET HAWIYYIINM 00pPa30M PaCKPHITh UMEIOIIUIACS Y COTPYIHM -
Ka TIOTeHIIMAal Y, KaK CJIEeACTBUE, IPUHECTU KOMIIAHUU HAUOObIIIYIO
nojb3y. HeyauBUTENbHO, YTO MPAKTUUECKU BCE 3amadyld, pellacMble

122



6. BO3MOXHOCTN KOHLenuun 3. DpUKCOHa Npun aHanuse
MOBEAEHUA COTPYAHVKOB 1 B3aUMOOTHOLLEHNIA MEXAY HUMM

OM3HeC-TICUXOJ0raMM, BKJIIOUaloT B ce0s paboTy ¢ JUYHOCThIO. B Ta-
KMX YCJIOBMSIX OM3HEC-IICHXOJIOTY HEOOXOIMMO XOpPOIIO IIOHUMATh
BCE OCOOEHHOCTU JTUYHOCTH, C KOTOPOIl OH B3aMMOJIEiiCTBYET, YTOOBI
MMEeTh BO3MOXHOCTb CIEJIaTh 3aKJIIOYEHUE O TOM, KaKMe Iaru OymyT
CIIOCOOCTBOBAThH PEIIEHUIO MPOOJIEMBI, a KaKie, Ha000pOT, IIPUBEIYT
K JINUHOCTHOMY KOH(JIVKTY.

3amaya OM3HEC-IICMXOJI0ra OCJIOXHSIETCS TeM, YTO HEeIOCTaTOYHO
TOJILKO OTIPENEIUTh MPo0IeMy OTAEIbHOIO COTPYIHUKA 1 pa3padboTaTh
cnoco6 momoiny emy. st ycrienHoro penieHus 3aJadyu HeoOXomau-
MO BUIETh KapTHHY B KOMILIEKCE, IOHMMAaTh, KaK IIpeajaracMble pe-
IIEHUS OTPa3sATCsI Ha BCEX COTPYTHMKAX OpTaHU3allMy B HACTOSIIMIA
MOMEHT 1 K KaKHUM IIPOSIBJICHUSIM MOTYT IpUBECTU B OyayiieM. buz-
HEC-TICUXOJIOT TOJIKEH YIMTHIBAaTh HE TOJILKO MHTEPECH TMYHOCTH Ye-
JIOB€Ka, HEMMOCPEACTBEHHO 3a/1eiICTBOBAHHOIO B pelllaeMoii 3amaue, HO
¥ UHTEPECHI APYTUX Jitoaeit B opranu3auuu. Kpome Toro, njiss HauboJee
3¢ deKTUBHOI PabOThl HEOOXOAMMO CMOTPETh Ha HECKOJIbKO II1aroB
BIIepel U IPOCUUTHIBATH BCE BO3MOXKHBIE TTOCIEACTBUS MpeaiaraeMbIx
peIIeHU KaK IUIsI KOMIIAHWHY B LIEJIOM, TaK 1 IUIST KaXIIOTO COTPYIHM-
Ka B OTIeNbHOCTU. B cBsI3U ¢ 3TM nmpeanaraemas HaMu «MaTpulia co-
BMECTUMOCTHU» CTAHOBUTCS ellle 0ojiee aKTyaJbHbIM MHCTPYMEHTOM,
MOCKOJIBKY ITO3BOJISIET MOJIEINPOBATh BO3MOXHEIE U3MEHEHMS BO B3a-
MMOOTHOILIECHUSIX MEXNY COTPYAHUKAMU B PE3YJIBTATE OXKUIAEMBIX U3-
MEHEHMIA UX TUMIYHOCTHBIX COCTOSIHUI.

HomnoaHuTeNbHbIE CIOXKHOCTY TIPY paboTe C TUYHOCTBIO CBSI3aHbI
C T€M, YTO CaMO MOHSTHUE «IMYHOCTb» («3ro») SIBJISETCS CIOXHBIM U
MHOTOTIpaHHBIM. JIMYHOCTH COBPEMEHHOTIO YeJI0BEKa IIOCTOSTHHO IIpe-
ObIBaeT B OOph0OE KakK C NMPUMUTUBHBIMM WHCTHUHKTaMM, JOCTaBIIN-
MUCS HaM OT MpPEeAKOB, TaK 1 ¢ BHEIIHUM JaBJIeHHWEM, OKa3blBa€MbIM
OKPYKaoIIMM Hac coumymMoM. TakmM oOpa3oM, IIpOIECC Pa3BUTHUS
JIMYHOCTU SIBJISIETCSI HEMIPEPBIBHOI Yepeaoii KOMIIPOMUCCOB, YaCTh U3
HUX JOCTUTAeT CTEIEHM KPU3MCA, YCIEIIHOE MU HEYCIIeITHOE IIPO-
XOXIIEHVE KOTOPOTO SIBJISIETCSI ONPEACISIOIINM [IJIs1 JaJIbHEHIIIEeTo pas3-
BUTUS TMIHOCTU. IIpK 3TOM poJjib B pa3BUTUU JUUYHOCTU BPOKACHHBIX
KauyeCcTB 1 OKPYXKaOIIE Cpenbl IIOCPEACTBOM BIUSHUS CO CTOPOHBI
poauTeieil, cTaHAAPTOB COLMAIBHOIO Kjlacca, B KOTOPOM poc pebe-
HOK, a TakKxKe HallMOHAJIbHBIX U 3THUYECKUX OCOOCHHOCTEM, SIBISIET-
cs MpeaIMeToM HelpeKpallarolmmxcsl auckyccuii. Kak pesynsrar Bo3-
HUKJIM pa3jIdyHble KOHIEHIUN YU TUIIOTE3hI O IIPUPONE U MEXaHU3MaX
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pa3BUTHUS JIMYHOCTU, MHOTUE U3 KOTOPBIX ObLIW JOBEACHBI 40 YPOBHS
3aBepIlIeHHbIX Teopuil. [Ipu 3TOM B paMKax Kaxkaoil M3 HUX Mpolecc
Pa3BUTHS TUYHOCTU pacCMaTpUBAETCsI MO pa3HbIM YIJIOM U B ompene-
JIeHHOM KoHTekcTe. Eciu yyecTb 0O1IMPHOCTh U MHOTOTPAHHOCTD BO-
Mpoca, TO CTAaHOBUTCSI OUEBUAHBIM, TOYEMY, HECMOTPSI Ha TO YTO aBTO-
paMu TEOpHUii ObUIM BBIAAIOIIMECS TICUXOJOTU, HA OJHY U3 UMEIOIINXCS
Ha TAHHBIA MOMEHT KOHIENIIWIA HEJIb3ST HA3BATh EMMHCTBEHHO BEPHOM
U, COOTBETCTBEHHO, OOLLICTIPUHSITOM.

Huxe KpaTko mpeAcTaBi€Hbl HEKOTOpPbIE MOMYJSIPHbIE TEOPUU
Pa3BUTHUS JUYHOCTU, MPEACTABIISIONIME COOOI aJIbTEpPHATUBY 3PUKCO-
HOBCKOI MOZIEJN.

McruxoaHanntnueckasa Teopusa (3. Ppels 1 ero nocaesoBartenn)
cozgaHa Ha pybexe XIX—XX BeKoB BEHCKMM BpauoM 3UTMYHIOM
®peiinom. CornacHo Ppelify, TMYHOCTb — 3TO ENUMHCTBO TPEX CTPYK-
typ (OHO, Oro u Cynep-3ro). Teopust nompazymeBaeT 3aBUCUMOCTb
CTaHOBJIEHUS U Pa3BUTUS JIMYHOCTU (Dro) OT AeHCTBUSI BHYTPEHHUX,
BPOXIEHHBIX, HEOCO3HAHHKIX ciJI (OHO) U HOpPM OOIIIeCTBa, BOCIIPU-
HATHIX yeoBekKoM (Cymep-9ro). CBoe pa3BUTHE JIMYHOCTh HAYMHA-
€T B IITyOOKOM JETCTBE U II0 ME€pEe pOCTa MPOXOAUT Yepe3 pas3TuIHbIC
cTraguu (OpajibHYI0, aHAJbHYIO, (PaJUTMYECKYIO0, TATEHTHYIO, TEHUTab-
Hyt0). Ha myTu pa3BUTHSI TMUHOCTH CYILIECTBYET OTTACHOCTD «3aCTPSTh»
Ha TOW WA UHOM CTaJuu, B 9TOM CIy4ae KOMIIOHEHTBI IETCKOM CEKCY-
aJIbHOCTU MOTYT CTaTh MpeAnochbuikaMyu HEBPO30B. becco3HareabHbIe
CTpeMJIEHUS JIMYHOCTU 00pa3yloT ee MOTeHLMal U OCHOBHOI MCTOY-
HMK aKTUBHOCTHU, ONPEAEISIOT MOTUBALIMIO €€ IeHCTBUI.

Bbuxesuopusm (b. CkuHHep n ero nocnegoBarenu) NOABUIICA KaK
pe3yabTaT CTPEMJICHUST MTO3UIIMOHUPOBATh TMICUXOJIOTHUIO KaK KJIaCCH-
YECKYI0 HayKy, U3y4aloLLyIO TO, YTO NEUCTBUTEIBHO MOXHO ITOTPOIaTh
pykKamMu U yBUIETb CBOMMHU IazaMu. OCHOBHOM TOCHUI: JUYHOCTb
(bopmupyercs yepes HayyeHue. [ToBeneHre 4esroBeKa — 3TO COBOKYTI-
HOCTb peakliii Ha BHEIIHWE CTUMYJIbl, KOTOPbIE PETYIUPYIOTCS TTO3U-
TUBHBIMU U HETaTUBHBIMU TTOIKPETUICHUSIMMU.

N'ymaHuctnueckmne teopum anvHoctn (A. Macnoy, K. Poaxepc
n ap.) Chopmuposamich B Havaire 60-x romoB XX BeKa KaK aJbrepHa-
TUBa IByM HauOoJjiee BaXKHbIM TICUXOJOTUYECKUM TEOpUusiM — peii-
IU3MY 1 OMXeBHOpU3MY. B IIpOTHBOBEC 3TUM IIOAXOIAM, OIPEIEIIO-
LLIMM YeJIoBeKa KaK MOJHOCThIO 3aBUCUMOTO JIMOO OT OKPYKEHUS, TUOO
OT 6ecco3HaTEeNbHBIX UHCTUHKTOB, TYMaHUCTUYECKas! TICUXOJIOTUS pac-
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CMaTpHUBaeT ero Kak OTBETCTBEHHOIO 32 CBOIO CyIb0Y, CBOOOTHO Jiejiato-
IIETO BHIOOP Cpeau IPeaoCTaBICHHBIX BO3MOXHOCTEHM, CTPEMSIILIETOCS
K CaMOCOBEPIIEHCTBOBAHUIO HA MPOTSIXKEHUM Beeit cBoeit xku3Hu. LleH-
TpaJIbHBIM SIIPOM 4YeJIOBeKa SIBIISIETCS ero camoolieHKka. Ilcuxuueckoe
pa3BUTHUE — PE3YJIbTaT COOCTBEHHOTO BbiOOpa. CaM Mpoliecc pa3BUTHUS
JIMYHOCTU HOCHUT CITOHTAaHHBIN XapaKTep, TaK KaK ero ABMXKYIIEH CHION
SIBJISIIOTCSI BPOXXIEHHBIE CTpeMyIeHM: K akTyanu3anuu (1o K. Pomxkep-
Cy) wiy caMoakTyaiam3anuu (1mo A. Macoy) B COOTBETCTBUHU C Uepap-
XUYECKOl mupaMuaoii morpedHocteil. CMBICI CTpeMJICHUI COCTOUT B
Pa3BUTHUH YEJIOBEKOM COOCTBEHHOTO ITIOTEHIIMAJIA ¥ CLIOCOOHOCTEM, YTO
BEIET K Pa3BUTHUIO «ITOJTHOLIEHHO (DYHKIIMOHUPYIOIIEH TMUHOCTUY.

KorHutueHas teopusa (®. Xangep, X. Muaxe, /1 n ap.) — onHa
U3 HEMHOTMX, UMEIOIIUX JaTy (hopMalibHOro Havasia — 11 ceHTs10ps
1956 roma. B aToT meHb B MaccauyceTCKOM TEXHOJIOTMYECKOM MHCTUTY-
T€ COCTOSUIOCH COOpaHue clienraabHOM Ipynibl MHCTUTYTA 31eKTpU-
YeCKON M 3JIeKTPOHHOM WHXEHEpUU, 3aHUMarllelicss nH(opMmalu-
OHHOI1 Teopueil. laHHas1 Teopusi B MIOHUMAaHUU MOBEACHUS YeOBeKa
npugaeT ocodboe 3HaUeHME KOTHUTHMBHBIM IIpolieccaM (MBIILICHUIO,
0CO3HaHUI0, cyxaeHMIo). CortacHo eif, (hopMUpOBaHUE U pa3BUTHE
JIMYHOCTU MPOMCXOOUT B IIPOILIECCE OCBOEHMSI HOBBIX HAaBBIKOB, Ha-
YyyHasl ¢ JeTCKOro Bo3pacTta. HaBbIKM MOTYT ycBanBaTbCsI JIIOAbMU TT0-
pa3HOMY, B 3aBUCMMOCTH OT BHEIIHUX U BHYTPEHHUX (DAKTOPOB, HO B
CTPOrO OmpenesIeHHOM ITOCIeI0BaTeIbHOCTH.

NHTtepakumoHuctckune teopum (I>xx. Mug, I'. baymep, 3. bepH n ap.)
TMOJYYUINA IIUPOKYIO0 U3BECTHOCTH Iocie padoT Dpuka bepHa, KoTo-
pBIe TI031Hee 0(OPMUIINCH B MOS0 TPAaHCAKTHOTO aHain3a. OCHOBHBIC
MOJIOXKEHUSI: YeTOBEK CYIIECTBYET B paMKaxX pa3IMYHbBIX POJIEBBIX MO-
Jiesieit; rpynia siBjisieTcs MPOBOIHUKOM COLMANIbHBIX LIEHHOCTEN; JTNY -
HOCTh — 3TO (PYHKIMSI OT MHOXECTBA COLMAIBLHBIX POJICH, IIPUCYIIIUX
WHIWBUIY; Pa3BUTHE 3aKJIIOYAETCSI B OCHOBHOM B (hOpMUPOBAHMU U
paclIMpeHuH POJIEBOTO perepryapa.

Teopua AMuyHOCTM 3. DpUKCOHa
Kak pecypc busHec-ncmxosora

ITosTamHbIiT MOAXOM K TIPOIIECCY Pa3BUTHUS JIMYHOCTH, XapaKTep-
HBII 1T OOJBIIMHCTBA TPUBENCHHBIX BBIIIE TEOPUId, TAKXKe JEXKUT
B OCHOBE Teopuu DpuKa DpPUKCOHA, KOTOpas IpencTaBiseT coboii
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MOJI€JIb TICUXOCOLMAJIbLHOIO PAa3BUTUSl JIMYHOCTH, BKJIIOYAIOIIYIO B
ce0sT pU3MOIIOTNYECKU, IIOBENeHYECKIM, COLMAIbHBIA U STUYECKUIA
acniekTbl. OcoOBIi1 aKLEHT cae/laH Ha UACHTUYHOCTU U ee (hOpMUPO-
BaHUU B XOJIE YepeIbl KPU3UCOB, CYTh 1 MOCIEN0BATENIbHOCTb KOTOPBIX
SIBJISIETCS] €AMHOM TSI BCex TpencraButeneit Buaa Homo sapiens v ornipe-
JIeJISIET YHUBEPCATBbHOCTh TEOPUM B IJIAHE €€ TPUMEHUMOCTH, YTO TaK
BaXkKHO IIJ1s1 OM3HEC-TICUXO0JI0Ta.

OgHUM M3 MIaBHBIX MNPEUMMYIIECTB TMCHUXOCOLIMAIbHON Teopuu
Dpuka DpUKCOHA SBJSIETCS PaACIIMPEHUE TPAHUIL Pa3BUTHUS JIMYHOCTH
Ha BCIO XUM3Hb yejoBeka 0e3 orpaHWYeHUs] paHHUM BO3pacToM. DTO
MOAYEePKUBAET COLUAIBHYIO MMPUPOLY JIIOAEH U BaXKHOE BIUSHUE, KO-
TOpOE COllMaIbHbIE OTHOIIEHUS (B TOM 4ucje pabouyue) OKa3bIBaloT
Ha pa3BuTHhe JUYHOCTU. CaM DPUKCOH paccMaTpuBajl CBOIO TEOPUIO
KaK MHCTPYMEHT OMNMCAaHUSI Pa3BUTHUS HOPMaJbHO (DyHKIIMOHUPYIO-
et imuHoctu. CortacHO aBTOpPY, 10 Mepe CBOETO Pa3BUTHS YeIOBEK
MOCJIeOBATEIbHO OBJIafeBaeT BCe OOJIBIIIMM KOJIMYECTBOM HaBBIKOB U
HaKaIJiuBaeT B ce0€ BHYTPEHHUE PECYPChI, TO3BOJISIONIME €MY yCTEelI -
HO CHIpaBJsTbCS C Pa3IUYHBIMU BbI30BaMU, C KOTOPBIMU OH CTaJIKU-
BaeTcs B xku3HU. [Ipu 3ToM B npoliecce pa3BUTUS TUYHOCTD IMTPOXOIUT
HECKOJIBKO CTaIui, HA KaXIIO 13 KOTOPBIX €/ MPUXOAUTCS MpeTepIIC-
BaThb OIMH U3 KpU3UCOB. B pesynbrare ux npeonoeHus GopMUpyroTcs
KOMITOHEHTBI TUYHOCTU, OTIPENETSIOIINE KPUTEPUN B OTHOILIEHUHU Ye-
JIoOBEKa K caMoMy cebe 1 OKpyXalolllei ero BHEILIHE cpene.

Teopust cBsI3bIBaeT BOGAMHO BCE BaXKHbIE ITAllbl TICUXOCOIMAJb-
HOTO pa3BUTHS YeJIOBEKAa Ha MPOTSKEHUU XU3HU. Becero DpukcoHoM
ObLIO BBIIEIEHO BOCEMb KOMITOHEHT (KOMIIETEHLIMIA) TOJHOLIEHHO
(pyHKIIMOHUpYIOIIIEe!l TUUYHOCTU: HaAeXIa, CUja BOJIM, LEJICyCTpEeM-
JICHHOCTb, KOMIIETEHTHOCTb, BEPHOCTb, JIIOOOBb, 3a00Ta U MYAPOCTh.
Hx ¢hopmupoBaHue MMPOUCXOAUT B pe3yJbTaTe MPOXOXKIEHUs CIeay0-
IIUX KPU3UCOB (Ha COOTBETCTBYIOIIEH CTaAUN Pa3BUTUS):

® basucHoe noBepue npoTtuB basucHoro HegoBepus (OpajbHO-

CeHCOpHasl cTanus);

® CamocrosTenbHOCTh poTuB CThiAa U1 COMHEHUS (MBIILIEYHO-

aHaJbHas CTanus);

® HMHunmatTuBHOCTH NPOTUB UyBCTBa BUHBI (JJOKOMOTOPHO-TE-

HUTAJIbHAS CTAINA);

® Tpynomobue npotuB YyBcTBa HEMOJHOLIEHHOCTH (JIaTeHTHas

cTamus);
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® CaMOTOXIEeCTBEHHOCTh «f» mpotuB CmelleHus1 poieit (mom-
POCTKOBASI CTaiMsA);

® biusocts npotuB M3onsiiiuu (paHHSIS 3peoCTh);

® IeHepatuBHOCTH NpOTUB CTarHauuu (CpemaHsisl 3pesIoCTh);

® llexoctHOCTh «SI» mpoTuB OTUastHUS (ITO3MHSISI 3PEJIOCTD).

JocTaTo4HO YacTo B IMOMYJISIPHOM JUTepaType BCTpeYaeTcsl Bapu-
aHT MIPEICTaBICHUS Pa3BUTHUS IMYHOCTH 110 DPUKCOHY KaK JIMHEITHOTO
npoliecca, Tae Kaxaasl mocjaenyroiias cTaaus pa3BUTUSI BOCTIpUHUMA-
€TCs KaK MpoCcToe NMponokeHue npeasiayieii. [lpu aTom 3a0biBaercs,
YTO caM DPUKCOH IMPUIEPKUBAIICST HECKOJIBKO MHOTO B3IISIIa, 3 UMEH-
HO paccMaTpuBaJl MPOIECC Pa3BUTUS JUYHOCTU B COOTBETCTBUU C BIU-
TeHETUYECKUM IIPUHIIUIIOM (hOPMUPOBAHUS €IUHOIO LIEJI0T0, OMUCHI-
BaIOIIUM POCT XXMBbIX OPTAHU3MOB.

CormmacHO 3MUTeHUTUYECKOMY MOAXOAY BCE, UTO pacTeT, AejaeT
5TO COIJIACHO HEKOTOPOMY T'€HETMYECKM 3aJaHHOMY ILIaHy. B coot-
BETCTBUM C HUM JIIJISI KaXJ0i M3 yacTeil XKMBOTO OpraHrM3Ma UMEeTCs
CBOI1 onpeaeaeHHBIN repruol GopMUPOBaHUs, a MO 3aBEPIICHUU BCEX
STAIIOB MOJIyYaeTCsl HEKOe €IMHOE I1IeJ0e, CIIOCOOHOEe K YCIIEITHOMY
(yHkumoHupoBaHuio. [Ipu 3ToM Bce YacTH XKMBOTo OpraHM3Ma CBsI3a-
HBI MeXIy co00Ii M, HECMOTPS Ha HaJIM4Ke TTOCIeA0BaTeIbHOCTH (DOp-
MUPOBaHMSI, HE TIOSIBJISIFOTCSI BHE3AITHO Ha 3Talle CBOero CTAaHOBJIEHMUS,
a CyILeCTBYIOT C CaMOI0 Hayajla B HEKOU JaTeHTHOI (hopMe, He ucye-
3aI0T ITOCJIE 3aBEPIISHUS 3TOTO ATAlla, a IPOAOJLKAIOT CYIIIECTBOBATh U
pPa3BUBAThCSI, XOTS U HE CTOJIb OYpHO.

TouHo Tak e BCe KOMIIOHEHTHI ITOJTHOLIEHHO (DyHKIITMOHUPYIOIICH
JIMYHOCTH, BO-TIEPBHIX, CBSI3aHbLI MEXAY COOOIi, a BO-BTOPBIX, HE IIO-
SIBJISTIOTCS B TIEPUOJ, CBOETO CTAHOBJICHUSI M HE UCUE3al0T TMOc/Ie ero 3a-
BEpILIEHMSI, a TIPUCYTCTBYIOT B HEKOM 3a4aTOYHOM BUIIE IO MOMEHTa
CBOEro JOMMHMPYIOILIETO Pa3BUTUSI U TIPOAOIXKAIOT TpaHC(HOPMUPO-
BaTbhCS HA BCEX MOCEAYIOIINX CTaANUSIX Pa3BUTHUS IMIHOCTH.

Kaxnast u3 KOMIOHEHT JIMYHOCTU (DOPMUPYETCS B pe3yJIbTaTe Ipo-
XOXIIEHWSI COOTBETCTBYIOIIETO KPU3KCa, KOTOPBIH CBSI3aH C 9BOJIOLM -
€l IMYHOCTU B IJIAHE MCUXOJOTMYECKOM 3pENOCTU U CO BCE BO3pac-
TAIOIIMMM OXHMIAHUSIMHM 10 OTHOIIEHUIO K YEJIOBEKY CO CTOPOHBI €r0
okpyxeHus. [Ipu 3ToMm, eciu KpU3uC YCIIEIIHO pa3peliaeTcsi, TO Mo-
JIy4eHHBIE B XOI€ €0 pelleHUsI KOMIIETEHIIMN O(pOPMIISIOTCSI B COOT-
BETCTBYIOIIYIO KOMIOHEHTY JJUYHOCTU U TTIOMOTAIOT YEJIOBEKY pelllaTh
BCe OoJiee CIOXHBIE 3aa4l, a TAKKe Tal0T PECypChl IS IIPEOIOIeHUS
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HOBBIX KpHU3UCOB. Eciu e ymayHOro paspelieHusi Kpu3uca He Ha-
CTyITaeT, COOTBETCTBYIOIIAss KOMITIOHEHTA JIMYHOCTH OKa3bIBaeTCs He-
c(hOopMUPOBAHHON U HE MPUBHOCHUT BKJIaaa B TOT (pyHIAMEHT, Ha KOTO-
PBIif TMIHOCTH MOTJIa OBl OMEepPeThCs Ha TOCIENYIOIINX 3Talax CBOEro
pa3BUTHSI.

He crtout Takke 3a0bIBaTh, 4YTO, COITIACHO TEOPUU DPUKCO-
Ha, ymaJya WIM Heymada B TPOXOXICHUM KPU3UCOB, HE SIBIISTIOTCS HU
MPUTOBOPOM, HU rapaHTHUell. B To BpeMsl Kak B cilydyae MOJHOLEHHO
(byHKIIMOHUPYIOIIEN JTUYHOCTUA 0 MEpe €€ Pa3BUTUS KOMITOHEHTHI
MIPOIOJIKAIOT BOJTIOIIMOHUPOBATE, IIpeBpaIlasch Bo Bce Oojee 3pe-
JIble M1 OCO3HAHHBIE, TUUHOCTb MOXET ObITh OTOpOILIEHA Ha3aj CUJION
00CTOSATENLCTB JIUO0, HA0OOPOT, KAKME-TO Hepa3pelleHHbIe IIPooIe-
Mbl MOTYT OBITb, IYCTb U HE 0e3 yCWINii, TpopaboTaHbl U CKOMITEH-
CHpPOBaHbl Ha MOCJEAYIOUIMX CTamusxX pa3BuTus. Kpome Toro, mpu
HOPMAaJIbHOM Pa3BUTHHM COOBITHI, (pOopMHpOBaHME KOMIIOHEHT CO-
MPOBOXIAETCsl YCTAHOBJIEHUEM 310POBOTo 0ajaHca ¢ UX MPOTUBOIIO-
JJoxHocTIMU. To ecTh Mpu 0OO0IllEeM JOBEPUM K OKPYXKAIOUIEMY MUDPY
YeJIOBEKY HEOOXOIMMO YMETD BEIIEIISITh CUTYaIlH, KOTIa HEOOXOMMMO
MPOSIBUTHh OCTOPOXXHOCTD, a TAKKE MPU OOIIEM OIIYIIEHUHW COOCTBEH-
HOW KOMIIETEHTHOCTH HEOOXOIMMO UMETH TIpencTaBlIeHue 00 ee rpa-
HULIAX 1 T.1.

Pa3BuTHE TMYHOCTU MPOUCXOIUT B PE3YJIbTATE €€ B3AaMMONEICTBUS
C OKpYXXaIoINM MUPOM U HEBO3MOXHO BHE collmyMma (BCEM HM3BECT-
Hblll cuHapoM Mayrin). M XoTs xapakTep 3TUX B3aUMOAEHCTBUI MO-
KET BapbUPOBATHhCS B 3aBUCHMMOCTH OT KYJBTYPHBIX OCOOEHHOCTEH
colyMa, OOIIMiA X0 pa3BUTHS TIPOMCXOIUT C OIPENeIeHHOM CKOPO-
CThIO U B 3aJJaHHOM IMOCJICIOBATEILHOCTU U SIBJISIETCSI B TOCTATOYHOM
Mepe YHHUBEPCAIBHBIM IS TIPENCTaBUTENIC BCeX KYJIBTYP U HApOIOB.
Pa3BuTHe TUYHOCTU MTPOMCXOAUT TMApaJIIEIbHO C YBEJIMYEHUEM CIO-
COOHOCTH YesloBeKa K BOCIPUSITUIO M B3aUMOIEHCTBUIO CO BCE pac-
IIUAPSIONIUMCS COITMATLHBIM KPYTOM, KOTOPBIIf HAYUMHAETCS ¢ MaTepH
(3HAYMMOTO B3pOCJIOro) U Mpu OJArONMPUSITHOM Pa3BUTUU MOXET J10-
cTMYb MaciTaba Bcero uenoBeuecTBa. COOTBETCTBEHHO, YITOMSIHY-
THI¢ BBIIIE KPU3WCH Pa3BUTHS JTUIHOCTH, B 3HAYUTEIHHOI CTEIIeHU
CBSI3aHbI C paIMKaJIbHOW CMEHOI «00beMa», MOCTYIHOTO 4YeOBEKY
collMaIbHOTO TIpocTpaHcTBa. KoHeuHo, Hanbonee paguKalbHOE W3-
MEHEeHMe TTPOUCXOAUT B MOMEHT POXIEHNSI, TIPU MepeXxoae OT BHYTPU-
YTPOOHOTO pa3BUTHS K KU3HU BO BHelTHeM Mupe. OQHaKo U Tmocie-
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JyIolllee pacIIMpeHMe Kpyra COLMaJIbHBIX B3aMMOACUCTBUIA TpeOyeT
OT pebeHKa mepexona OT OTHUX 6a30BBIX MapaauTM K APYTUM, TIOTJac
MOJHOCTBIO HECOBMECTUMBIX C MPEXHUMU: KaK, HalmpuMep, «Bceraa
OyIb pPSIZIOM CO CBOMM 3HAYMMBIM B3POCBIM» U «ITOKaXW CBOIO HE3a-
BUCUMOCTb». B pesynbraTe paspellieHUs] Takux MPOTUBOPEYUid, C KO-
TOPBIMU YeJIOBEK MPOIOKAET CTAIKMBATLCS U BO B3POCIOM BO3pac-
T€, ¥ MPOUCXOAUT (POpMUPOBAHUE U PA3BUTUE KOMITIOHEHT JIMYHOCTH.
Nnen D. DpuKcoHa MO3BOJWIM MEPEOCMBICINTD B3IVISII Ha ITO3IHUE
TePUObI XXU3HU YenoBeka. CpenHsis U MO3AHSS 3pesOoCTh NepecTanu
paccMaTpuBaThCS KaK HeaKTyalbHBIE ISl pa3BUTHS JTWYHOCTH. Kak
ObLIO MOKa3aHO DPUKOM DPUKCOHOM U ero cymnpyroit JIxoaHn [Erik-
son, 1998], B 9Tu nepuoabl pa3BUTHE JUUHOCTU HE OCTAHABIMBAETCS,
a TIPOIOJIXKAETCS MPU AaKTUBHOM B3aUMOJEUCTBUM C OKPYXKAIOIIUM Ye-
JIOBEKa COLIMYMOM.
Ecim BHMMAaTeTbHO TTOCMOTPETh Ha TEOPUIO TICUXOCOIIMATBHOTO
pa3BUTUS DPUKCOHA NMPUMEHUTEILHO K OM3HEC-Cpene, TO JIETKO 3a-
METUTb, YTO TOCJIe MpHUeMa Ha paboTy HOBBIM COTPYIHUK MPOXOIUT
B TIpollecce amanTalliy 4depe3 KPHW3WCHI, aHAIOTMYHBIE TeM, 9TO OH
npeopaoseBaeT B nosceqHeBHoM xku3Hu (New HR insights). [Tpu aTom
YCIICIITHOE TIPOXOXICHWE 3TAIIOB MO3BOJIIET C(hOpMUPOBAThH TE Kade-
CTBa, KOTOpBIE J100asi KOMIaHUs HaAeeTCsl YBUIETh B KaXJIOM CBOEM
COTPYAHUKE, a UMEHHO:
® JloBepue. PaboromaTenu XOTST, 4TOOBI Y COTPYOIHUKOB OBLIO
MOHUMaHUE, YTO OHU MOTYT JOBEPSITb CBOUM KOJIJIeraM U py-
KOBOICTBY;

® CaMocTosITeTbHOCT. J1JIsI KOMITAaHNM BaxKHAa TOTOBHOCTH CO-
TPYAHUKOB CBOOOMHO HCCJeNOBaTh pabouyue MpOoLEecChl U UC-
KaTb TBOPYECKHE PEIICHUS;

® HWHuumatuBHOCTb. [TpOSIBIISIE MHUIIMATUBY U BbIIBUTAsl HOBbIE
WUJIEU, COTPYAHUK CIIOCOOCTBYET Pa3BUTHIO KOMITIAHUU;

® Tpynontobue. YcepaHasi paboTa COTPYIHUMKOB — 3aJIOT ycIiexa
KOMITaHMU;

® MWpentuuHoctb. MaeHTUdUKAIUSA COTpYAHHUKA ¢ KOMIAHUEH
CYIIECTBEHHO TTOBBIIIAET €T0 JIOSITBHOCTB;

® MHHtuMHOCTB. JloBepUTEIbHBIC OTHOIICHUS B KOJUIEKTUBE CITO-
COOCTBYIOT O0LIEMY YCIIEXY;

® [eHepaTHBHOCTb. Pa3BuTHe KOMITAHUM BOCIIPHMHUMAETCS CO-
TPYIHUKAMM KaK UX JUYHBIA yCIIEX;
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® IlenoctHocTh. COTPpYOIHMKM Ha 3TOH cTaguyd — HOCUTEIU U
PETPaHCISATOPHI KYJALTYPhI U LIEHHOCTEN KOMITAHUK, 00pa3Ib
IIJTSI TToApaXkaHUsl CO CTOPOHBI HOBBIX COTPYIHUKOB.

Craguu pa3sutus, «fA»-kKoHuenuus
N Apyrue acnekTbl IMYHOCTU NO DPUKY DPUKCOHY

s oco3HaHus ce0s Kak TMYHOCTU peOEHKY B MIpoliecce B3poce-
HUS TpeOyeTcsT chopMUpOBaTh OlyllIeHNEe ce0sI KaK OTIEIbHOIO NHIM -
BUa. DTO MPOUCXOAUT Ha OCHOBE TIOATBEPXKIEHHUSI TOTO, UTO €r0 Bapu-
AHT TTOBEAECHMUS SIBJISIETCS YCTIIETHBIM C TOYKHU 3PEHUS €T0 COLIMaIbHOTO
OKPYXEHUsI, UTO KOMITETEeHLIMU, KOTOPbIMU OH OBJIaJIEBAET, SIBJISIIOTCS
BOCTpeOOBaHHBIMU U TOBBIIIAIOT €ro cTaTyc B obiuiecTBe. Ero camo-
OlIEHKa TMOBBILIAETCS TT0 MEpE MOTYyYeHUSI HOBBIX TTOATBEPXKIEHUI TOTO,
YTO OH ClieJiaj ellle OAWH 1Iar B HarpaBJieHUU OyaylIero, B KOTOPOM OH
SIBJISIETCSl CAMOCTOSITEIbHBIM 3JIEMEHTOM OKPYXKAIOIIEero couuyma. OTo
Mo3BoJIsIeT c(hOPMUPOBATh TPAHUIIBI COOCTBEHHOTO «f», U ToMoraet
B ONpenejeHur pedbeHKOM CBOei MASHTUYHOCTU. [Ipu 3ToM Kaxkmoii
CTaJluM Pa3BUTUS OTBEYAET CBOSI UAEHTUYHOCTb, KOTOPAsl MOXET OBITh
chopMyIMpoBaHa B BUAE KpaTKoi «S»-koHuenunu [DpukcoH, 2008].
Jg MaageH11a, OKpy>KeHHOTO JIIOOOBBIO M 3a00TOM, HO MPAKTUYECKU HE
KOHTPOJIUPYIOILIETO KaK IMPOCTPAHCTBO BOKPYT cedsI, TaK U cebsl camo-
TO, MOAXOSIIIMM OTNMCAaHWEM OILIYILEeHUs] COOCTBEHHON UIEHTUYHOCTH
MOXET OBbITh: «fI — 3TO Ta HajeXaa, KOTOPYIO 5 MoJTy4ato U 1apio». B pe-
3yJIbTaTe MPUOOpPETeHUs] BO3MOXHOCTU BO3IEMCTBOBATh Ha OKpYXato-
1Iy10 cpey («IepkaTb» — «OTITyCKaTb») U KOHTPOJIMPOBAThH OTAEIbHbIC
(yHK1UIMY cBOEro opraHu3mMa (IIpou3BOJIbHOE BHIIEICHNE U CAEPKUBa-
HUE), 3TO OILIYIIEeHWE Mpeodpa3yeTcs B «S — 3T0 MOst CBOOOIHAS BOJIST».
HanpHeiimas TpaHchopMalus «S»-KOHLEeNIMA Ha TTOCISIYIOIINX CTa-
JUASIX pa3BUTHUS IMYHOCTU BBIIVISIANT CJIEAYIOIIAM 00pa3oMm:

® I — 310 TO, UTO 1 MOTY BOOOPA3UTh» (JIOKOMOTOPHO-TEHU-
TaJbHas CTaaus);

® I — 370 TO, YeMy 51 MOTY HAayYUThCs, YTOOBI paboTaTh» (J1a-
TEHTHasl CTaaus);

® <« — 5T0 MOUM MpeacTaBlIeHUs Y JIIOAU, K KOTOPBIM 1 IpUHA/I -
JIeXy» (ITIOIPOCTKOBAS CTaIMs).

ITo 3aBepilleHUIO 3TOM CTAAVM, UAEHTUYHOCTD JUYHOCTH BBIXOIUT
3a paMKU OTAEJIbHOTO MHAMBUIA. Y YeoBeKa BO3ZHUMKAET OLIYIIEeHWE
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CONMPUYACTHOCTHU CO Bce OoJiee 1 Oosiee IMPOKUM KpyroM aull. Ha me-
cTo «A» puxoaut «Mbl», TaKMM 00pa30M, OIIYIIIEHNE UIEHTUYHOCTH
Ha CTaaMSIX 3PEIOCTU BHIIVISIAUT KakK:

® «Mbl — 3TO TO, YTO MbI JTIOOUM» (paHHSIS 3PETIOCTD);

® «MBbl — 3TO TO, YTO MBI CO3a€M U T€, O KOM MbI 3a00TUMCSI»

(cpenHsist 3penocTh);

® «MBbI — 3TO TO, YTO OCTAHETCS II0CJIe HAC» (IIO3MHSISI 3PEJIOCTh).

NmeeTcs uenblii psii MCCAeNOBaHUIA, TOATBEPXKIAIOIIUX WACH
OpuKcoHa 00 3BOIIOLIMY UASHTUYHOCTHU B IPOLIECCE Pa3BUTUS JIMYHO-
CTH, B TOM YHUCJIE C BbIAEICHUEM JOTMOTHUTENbHBIX MOA3TANOB (hOPMU-
poBaHust uneHtuyHocTtu [Kroger, 2010; Klimstra, 2017]. OnHako s
HallKX 1LieJiei BaxkeH caM (akT HATUUMS CBSI3U UAEHTUYHOCTH C YPOB-
HEM Pa3BUTUS TUYHOCTH.

Bce Bbllllecka3aHHOE MOXHO CYMMUPOBAaTb B BUJE CJIEAYIOLIETO
Habopa Te3rcoB. CornacHo TeOpUM DPUKCOHA, ITOJHOLEHHO (DYHKIIN-
OHUPYIOIIAsl TUIYHOCTh COCTOUT U3 BOCbMU KOMITOHEHT, JJIsl KaXKIok
U3 KOTOPBIX UMEETCSI CBOM KpUTUYECKUI TTepros (OpMUPOBAHUS, CO-
MPOBOXIAIONIMICS pellleHWeM JMYHOCTHO-COLMAIbHOU IUJIEeMMbI/
KpHU3HUca, U B cllyyae MOJHOLEHHO (DYHKILIMOHUPYIOIIEH JIUMIHOCTH CO-
OTBETCTBYIOIIWI ONPENEICHHOW BO3PACTHON CTaAuM Pa3BUTUS YEJIO-
BeKa.

Kaxnoii ctanuu cOOTBETCTBYET CBOSI MAEHTUYHOCTb, KOTOPasi MO-
XeT ObITh cpopMyarpoBaHa B Buae «S»-kKoHuernuuu. CxeMaTUYHOE
npeacTaBlieHWe TEOpUU MPUBEIEHO Ha puC. 1: yKazaH MPUMEpPHBIN
BO3pPacCT, COOTBETCTBYIOLIMI KaxXI0M U3 CTaAUl pa3BUTHUS, HA3BaHUE
CTaavM, KpU3UC-IUJIeEMMa U aKTyajlbHasl ISl 3TOW cTaauu «SI»-KoH-
Henius. Mbl HaMEpEeHHO peIIWIM MPUOETHYTh K HCIOJb30BAaHUIO
KpYroBOI IMarpamMMbl, YTOObI C MAKCUMaAIbHOM HAIISIIHOCTBIO OTpa3-
UTb KOMIUIEKCHBII XapakTep JUYHOCTHU, SIBJISIIOLIEIiCS MHTerpabHOM
COBOKYIHOCTBIO BCEX CBOMX KOMIIOHEHT, a TAKXXE C 11€JIbI0 YMEHBIIUTD
«JIMHEHHOCTb» BOCIIPUATHS PA3BUTHS JJUYHOCTU U BOOOIIIE BPEMEHMU,
CBOMCTBEHHOE €BPOIENUCKOM KYJIbTYpE.

Kak yxe ObIJTO cKa3aHo paHee, Kaxkaasi U3 BOCbMU KOMITOHEHT IT0JT-
HOLIEHHO (PYHKIIMOHUPYIOIIEH TMUYHOCTH, (DOPMUDPYETCS B pe3ysibTare
MPOXOXIECHUS Yepe3 COOTBETCTBYIOLINI Kpusuc. [1pu 3Tom ecitu B xone
pellieHusT KpU3Kca yeaoBeKka MOCTUraeT Heyaaua Wik Xe KPU3UC pas-
peliaeTcsi, HO MPU 3TOM TMOJYYEHHBI CTpeCcC MPeEBbBIILIAET MOPOT pe3u-
CTUBHOCTU, TO COOTBETCTBYIOIAasi KOMIIOHEHTA OCTAE€TCS HE A0 KOHIIA
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pra? g0 T~

®°

Puc. 1. CxemaTnuHoe npeacraB/ieHne Teopun 3. IPUKCOHa.
MN306paxkeHbl BOCEMb CTaAWiA Pa3BUTUA IMUHOCTM C yKa3aHUeM
npUMepHOro Bo3pacTa, KpUsnca, 1 NAEHTUYHOCTU

Hcmounuk: coctaBieHo aBTOpaMM.

c(OpMUPOBAHHOI, a Y YeJIOBEKA OCTAETCS TICUXOJIOTHYECKast TpaBMa.
DTa TpaBMa MOXET MPOSBIATHCSA KaK B INTOOATBHBIX KU3HEHHBIX YCTa-
HOBKaX, TaK ¥ B TIOBCETHEBHOM MoBeleHNN. [IpideM B 3aBUCHMOCTH
OT CEPbE3HOCTH TPABMbI BO3MOXHBI TPU CTEIEHU BBIPaXXEHUS: HEBPO-
THYeCcKas peakins (KOIrma 4To-TO HAIIOMUHAET O HETATUBHOM OITBITE),
nuccouuanus (otaeneHue cedbst ot cutyauuu — «M 4to TYT Takoro»)
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U CJIUSIHWE — BIIMCBhIBAHUE TPaBMbI B CBOIO MIEHTUYHOCTD («f TOT, KTO
HUYETro He MOXET JOCTUYb» ). KpoMe TOro, TMYHOCTh MOXKET B HEKOTO-
POM CMBICJIE «3aMOPO3UTh» KPU3UC, TaK M He TIPOMTH Yyepe3 Hero U Bce
BpeMsI BO3BpAaIllaThCsl K HepaspelleHHON AUeMMe, TPOSIBIISS YSPThI
MOBEJIeHUS, XapaKTepHbIe IS TOM cramuu pas3Butus (3¢G@eKT 1moa-
POCTKOBOTO TOBEIEHUSI B3POCIIBIX).

HanuMm Gonee moapoOHOe onrcaHue Kaxaoid U3 ctaguii hopMupo-
BaHUs IMYHOCTH 10 DpUKY DPUKCOHY [DpukcoH, 1996, 2008; Erikson,
1994, 1998] 1 mpuBeaeM IIPUMEPHI IIPOSIBICHUS KaxKA0I U3 KOMIIOHEHT
mmuHocTHU. TTociie yero paccMOTpUM BapuaHThI, KaK MPEACTaBIeHHEIE
MOJIOKEHUSI MOTYT OBITh MCIIOJL30BaHbI IPU OIMCAHUM ITOBEICHUS
JINYHOCTU U €€ B3aUMOOTHOIICHUIA C OKPYKAIOIIUMMU.

Cmadus: opasbHO-ceHcopHas

Kpuznc: bazucHoe noBepue npoTuB basucHoro HemoBepus.

KomMnoHeHTa IMUHOCTU B JOMUHUPYIOLLLEM COCTOAHUN GOpMUPO-
BaHua: Hagexna.

«fA»-koHuenuua: «SI — 3To Ta HamexXna, KOTOPYIO S TTOJIy4Yalo 1
Japio».

IlepBas cTamust pa3BUTHS JTUIHOCTH, IO DPUKCOHY, COOTBETCTBYET
OpaJTbHOM (ha3e KIIaCCMIEeCKOTO TICMX0aHa3a 1, KaK TIPaBUIIO, OXBa-
TBIBAET MEPBBIi rof )KU3HU. B 3TOT mepuon pa3BuBaeTcsl TaKasi KOMITO-
HEHTa TMIYHOCTHU KaK «HaIeXKIa», TIOJIOKUTETbHBIM ITOJIFOCOM KOTOPOit
SIBJISIETCSI IOBEPHE, a OTPULIATEIbHBIM — HENOBEPUE.

YpoBeHb A0BepUs, KOTOPHIM PeOEHOK MPOHUKAETCSI K OKpyXkaro-
IeMy MHUpY, K IPYTUM JIIOISIM M K caMOMy cebe, B 3HAUYUTEIBHOM CcTe-
TMEeHU 3aBUCUT OT MPOSIBJISIEMOM K HeMy 3a00Thbl, KOTOpasi Ha JTaHHOM
aTare SBISIeTCS €AMHCTBEHHO MOCTYITHBIM BapUaHTOM COLIMAJIBHOTO
B3ammoneiictBug. Ha 3ToM sTame pedbeHOK IMpUHUMAET BCe, YTO €My
MnpeaaralT, TO3TOMY KPUTHUUYECKU BaXKHO, YTOOBI BCE SMOLIMOHATb-
HbIe TTIOTPeOHOCTU pebeHKa YIOBISTBOPSIUCH B IIPAaBUJILHOM 00beMeE
W B Toaxonsiiee BpeMs (Tak Xe, Kak 1 nuiia). PebeHok yuntcst mpu-
HUMAaTh TO, YTO eMY MPEAJIaraioT, a TakKe yUYUTCsI JOOMBAThCs TOTO, YTO
€My HeoOXOIMMO B TaHHBIA MOMEHT. DTOT IIpoliecc TpeOyeT HaIMJus
BCTPEYHOI'O CTPEMJIEHUSI CO CTOPOHBI B3POCIOTo (MaTepu) U YMEHMUS
MPaBUJILHO pearupoBaTh Ha 3alpOChl peOeHKa.

MunaneHelr, TOTpe6GHOCTH KOTOPOTO YIOBIETBOPSIIOTCS B TOCTATOY -
HOIt Mepe, KOTOPbIif HUKOTA JOJITO HE UCTIBITHIBAET HEAOMOTaH s, KO-

133



Yactb |. MeTogonornueckne noaxosbl
B HU3HEC-NCKMXONOrMUYECKMX UCCIef0BaHNAX U NMPaKTHKe

TOPOTO JIACKAIOT, C KOTOPHIM UTPAIOT M pa3roBapuBaioT, YyBCTBYET, YTO
Mup O0e30IaCHBIN, a JIIOAU B 1IeJIOM OT3bIBYMBEIE U HajexXHbIe. Ecim xe
pebeHOoK He TToTyJaeT TOXKHOTO yX0aa, He YyBCTBYET JIIOOBU U 3a00THI,
B3alMHasi TapMOHUS pacIialaeTCsl 1 BMECTO Hee ITOSIBIISIIOTCS ITOMBITKA
KOHTPOJISI Yepe3 HAaCUJIME U IIAHTAX, YTO B CBOIO OYEpEIb MOXKET IIpH-
BECTHU K (pOpMUpPOBaHUIO ¥ peOeHKa HEMOBEPUS U MTOAO3PUTEILHOCTH
10 OTHOLIEHMIO K OKPYKAIOIIEMy MUPY 1 JIOAIM (B TOM YMCJIE CAMBIM
OJIM3KUM), U 3TO HETOBEPUE OH MEePEHOCUT ¢ CO0O0Ii Ha Apyrue CTaauun
CBOETO pa3BUTHS. 3amaya 3TOro 3rama — copMUpoOBaTh HEOOXOIM-
MBbIii OalaHC MEXIy JOBEpPHMEM U HEOOBEPUEM, UTO JACT BO3MOXHOCTh
YeJ0BeKY, YKe OyIy4d B3pOCIbIM, ObITh YCTOMYUBBIM K (P)OHOBBIM pa3-
IpaXKUTEISIM 1 He BbIKa3bIBaTh HEIOBEPHUE U MIOI03PEHNE KO BCEM.

3aech elle pa3 BaxHO OTMETUTD, YTO BOIMIPOC O TOM, KaKoe Havyajio
OIEPXKUT BEPX, HE pelllacTCs pa3 U HaBCeraa Ha 3TOM cTaliuu, OH aKTya-
JIM3UPYETCS 3aHOBO Ha KAXIIOM MOCIEIYIOIeil CTafuy pa3BUTUSL. DTO
OIIHOBPEMEHHO HeceT M HalexXay M yrposy. Tak, HampuMep, peOeHOK,
KOTOPBIA IIPUXOIUT Ha MOPOT IIKOJIbI C YYBCTBOM HACTOPOXEHHOCTH,
MOXET IOCTEIIEHHO IMPOHUKHYTHCS JOBEPUEM K YIUTEII0, Oaromaps
ero 100poMy OTHOILIEHUIO K AeTIM. Ml TaKuM 00pa3oM CIy4YUTCS Ipe-
ofloJIeHHE IIepBOHAYaIbHO C(OPMUpPOBAHHOI HemoBepuuBocTU. Om-
HaKo BO3MOXEH M OOpaTHBI clieHapuii: peObeHOK, BbIpaOOTaBIINI B
MJIaICHYECTBE JOBEPUTEIbHBIN ITOAXOM K XXM3HU, MOXET IPOHUKHYTh-
¢S K Hel HeOBEpUEM Ha IIOCIIEAYIOIINX CTaausIX pa3BUTUS, €CIU, Ha-
npuMep, TpY pa3Bojie pOAUTENIeli B CEMbe CO3AaeTCsl HeOaaronpusiTHasI
TICUXOJIOTUYECKass 00CTaHOBKA 1 OH CJIBIIINUT B3aUMHbIE OOBMHEHUS 1
CKaHJAJIEL.

Hanuune 6a3ucHOro moBepusl MmoapasyMeBaeT He TOJBKO Bepy B
CYIIIECTBOBAaHME U ITIOCTOSIHCTBO BHEIIHMX UCTOYHUKOB OJIar, HO 1 J10-
BEpHUe K caMoMy cede ¥ CBOEMY TeJly B IJlaHe CIIOCOOHOCTH B TOJIXKHOM
Mepe YAOBJIETBOPUTh BO3HUKaWIIME NOTpebHOCTU. Takum oOpaszom,
0a3ucHoOe NOoBepue CIAYXWUT (hyHIAMEHTOM, Ha KOTOPOM IOTOM BBbI-
CTpaMBaeTcsl BHyTpEHHeEE OIIYIIEHUE «CO MHOi1 BC€ B mopsiake». s
MpPaBUJIbHOIO (DOPMUPOBAHMS 3TOTO OLIYIIEHUS OTIEIbHOE 3HAUCHUE
MMeEEeT CIIOCOOHOCTDb POAUTENei JeMOHCTPHUPOBATh JIOTUKY BCEX CBOMX
JNEeWCTBUI, a TaKKe 3alpeTOB U pa3pellleHUii, KOTOpble OHU HaKJIalbl-
BalOT Ha peOeHKa.

CdopMupoBaHHOE B MJIaIeHYECTBE YYBCTBO HAAEXKIbl YKPETUISIeT-
¢Sl IO Mepe B3POCJICHUS U 3aTEM €CTECTBEHHBIM 00pa30M CTaHOBUTCS
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yacThlo o01Iero obpasa JUYHOCTU. B TO Xe Bpems, eciu GopMHUPO-
BaHWE TaHHONM KOMITIOHEHTHI JMYHOCTH COIIPOBOXIAIOCH IMpoOaeMa-
MU, 3TO OyleT JOCTATOYHO YETKO MPOSIBISITbCS HA BCEX MOCIEMYIOIINX
cTamusx pa3BuTusd. Hanmexna siBisieTCsl KIIOYEBO KOMIIOHEHTOM ISt
HOpMaJbHO (DYHKIIMOHMPYIOLLEH TUIHOCTU. B3pochble aoau, KoTo-
pble IO KaKMM-TO IPUYMHAM HE CMOIVIA IPaBWJILHO C(POPpMUPOBATH
9TY KOMIIOHEHTY, HE TOBEPSIOT KaK OKPYKaIOIIUM, TaK M CAMUM cebe.
OHU He CMOoCOOHBI Ha APYXKEeCKUEe OTHOIIEHUS U HYXKIal0TCsI B 0COOOM
noaxomae, YToObl BOCCTAHOBUTD OIIYIIEHUE JOBEPUS K OKPYKAIOIIeMy
MUpPY U caMUM ce0e.

TpaauuMoHHO 3a MOANEPXKKY KOMIIOHEHTBHI «Hanexaa» OTBeva-
JIa LIEPKOBb CO CBOMMU OOpsiAaMM U OLIYIIEHHEM COIPUYACTHOCTU K
YeMy-TO Heu3Mepumo OoJbiiieMy. BHe pelMrno3Horo KOHTeKCTa IS
TOTO0, YTOOBI IIPOTUBOCTOSIThH OILIYIIEHUIO TTOKMHYTOCTU U OTCYTCTBUS
HaJeXabl, HEOOXOIMMO BOBJICYEHHE YeJIOBEKa B COLIMAIbHO-0000psIe-
Mble (POPMBI MOJYYEHUST COBMECTHOM PaJOCTU OT OKpYyXKalolei Ku3-
HHU, a TAKXE CO3AaHNe OLIYIICHUS 3alIUIIEHHOCTU 1 MOAACPXKKH.

CoTpymHHMK, UMEIOIINKA IIPOOJIEMEI C 3TOIl KOMITOHEHTOM, MOXET
JIEMOHCTPHPOBATh KaK HeTraTUBHBIC MH(MaHTUJIbHBIC IIPOSIBJICHUS, TaK
M caMopa3pyllaloliyie CKIOHHOCTU U MaHUM, MPOSBISITh «HEHACHIT-
HOCTb», BbIpaXXaTb OECIOYBEHHOE HEelNOBEpHe KoJuieraM U pyKOBOAM-
Temo. Ecay Takoro coTpymHMKa CIUIIKOM PE3KO JIMIIUTD MOIACPXKKH,
0COOEHHO B IIepMOI ajamnTalliy, TO 3TO MOXET IIPUBECTH K OCTpOii
Jerpeccuy Win (He B TaKoit CUJIbHOI (hopMe) K XpOHUYECKOI «Mpay-
HOCTHW», TIpUAaolIeii JeMpeCCUBHBIN OTTEHOK padboueii 1esITeTbHOCTH.

C Touku 3peHHUs agalTaluy, IPUCTyIas K paboTe B HOBOI KOMIIa-
HUM, B TIEPBYIO OUepedb, COTPYAHUK 331aeTCsl BOMPOCOM: «Mory Jiu s
JOBEPSATH 3TOM KOMIAHUU, MOUM PYKOBOIUTENISIM, MOUM KOJIJIETaM»?
Korpga oH moHMMaeT, 94ToO MOXET HJOBEPSITh, TO IPOUCXOAUT YCITCIITHBIIA
TepexXo Ha CAEAYIONIMM 3Tall aganTauuu. Eciu xxe noBepusl HeE BOZHU-
KaeT, JTIOAU JIN00 yXOIsT cpasy, T100 IepecTaroT COTPyIHNYATh, CKPhI-
BarT MHOpMaINIo, CabOTUPYIOT PadoTYy.

Cmadus: MblweYHO-aHaNbHas

Kpuzuc: CamocrositesbHOCTb MpOoTUB CThIIa U COMHEHUSI.

KomMnoHeHTa IMYHOCTU B AOMUHUpPYOLWEM COCTOAHUN q)OpMI/IpO-
BaHuA: Crita Bonm.

«f»-koHuenuusa: «J — 3To MOsT CBOOOIHAST BOJIST».
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Bropas cranusi pa3BuTHS JUYHOCTU B MOIEIM DPUKCOHA OXBa-
THIBAET BTOPOM M TPeTUil TOM XU3HU peOeHKa, COBIanasi ¢ aHaJbHOM
(azoii dpeitnuzma. B aT0T nepron y pedeHKa pa3BUBaeTCs CaMOCTO-
STEJBHOCTD 32 CUET Pa3BUTHUSI €0 MOTOPHBIX U TICUXWYECKMUX CITOCO0-
HocTeit. Ha aT0i#1 cTanyu oH ocBavBaeT pa3uyHble ABUXKEHUSI, YIUTCS
XOIUTb, TOJKATh U TAHYTb, AEPKATh U OTIyCKaTh. MaJbIllIM Hacaaxaa-
JOTCSl Y TOPISITCSI CBOMMM HOBBIMU CITOCOOHOCTSIMU U CTPEMSITCS BCE
JeJaTh cCaMM: Pa3BOpavymBaTh JICACHIIBI, JOCTaBaTh BUTAMWUHBI U3 ITy-
3bIpbKa, CITyCKaTh B TyaJieTe BOLY Y T.A.

Ecnu ponutenu 1mo3BosiioT pedeHKyY nenaaTh TO, Ha UTO OH CITOCO-
O€H, 1 He TIOHYKAIOT ero, y pe0eHKa BbIpadaThIBA€TCS OIIYIICHUE, YTO
OH BJIaJIEET CBOMMU MBIIIIIAMU, CBOUMU MOOYXIEHUSIMU, CAMUM CO-
00li 1 B 3HAUUTEJIbHOI Mepe OKpPYXKalolleil ero cpenoit, To eCTb Yy HEro
TOSIBJISIETCSI CAMOCTOSITENIbHOCTb. HO eciin B3pociible TTPOSIBISIOT He-
TepIieHKE U CTelaT ciesaTh 3a pebeHKa TO, Ha YTO OH U caM CITIOCOOEH,
y Hero OyIeT pa3BUBATHCS YYBCTBO CTHIITTMBOCTU W HEPEIIUTETbHOCTH.
Ecnu B cTpeMieHMU OrpaauTh peOeHKa OT YCWUJIMM pOaUTeNu Mpo-
SIBJISIIOT 3aBUIHOE YCEpAUe, TTPU 3TOM MOCTOSIHHO OpaHs €ro 3a «He-
CYACTHbIC ClTy4Yar», OyAdb TO 3alayKaHHas ofeXaa WKW pa3ouTas Jali-
Ka, y peOeHKa 3aKperisgeTcsl YyBCTBO CThIAa TMeped APYTUMU JI0AbMU
U HEYBEPEHHOCTb B CBOMX CITOCOOHOCTSIX YIPaBJSITh CO00I U CBOUM
OKPYXEHHUEM.

Ecim u3 37100t cTamny peOeHOK BBIIAET C OOJBIIOI 10JIeil HeyBe-
PEHHOCTH, TO 3TO HEeOJAronmpuUsITHO OT30BETCS B JAaJIbHElIIIEM Ha ca-
MOCTOSITEIBHOCTU UM MOAPOCTKA, U B3pOCJIOro yeaoBeka. I Hao0opoT,
pebeHOK, BbIHECIIMI M3 3TOH cTaauu OOJblle CaMOCTOSITEbHOCTH,
YeM CThIIa W HEPEIIMTEIbHOCTH, OKaXeTCs XOPOIIO MOATOTOBIEH K
Pa3BUTHIO CAMOCTOSITENILHOCTU B AayibHelIeM. M onsiTb-Taku COOT-
HOIIIEHWE MEXIY CaMOCTOSITeJIbHOCTbIO, C OMHOW CTOPOHBI, U CThIMI-
JIMBOCTBIO M HEYBEPEHHOCTBIO — C IPYIoii, yCTAHOBMBLIEECS Ha 3TOi
CTalU, MOXET ObITh UBMEHEHO B TY WU IPYTYI0 CTOPOHY TOC/ENYI0-
LIMMU COOBITUSIMU.

B noBcenHeBHOM OOIIEHUM U pabOYMX OTHOIIEHHUSX TPaBMBI,
MOJyYEHHbIE JTUUYHOCTBIO TIPY MTPOXOXIAEHUN NTaHHOM CTaavuu, MOTYT
MPOSIBIIATBCS B «CACPXKUBAIOIIE-OTTOPralomeM» obpa3e IEUCTBUIA.
HaGntomaeTcsi BHYTpEeHHHE IIPOTMBOCTOSIHME MEXIY MUPOJIIO0U-
eM U 3JIOOHBIM caMOyTBEpXIeHVeM, Kojiabopalueit U CBOSBOJIMEM,
CaMOBBIPaXEHUEM U CaMOOTpaHW4YeHUEM. [IpyrumMu cioBamu, TpO-
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JloJKaeTcsl HepaspellleHHasl B JeTCTBe 00pbh0a CBOOOABLI C YYBCTBOM
cteiga. Kpome Toro, nmeercst pucK IposIBIICHUIT HEYBEPEHHOCTH KaK
B cebe, TaK U B CBOUX PYKOBOIMUTEJISIX, MAHUHM MpeCIeAOBaHUS U MIOUC-
KaxX MHUMOI onacHOCTU. TakxKe XapaKTepHBIMU SIBJISIOTCS BCILIECKU
SIPOCTHOTO XeJJaHUSI UMETb BCE «IIPSIMO ceifuacy», MPOSIBISIOIErocs B
TSIT€ K BOPOBCTBY, M CKIIOHHOCTb K HECHOPMAaTUBHOI JIEKCHUKE.

J7s1 TaKMX COTPYOHMKOB BaKeH BHEIIHMI KOHTpoJb. Heobxo-
JUMO HaMTU CrocoO MOAKPEeIIeHUsI BEphl COTPYIHUKA B €r0 CUJIbl U
BO3MOXHOCTH. YCIICIITHOM KOMIIEHCAIluU TPaBM 3TOM CTaaiuU MOXET
OMOYb OaJIaHC COTPYIHUYECTBA X CBOEBOJIMSI, CBOOOIBI CAMOBBIpaXe-
HUS U ee noaaBieHus. [ToMollb B 00peTeHUM CAMOKOHTPOJISI KaK CBO-
0onbl pacmopsikaTbcsl CO00I 0e3 yTpaThl caMOYBaXKeHMS JAaCT Havajio
YYBCTBY TOTOBHOCTHU K IEMCTBUIO U TOPAOCTHA CBOUMMU JOCTUKEHUSIMU,
YyBCTBO COOCTBEHHOIO TOCTOMHCTBA. M1 HA000POT oIyllieHUE YTPaThl
CBOOOIBI pACHOPSKATHCS COOOM M OLIYIIEHNE CBEPXKOHTPOJIST TOJIBKO
YCUJIUT CKJIOHHOCTh K COMHEHUIO, HEYBEPEHHOCTU U CThIY.

B pamkax paboueii aganTauuu, Iocjie TOro KakK COTPYIHUK yoOe-
JIWJICSI, 9YTO MOXET JOBEPSITh CBOMM HOBBIX KOJUIETaM U PYKOBOJICTBY,
Yy HEro MOosIBJseTCsl OLIYIIeHNe BO3MOXHOCTU OBITh CAMUM COOOI Ha
HOBOM paboueMm MmecTe. M1 3TO 4yBCTBO HE3aBUCUMOCTH MONMNUTHIBAET
CTpeMJIeHUe COTpyaHUKa CBOOOIHO UccaenoBaTh paboyee MpocTpaH-
CTBO M MCKaTb TBOPYECKUE PEILICHMSI.

Cmadus: 10KOMOMOPHO-2eHUMAabHas

Kpuv3uc: UHumaTuBHOCTD MPOTUB UyBCTBA BUHBI.

KoMmMoHeHTa IMYHOCTU B JOMMHUPYHOLLEM COCTOAHUN GpopMUpo-
BaHuA: LleleycTpeMJIEHHOCTb.

«fA»-koHuenumsa: «JI — 3To To, YTO T MOTY BOOOPa3UTh».

TpeTbst cTamust pa3BUTHS JIMIHOCTH, COTJIACHO DPUKCOHY, OOBIU-
HO MPUXOIUTCS Ha BO3PACT OT UEThIpeX JI0 ISITHU JieT. Pe6eHOK K 3TOMY
MOMEHTY YK€ TpUoOpeTaeT 3HAYMTENbHOE KOJMYECTBO (hU3MIECKUX
HaBbIKOB. [losiBisieTcsi cBoOOMa TMepeaBUXKEeHUSs, COBEPIIEHCTBYETCS
YYBCTBO $I3bIKa, CTAHOBSTCS IOCTYIHBI pa3Hble ponu. Popmupyercs
YYBCTBO MHUIIMATUBHI KaK OCHOBHI 1esieycTpeMieHHOCTH. [TosBisatoT-
Csl PEBHOCTb 1 CONIEPHUYECTBO.

PebeHok HauMHAaeT caM MpPUOYMbIBaTh ceOe 3aHATHUS, a €ro U30-
OpeTaTesbHOCTh MPOSBIISICT Ce0SI U B peur, U B CIOCOOHOCTU (haHTa-
3upoBaTh. CollMalIbHBIN MapaMeTp 3TOM CTaAuU pa3BUBAETCSI MEXIY
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MPEATTPUUMYNBOCTBIO, C OMHOM CTOPOHBI, M YYBCTBOM BUHBI, C IPYTOIA.
OT TOTO, KaK Ha 3TOM CTamUM POTUTEN BOCIIPUMHUMAIOT UIeH peOeH-
Ka, BO MHOTOM 3aBUCUT, KaKOe U3 3TUX KauecTB OyIeT MpeBaIMpOBaTh
B ero xapakTepe. B nepron aktTuBHOro (opMupoBaHus TOKOMOTOPHOM
KOMITOHEHThI peOeHKY HEOOXOIMMBI KaK YeTKUE HaIlpaBJISIIOIIUE, TaK
1 BO3MOXHOCTHU /151 CAMOBBIPaXXEHUS.

PeGenok Ha 3Toi cTaguy CKIIOHEH OBICTPO U XKaaHO YUYMTHCS HO-
BOMY, XO4YeT M MOXET Y4acCTBOBaTb B COBMECTHOM AESITEJIbHOCTU U
IJITAaHUPOBATh Jea, MOAPaKaeT UaeaJbHbBIM POJIEBBIM MoneisiM. Pebe-
HOK, KOTOPOMY TIpeIocTaBIeHa MHULIMATUBAa M BO3MOXHOCTb BBIOOpa
JesITeIbHOCTU, KOTOPBIIA MOXET M0 CBOEMY KeJlaHWI0 OeraTh, Urpath,
KaTaTbCsl Ha BEJIOCUIIENE U TaK Jajiee, BbIpabaThiBaeT y ceOs mpen-
MPUKMMYMBOCTb. 3aKperuIsieT ee Takke FOTOBHOCTb poiauTeNneil oTBe-
YyaTh Ha BOMPOCH pebeHKa (MHTEIEKTYaJIbHAsI PEeAPUUMUUBOCTD),
He MelaTh eMy (haHTa3upOBaTh M 3aTeBaTh UTPHL. ECiu ke pomurenmn
JEMOHCTPUPYIOT PeOEHKY, YTO ero MOTOpHAasl aKTUBHOCTh BpeaHA U
HexXeJlaTeJIbHa, BOIPOCHl HA30MJIUBBI, @ UTPhI OECTOJKOBBI, TO OH Ha-
YUHAET IyBCTBOBATh CeOSI BUHOBATHIM M YHOCHUT 3TO YYBCTBO BUHEBI B
JajbHeie cTaquu XXU3HU.

B sTOT mepmon ke BO3HUKAET «BHYTPEHHUI TOJIOC» COBECTH.
OnacHOCTb 3TOM CTaAuU B TOTEHIIMAaJTbHOM BO3HUKHOBEHUU YYBCTBA
BUHBI 32 CBOM 1IEJIM U TTOCTYIIKM B XOZIe HACJaXIeHMUsT HOBBIM JIOKOMO-
TOPHBIM M MEHTAJIbHBIM MOTYIIIeCTBOM. PazodapoBaHue OT 0CO3HaHMS
MPOMNacTU MeX1y BooOpakaeMbIM U peaJbHbIM MUPaAMU MOXET TPYBeE-
CTY K GDOPMHUPOBAHUIO CBA3€H MEXITY YYBCTBOM BUHBI M 3KECTOKOCTHIO,
K TIOKOPHOCTH, 9yBCTBY BUHBI ¥ TPeBOTH. T0, UTO Ha MPOTSKEHUH BCeit
>KU3HU YeJIOBEKa ero COBECTh OCTAETCSl YACTUYHO JAETCKOM, COCTaBsIeT
CyTb yesnioBeueckoil Tparenuu. Ha aToii cranyuu 1€t MOTYT IPUYYUTh-
Csl UYpe3MEpHO KOHTPOJIMPOBaTh cedsi, pa3BUTh CBEPXIOCIyIIaHUE,
OoJjiee TeNaHTUYHOE, YeM TO, KOTOPOTO XOTENM NOOUTHCS POIUTENH,
chopMUpoOBaTh INTyOOKME W CTOMKME OOMAbI, TAK KaK cCaMU POIUTEININ,
OKa3bIBaeTcsl, He XUBYT M0 AeKJIapUPyeMbIM TPUHIUIIAM COBECTH.

Ha sToii cTanuu mpoucxoauT HanboJjee BaxkHOE 10 MOCASACTBUSIM
pasneneHre MeXIy MTOTeHIMATBHBIM TpUyMMOM JeloBeKa U TTOTeHIIH -
aJIbHBIM TOTaJbHBIM pa3pyliueHueM. M1 uMeHHO 31ech peOeHOK HaBcer-
Jla CTAHOBUTCS pa3feIuBIIMMCS BHYTpH cebsi: Ha AeTCKUiA Habop, co-
XpaHSIOIIUN N3001Ire MOTeHIIMAIOB pOCTa, U POAUTEIbCKUI HAOOD,
MOJIEPXXMBAIOIINIA U yCWJIMBAIOIIUI CAMOKOHTPOJIb U CaMOyTpaBJie-

138



6. BO3MOXHOCTN KOHLenuun 3. DpUKCOHa Npun aHanuse
MOBEAEHUA COTPYAHVKOB 1 B3aUMOOTHOLLEHNIA MEXAY HUMM

Hue. @opMUpyeTCsT 9yBCTBO MOPAJIbHOI OTBETCTBEHHOCTHU. [lommepx-
Ka Ha 3TOI CTaguy TIPOMCXOIUT 3a CUET YOSTUTEIBEHBIX OOCIIaHmiA, 9TO
Korjia-HUOyIb peObeHOK CTaHEeT TaKKM 3Ke, KaK MaTh WX OTell, a MOXET
OBITh U JTy4IlIe UX.

Ve Oyayuu B3pOCIbIM, COTPYAHMK, MCIIBITABIIMKA TPOOIEMBbI
TpY TIPOXOXKIECHUM ITON CTaAMU Pa3BUTUSI, MOXET JEMOHCTPUPOBATh
KOH(DJIMKTHOCTb MHULIMATUBBI, MPEXONSIICe TO B UCTEPUUYECKOE OT-
pUllaHUE, TO B XECTKOe caMoorpaHu4eHue. PykoBonuTesto BaXKHO He
JOTMYCTUTDH Y TIOMYMHEHHOTO HEBEPHOIO COIMOCTABJICHUS XKeJIaeMOIo
W IEeWCTBUTEIHLHOTO, YTO B CBOIO OYepenb IMOBJIEYET pa3oyapoBaHUe 1
dpyctpauuio. JloOUBIINCH TOBEPUS Y COTPYAHUKA, BHICTPOUB Y HETO
MPaBUJILHOE BOCTIPUATHE TEKYIIEH CUTyallud W 3apyYUBIIUCH TIOMI-
JIEPXKKOW B JOCTUKEHUU OOIIEH 1IeTu, PyKOBOAUTENb IOJIYUYUT MTpeaH-
HOT'O COTPYIHUKA, TOTOBOTO 6€30Tr0OBOPOYHO CEN0BATh 32 JIUIECPOM.

B npoiiecce amanTanuy Ha HOBOM MecTe paOOTHI Ha 3TOI CTagum
COTPYIHUK MTPOBEPSIET B KAKOW Mepe OH MOXET MPOSIBISATh MUHUIIUATH -
By. IloonipeHre MHULIMATUBLI MPUBOIUT K TOMY, YTO COTPYIHUK Ha-
YUHAET MpeIaraTh HOBBIC PEIICHNUS 1 UIEH, KOTOPBIE MOTYT CIIOCO0-
CTBOBAaTh MPOJABMXEHUIO KOMITAHWUM Breped. Eciu XXe oH ToOHUMaeT,
YTO €r0 UHULIMATUBbI HUKOMY HE HY>KHbI, OH HAUMHAET 00palaTbcs K
PYKOBOJCTBY 32 MHCTPYKIIMSIMU T10 JIIOOOMY BOIPOCY, YTO MPUBOAUT K
TOPMOXKEHHIO paboyero npoiiecca.

Cmadusa: nameHmHas

Kpuznc: Tpynontodue npotuB YyBCcTBa HEMOIHOLIEHHOCTH.

KoMmMoHeHTa IMYHOCTU B JOMMHUPYHOLLEM COCTOAHUN GpopMUpo-
BaHNA: KOMIIETEHTHOCT®D.

«A»-koHuenuma: «I — 3To To, YeMy I MOT'Y Hay4UThCsl, YTOOBI pa-
06oTaTh».

YeTBepTas cTagyst pa3BUTHS TUYHOCTH, 110 DPUKCOHY, 3TO BO3pacT
OT IIECTU IO ONVMHHAALATHU JIET (TOIbI HAUYaJIbHOI IIIKOJIbI), HA3BIBACTCS
JIATEHTHOM, KaK 1 B KJIJACCMYECKOM IICUXOaHaIM3¢e, IOCKOIbKY Ha 3TOI
CTaguM TaKKUe YyBCTBa, KaK JIIOOOBb U PEBHOCTbD, ITPOSIBIISIIOTCS] MaJIo U
NpeOBIBAIOT B CKPHITOM COCTOSTHUU.

B sTOoT nmepuon y pebeHKa NOsSIBISIETCS] CIIOCOOHOCTh K NEIYKIIVU,
K OpPraHM30BaHHBIM UrpaM U perIaMEHTUPOBAHHBIM 3aHATUSIM. Tak,
TOJILKO 1O JOCTUKEHUM 3TOM CTaAUU, AETU CTAHOBSITCS B IIOJTHOM Mepe
CIIOCOOHBI UTPaTh B UTPHI, IJIe Hago cobironaTh odyepeqHocTh. Corac-
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HO DPUKCOHY, TICUXOCOLUAJIBHBIN ITapaMeTp 3TOi CTaauu XapaKTepu-
3YEeTCSI «yMEJIOCThIO», C OMHOM CTOPOHBI, U YYBCTBOM HEMOJHOIIEHHO-
CTA — C IPYIOM.

Ha sT0i4 cTaguu 6oratoe BooOpaxkeHre YpaBHOBEIIIMBAETCS 3aKO-
HaMM 00BbEKTUBHOTO MUpa. PebeHOK HauMHAET MBITaThCs MMPUMEPUTH
Ha ce0s1 poJib pabOTHMKA, KOTOPBIM OH TIJIaHUPYET cTaTh o3aHee. OH
YUMTCSI 3aBOEBLIBATh MPU3HAHUE, 3aHUMASICh HYXKHBIM U IOJIE3HBIM
nenoM. O6ocTpsieTcsl UHTEpPEC K TOMY, KaK YCTPOEHbI BElIU, U3 YeTO
OHM COCTOSIT, KaK UX MOXHO ocBouTh. Eciu pedbeHka MmooupsoT Ma-
CTEepUTh YTO-TO, KJIEUTb MONEIU, TOTOBUTh U PYKOAEJbHUYATh, KOTIA
eMy Jal0T BO3BMOXHOCTb JOBECTHU HayaToe JeJI0 10 KOHIIA, XBaJIAT U Ha-
rpaXkJaroT 3a Pe3yJIbTaThl, TOTIA y peOeHKA BEIPaOaThIBAIOTCSI YMEIIOCTh
U CIMOCOOHOCTH K TeXHMYeCcKoMy TBopdecTBy. Hamportus, ponurtenu,
KOTOpbIE BUASIT B TPYAOBOW NESITEIBHOCTU NETEN JIMIIb «0aT0BCTBO»
U «MapaHHe», CITOCOOCTBYIOT Pa3BUTUIO Y HUX YYBCTBA HETIOJTHOLICH-
Hoctu. Korga peGeHOK oT4amMBaeTcsl B CBOMX OPYIMSIX Tpyna U pabo-
Y1X HaBbIKaX WJIX 3aHUMAaeMOM MeCTe Cpear TOBAPUILEil, 3TO HAHOCUT
CWJILHBIN yIap MO eTo XeTaHWI0 UICHTU(MULIMPOBATHCSI C HUMH, pebe-
HOK HauMHAET CYMTAeT ceOs1 0OpeUeHHBIM Ha TTOCPEACTBEHHOCTbD.

B 3ToM Bo3pacTe, ogHaKO, OKpy:XeHHe peOeHKa yXe He OrpaHu-
yuBaeTcsl ToMoM. BiusiHue oka3bIBaeT He TOJBKO CEMbSI, HO M IIIKOJIA.
BaxxHy10 poJib B €T0 BO3paCTHBIX KpU3MCaxX HAYMHAIOT UTPaTh U APYTHE
00IIIeCTBEHHBIC MHCTUTYTHI. 3[eCh DPUKCOH BHOBb PacIIUpsIET paMKU
MCUX0aHaan3a, YYUThIBAIOLIETO JIUIIb BIUSIHUE POAUTENe Ha pa3BU-
THe pedeHka. [IpedbriBaHMe pedeHKa B IIKOJIE U OTHOIIIEHUE, KOTOpOe
OH TaM BCTpeYaeT, OKa3bIBaeT OOIbIIOE BIMSHIE Ha (OPMUPOBAHUE U
YPaBHOBEILIEHHOCTh €r0 TMICUXUKMU.

PebGeHOK, CKIOHHOCTb KOTOPOTO MACTEpUTh YTO-HUOYIb yracia
MU3-3a HACMeElIlIeK JoMa, MOXET OXMBUTD €€ B 1IKoJie Oaromaapsi CoBe-
TaM U TIOMOIIM BHUMATEJIBbHOTO M OMBITHOTO yuutess. M HampoTus,
pebeHOK, He MPOSBISIOIINI TOCTATOYHO COOOPa3UTETHLHOCTU U Ha-
XOMUUBOCTU, MOXET ObITh CUJIBHO TPaBMMPOBAH IIIKOJION, AaXe ecu
ero ycepaue u rnooupsietcd noma. OH ycBauBaeT yuyeOHbBIN MaTepuan
MeJUIEHHee, YeM CBEPCTHMKHU, U HE MOXET ¢ HUMU COPEBHOBAThCS.
[TocTostHHOE OTCTaBaHME B KJ1acCe pa3BMBAET B HEM YYBCTBO HEIOJHO-
LIEHHOCTU. JIpyruMu clioBaMu, pa3BUTHE 3TOl KOMIIOHEHTbI 3aBUCUT
yKe He TOJBKO OT pOAWTENeii, HO U OT OTHOLLIEHUS APYTUX B3POCIbIX.
HMMeHHO B 3TOT Tiepuoj 00Jjiee IIMPOKOE OKPYKEHNE CTAHOBUTCST BaX-
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HBIM C TOYKHU 3pPEHMS MPEAOCTaBIEHUSI peOEHKY BO3MOXHOCTEN ISt
MOHUMAaHUS 3HAYUMEIX pOJicii B 00IIeCTBeE.

B pabGoueii cpene mposiBIeHUEM TaHHOM CTaAuU Pa3BUTUS SIBJISICTCS
OTHOILIIEHNE YeJIoBeKa K CBOE KOMIIETeHTHOCTU. [loydeHHbIe TpaB-
MBI MOTYT BBIpaXaThbCsl KaK B CHHIPOME «MaJIeHPKOTO TTOMOIITHUKAY,
00peYeHHOTO Ha BBIMOJHEHNE BTOPOCTEIIEHHBIX e/ U HECITIOCOOHOTO
WCIIBITHIBATh YIOBOJIBCTBUE OT pabOTHI ¥ TOPIOCTH 3a MPOodecCuOHATb-
HbIe yCIeXu, TaK U B TIPOTUBOIIOJI0KHOM «CMEIEHUN» UAEHTUUHOCTH,
Korma paboTa CTaHOBUTCS €IMHCTBEHHBIM CMBICTIOM XXU3HU. Kak cien-
CTBUE, TPYIOTOIN3M, TTIepepabOTKU, BEITOPAHUE.

s Takoro coTpyaHUKa BaXXHO YCTAaHOBUTbH J0OpoXKeaaTelbHble
OTHOILLIEHUS ¢ PYKOBOAUTEIIEM U TeMU KOJIeraM, KTO SIBIISICTCSI 9KC-
TepToM B ero mpodeccoHaTbHOM 00IacTH, TaK KaK OHU O0JIamaloT
00ablIMMU 3HAHUSIMU U HaBblKamMu. HeoOXxommuMo co3naTh yCJIOBUS
JIJISI BOSHUKHOBEHMSI TIPUBSI3aHHOCTH K HACTABHMKAM 1/WUJIA CTAPIIAM
KoJIJIeraM, CiIeayeT MOOUIPSTh XelaHWe HaOJlogaTh U yuacTBOBaTh BO
BCEeX BUIAX aKTUBHOCTU U TI0 Mepe CUJI MOAAEePKUBATh NMHULIMATHUBHI.
C TOUYKHU 3peHUS CTUIII MEHEIKMEHTA Y COTPYIHUKA OyIeT UMETh Me-
CTO 3aMpocC Ha cIgpXXaHHOE, HO TBEpAOE yIpaBJcHUE.

IIpu aganTauuy Ha HOBOM MECTE, IIOCJIe TOTO KaK COTPYIHMK 0CO3-
HAeT, YTO er0 MHUILIMATUBHI TTOMIePKUBAIOTCSI, MOXKHO PacCUYNUTHIBATD
Ha TMOSIBJIEHUE Y Hero XeJlaHUsI aKTUBHO paboTaTh, OCBauBasl IIPU 3TOM
HOBBIE HaBBIKU W KOMITETeHUIMU. EClN XXe COTPYIHUK CTaJIKUBAETCS C
KPUTHKOM CBOMX MHUIIMATUB, TO €T0 UHTEpeC K paboTe yracaer, a 3a
HUM MafaeT MpOU3BOIUTETbHOCTD TpYa.

Cmadusa: nodpocmkosas

Kpuznc: CamoToXAeCTBEHHOCTD «f» MpoTuB CMElIeHUS POJIEN.

KoMmnoHeHTa IMYHOCTU B JOMMHUPYIOLLEM COCTOSIHUN popMUpo-
BaHusA: BepHOCTB.

«fA»-koHuenuusa: «SI — 3To MO TIpeACTaBICHUS U JIIOIH, K KOTO-
PBIM S TIpPUHAJIEKY> .

ITpu nepexone Ha MATYIO — MOAPOCTKOBYIO CTaAUIO pa3BuTus (12—
18 71eT), B COOTBETCTBUM C MOMEJIbIO DPUKCOHA, IOMUMO OTMEUEHHOTO
B MCUX0OaHaIu3e MPOOYXIeHUS «J1I00OBU W PEBHOCTU» K POAUTEIISIM,
y IOAPOCTKA Pa3BUBAIOTCS HOBBIE B3MJISI/IbI HA BEILIU, HOBBIA MOAXOM K
JKM3HU, CBSI3aHHBIM C HOBBIMU OIIYIIEHUSIMM 1 XeJITaHUSIMU, O0YCI0B-
JICHHBIMU (PU3NOJOTUYECKUM U TICUXUYECKHIM CO3PEBAHUEM.
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BaxkHoe MecTO B HOBBIX OCOOEHHOCTSIX IICUXUKHU TTOIPOCTKA 3aHU-
MaeT ero MHTEPEC K MBICIISAM APYIUX JIOAEH, K TOMY, 4YTO OHU CaMU O
cebe nymaroT. [TompocTKu CKIIOHHBI cO31aBaTh ceOe MBICICHHBIN He-
aJ CeMbU, PEIUTUM, OOIIEeCTBa, 10 CPABHEHUIO C KOTOPBIM PEaIbHO
CYILIECTBYIOIIIME aHAJIOTU BBIIJISIAAT BecbMa 071ekino. MHbIMU cioBamu,
MOAPOCTOK — 3TO HETEPIEJMBbIN WICANINCT, Mojaralomii, 4To co3-
JIaTh Waeal Ha MpaKTUKe He TPymHee, YeM IPEICTaBUTh €ro B CBOECH
roJioBe.

CormnacHo Teopur DPpUKCOHA, BO3HUKAIONINI Ha 3TOM CTaIuM Ma-
paMeTp CBSI3M C OKPYKAOIIMM COITMYMOM KOJIeOIETCSI MEXKITY TIOJTOXKHU -
TETbHBIM MOJTI0COM MISHTU(UKALINT «5» M OTpUIIATETbHBIM ITOJTIOCOM
nyTtaHuubl poiueit. IlompocToK mojKeH coOpaTh B €IMHOE 1IeJ10€ BCe
pOJIv, KOTOPBIE OH MMEET B CBOEM pelepTyape: IKOJbHUK, ChIH, CTIOP-
TCMEH, Apyr U T.a. OH JOMKeH OCMBICIUTH TMOJTYYEHHBIN pe3yabTar,
CBSI3aTh €T0 C MPOIUTBIM 1 CIENIAaTh TPOEKIINIO B OymyIree. ToixbKo mpu
pelIeHUU 3TOi 3aJauu MOXET OBbIThb JOCTUTHYTa ICUXOCOLMAIbHAsI
UIEHTU(UKAIMS, TO €CTh OSIBUTHCS OLIYIIIEHHUE TOTO, KTO OH €CTb, /1€
HaXOIWTCS W Ky/la UaeT.

B momnbITKe 0CO3HATh U 3alUTUTh COOCTBEHHOE «fI», MOAPOCTKU
JEMOHCTPUPYIOT 000COOJIEHHOCTh Kpyra 1M OTBEpP:KEHUE <«IYyKaKOB».
Oro3HaBaTeIbHbIE 3HAKA «CBOMX» — OIEXIa, CHMBOJMKA, KECTHI,
nekcuka. ITonpocTKu CTepeoTUNU3UPYIOT ceOsl, CBOU UIealbl, CBOUX
BparoB. Hepenmko MompocTKM OTOXIECTBISIOT cBoe «» ¢ obpasom,
MPOTUBOIOJOXHBIM TOMY, YTO OKUIAIOT OT HUX poauTenu. [Tpu atom
TO, KaK OHM BBIIJISIAST B IIa3aX CBEPCTHUKOB, UMeEET OOJbliee 3Have-
HHe 110 CpaBHEHUIO ¢ MHeHHeM ponuteneii. Elle omHUM IIposiBIeHHEM
MOMBITKU JOOUTHCS YETKOTO OIpeaeeHUs COOCTBEHHONM MAEHTUYHO-
CTU SIBJISIETCSI IOHOLIIECKAs JIIO00Bb, UTO JOCTUTAETCS 3a CYET MPOEK-
LIMU PacCIUIBIBYATOrO 00pa3a CBOETO 3r0 Ha IPYroro v HabJIIOAEHUS €T0
VXK€ OTpaXkeHHBbIM M TMOCTENeHHO MposICHoIMMcs. Yepes 3Ty 10HO-
IIECKYIO CTPACTh M MPUBEPKEHHOCTh I'PYIIIIOBLIM HMIeajgaM M IIeHHO-
cTsiM (hopMuUpyeTcss HOBasi KOMIOHEHTa TMYHOCTU — BEPHOCTb.

Ecinu y moapoctka yxe cchopMUpOBaHbl HaleXaa, CUia BOJIH, 1ie-
JIEYCTPEMIIEHHOCTh M KOMITETEHTHOCTD, TO IMAHCHI €T0 Ha MASHTU (-
Kalluio, TO €CTh Ha OMTIO3HAHUE COOCTBEHHOI MHINBUAYATbHOCTU, 3HA-
YUTENIbHO yBennuuBaioTcsa. OOpaTHOe CIpaBemIMBO TSI MOAPOCTKA
HEeI0BEePUYMBOTI0, CTHIIJIMBOTO, HEYBEPEHHOT'O, UCITOJTHEHHOTO YyBCTBA
BUHBI U CO3HAHUS CBOEN HEMOJIHOLIEHHOCTU. Ecnu M3-3a HeymauHo-
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ro JETCTBA WM TSKEJIOro ObITa MOAPOCTOK HE MOXET PEIIUTh 3a1auy
UIeHTU(DUKAIUYA U OTNIPEAETIUTh CBOE «SI», TO OH HAYMHAET MPOSIBISATh
CUMIITOMbBI CMEIIEHUS pojieli 1 HEYBEpEHHOCTh B TTIOHUMAaHUM TOTO,
KTO OH TakKoil M K Kakoi cpene MpUHAIIEXKUT. Takas MyTaHWLA He-
penKko HaOromaeTcs y MaJoJIETHUX MPeCTyMHUKOB. OQHAaKo, KaK U B
clyyae ¢ OCTaIbHBIMM KOMIIOHEHTaMU, TOT, KTO B IIOAPOCTKOBOM BO3-
pacrte He TPUOOPETAET SICHOTO MPENCTABIEHUS O CBOEH JIMYHOCTH, ELIE
He 00peveH OCTaBaThCsl HEMPUKASIHHBIM 10 KOHIIA XU3HU. A TOT, KTO
ono3Han cBoe «f» Ha 3TOi cTaguu elie IMoAPOCTKOM, 00sI13aTe]IbHO Oy-
JIeT CTAIKMBATHCS HA XKM3HEHHOM ITYTH C (DaKTaMU, IIPOTUBOPEYALIIN -
MU WIM JaXe YIpOXalOIMMU CIOXUBIIEMYCSI Y HETO MpeACTaBISHUIO
0 cebe. DPUKCOH 0oJjiee SIBHO, YeM APYTUE TICUXOJIOTU-TEOPETUKH IO -
YEPKUBAET, UTO KU3Hb MPEACTaBsIeT CO00I HEMPEPHIBHYIO CMEHY BCEX
€€ aCIIeKTOB 1 YTO YCHEIIHOE pelleHre Mpo0IeM Ha OAHOI cTanuu He
rapaHTUPYeT OTCYTCTBUS MX IIPOSIBIICHUIA B HOBOM OOJIMYNM.

B pabouyux OTHOILIEHMSIX HAa 3TOI CTamuu OOOCTpsIETCS MpoOJIe-
Ma pa3sHMILBI MOKOJEHUI, OCOOEHHO eciu Oojiee cTapiiue KOJJIeru
WIN pyKOBOIUTEIb HE MPOILINM YCIEIIHO B CBOE BpeMs aHAJIOTMIHYIO
CTaJnI0 U KPEMKO AepXkKaTcsl 3a CBOU UJeaslbl, He BOCIPUHUMAS LIEH-
HOCTU OKpyXatomux. [IpobiaeMa «OTLOB U IeTei» MOXET IIPUBECTU K
TOMY, UTO TIepBbi€ (OTIIbI) HE MOTYT BBIMTU 3a Mpeaeibl CBOUX PaMOK,
OCTalOTCSl OTPAHUYEHHBIMU, B BTOPBIE (IETH) ellle He MOTYT OTOMTU OT
CBOHMX YOEXIeHUI, TaK KaK He 00peIr JOCTaTOYHOM IIMPOTHI B3I
Ha Mup. B utore Kaxaplit 0011aeTCs CO CBOSH MO3ULIMU, HE YUYUTHIBAsI
TMO3UIIMIO JPYTOro YejloBeKa, OTCloa — HEMOHWMAaHUE, CIOPbI, KOH-
¢auxTel. IS TAaKOro cOTpymHMKA aKTyaJdbHEI IMMOATBEPXKICHHUE HOBE-
pusl, IOUCK JtoAeil U uaeit, KOTOPHIM MOXHO BEPUTb, €CJIU JOBEPUS
HalTU He ygaeTcs, B KaUeCTBE peaklUu CIeAyeT OXUAATh OTKPHITHIA
LIUHU3M.

Kpome Toro, coTpyaHUK ¢ aKTyaau3upOBaHHOM MOAPOCTKOBOM cTa-
JIWEl TPOoSIBIISIET 0€CIIOKOMCTBO O TOM, KaK ero o0pas B Iia3ax OIpyrux
COOTHOCUTCS C TIpeNcTaBlIeHUsIMU O cebe. XKenaHue caMOoCTOSITEIbHO
pelaTh BOIPOCHl OOPETCS CO CTPaXOM BBINISAETh HEKOMIIETEHTHBIM
VI HEYBEPEHHBIM B cebe mepen oKpyXammmu. B 3Toii cBs13n pyko-
BOIUTENIO HEOOXOAUMO 00ECTIeUUTh HATMYUEe ITPOMEXKYTOUHBIX TOYEK
KOHTPOJISI IIPU BBITTOJIHEHUH 3a1a4, ITOAIep:KUBATh U HAIIPABJISITh IO -
YUHEHHOTO B peajiu3aluy J0JTOCPOUYHBIX U KPOCC-(yHKIIMOHATbHBIX
MPOEKTOB, a TaKxXe BbhIpabOTaTh MEXaHM3M pa3BUBalOIIEil oOpaTHOI
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CBsA3U (He KpUTUKM). TakkKe cieayeT OTMETUTh, YTO AJISI COTPYIHUKA
Ha TaHHOM 3Talle pa3BUTUs ColepXaHue Mpodeccun IeHHee MaTepu-
aJIbHOTO BO3HArpaXKAeHUs U COLIMAIbLHOTO cTaTyca.

ITpuMeHUTENHHO K afanTallii B KOMIIAHUY HA 3TOM 3Tarie COTpY/I-
HUK yXe IOJIHOCThIO OCBOMJICS B KOMIIAaHMUM, HapaboTall Habop KOM-
METEHLMIA, U Telepb €My HYXHO IOHSITh CBOIO poib. EMy Tpebyercs
OLIYIIEHWE CBOEH 3HAYMMOCTH IJII KOMIIAHWM, TTOHMMAaHUE CBOETO
MecTa B ee CTPYKTYype KakK uejoBeKa, OTBEUaloIleTo 3a OINpeaeeHHbIe
BOIIPOCHL.

Cmadus: paHHAA 3pesocmeo

Kpuzuc: bimzocts npotus Uzonsguuu.

KomMnoHeHTa IMYHOCTU B JOMUHMpPYIOLLEM COCTOSIHUM HOpMUpPO-
BaHus: JITOOOBB.

«fA»-koHuenuma: «Mbl — 3TO TO, YTO MBI JIIOONM».

IMlecras ctagus pa3BUTHUS JUYHOCTU IPUXOAUTCS Ha HAYAJIO 3peJio-
¢t (0T KOHIIA IOHOCTH JI0 HayaJlo CpeHEro Bo3pacra), MHaye roBops,
9TO MEePUOJ YXaXkKMBaHUSI U pAaHHUE TONIbl CEMEMHOM KU3HU. DPUKCOH,
YUMTBIBAsI YK€ COBEPIIUMBIIIEECS] HA MpenblAylleld CTaaiud OCO3HAHUE
co0cTBEHHOTO «S», yKa3piBaeT Ha crieuUKY XapaKTepHOTO JIJ1s1 3TOM
CTalU TICMXOCOLIMAJIBLHOTO TapaMeTpa, KOTOPBIi 3aKkJIloueH MeXIy
MOJIOXKUTEJIBHBIM TOJI0OCOM OJU30CTU U OTPULIATEIbHBIM — OIUHO-
yecTBa. Crielilu(pUYHOCTb CTAAUM 3aKJIIOUaeTcsl B Mepexone oT «fA» K
«Mg1».

Kak u B ciydae ¢ uaeHTudUKaIKUe: ycrnex Wik MpoBajl Ha 3TOM
CTauU 3aBUCUT OT TOTO, HACKOJILKO YCIIEIIHO YEJIOBEK MPOIIIES Mpe-
JbIAYIIMe, a TaKKe OT COLIMAJIbHBIX YCJIIOBUIA, KOTOPbIE MOTYT OOJer-
YyaTh WU 3aTPYIHSITh JOCTUXEHUE OJIM30CTU. BIM30CTh, 10 DpUKCOHY,
He orpaHu4uBaeTcsl (pU3NUeCKOl OJIM3OCThIO U HE 00513aTENbHO CBSI-
3aHa C CEKCyaJIbHbIM BJICYEHUEM, a PACIIPOCTPAHSIETCS U Ha APYXKOY.
B 5To noHsTHE OH BKIIIOYAET CIIOCOOHOCTDH 3a00TUTHCS O APYIOM ue-
JIOBEKE U JEJUTHCSI C HUM BCEM CYILIECTBEHHBIM 0€3 0OsI3HU MOTepsITh
MPU 3TOM CBOIO UIEHTUYHOCTh. Eciiv HU B Opake, HU B IpyX0€e 4eso-
BEK HE IOCTUTAET 0JIM30CTH, TOTA, IO MHEHUIO DPUKCOHA, YIEJIOM €T0o
CTaHOBUTCS OJMHOUYECTBO — COCTOSIHME UeJI0BeKa, KOTOPOMY He C KEM
pa3neanTh CBOIO XXU3Hb U HE O KOM 3a00TUThCS.

Ha 3To0i1 ctanuu pasBUTUS Y€JI0BEK TOTOB MPOSIBISTh HPABCTBEH-
HYIO CUJIy, OCTaBasiCh BEpHBIM (HaXe eCJIM MOoTpeOyloTCsl 3HAYUTEb-
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HbI€e XKePTBbI U KOMIIPOMUCCHI) U BbhIpaxkasi TOTOBHOCTb K CaMOOTIaue
M IIPOTUBOCTOSTHUIO CTpaxy noTepu Jro. [1py 3ToM 4eT0BEeK UCIIBITHI-
BaeT U MHTUMHBIC, U COTIEpPHUYECKIE, U BpaXIeOHbIC OTHOIICHUS K
OIHMM U TeM ke mioasiM. B ToM ciydae, Korga HemaBHUM ITOAPOCTOK
Hay4yaeTcs OTIMYATh COIIEPHUYECTBO OT CEKCYaIbHBIX YYBCTB, OH IIPO-
SIBJISIET UCIUHHYIO 2eHUMANbHOCMb, KOTOPAsl B CBOIO OYEPENb SBIISIETCS
o0benMHEHNEM CIOCOO0B MOa0Opa MapTHepa, COTPYAHUYECTBA U CO-
nepHuYecTBa. Takke, TOMMMO BCETO IIPOYETro, JIOOOBh CTAHOBUTCS
OCHOBOMI 3TUYECKUX OTHOLLIEHUIA.

OnacHOCTh CTaAuMM COCTOUT B M30e€TaHUM KOHTAaKTOB, KOTOPBIE
00s13pIBalOT K Onm3octu. M30eraHue ombiTa OJIM30CTH M3-3a CTpaxa
yTPaTUTh Oro NPUBOAUT K YYBCTBY U3O0JISILIAU U TIOCIEAYIOIIEMY CaMO-
MONIOIIEHUIO.

B paGounx oTHOIIEHUSAX COTPYIHUK HA TAHHOW CTaAUU Pa3BUTUS
JIMYHOCTH, IIPU OTCYTCTBUU YCTAHOBJICHUS APYKECKMX OTHOIIEHUN C
KEM-TO U3 OKPYKaIOIINX 1 OMUPAIOIINICS TOJHKO Ha CBOU COOCTBEH-
HBI€ CUJIBI, MOXET 3aHSATh TMO3UILIMIO OTUYYXICHMSI, a TakKxKe BhIpado-
TaTh CTPEMJIEHUE OTPULIATh, N30€raTh, M €CIU HAI0, TO U YHUYTOXATh
obcrogTenbeTBa (M JIoneit), KOTOpbie MOTYT, IT0 €T0 MHEHMIO, TauTh
ormacHocTh. Kak cienmcrBue — MHEPTHOCTb, CTarHalusl, CKykKa, He-
YIOBJIETBOPEHHOCTh BHIIIOJHSIEMO pad0Toil, (PYHKIIMOHATIOM 1 OKPY-
KeHneM. Hanmpotus, mpruoOpeTsI enMHOMBILIEHHUKOB, C(pOpMUPOBAB
MIpUSITEIbCKIE OTHOIIEHHUS ¢ KEM-TO U3 KOJUIET, YeJIOBEK CTPEMUTEIIb-
HO UIET B HAIIpaBJIeHUU Pa3BUTHUS IIPOAYKTUBHOIO U TBOPYECKOTO Ha-
yaja.

CkazaHHOe BBIIIIE B IIOJIJHOM MEpe OTHOCUTCS M K IIPOILIecCy pocTa
B paMmKax KoMmItanuu. ITocye Toro Kak COTpyIHUK 0Opes CBOe MECTO B
CTPYKTYpe, 0co00¢e 3HaueHre HauMHaeT UTPaTh COLMATbHBINA KalTnuTall.
HccnenoBaHnst cHOBa M CHOBA ITOKA3bIBAIOT, YTO MEXJIMYHOCTHBIE OT-
HOIIIEHUS B KOJJIEKTUBE — BaxKHBII (DaKTOP, CITOCOOCTBYIOLIMIA YCIIEXY
KOMITaHUM.

Cmadus: cpedHsAs 3pesocmeo

Kpuznc: I'eHepaTUBHOCTH MPpOTUB CTarHaluu.

KomMmnoHeHTa IMYHOCTU B AOMUHUPYIOLLEM COCTOAHUN PpOopMUpO-
BaHuA: 3a00Ta.

«f-koHuenuma»: «MbBI — 3TO TO, YTO MBI CO3IaeM, 1 T€, O KOM MBI
3200TUMCST».
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Cenpmas cTanus, Mo DPUKCOHY, ITPUXOTUTCS Ha 3pesblii BO3pacT,
TO €CTb Ha IIepUO, KOTJa IETH YK€ CTaIM ITOAPOCTKAMHM, a CaM YeJI0BEeK
YK€ TIPOYHO CBsI3all ce0sl ¢ ompenejeHHBIM poaoM 3aHsTuii. Ha aToit
CTaIuy MOSIBJISIETCS HOBBIM IapaMeTp JMYHOCTU C OOIIEeYeIOBEUYHO-
CTBIO Ha OMHOM KOHIIE IIKAJIBI M CAMOIIOITIOIIEHHOCTBIO — Ha APYTOM.
OO01IeYeIOBEUHOCThI0 DPUKCOH Ha3bIBaeT CIIOCOOHOCTh UeIOBeKa NH-
TepecoBaThCsI CyIbOAMU JIIONIEH 3a MIpeaeaaMyu CEMEITHOTO Kpyra, 3amy-
MBIBaThCSI HaJl XXU3HbBIO TPSIIYIINX IIOKOJICHUI U YCTPOMCTBOM OymyIIie-
ro mupa. Takoil UHTepec K HOBBIM IMOKOJIEHUSIM He 00sI3aTe/IbHO CBSI3aH
C HaJIMYMeM COOCTBEHHBIX IETe1 — OH MOXKET CYIIIeCTBOBATh y KaXKI0-
T0, KTO aKTUBHO 3a00TUTCSI O MOJIOAEKU U O TOM, YTOOBI B OYIyILIEM JTtO-
ISIM K1I0ch Jiydiie. Eciu xe 4yBCTBO CONPUYACTHOCTU YETIOBEYECTBY
He BBIpabaThIBaeTCsl, TO BOBHUKAET CAaMOIIOIIOIIEHHOCTh. YenoBeK co-
CPEIOTOYMBAETCSI Ha caMOM ceOe, 1 INIaBHOI ero 3a00TOi CTaHOBMUTCS
YIOBJIETBOPEHUE CBOMX MOTPEOHOCTEN U COOCTBEHHBIN KOM(OPT.

['eHEepaTUBHOCTb — LIEHTPAJIbHBI MOMEHT 3TOM CTaguM. DTO TO-
HSITUE OXBaThIBAaeT 3BOJIIOLIMOHHOE Pa3BUTHUE, KOTOPOE CHeIalo 4de-
JIOBeKa 00yJaroIIuM 1 OPTaHMU3YIOIIMM, paBHO KaK M OOyJaIOIIMMCSI.
[eHepaTUBHOCTh — 3TO 3aMHTEPECOBAHHOCTh B YCTPOMCTBE XXU3HU U
HacTaBJIeHUM HOBOIO IOKOJIeHUs. [eHepaTUBHOCTh — caMasl BaxkKHasl
cTaaus KaK IMCUXOCEKCYalIbHOTO, TaK 1 IICUXOCOLMAJIBHOTO Pa3BUTHUS,
OHa BKJIIOYAET B ce0s1 MPOAYKTUBHOCTh M KPEATUBHOCTh, HO HE MOXET
OBITH MU 3aMEHEHA.

Korma Takoro oOorallieHusl He yaaeTcsl AOCTUYb, MPOMCXOIUT
perpeccuss K MOTPEOHOCTU B TCEBAOOJIMU30CTH, YAacTO C IITYOOKUM
YyBCTBOM 3aCTOs 1M OOeOHEHMEM JMYHOI ku3Hu. IlpuumHbI OTCTa-
BaHUSI — yYpe3MepHoe ceOsutrobre, HaIpsbKeHHOE CaMOCO3MIaHue
MpeycrneBaloeil TMIYHOCTU 3a CYET IPYTUX CTOPOH XKM3HM, HElOoCTa-
TOK BEpHI, JOBEpUs, OIIYIIEHNS BOCTpeOOBAHHOCTH 00IIecTBOM. Ta-
KOl 4YeJIOBEK HauyMHaeT 0ajaoBaTh ce0s1, KaK eciu Obl OH ObLT CBOMM
COOCTBEHHBIM peOEHKOM.

B pa®ounx OTHOIIEHUSIX Y COTPYIHUKOB Ha JAHHOM CTaaUy BO3HM -
KaeT NOTPEOHOCTH B Iepenaue MMEIOIINXCS HABBIKOB U OTIbITA IPYTUM.
IIpenmonaraercs, 4To TaKMe COTPYTHMKN HAMIYYIIUM 00pa3oM IIOmd-
XOIST Ha POJib MEHTOpa/HAaCTaBHUKA, OCOOCHHO JJIsSI MEHEe OIBbITHBIX
kosuter. ITpoexTsl, BhI3bIBaOIINE HAUOOJBIINKI UHTEPEC Y TAKUX pa-
OOTHUKOB, CKOpee Bcero, OyayT OTHOCUTHCS K KaTETOPUM COLIMATIbHO
3HAYUMBIX.
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B naHe pa3BUTHUS IMYHOCTHA B KOMITAHWU, KaK 1 B cIyvae Ipenbl-
OVIIei CTaguu, yXKe BPsI U MOXHO TOBOPUTH 00 ajamnTalud — CO-
TPYOHUKM ONIYIIAIOT ce0sT B opraHuM3alny Kak goMa. ObpereHue re-
HEpaTUBHOCTH O3HAYaeT KelaHWe OpaThb Ha ceOs OTBETCTBEHHOCTh
0 COOCTBEHHOII MHUIIMATUBE, CIIOCOOHOCTh JaBaTh YTO-TO O€3 3ro-
WCTUYHOM MOTUBALIMU, B YACTHOCTU, TPEHUPOBATh U 00y4YaThb HOBBIX
COTPYIHUKOB B OpraHU3alliMN.

Cmadus: no30HsAA 3pesiocmeo

Kpuzuc: LeroctHOCTD «SI» mpotuB OT4yastHUA.

KomMmnoHeHTa IMYHOCTU B AOMUHUPYIOLLEM COCTOAHUN PpOopMUpO-
BaHUA: MyIpocCTb.

«f-koHUenuma»: «MBI — 3TO TO, YTO OCTAHETCS TTOCIIC HAC».

Ha BocbMy10 1 TOCJENHIOW CTaauIO Pa3BUTUSI JUYHOCTHU B KJlac-
cuyeckoi Kinaccudukaluy OpuKcoHa MPUXOAUTCS MEPUO, KOTraa Oc-
HOBHas paboTa XXM3HU 3aBepllieHa W ISl YeIOBeKa HACTYIaeT BpeMsl
pa3MBbIIUIEHUH U MOABENESHUS UTOTOB.

INcuxocommaabHBI MapaMeTp 3TOTO MepHoAa 3aKIIOYeH MEXIy
LeJIOCTHOCTBIO U oTyassHMeM. OlryllieHre LeI0CTHOCTU, OCMBICIIEH-
HOCTM XKM3HM BO3HUKAET y TOTO, KTO, OIMISAbIBAsICh Ha MPOXUTOE,
OINyIIaeT yaoBiIeTBOpeHue. LlemocTHOCTE Bro MoxeT cchopMUPOBAThH-
¢s TOJIBKO Y TOTO, KTO 3a00TUTCS O IejlaxX M JIOASX, alanTupoBalics K
nobenaMm U mopaxeHusM. ToT ke, KOMy IPOXUTas KU3Hb TPEICTaB-
JISIETCSl LeMblo YIYIIEHHBIX BO3MOXHOCTENH M HOCATHBIX MPOMAaXOB,
OCO3HaeT, YTO HaAYMHATh BCE CHayaja YyXe IMO3MHO M YIYIIEHHOTO He
BepHYTb. TaKoro yeoBeKa OXBaThIBACT OTYASTHUE P MBICTU O TOM,
KakK Moria Obl CJIIOXUTBHCSI, HO HE CJIOXUIach ero XXu3Hb. be3Hamex-
HOCTb, OTCYTCTBUE WJIM YTpaTa HAKOIJIEHHOM IIeIOCTHOCTH BbIpaxka-
€TCS B CTpaxe CMEPTHU: eMMHCTBEHHBIN 1 HETTOBTOPUMBIN XXN3HEHHBIMA
LIMKJI He IPUHMUMAETCs Kak 3aBeplieHue Xu3Hu. OTyasiHie BeIpaxkaeT
CO3HAHWE TOTO, YTO BPEMEHU XKUTh OCTAIOCH CIIMIITKOM MaJIO, YTOOBI
TIOTTBITAThCS HAYaTh HOBYIO XXU3Hb M MCITBITATh MHBIE IYTH K 1IET0CT-
HOCTU. DTO OTYasIHME MOXKET MPUHUMATh 00pa3 «Macchl MEJIKUX OT-
BpallleHUi», KOTOPBIE HE CKIIAIBIBAIOTCS B OMHO OOJIBIIIOE pacKasHUe.

CpaBHUB 3Ty CTaJUIO C CaMOii MepBoii, MOXHO 3aMEeTUTh, KaK 3a-
MBIKAeTCs KPYI KOMIIOHEHT JJMYHOCTH: LIEJIOCTHOCTH (integrity) B3poc-
JIOTO W MJIaZieHYecKoe MOBepre, YBEpEHHOCTh B YeCTHOCTH (integri-
ty) OpuKCOH 0003HauaeT OMHUM U TeM Xe clioBoM. OH yTBEpXIaerT,
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YTO 3IOPOBbIE I€TU HE OyAYyT OOAThCS XKWU3HU, €CIU OKPYXKAIOUIME UX
CTapuK1 00JamaloT JOCTATOUYHOM IIEIOCTHOCTBIO, YTOOBI HE GOSITHCS
CMEpTH.

B 6usHec-cpene i COTPyOTHUKOB Ha JAHHOM CTaIWU Pa3BUTHS
BaXKHO TOHUMAaTh CBOIO 3HAYMMOCTb, OLIYIIATh BKJIaJd B OOLIYIO IJIO-
OasibHYyIO 11eJb. [IporcxoauT mepeolieHKa MPeAbIAYIIero omnbiTa, Oc-
HOBaHHas Ha YyBCTBE HEBO3MOXKHOCTH «HAYaTh KM3Hb CHavYama». st
pabOTHHKA BaXKHO OCO3HABATh, UTO MOCJIE HETO OCTAHETCS] HEUTO BaX-
HO€ U He3bIbJieMoe, OyIb TO HaKOIJICHHbIE 3HaHWsI, MHHOBAIllMOHHOE
n300peTeHne, YHUKaIbHas pa3paboTKa WIN IIPEeeMHUK.

[leocTHOCTD O3HAYAET yMEHUE BUAETH MOpsinoK B mupe. CoTpy-
HUKU, TOCTUTIIIME 3TOI CTaanY B OPraHU3AIIUHU, SBIISIIOTCS XKMBBIM BO-
TUIOLLIEHVEM ee TIPUHLIMITOB U LIeHHOoCcTel. M 3To oueHb BaxkHO, MOTO-
MY YTO HaJlMYMe LETOCTHOCTH y COTPYAHUKOB KOMITAHWU HANPSMYIO
BJIMSIET HA OIIBIT HOBBIX COTPYIHUKOB, KOTOPhIE HAYMHAIOT Kaphepy B
9TOM K& KOMIaHUY C TIEPBO cTaauu — (POPMUPOBAHUS JOBEPUSL.

31ech UMEET CMBICT OCTAaHOBUTBHCS M TTOABECTH HEKOTOPHIE UTOTH.
JeTanpHBIN aHATU3 TEOPUHN Pa3BUTHSI DPUKCOHA MAaeT BO3MOXHOCTD
cenaTh 3aKJIOYeHUEe O HaJIMYMU B Hel MOTeHIMana IJjisl UCIoJIb30Ba-
HUS TIPU OLICHKE TIPUYMH UMEIOIIUXCS TTPo0JieM BO B3aMMOIEHCTBUM
MEXIYy COTPyIHUKAMM, UX aJanTalldi Ha HOBOM MeECTe, a Takxke s
pa3paboTKu MpeNIoKeHW Mo peopraHu3aliuy TpyaIoBOTo mpoiiecca U
TTOBBIIIEHUIO MOTUBALIMHU COTPYIHUKOB.

WHCTpyMeHT aHanm3a MeXXJIMUHOCTHbIX
B3aMMOAEeNCTBMI: «MaTpuL,a COBMECTUMOCTU»

Cam DpUKCOH TOBOPUII, YTO €T0 LENIbI0 OBLIO HEe pa3padoTaTh IIPo-
BEpSIEMYIO TEOpHIO, a 3aAaTh OOIIYI0 CTPYKTYpYy, B paMKax KOTOPOIi
MOXHO paccMaTpuBaTh pa3BuTue tudHocTy. OH npusHaBain [Erikson,
1994], 4t0 ero Teopus IPEACTaBISIET COOOM, CKOpee, OIMMcaTeTbHbII
0030p COLIMAJIBHOTO 1 SMOLIMOHAIIBHOTO Pa3BUTHS YeJOBEKa U SIBJISI-
eTCST «MHCTPYMEHTOM TSI pa3MBIIIIICHHWH, a He (aKTHUYeCKOro aHa-
nmm3a». Teopust He 0OBSICHSIET KaK VIIH TTOUYEeMY TTPOMCXOIUT Pa3BUTHE
JUYHOCTH, KaK Pe3yJIbTaT OMHOM MCUXOCOLIMATbHOM CTaaIuU BIUsET Ha
JTUYHOCTD Ha Oojiee To3MHel cTanny. B Heil He comepskKUTCS OTBeTa Ha
Borpoc: «Kakoif OIbIT JOJDKEH UMETh YeJIOBEK, YTOOBI YCIEITHO pa3-
pelath pa3IMYHbIe TICUXOCOIUATbHBIE KOHMIMKTH U TIEPEXOIUTh C
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OIHOW CTalUU HA IPYTYIO?» U HE MPEAJIAraeTcsi YHUBEPCAJIbHOIO Mexa-
HU3Ma pa3pelieHus KpU3ucoBs.

Tem He MeHee, U3 TPUBEACHHBIX BbIIIE OMMCAHUI BUIHO, YTO
YacTO MO XapakKTepy HeXenaTeJbHbIX MPOSIBJICHWU B MOBENEHUU Ye-
JIOBEKa MOXHO JOCTaTOYHO TOYHO TMPEATOJIOXUTh, HA KaKOi cTaguu
ObUIM MOJyYEHBI TPABMBI U KAKUE U3 KOMITOHEHT JIMYHOCTU HE CMOTJIA
cpopmupoBaThCsl B ONHOMN Mepe. OgHAKO, MOCKOJIBbKY KOMIIOHEHTHI
MMEIOT KaK OCO3HaBaeMylo, TaKk U Oecco3HaTebHYIO0 YacTH, UX IPo-
SIBJICHUS] MOTYT OBITb HE BCETa 3aMETHBI TPY HAOIIOJEHUN OKpYXato-
IIMMU WU TOCTYITHBI 1J1s1 0OCO3HAHUS CaMUM YeJIOBEKOM MTOCPEACTBOM
uHTpocnekuuu. Mmermirecs: mpo0aeMbl MOTYT KOHLIEHTPUPOBAThCS
B HEOCO3HaBae€Mble BHYTPEHHUE YCTAHOBKU, JIS1 BbISIBIEHUS KOTOPBIX
HEOoOXOIMMO UCTIONb30BaTh KAaKOM-T10O0 MHCTPYMEHT.

C oTolf TOUKM 3peHUsI TOT (hakT, 4TO KaxkJAOW CTaAuU Pa3BUTUS
JIMYHOCTHY COOTBETCTBYET CBOSI UIEHTUYHOCTD, (hopMynupyemasi B BUie
KOPOTKOM «SI-KOHLEMIIUU», OTKPBIBAET MOCTaTOYHO MHOToobela-
JOLIMI MOAXol K MISHTU(hUKALMY Hanbosee akTyaJlbHOM Ha JaHHOM
MOMEHT KOMITOHEHThI JJUYHOCTU Ha OCHOBE OIpenesieHusi Haubosee
MPEANOYTUTENbHOM ST YeloBeKa «S-KOHLIeNIW» (HarpuMmep, 4epes
HX MOMapHOe cpaBHeHUE). OUEeBUIHO, YTO JUIsl JOCTOBEPHOI OLIEHKU
YPOBHSI Pa3BUTHUSI KOMITIOHEHT KOHKPETHOTO YejloBeKa HeoOXOmUuMO
WCTIOJIb30BaTh 00Jiee CIIOXHBIE MHCTPYMEHTHI, TaKWe KakK TIIyOMHHOE
MHTEPBbIO WIN paciurpeHHbie orpocHuky [Boyd, Koskela, 1970; Ha-
machek, 1990]. OnHako OBICTPBII CKPUHUHT MOT OBl CYILIECTBEHHO M0~
MOYb B BOIIPOCE YCKOPEHUSI 3TOTO Ipoliecca IMpu padoTe ¢ O0JbIIMMUA
TpynIamMu JIoaei.

Kpome Toro, aHaiau3 MNOTpeOHOCTEH, MPUCYIIUX JUYHOCTU Ha
Pa3HbBIX CTAAUIX Pa3BUTHUS, OTKPbIBAET BO3MOXHOCTH IJIs1 KOMIIEHCa-
uuu. Hampumep, nmoTpeOGHOCTh B yUeHUKax Ha CTaauM CpenHeit 3pe-
JIOCTHU, SIBJISIETCS KOMIUIEMEHTAPHOM 1JI1S1 TOTPEOHOCTU B PYKOBOJICTBE
Ha JJAaTEHTHOM CTaauu. A 3HAUYMT, €CIU €CThb COTPYAHUK C HEyTauyHbIM
OIBITOM TIPOXOXIEHUSI JATEHTHOIN CTaauu, TO MOSIBJISIETCS BO3MOX-
HOCTb KOMIIEHCUPOBAaTh 3Ty TPaBMY 3a CUET €r0 COBMECTHOI pabOThI
C KOJIJIeToii, HaxXOmSIIUMCS Ha 3Tarle CpeaHel 3peoCcTu, KOTOPbIii Kak
pa3 U MOXeT cTaThb 00pa3llOM TOTO BHUMATEJILHOTO U 3a00TJIMBOTO Ha-
CTaBHMKa, KOTOPOTO YEJIOBEKY TaK HE XBaTaJio B JeTcTBe. M1 HanpoTus,
MaJIOBEPOSITHO, YTO B3aUMOAEHCTBUE TAKOTO COTPYIHMKA C KOJUIETOM,
HaXoJAIIMMCS B MOAPOCTKOBOW CTalMW CTAHOBJIEHUS, OYIET yCnell-
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HbIM. [ToApOCTOK Bps 1K 3aX0UET MPU3HABATh B HEM «CBOETO» U C BbI-
COKOI1 BEpOSITHOCTBIO OOPYIIUTCS HETO C KPUTUKOM CO BCeii HEMPUMMU -
PHUMOCTBIO IOHOIIIECKOT0 MaKCcUManu3mMa. Takum o0pa3oM, MOoSIBIsIETCS
MOTeHLIMATIbHAs BO3MOXHOCTb OLIEHKM BEPOSITHON COBMECTMMOCTHU U
HECOBMECTUMOCTU COTPYIHMKOB Ha OCHOBE OLIEHKU MX aKTyaJlbHOM
CTaUU JMYHOCTHOTO Pa3BUTHS U HAJIMYMS TPABMHUPYIOIIETO OIbITA HA
MPEabIAYIIUX CTAOUSIX.

MBI peiaraeM B KaueCTBE MHCTPYMEHTA TaKOM OLIEHKU MaTpUILY,
HaIISAHO JIEMOHCTPUPYIOIIYIO BO3MOXHYIO YCIEITHOCTh B3aUMOJIE -
CTBMS Ha MepeceYeHU M pa3HbIX CTaAU PA3BUTUS IUYHOCTU. DTOT UH-
CTPYMEHT, KOTOPBII MBI Ha3BaIu «MaTpulia COBMECTUMOCTU», MOXET
WMETh HECKOJILKO BapMaHTOB peanu3aiuu. Ha pucyHke 2 npuseaeHa
MaTpUlla COBMECTUMOCTU JIJISI COTPYAHUKOB C Pa3IUYHbIMU aKTyasb-
HBIMU CTaAUSIMU JIUYHOCTHOTO pa3BUTHS 0€3 TPaBMUPYIOILETO OIbI-
Ta C UX KOJIJIEraMy, UMEIOLIMMU TPAaBMUPYIOIIUIA OMBIT, TTOJTYyYEHHbBIN
Ha OJHOM W3 MPEAbIIYIIUX 3TanoB pa3BUTUsl. OLIEHKU COBMECTUMO-
CTU PaOOTHUKOB (OKpallIeHbl 3€JEHBIM 1IBETOM) M HECOBMECTUMOCTH
(KpacHBIM LIBETOM), a TAaKXe HEUTpaJbHOTO B3aUMOAEHCTBUS (3KEIThIM
LIBETOM) CIe/laHbl Ha OCHOBE aHaJIM3a COOTBETCTBYIOIIMX MOTPEOHO-
CTEM W MPOSIBJICHMUI, CBOMCTBEHHBIX KAXIOMH M3 CTaIUi, ONMKUCAHHBIX
Bhbilie. Kpome Toro, TaM, e Mbl COYJIM BO3MOXHBIM, YKa3ajau MOTEeH-
LIMaJIbHbIE CLIEHAPUU B3aUMOJECTBUS.

OnucaHHBIN TOAXOJ MOXET ObITh MCMOJIb30BAH TakXe IJIs pas-
paboTKu MporpaMm 110 afanTalii HOBBIX COTPYIHMKOB B KOMITAHUM.
B 3TOM Cciiyyae Matpuiia COBMECTUMOCTU OYIET OTpaxKaTh OLIEHKY CO-
BMECTUMOCTU COTPYAHUKOB B 3aBUCMMOCTH OT BpeMEHU UX pabOThI B
KOMIMAaHUU U, COOTBETCTBEHHO, CTaAuii aganTalii, Ha KOTOPbIX OHU
HaxongaTcs B JaHHbIA MOMEHT (puc. 3). B 1aHHOM TipuMepe 3anoJiHe-
HYe MaTpULIbl TPOBEAEHO MCXOAS U3 OOLIMX MPENNOJIOKEHU B UJLITIO-
CTPATUBHBIX LIEJISIX, Y €€ PEaIbHbII B MOXET CYLLIECTBEHHO 3aBUCETh
OT xapakTepa Ou3Heca. [TocKoJbKy B JaHHOM cllyyae Toapa3ymMeBa-
eTCsl, UTO pevb UIEeT O HOPMAJIbHO C(POPMUPOBAHHBIX TUUYHOCTSX, TO
00J1aCTh MOTEHIIUATIBHOM COBMECTHMOCTH TOPa3M10 BBILIE, YEM B CIIy-
yae «KOMIIEHCAaTOPHOTO» BapMaHTa MaTPUIIBI, IIPEICTaBICHHOrO Ha
pUCYHKe 2.

OrtnenbHOI 3agadeii, TpeOyIOLIe peleHus, IBIsIeTCs pa3padoTKa
METOIOB OIpeAeeHUs TEKYIEH CTaAuu aaanTaluu, Tak Kak O4eBU/I-
HO, YTO OHA B OOIIIEM cTy4yae HE COBMAJAET CO CTaIUEN JIMUHOCTHOTO

150



‘uNedoLde OHAL'dBLI0D ANHhOWO L]

xsureld xumAriaradu eH eliquo osemoiAdunaedL
BUhULEH U BULMased OJOHLIOHKhUL MITeLd YoHAreALye L0 n1doWmdnges g aoInHITAdL0d
ML1DOWULIBNE0D UMHBTIO anHargeld7adu aoHhudiel g -oud

quoowade
BBHTEO| |

qryowade
BBHI?ad)

q1oorade BBHHed

seaodLdodiol |

BeHLlHale|f

BEHAUBLUHA
-oHdoiowodio|r

BeHqureHe
-OHhamIq|

BeHdOodHaD
-oHaredQ

quowvade quoowvads quowvade BEHAVeLUHDI BeHAreHe gendoonas | BewakdvoHauwoy|
segaodod’ol|| BeHiHaLe|S
BBHIEO|| BBHTad> BBHHE] -oHdoLowoMo|f| -OHhamIaN -oHaredQ

BeHareAy

151



‘uwedolge OHALIRLIO0D 4N HhOWO |

UUHELWO) 8 nuneLuelre nireld noHareAie 1o N OWMdIUgeE g GOINHITALOD
MLDONULIBNE0D UMHBTO auHargeLd7adu soHhudlel g -oud

9150H1O019]

qLrooHauLedaHa]

9LO0HWWULH|A

91D0HhULHATY

angoirolrAd)

qldoHanLenNnH|f

91O0HAra1BOLO0NED)

andeasolf

9100H

9190H 91D0HAKaL nuneLuere
ETEL:Te} 14
-antedaHa]

q150H1O013]
-auLennnHY| | -Boldowe) nuirer)

ALYOHWULHJ| [9100HKULHAY|| amgoirorAd)

152



6. BO3MOXHOCTN KOHLenuun 3. DpUKCOHa Npun aHanuse
MOBEAEHUA COTPYAHVKOB 1 B3aUMOOTHOLLEHNIA MEXAY HUMM

pa3BUTHSI, IJIs OMpeeTIeHUs] KOTOPOii yKe CyIIecTBYyeT Habop JocTa-
TOYHO HAJEXKHBIX MHCTPYMEHTOB.

Ha ngaHHBIE MOMEHT MHCTPYMEHT HAaXOAWUTCS B CTaAuU pas3pa-
60oTku. OmHAKO yXe ceifyac MOXHO HAMETUTh OCHOBHEIE HallpaBlie-
HUS ero pa3BUTHSA. B mepBylo odepenb 3TO OTHOCHUTCS K BBEICHMIO
rpagauuii «COBMECTUMOCTU» U «HECOBMECTHMOCTH», a TaKxXe OoJiee
TOYHOM MAEHTU(MUKALIMM BO3MOXHBIX CIIeHAPUEB B3aUMOIEICTBUS.
CylecTBEHHYIO TOMOILb MOXET 0Ka3aTh MCMOJIb30BaHUE 3JIEMEHTOB
TpaHcakTHoro aHanu3a [Crioapt, dxouHc, 2017]. OTnenbHBIN UHTE-
pec TpeACTaBIsIeT CO3JaHUEe MHOTOMEPHOI MaTpUIBI COBMECTHMO-
CTU, TO3BOJISIIONIEH paccMaTpyBaTh B3aMMOIEUCTBUSI B TPYIINAx U3
Tpex u 0oJiee YeIoBeK.

3agavya JaHHOTO pasiena — MpuBJieYeHne BHUMaHMSI OM3HeC-TICU-
XOJIOTUYECKOTO COOOIIECTBA K TEOPUU Pa3BUTHUS JIMYHOCTU DpUKa
DPUKCOHA U ee He IO KOHIIA PACKPHITBIM BO3MOXHOCTSIM. B nanbHeii-
1LIME TIJIaHBI B TIEPBYIO OUYepelb BXOAUT MpaKTUYecKasl OlleHKa TpaHull
NPUMEHMMOCTH OITMCAHHOTO IOoAXoJa B OM3Hec-cpene, Mmomdbop OIl-
TUMAaJIbHBIX MHCTPYMEHTOB JIJISI OLIEHKU CTAIUM Pa3BUTUS JTIMIHOCTH,
a Takxke pa3paboTKa M amnpoOdalus KPpUTESPUEB UMCICHHOM OLIEHKU
COBMECTMMOCTU COTPYAHMKOB. DTO MpEANoyaraeT TECTUPOBAaHUE Ha
(okyc-rpynne ucneityeMbix (10 yenoBek), KOPpeKTUPOBKY WHCTPY-
MEHTOB MCXOSI U3 Pe3yJbTaTOB TECTOB, a TaKKe cOOpaHUe DKCIEePT-
HOII TpyMIIbI 1151 pa3paboTKU JajnbHelmx maroB. KoneuHas uenb —
npeBpallleHre MpeACTaBIeHHON Bblllle B BUAE MPOTOTUNA «MaTpulibl
COBMECTUMOCTU» B HOBBII TMOJHOLEHHBIM MHCTPYMEHT IJISI aHaIu3a
B3aMMOOTHOIIIEHUI MEXIY COTPYIHMKAMH, ONTUMM3ALNU B3anMO-
JEUCTBUM MEXIYy HUMU U CO3IaHUS YCIOBUIA TSI TIOBBILLIEHUS PE3YJIb-
TaTOB paOOTHI.
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Obyuatowasnca opraH1M3ayms:
OCHOBbI, KOHLU,ENTYya/ibHbIA NOAXOA,
NPUHLUUNbI YHKLMNOHMPOBAHUSA
N npumepbl

. Omuccove, E. [lawenxo-oe I[lpesuns,
H. Banoamncon-/lepromes

Temaruka obyuarolleit opraHu3alMyu CTAaHOBUTCS Bce OoJiee u 60-
Jiee BOCTpeOOBaHHOM B HacTosIIee BpeMsl. Bo3HUKaeT Bompoc: 3aueM
OpTaHU3AIUSIM CTAHOBUTHLCS 00yJaOIIUMU?

[Tepexon opraHu3aluii Ha APYroil ypoBeHb XXU3HEAEATEIbHOCTH,
TO €CTh UX TpaHChopMalus B 00yJyamlIrecs, MPOIUKTOBAH COBpe-
MEHHOM peaJlbHOCTBIO, B MEPBYIO OUepenb HECTaOMILHOCTBIO COII-
aJIbHO-9KOHOMMYECKO Cpelibl, OTSTOIIEHHOM BIMSIHUEM Pa3JIMYHOTO
poma KpM3KMCOB, B OCOOEHHOCTH MOCTUTAIOIIMX IIJIaHETApHOTO Mac-
mrada. B Takux ycioBUSIX CITOCOOHOCTb K ajamnTaiii CTaHOBMUTCS
OIHUM M3 OCHOBHBIX (DAaKTOPOB, OOECIIEUMBAIOIIMX XKMU3HECIOCO0-
HOCTh OpraHu3auuii (mpeanpusTuii, ¢pupM, Kommnanuii u 1.4.). Kak
W3BECTHO, UMEHHO CITOCOOHOCTD K MOCTOSIHHOM afanTaluu siBJseTCs
OTJIMYMUTEILHBIM KauyeCTBOM oOy4alolleiicsa opraHu3auuu [Burgoyne,
1994], a npoBoAMMOE OpraHU3allMOHHOE OOyYeHUe — OJHUM U3 ee
OCHOBHBIX KOHKYpeHTHbIX mpeumyiecTs [De Geus, 1988]. I[Ipu aTom
ITutep Cenre ormeuaeT, 4To B OOydalolIelicsl OpraHM3alluU «aJall-
TUBHOE» OOY4YeHHE NOKHO OBITh JOMOJHEHO «IIOpOXHAloIuM (Te-
HEPUPYIOILIUM)», TaK KakK ITocjeaHee, 1o ero MHeHUIO, CITOCOOCTBY-
€T TIOBBIIIIEHUIO TBOPYECKOTO IMOTeHIana. DTo, cautaeT I1. Cenre,
OIpeesieT OCHOBHOM CMBICI o0y4alolleiicsa opraHu3auuu, nbo oHa
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«IIOCTOSTHHO pacIIupsieT CIIOCOOHOCTh CO37aBaTh CBOe Oynyliee»
[Cenre, 2006, c. 33].

TemaTnka obOy4aromeiicss opraHu3au! HaYMHaAeT YCUIICHHO pa3-
BuBaThCs B 90-x rogax mpouuioro Beka B padorax I1. Cenre, M. Ilemne-
pa c coaBTopamu [Pedler et al., 1991], JIx. byproiina [Burgoyne, 1988;
Burgoyne, 1999], I1. I'apsuna [Garvin, 1993], P. Kannona u JIxx. ®yn-
nepon [Kandola, Fullerton, 1994], K. Yuka u JI. Jleona [Wick, Leon,
1995] u Ipyrux aBTOPOB.

W xots TepMUH «00yYamoIasics OpraHu3alyvs» yIoTpeOJsuicsa u
paHee (cM., Hanipumep, [Burgoyne, 1994]), MOXHO ¢ yBEpPEHHOCTbHIO
YTBEPXKIATh, UTO UMEHHO ¢ BbIXoaoM B cBeT B 1990 rogy kuuru I1. CeH-
re «IIgTas nMcUMITIMHA: UCKYCCTBO Y MTpaKTUKa OOydarolleiics: opra-
Huzauuu» (The Fifth Discipline: The art and practice of the learning
organization), OH TToJTy4aeT ITMPOKOE PacIpoOCTpaHeHHeE.

ABTOp omnpenenseT 00y4yarllylocs OpraHM3alnio Kak KOJIEKTUB,
I1e «COTPYAHUKHU HEMIPEPBIBHO PACIIUPSIIOT CBOM BO3ZMOXHOCTH, IO-
MOTalolle UM JOOMBAThCI HYXHBIX pe3yIbTaToB, Ile BhIpabaThIBa-
FOTCSI HOBBIE CTIOCOOBI MEITIUIEHUS, TIe CBOOOTHO pacIipOCTPaHSIIOTCS
KOJIJIEKTUBHBIC YCTPEMJICHHMS, TIEe COTPYIHMKN HEIPEPHIBHO yJaTcs
TOMY, KaK OCYIIECTBJISITh COBMECTHOE 00yuyeHUe» (LIUT. 110 [AMCTPOHT,
2004, c. 453]) u «roe J0au MOCTOSTHHO OTKPBIBAIOT, YTO UMEHHO OHU
CO3[AI0T PEATbHOCTh, B KOTOPOUl OHU XWBYT U OeicTBYIOT. U 3mech
XK€ OHM ydaTcsl TOMY, KaK U3MEHSTh 3Ty pealbHOCTh» [Cenre, 2006,
c. 31].

CHayaJjia Mbl OCTAaHOBUMCSI HAa HEKOTOPBIX XapaKTeprCTHUKAX Opra-
HU3ALIMOHHOTO O0YYeHUsl, MOJIOXKEHHBIX B OCHOBY YKa3aHHOi1 pabOThI
IMTutepa Cenre, 3aTeM, onupasichb Ha KOHLENTYaJIbHbII MOAX01 00y4Ja-
OIIeCsl OpraHM3aIH, TIPEIJIOKeHHBIM aBTOPOM, MBI pa3bepeM ee oc-
HOBHBIE XapaKTePUCTUKM («IUCIUTUIMHBI» B TepMuHONOTMU CeHre),
0oJjiee TOAPOOHO OCTAHOBUBIIMCH HA CUCTEMHOM MBILIJIEHUU — TIsI-
TOM AucUUILIMHE. Jlajgee, Mbl pacCMOTPUM METOIOJIOTUIO BHEIPEHUS U
(byHKIIMOHMpOBaHME 0OYJAIONINX CeTeil B OMHOM M3 KPYITHBIX KOMIIa-

I MpbI ucnioyib3yeM JaHHBIM NepeBol ¢ aHIIMICKOTO si3bika (pa3bl «Learning
organization», Tak KakK, Ha Halll B3NS, OH OTPaXkaeT TOJIKOBAHUE 3TOTO MOHSITUS
YKa3aHHBIMU aBTOpaMU U B IepByio ouepenb 1. Cenre. BeipaxkeHue «camoobyda-
JOLIASICS. OPTaHMU3ALMST», TAKXKE YIOTPEOISIONIEECS B PYCCKOS3BIYHOM JINTEPATYPE
IUTsI TIepeBoa 3Toi (pasbl, He COBCEM TOYHO.
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Huii @paHIMKU KaK MPUMep KOHKPETHOTO MCIIOIL30BaHUS PUHIIUIIOB
oOyyaroleiics opraHu3alu.

Heo0OxonuMo moayepKHyTbh MECTO W pOJib OOyUeHUSI IIJIS OpraHu-
3aumii. [To muenwmio J. F'apuna [Garvin, 1993], koTopoe npogoyrKaer
OBITH aKTyaJbHBIM, OOyUYeHHE HOKHO OBITh CYIIIECTBEHHOM COCTaB-
JITonIedt MOJMTUKY OpraHU3aluii, 100 3TO HEOOXOAUMO IS UX BbI-
KuBaHus. Peub nmer 06 oOydeHNU Ha BCeX YPOBHSIX — paboyeM, Io-
JINTUYECKOM M cTparternyeckoM. OHO AOKHO OBbITh CO3HATEIbHBIM,
HEeNpepBIBHBIM 1 MHTErPUPOBAHHBIM, a YIIpaBJeHUYECKU ammapar
IOJDKeH 3a00THTCS O CO3MAaHWM TaKOTO KJIMMara B OpTaHM3aluu, TIpU
KOTOPOM BeCh ITepCOHaI MOT ObI HEMPEePHIBHO 00yYaThCS.

IIpuBenem onHO omnpeneacHue ooyyeHus, mpemioxkeHHoe K. Apru-
pucoMm [Argyris, 1993] u yxe U3BeCTHOE pPOCCUIICKOMY UMTATENIO: «00-
y4eHHe — 3TO He MPOCTO OBJaJieHWe HOBBIM MMOHUMaHUEM WJIM HOBOM
uneeii. ObyuyeHre UMeEeT MECTO, KOrja Mbl coBepiiiaeM 3(pdeKkTuBHOE
JeiiCTBYEe, KOTma Mbl OOHapyXMBaeM U McIpabiisieM olunoKy. Kak Bbl
y3HaeTe, YTO Bbl UTO-TO 3HaeTe? — Korma Bel MOXeTe cienarh To, YTo,
KakK BBI cuuTaeTre, 3Haete» (1uT. mo [AmctpoHr, 2004, c. 458]).

Kak BugHO M3 omnpeaeiacHusl, peyb UAeT He 00 0Oy4eHUU, OCHO-
BaHHOM Ha HaKOIUICHUM U OCBOGHWMW HOBBIX 3HAaHUI TIepen TeM, Kak
MPUCTYIUTH K AeHCTBUIO, a 06 00y4eHUN BO BpeMs U MOCPEACTBOM
neiictBusl. UMeHHO Ha Takoit moaxoa K ooydeHuto onupaics I1. Cenre
Mpu pa3paboTKe CBOETO KOHIIENTYaIbHOTO ITOIXona K o0yJaromeics
OpraHu3alui U UMEHHO TaKol TUIT 00yYeHUsI MPaKTUKYyeTCsl 00yJyaro-
IIUMU CETSIMU, O KOTOPBIX Peub MOMIET HILKE.

B xoH1IeImIMM obyJaroleics opraHu3anuy (I B 0OYJaroIInX ce-
TSIX) UCTIONB3YIOTCS TaKXKe TeopeTndeckue Hapadbotku K. Aprupuca u
ero coaBtopa /Jl. Illona [Argyris, Schon, 1996; Argyris, Schon, 2002]
OTHOCUTEITBHO IBYX THIIOB O0YJYEeHUS: OMHOKOHTYPHOTO MJIN O0YJIeHUS
M0 TUMY <«€AMHUYHON MEeTIU» U ABYXKOHTYPHOTO WM OOy4YeHUS IO
TUITY «IBOMHOI MeTIn» (00ydeHNe afalTUBHOE U TeHEPAaTUBHOE B TEP-
muHax I1. ¥Yacta [West, 1996]). OrmeTuM, uto K. Aprupuc u /1. Illon
[Argyris, Schon, 1996] co cBoeit cTOPOHBI TaKXKe HaCTaMBaJld Ha CH-
CTEMHOM CBSI3M MHIWBUAYAJTBHOTO M OPraHNU3aIlMOHHOTO OOYJeHMSI.

OO0yueHue Mo TUITY «CAUHUYHON MeTan» (OMHOKOHTYPHOE), KOTO-
poe 3aKiIo4yaeTcs B 00OHapyKeHUU 1 KOPPEKTUPOBKE OLIMOOK, UCIIOJIb-
3yeTcsl OOMBITMHCTBOM opraHusanuii. [Io MHeHUIO aBTOpOB [Argyris,
Schon, 2002], ero BIIoJHe JOCTaTOYHO, €CJIM pedb UAET O TaK Ha3bIBae-
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MOM OIlepaTMBHOM OOyYEeHUU, HallpaBJIeHHOM B OCHOBHOM Ha JIOCTHU-
XKeHHE Pe3yIbTaTOB M MOmIepskaHu 3(PHEKTHBHOCTH TTPOM3BOICTBA B
npeaenax ycTaHOBJAEHHBIX HOPM U CTaHIapTOB.

IIpu oOyyeHUM IO TUILY «IBOMHOI METIM» COTPYOAHUKU OpraHu-
3allMd BBIHYXXAEHBI pa3peliaTb MEXJIUYHOCTHbIE U MEXIPYMIIOBbIe
KOH(MIIMKTHI, oTpaxatoliue TpeboBaHusI, alpuopy HECOBMECTHUMbIE C
XOpOIIleil OpraHMU3allMOHHON NesSITeTbHOCTBIO. DTO TTPOMCXOIUT B TeX
clyJasix, Korma MCIpaBjieHHe OLIMOOK (HECOOTBETCTBHUSI MeEXIy Ha-
MEpEeHUEM U PE3yIbTaTOM) MOXKET IMOMTH B pa3pes3 ¢ CYIIECTBYIOITMM
OpraHu3alMOHHBIMU HOPMaMU, LIEHHOCTSIMU U CTaHAapTamMu. Takum
0o0pa3oM, CTAaHOBUTCS HEOOXOIMMBIM BbIpabOTaTh HOBOE MOHUMA-
HHUE MPOTUBOOOPCTBYIONINUX TPeOOBAHUM, UX TTPOUCXOXICHUS U TIO-
CJIENCTBUIA, a TaKXKe BbICTPAMBAaTh HOBbIE TTPUOPUTETHI, KOPPEKTUPYS
WY TiepecMaTpuBasi HOPMbI M CTAaHAAPThI, HAPSIAY CO CTPATETUSIMU U
CBSI3aHHBIMM C HUMU TTapagurMamu. biaromapst aToMy Tipoiieccy pe-
CTPYKTYpUpPOBaHHbIE TpeOOBaHUS IJis JOCTUXEHUS OpraHU3allMOH-
HBIX 1IeJIeil CTAHOBSTCS Bce 60siee COBMECTUMBIMU, YTO TO3BOJIUT -
(beXTBHO OCyIIeCTBUThL HaMEYeHHOE, a HOBbIE HOPMBI M CTaHIAPTHI
3aKpensiTcs B OpraHu3alnu.

HMHorma uaMeHeHUs [IEHHOCTEH 1 CTaHAAPTOB, BBHITEKAIOIINE KaK
cliencTBUe OOydeHUs O TUITY «IBOWHOI METIW», MOTYT BOCIPUHU-
MaTbCsl KaK HexenarenbHble. TeM He MeHee TOJIbKO Takoe OOydyeHue
TO3BOJISIET OTHEJIBHBIM COTPYIHMKAM M OPraHU3aLMU B LIEJIOM OCY-
LIECTBISITh NIyOOKME U3MEHEHMSI CYIIECTBYIOIIUX MPaKTHUK.

MMmenHo oOydyeHure Mo TUITY «IBOMWHOM TIETJIN» MO3BOJISIET OpTaHU-
3allMsIM ¥ KOMITAHUSM UMETh YBEpEHHOCTDb B OYIyIIeM, TTOTOMY TSI
CO3JaHUsI KOHKYPEHTHOTO TTPEUMYIIECTBA HEOOXOMMMO OTKA3bIBAThCS
OT pEIIeHNI B KPAaTKOCPOUYHOM TTEPCIIEKTUBE KaK CICACTBUE OOYISHUS
MO TUIY «CIMHUYHOM METIN».

OpraHuzalMoHHOe OOy4YeHHue, CIIOCOOCTBYSl Pa3BUTUIO «OpPTaHU-
3alIMOHHBIX BO3MOXHOCTEH», HAXOMUTCS B SIUIICHTPe 00yJatomeics
OpraHu3aiyu, HO MPU 3TOM 3THU JBa MOHSTUS HE SIBJISIOTCS CUHOHU-
MaMH.

OO6yJaroIrecst OpraHN3aIi UMEIOT TIITh OCHOBHBIX 0a30BBIX Xa-
PaKTepUCTUK, TaK Ha3bIBaEMbIX TUCIUTUIMH B TepMuHoaoruu I1. CeH-
re [Senge, 1990], koTophle, 110 MHEHUIO aBTOPA, OINPEAEISIIOT OCHOBY
Kaxaoit oOyyvatolieiicss opraHu3aluu U 00s13aTeIbHO TOKHbBI pa3BU-
BaThCsl B COBOKYITHOCTU. DTUMU TUCUUTUIMHAMU SIBJISIIOTCS: CUCTEM-
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HO€ MBIIIJIEHUE, IMYHOE MACTePCTBO (JIMYHOCTHOE COBEPILIEHCTBOBA-
HHUE), MEHTaJIbHBIC (MHTE/UIEKTyaJbHEBIE) MOACIN, O0llee BUACHUE U
rpynnoBoe o0yyeHue Wi, TouHee, o0ydyeHrue B KOMaH/Ie.

Ilon MUCIUTITMHON aBTOP MTOHUMAET COBOKYITHOCTb TEOPUU U Me-
TOMIOB, HEOOXOMUMBIX JUIS OCBOEHUSI, OBJIaZleHUE KOTOPBIMU Ba>KHO JIJIsT
TIPYMEHEHMS UX Ha MPAKTUKE.

MepBasa avcumnanHa: AMYHOE MacTePCTBO
(nMMYHOCTHOE coBepLUEHCTBOBaHME)

Yro KacaeTcsl IMYHOTO MAacTepcTBa WU, IPYTMMU CIOBaMU, CO-
BEpILIEHCTBOBAaHUS JTUYHOCTU, OHO, Mo MHeHuto I1. CeHre, oTpaxaer
JIMHAMUKY HEIPEPHIBHOTO 00y4YeHUs (B TEYSHUM BCEM XXMU3HU) U CIIO-
COOCTBYET COCPENOTOYEHUIO HA JOCTUXKEHUU 1IeJIeli, KOTOPbIE YETOBEK
caM CTaBUT Iepen coboii U KOTOphble eMy JOPOTrd. DTa MUCIUILIMHA
CITOCOOCTBYET BEIPAOOTKE aKTUBHOTO OTHOIIIEHUSI K MUPY M pa3BUBacT
YYBCTBO OTBETCTBEHHOCTH.

Cy1iecTByeT B3aMMO3aBUCUMOCTb MEXIY JUYHBIM OOydYeHHEM U
OpraHM3aIIMOHHBIM, KOO TTPUBEPXKEHHOCTh OPTAHU3AINHU K OOYICHUIO
U ee CIIOCOOHOCTb MPOABUTaThCS BIepea TECHO 3aBUCUT OT IMPUBEP-
KEHHOCTHM K OOYYEHHIO U CTPEeMJICHUS IBUTAThLCSI BIIEPE €€ COTPYI-
HUKOB.

Bropasa aucuunavHa: MeHTasibHble MOAENN

MeHTanbHble MOIEIN, CYIIECTBOBAHME KOTOPBIX MBI YACTHO HeE
OCO3HaeM, CWJIbHO BJIMSIIOT Ha Hallle TOHUMaHWe MUpa U Ha BbIOMpa-
eMblii HaMu cnoco0 AeiicTBUsA. OHU OIpenessaioT Hallle IOBEeICHUE B
OpTaHU3allM{ B CHIIy TOTO, YTO MPEICTABICHUS O TOM, «4TO MOXET U
Yero He MOXET OBITb» CIEIaHO B Pa3IMYHBIX CUTYaLUSIX, IJTyOOKO YKO-
peHeHbI B Hac. OBnaieHe HOBBIMU MEHTAJIbHBIMU MOICISIMU ITOMOTa -
€T MpeoioJieBaTh OrpaHMYEHHOCTb BOCTIPUSITUS MUPa U CITOCOOCTBYET
OTKPBITOCTH yMa.

MeHTanbHbIE MOIEIN OKA3bIBAIOT CUILHOE BIMSHNE Ha BCE AUCLIU -
TUIMHBI, HO 0COOEHHO Ha CUCTEMHOE MBIIIIEHHE, TaK KaK, HaripuMep,
B CUJIy CBOEI HETMOKOCTH OHU MOTYT SIBUThCSI CEPbhE3HBIM 0aphepoM K
CUCTEMHOMY U3MeHeHMIo. [Ipy 3TOM 3T IBe AUCLUTUIMHEI SIBJISTIOTCS
B3auMOAOMNONHSIOIUMU. [ToSICHUM 3TO Ha MpUMepe OTHOM NU3BECTHOM
MeTacdopsl. UToOBI OpraHM3alKs MOIJIa, TakK CKa3aTh, «yBUIETh 3a JIe-
pPEeBBbSIMU JieC» (TO €CTh 32 COOBITUSIMUA — 3aKOHOMEPHOCTH), HE00OXO0-
JUMO TIpUOETHYTh K TISITOI TUCLIUTIMHE — CUCTEMHOMY MBIIIJIEHUIO,
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HO IIpY 3TOM HaJ0, YTOOBI CHayaja aieKBaTHO (HE alpuopu) ObLIU
BOCIIPUHSITBI «I€PEBbsI» (B 3TOM BKJIAJ TUCIIUTUIMHBI MEHTAIbHBIE MO-
JIeTN).

TpeTba AncumnanHa: popmMmmpoBaHue obLiero BUAeHUs

Jnsg BbIpa®OTKU M TIOAAEPXKAHUST OOIIET0 BUASHMS, IO MHEHUIO
1. CeHre, BaxXHO clejaTh «3pMMbIMU OOIIME KAPTUHKU OYayILEero»,
KOTOpbIe OYyOyT CTUMYJIMPOBaTh MpeAaHHOCTh neny. PopMupoBaHue
0011Iero BUAEHUS MPOUCXOAUT B TMpoliecce 0OyueHus Ipu COBMECTHOM
pabote isi JOCTMXKEHUs1 oOlux 1eneir. O0liee BUASHHUE ITO3BOJS-
€T B3palllMBaTh JOJTOBPEMEHHbBIE 00513aTEJIbCTBA, a HAJTUUUE EAUHON
LIEJIA TIOBBIIIAET TBOPYECKUI MOAXOL COTPYIHUKOB K PELIEHUIO 3a7a4
3a CYET UX FTOTOBHOCTHU K PUCKY U MIPENOCTABIEHHON UM BO3MOXHOCTHU
9KCMEPUMEHTUPOBATh. DTa AUCIUILUIMHA CO30AeT MPEArnoChbUIKU s
HOBBIX CITOCOOOB MBIIIIJIEHUS U IEHACTBUS, a TAKXKE MPUIAET MPOLIECCY
(GYHKUIMOHUPOBAHUSI OOyYarolleiics opraHu3alliuM OCoOylo liejieHa-
MpPaBJIEHHOCTb U 3Hepruio. [Tpu HAIMYKMK OOIIEro BUAEHUS U eNUHOM
LIeJIU Y COTPYITHUKOB BO3PACTAET XKeJlaHWe TOOPOBOJIBLHOTO BKITIOUEHMS
B Mpoliecc 0Oy4eHUsI U CTpeMJIeHUEe K JIMUYHOCTHOMY COBEPIIEHCTBO-
BaHMUIO.

UeTBepTas gucuunianHa: rpynnoBoe (KomMaHAHoe) obyueHue

I'pyninoBoe o0ydyeHUe — 3TO MPOLIECC TOCTUKEHUSI CaXKeHHOCTH
U Pa3BUTUE CIIOCOOHOCTU IPYMIIbl JOCTUTATh PE3YJIBTATOB, 3HAYMMBIX
KakK IS ee YWICHOB, TaK M T opraHu3ain. OHO HAYMHAETCS ¢ «Ira-
Jlora» 1 pa3BUBAET CIIOCOOHOCTb CTPEMUTbHCSI K HAAWHIUBUIYaIbHbBIM
1essiM. [pynmnoBoe oOyyeHue SIBISIETCS OUeHb BaXKHOM TUCIIUTIIMHOM,
100 eClIU TPYMIIbl (KOMaHIbl) HE CLIOCOOHBI YUUTHCS, 9TOTO HE CMOXET
ceaTh U OpTaHU3aIMsI B IIEJIOM.

B ocHOBe TpynmnoBoro o0y4eHust JIEKUT TUCIUTUIMHA (hOpMUPOBa-
HUE 00I11eTO BUAEHMS, @ TAKXKE OHO TpeOyeT IMYHOCTHOIO MacTepCTBa.

MaTasn AncumnianHa: cucteMHoe MblillusieHne

1. CeHre oOpailiaeT BHUMaHKE Ha OCOOYIO BaXKHOCTb IMSITOM AUC-
LIMTITMHBI — CUCTEMHOTO MBIIIJIEHUS, 10O MMEHHO OHO, TI0 €r0 MHe-
HUI0, 00ecTieunBast B3aMOIECHCTBIE ¥ B3aUMO3aBUCUMOCTD BCEX TIPO-
YUX JUCLUTUIMH, COOTBETCTBYET CIIOCOOHOCTU BOCIIPUHUMATD 1IEJI0¢€,
a He YacTu OpraHu3aluu U MIPUBOIUT K TOMY «4TO LIeJIO€ MOXET CTaTh
4eM-TO OOJIBILIMM, YEM CyMMa ero yacrteii». be3 cucTeMHOro Mbllie-

162



1. ObyuatoLascs opraH13aLms: OCHOBBI,
KOHLLENTYaNbHbIA NOAXOA, MPUHLMMbI GYHKLMOHUPOBaHWA U MPUMepbI

HUS, TI0 MHEHUIO aBTOPA, BCE OCTAIbHBIE YMEHUS M 3HAHUS OCTAIOTCSI
JIAIIB pa3pO3HEHHBIMY ITIpHeMaMi M MOITHOM HOBUHKOI HayKM YIIpaB-
JIEHUS.

bnarogapsi CHCTEMHOMY MBIIUIEHUIO TPOUCXOIUT U3MEHEHUE CO-
3HAHMS: CTAHOBUTCS BO3MOXKHBIM BHUIETh B3aMMO3aBUCUMOCTH, a HE
JIMHEHHBIE EeTIOYKU TTPUINHHO-CISACTBEHHBIX CBSI3el M BOCIIPUHU-
MaTb MPOLECChl UBMEHEHUH, a He CTaATUYHbIE COCTOSTHUS.

Takum obOpa3oM, CUCTEMHOE MBIILICHNUE, TIaBHbIE 3aKOHBI KOTO-
poro nipuBeneHbl I1. Cenre [Senge, 1990] u paccMaTpuBaloTCsl HaMu
HIKe, SIBJISIETCSI OCHOBOI 00yJaloIeiicss OpraHu3alm.

ABTOp (Op. cité) BblAensieT oAMHHAAlIATh 3aKOHOB CUCTEMHOTO
MBIIIJIEHUS.

CerogHsLHMe NpobieMbl eCTb NOPOXKAEHME BUEPALLUHUX PeLIEHW

MBI 10BOJILHO YaCTO HE 3aMeYyaeM, YTO MPUHSIThIE PELIeHUs MPo-
CTO MepeMecTUIN MPOOJIEMHBIE BOMIPOCHl U3 OTHOI YaCTU CUCTEMBI
B JIpyry1o, 100, KaK 3TO 4acTO ObIBa€T B OpraHU3alUsX, PEeIIEHUEM
MEPBUYHON MTPOOIEMbI 3aHUMAIOTCS OTHU JIOAM, a HOBOM — COBCEM
JIpyrue.

B nouckax nmoHMMaHUsI UCTOKOB HaIllUX MPOOJIeM, HaJl0 mpuoder-
HYTb K BOCIIOMWHAHMIO TOTO, KaK MBI pelllaji CBOU MPOOIIEMbI B IIPO-
LIJIOM.

Cuna ,Cl,el\/IICTBVIﬂ PaBHa cune I'IpOTI/IBO,CI,GVICTBVIFI

B cuctemMHOM Imomxome 3TO SIBJIEHWE U3BECTHO KaK «KOMITCHCUPY-
folast odbpatHas CBA3b». Tak, eCIM HaIlW YCUJIUSA He BeOyT K YCTOM-
YUBOMY YJIYUYIIEHUIO CUTYallMU, Mbl MOXEM IpuiaraTh elle 0oJiblie
YCWIHM B HaIeXIe Ha TO, YTO TPYIOM MOXHO IPEON0JIeTh BCE TIPETIST-
ctBusg. Ha camoMm Xe menie HacTOMUYMBEBIE TEMCTBUS, TIPEOITpUHIMAE-
MBbIe JUTS VAYYIIeHUS CUTYalli, HEPEIKO TIPUBOMIST K e¢ YXYIIICHUIO
13-3a MPOTUBONEUCTBUSI CUCTEMBbl. TO ecTh camMoe GiaroHaMepeHHOe
BMEIIIATEILCTBO B pabOTy CUCTEMBI MOXKET BBI3BAaTh TAKYI0 OTBETHYIO
peaKIInio, KOTopasi IIepPeKPOET BCE €T0 MOJIOKUTETbHEIE Pe3yIbTaTHI.

I'Iepep, AONTOBPEMEHHbIM
yXyaglweHnem Hactynaer Jerkoe yay4yiueHume

B MHOTrOypoBHEBEIX cCTeMaX, 00pa3yeMBbIX JIIOIbMU, BCETAa MHO-
IO BO3MOXHOCTEI JOCTUYbL KPaTKOBPEMEHHOTO YaydllleHus. ToJabKo
MOCJIEeACTBYS, CO3aBaeMble KOMIIEHCUPYIOIIEl 00paTHOM CBSI3bIO (KO-
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TOpasi OOBIYHO JIEUCTBYET C «3aI€PKKOM»), B KOHEUHOM UTOTE BCE PaB-
HO Ha4YHYT MPOSBIATbCSI. MOXeT MpONTH 1Ba, TPU WIM YEeThIpe roja,
Mpexne yeM 3Ta NnpobieMa BepHEeTCs BHOBb UM BO3ZHUKHET HOBas,
eliie 6osee cioxHas. Kak mpuMep, MOXXHO TPUBECTU CUTYALIMIO, KOTIa
B pe3yJibTaTe BMelaTe/IbcTBa PYKOBOJACTBA BCE CHauaa yaydllaercs,
a MOTOM elle cuibHee yxyaiiaercs. Ocoboe BHUMaHKE Ha 3TO HeoO-
XOIMMO OOpaTUTh B TEX OpraHMU3alLMUsIX, TIe MPOUCXOIUT TTepUOINYE-
cKasi CMeHa PYKOBOJISIIIIETO COCTaBa U pellieHrs] MOTYT MPUHUMAThCS
WMEHHO JJ151 ObICTPOTO YIYUILIeHUS] CUTYalluy, UK, YTO e1lle XyXKe, 1151
YKPETUJIEHUS] JIMYHON BJIACTU, TO €CTh 03 3a00Thl O TOJITOBPEMEHHBIX
MOCJIEACTBUSIX, TaK KaK, KOTIa OHU HACTYIISIT, «B PYKOBOMSIIIEM Kpeciie
OyZmeT CUAeTh KTO-TO APYTOil».

OdYeHb BaXKHO Bcerga TOMHUTHh O HEOOXOMMMOCTH PacCMOTPEHMS
pPa3IMYHBIX aJTbTEPHATUBHBIX BAPUAHTOB PEIICHU U TIPOTHO3MPOBAThH
X BO3MOXHBIE TTOCJICICTBUSI.

OG6bIUHO flerkuii BbIxod — 3TO NyTb Ha3az

Jlnst oObsicHeHUsST 3TO 3akKoHa cucTteMHoro MpinuieHus: I1. CeH-
re nmpuberaeT K COBpeMEHHOI BepCUM ApeBHE Cy(UIICKON IpUTIH,
IJ¢ TOBOPUTCS O TOM, YTO OTHAXIbl HOUHOM ITPOXOXMIA, YBUIS IO
YIMYHBIM (pOHApEM MbSHOTO, MOJI3aI0IIero Ha YeTBepEHbKaX U YTO-TO
MIIYIIEro, MpeajaraeT IOMOIIb U Y3HAET, YTO TOT IOTEPST KIIFOYM OT
IoMa. «A Iae Thl UX MOTEepsUI?» — cIpaliuBaeT npoxoxuii. ITesHuiia
OTBEYAET, YTO IepPel IBEPhIO. «A MOUYeMy Ke Thl UILIEIIb UX 31eCh?» —
U3YMJISIETCS TIPOXOXMIA. «A MTOTOMY, — OTBeYaeT TOT, — YTO y MOei
JIBepU HeT hoHapsa u TeMHo» [Cenre, 2006, c. 78].

He cekper, 4To 60JBIIMHCTBO M3 HAC TIPEAIIOYUTAET AeIaTh TO, YTO
JIy4lle ToJIydaeTcsl U UCTOJb30BaTh YK€ 3HAKOMbBIE pellIeHUS.

[TocTostHHOE M HACTOMYMBOE MCIIOJIb30BaHNE M3BECTHBIX pellle-
HUIi, Korma 6a30Bbie MPOoOJIeMbI BCe yXyaIarTcs, o MHeHuo I1. CeH-
re, — BTO MPOSIBJIEHUE HECUCTEMHOTO MOAX0A.

bbiBaer, uto J1IeKapcCTBO ropuwe 6onesHu

IIpu ucnonb30BaHUM HECUCTEMHBIX PEIIeHUII Mbl PUCKYEM CO
BPEMEHEM BMACTh B 3aBUCUMOCTb OT UCITIOJIb3YEMOTO JIs1 00JIeTYeHUsI
npobjeM Metoaa. Eciu, HanmpuMmep, Mbl pelliuM MOAHUMATh cebe Ha-
CTPOCHHE U CHUMATh CTPECC C MOMOIIIBIO AJIKOTOJIs, TO 3TO 3HAKOMOE
U JIETKOE pellieHHe MOXET 0Ka3aThCsl He TOJNbKO Hea(h(hEeKTUBHBIM, HO
U OTACHBIM, €CJIM BOMIET B MPUBBIUKY, OO MBI BCE ITPEKPACHO 3HAEM,
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HACKOJBKO 3TO MaryoHo JJis 300poBbsl. TakuMm oOpa3oM, JieKapCTBO
OyzmeT ropiie 0OJIe3HU.

M Takoro poaa 3aBUCMMOCTEH CyIIIeCTBYeT MHOXeCTBO. [TosiBuiIoch
Jaxke ocoboe Ha3BaHMUE 3TOTO SIBJICHUS, U3BECTHOE KaK «IepeIOKUTh
OTBETCTBEHHOCTb Ha MIOMOTalomero». Tak, HampuMep, B OM3Hece BMe-
CTO TOTO, UTOOBI 0OOYYaTh CBOMX MEHEIKEPOB, Mbl MOXKEM TepeKIIaIbI-
BaTh OTBETCTBEHHOCTb HA KOHCY/IBTAHTOB WJIU APYTUX «IIOMOITHUKOB»
M TIOTIACTh B 3aBUCUMOCTb.

BriBoa: perieHrs TOKHBI «ITOBBIIIATh CLIOCOOHOCTh CUCTEMBI 00-
pOThCS ¢ COOGCTBEHHBIMU TPYIHOCTSIMI».

BbICTpee — 3Ha4YuUT MejJieHHee

Heobxomumo IIOMHUTDb, YTO KaXdad IpupoaHad CUCTEMa MMECT
OIITUMAJIbHBLIC OJIdd HEC TEMIIbI pOCTa. BTa CKOpPOCTb 0OBIYHO HAMHOTO
MEHBIIIE MAKCUMAJIbHO BO3MOXHOIA. HOC—)TOMy IIpU CJIMIIKOM 6bICTpOM
TEMIIC pOCTa cCaMa CUCTEMA CaMa HAaYHET TOPMO3UTL N CO31aBaTb pU-
CKM 1Jis BbKMBaHMA OpraHmu3almnu.

I'Ipwlebl n cnepcTtemAa pasbeAnMHeHbl BO BpEMEHU U NPOCTpPaHCTBE

Jltonu 9acTo cTpagarT OT HECOBIIAACHMS MEXIY OObeKTUBHOM pe-
aJIbHOCTBIO Y TIPUBBIYHBIM IS HUX CIIOCOOOM MBICIUTh 00 3TOi pe-
anbHOCTH. I yCTpaHEeHMS 9TOr0 HeCOBMAIEHUSI HEOOXOMUMO TTPEXIe
BCET0 OCO3HAHWE TOTO, YTO TMIPUIMHBI W CICACTBUS MOTYT OBITh pa3b-
eMUHEHbl BO BpeMeHU M TmpocTpaHcTBe. [lom «ciencTBUsiIMU» 3[eCh
TTOHMMAIOTCSI OYeBUIHBIC MIPU3HAKY MPOOJIEM, a TIOI «ITIPUIMHAMMU» —
0COOEHHOCTU (PYHKIIMOHUPOBAHUST CUCTEMBI.

Pe3ynbTaThl Manbix U3MEHEHWN MOTYT 6bITb OUEHb 3HAUUTEIbHBIMMY,
HO TPYAHO HaNTW NoAXOAALLNI O6BEKT ANA BO3AEeNCTBUA

CucreMHOE MBIIUIEHHE ITOKA3bIBAET, UTO MaJible, XOPOIIO HAIlpaB-
JIEHHBIE AeHCTBUS MOTYT CTaTh MPUYMHOM 3HAYUTEIHLHOTO U YCTONYM -
BOTO YJIYYIIEHMSI, €CJIU CUJia Obljla IPUJIOXKEeHA B MPaBUJILHOM MECTe.
DTO SIBIIeHE HOCUT Ha3BaHUE «IIPUHIIUI pbluara». 3a4acTyro IJis pe-
IIEeHUsI TOM WM UHOM MpoOJeMbl 1OCTATOYHO YBUIETD, Tlie PaCIojio-
JKeH pbluar, MUHUMAaJIbHOE BO3eiiCTBUE HA KOTOPBII OOECIIeUNT I -
TeIbHOE U 3HAYUTEIbLHOE YIyUIlIeHHE.

ITo mHeHuto T1. CeHre, HET MPOCTHIX MPaBUJ HAXOXICHUS Pbl-
yara, HO IIpU 3TOM CYIIECTBYIOT MPUEMbl MbILLJICHUS, O00Jieryaooliie
rnmouck. B mepByto odepeab HEOOXOOMMO MIPUYUUThL ce0sT CMOTPETh Ha
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OCHOBHBIE «CTPYKTYpBI», a He Ha coObITUs. Jlanee, Hy>KHO MBICIUTh B
TepMUHAaX Ipollecca U3BMEHEHUI, a He AyMaTh O MTHOBEHHBIX Iepe-
MEHax.

Mo>kHO uam ectb nupor, nainm MnMmeTb ero —
HO Hé OAHOBpPEMEHHO N TO U Jpyroe

3mech aBTOp OMMCHIBAECT OIMMOOYHOE MPEACTABICHUE O MHOTHMX
«IUJIeMMax», KOTOpble, TI0 CYTU CBOEi, TAKOBbIMU He sABJsIIOTCS. 60
OHM, TI0 €70 MHEHMIO, €CTh JIMIITb TOOOYHBIE PE3YIBTAThI «CTATUYHOTO
MBIIIJIEHUSI», TO €CTh Pe3yJbTaT OTCYTCTBUS MOHUMAHUS TIporecca 1
JIJIUTEIbHOCTU U3MeHeHui. MHbIMU c/ioBaMU, MBI HE BUAUM BO3MOX-
HOTO HaWJIy4llero pa3pellieHus nIpo0eMbl U3-3a TOro, YTO 00amaeM
9TUM CaMbIM «CTaTUYHBIM MBIIIUIEHUEM», KOTOPOE He MO3BOJIsIeT HaM
YBUIIETH CYIIECTBOBaHUE MTPOOJIEMbI HA OOJIBIIOM ITPOMEXYTKE BpeMe-
HH, a TOJIbKO Ha (PMKCHUPOBAHHOM, B paMKaX KOTOPOTO MBI TIPUBBIKIIN
MBICJIUTb.

KoHeuHo, HEKOTOpBIe BOMPOCH! MPOCTO HEBO3MOXKHO PEIIUTH 3a
KOPOTKHE CPOKHM M OBIBAeT, YTO OHU HE pa3pelialoTcsl 3a OIWH IO,
HO, IJIaBHOE, XOT$1 Obl MOCTapaThCsl MPEACTaBUTh cebe TO, KaK MOXKHO
«yOUTb ABYX 3ailieB» B OyAyIlIEM.

Ecam pa3aenntb CJiOHa nonoJsjiaM —
He NoayuynTCca ABa MaJieHbKUX CJ10OHa

BocTouHast uctopust o ciensix U ciioHe (monpodbHee cM. [CeHre,
2006, c. 83—85]) cBHIETENBLCTBYET O TOM, YTO MOXHO OYE€HBH XOPOIIIO
MPEeaCTaBJISITh ceOe YacTu OpraHu3aluu, HO He 3HaTbh, KaK OHAa BBITJISI-
JIUT B 1LI€JIOM.

Jenenue mpo0OjieM opraHM3alliy Ha YacTHbIE IMPOOIEMbI OTIEIOB
B OOJIBIIIMHCTBE CJIydyaeB MOXET MPUBECTHU K IJIAYeBHBIM ISl Hee T10-
cieacTBUsM. UTOOBI PELIMTh CJIOXHYIO IIpobJieMy (Ha IIpUMepe UCTO-
pUM O CJIOHE), HEOOXOMMMO MPOAHAIM3NPOBATh C HECKOJIBKUX TOYEK
3peHus] pa3IMYHble B3aMMOAEICTBUSI, BBIXOASIINE 3a Tpenebl ¢hop-
MaJIbHBIX TTONpa3aeIeHuid, CyIEeCTBYIONINX B CTPYKTYpe KaXknoit opra-
Huzauuu. To ecTh 17151 MTOHUMaHUSI CaMbIX CIOXKHBIX BOIIPOCOB U TTPO-
0JIeM HY>XHO YBUIETh CUCTEMY B 1IEJIOM.

BuHuTb HEkoro

Kaxk MN3BCCTHO, JIIOAMW CKJIOHHBI BO3J1araTb BUHY 3a UX HpO6HeMbI Ha
KOTO-TO APYyroro njin Ha BHCIIHUEC oOcTosTenbcTBa. CUCTEMHOE MBIIII-
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JIEHHE YYUT Hac, 4To HeT Hu4yero BHeulHero. I1o muenuio I1. Cenre,
«MBbI ¥ TIPUYMHA HAIIIUMX ITPOOIEM — YacTh OMHOM CUCTEMBbI».

TToBTOpSIS CKa3aHHOE paHee, HATOMHUM, YTO OYEHb BaXKHO, YTOOBI
BCe MSATh AUCUUIUIMH, 00s3aTeIbHO TOIYYau CBOE Pa3BUTUE B COBO-
kynHoctu. Tak, I1. CeHre oTMe4aeT, YTO CUCTEMHOE MbIIILIEHUE «HYX-
JAeTCs B YMEHUSX U JUCUMIUIMHAX, TO3BOJISIIOIIMX CTPOUTh OOIIIEE BU-
JieHue, BbipabaThiBaTh HOBbIE MEHTAJIbHbIE MOJEIN, OPTaHN30BbIBAThH
rpyImnoBoe (KOMaHAHOE) 00yYyeHHe U IMOOLIPATh TMYHOE MacTePCTBO»
[Cenre, 2006, c. 31].

IIpuBenem npumep aBropa. KomMepueckas aBuanust Hadyana IIv-
POKO HMCIOJIb30BaThCsl TOCAE TOrO, KaK B TPAHCIOPTHOM caMoJeTe
Douglas DC-3 66111 BiepBble 00beIMHEHBI ITSITh KPUTUIECKN BaXKHBIX
KOMITOHEHTHBIX TEXHOJIOTMiA. 31eCh HEOOXONUMO BBIIEIUTH JBa MO-
MEeHTa: BO-TepBhIX, ycriex DC-3 onpenenania IMEHHO COBOKYITHOCTD
MATHA 3J€MEHTOB: YEThIPEX ObLIO Obl HEMOCTATOYHO; BO-BTOPBIX, 3TO
OBLJTO HAYaJIOM pa3BUTHUSI HOBOIT OTpaciy, a He BEpIIMHON Mporpecca.

ITo mMHeHuto Il. Cenre, kaxmasi OJUCHMIUIMHA UIPAeT BaXHYIO
pOJIb B IOCTUXXEHUM yCTEXa, HO UMEHHOE MX COBOKYITHOE pa3BUTHE
W UCTOJIb30BAHUE SIBJISIETCS OCHOBOIMOJIAraloliuM B TTIOCTPOEHUU Op-
raHu3alui, CIIOCOOHBIX 00yYaThCsl M HEMPEPBIBHO PACIIMPSATH CBOU
BO3MOXHOCTU. M Te opraHu3zaiu, KOTOpble HaXoAsATCsl B Ipoliecce
TpaHcdopmaly B 00ydatrolmecs, TOCTOSSHHO OKa3bIBAlOTCSl HA HOBOI
BOJIHE COBEPIIIEHCTBOBAHNUS U 3KCIIEPUMEHTUPOBAHUS.

Pa6ortsr I1. Cenre, K. Apxupuca 1 Ipyrux y4eHBIX HOCTYKWIN
OCHOBOI1 IIJIST cO3IaHMs 00yJarouInx ceTeit — ogHoi u3 opM odyya-
foleiics opraHu3ainyu, Kotropele HaunMHasi ¢ 2007 roga ObLIM yCMel-
HO MCHOJIb30BaHbl B OOHOI M3 KPYMHBIX OpraHU3aluii (KOMITaHUIA)
®panuun — HaumoHanbHOM o01IecTBe (PpaHIy3CKUX KEIE3HBIX 10~
por (SNCF)2.

MBI pacCMOTPUM OCHOBHBIE aCMEKThl (PYHKIIMOHUPOBaHUSI 0Oy4Ja-
IOIIMX ceTell U TO, B KaKUX cllydasix Haubosiee yMeCTHO UX MCIOJIb30-
BaHME, a TAKXE MPUBEIEM HECKOJBKO OCHOBHBIX PE3Yy/IbTaTOB MPUMe-
HeHUs obyJaronux ceteil B Kommanun SNCF.

2 Société nationale des chemins de fer francais.

3 O6yuaromue cetu B komnaHuu SNCF 6111 06BKTOM HCCIIENOBATETHCKOTO
TPOEKTa, MPOBENeHHOro nenapramMmeHToM OpraHn3allMOHHBIX M3MeHeHui bus-
Hec-mkoJibl DCCEK B corpynanuectBe ¢ SNCF non pykoBoactsoM /. OTucchbe,
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OnpepeneHne obyuaroLwmx ceTemn

ITo muenuto K.-I1. FOpo, KoTopslii ObLJI OTHUM U3 TEPBBIX MHU-
LaTOPOB HCIIONb30BaHUS oOyvamommx cereil B kommnanum SNCEF,
OHU TIO3BOJISIIOT PYKOBOAUTENSIM U COTPYAHUKAM COOMPATbCSl BMECTe
IUISI IMAJIoTa, BBIABMIKEHUS W MPOBENCHUS SKCIIEPUMEHTOB I10 IpU-
MEHEHMIO MPEMIOKEHU C LIeJIbI0 YBenndeHUs 3(OEKTUBHOCTU TIPO-
W3BOJACTBEHHOM AesATeIbHOCTU. IIpu 3TOM ciieayeT OTMETUTh, YTO 00-
yUYalIie CETU CIIOCOOCTBYIOT PA3BUTHIO U MTOBBIIIEHHUIO CITOCOOHOCTH
KoMnaHuu K aganrtanuu [Hureau, 2009].

OOyuarolme ceTd MOTYT OIPEAENISThCSI KaK BO3MOXHOCTh YYUTh-
csl BMeCTe B TIpoliecce IeITeIbHOCTU OpraHU3aliy, BOKPYT ee 00beKTa
JUJIS TOTO, YTOOBI COBMECTHO KOHCTPYMPOBATh U3MEHEHUS B Ipenesax
cephl CBOETO BIIMSIHUS HETTOCPEACTBEHHO TEPe/l TeM, KaK X BHEIPSTh.

ITo muenmio Il. Cenre, u3aMeHeHUSI HE OOJDKHBI ITPOMCXOIUTH
CHOHTaHHO. JIJIsI 3TOro AOMKHBI YYUTHIBATHCS CJACAYIOIINE BECOMBIC
o0crosTenbeTBa: 1) HanMure yoeauTeabHbIX apTYMEHTOB ISl U3MEHE-
HUii; 2) BpeMst; 3) HaJIMuMe TIOAAEPXKKU IJIsl TPOBeAeHUs U3MEHEHMIA,
YTO U JeJlaeTcs Ipu padoTe oOyyaroIieit CeTH.

OpraHuzalliOHHbIE M3MEHEHUSI MPOBONITCS HE Ha OCHOBAaHUU
MpeaorpeaeeHHOro IiaHa, HO TIPU TMTOMOIIU UX COKOHCTPYUPOBaHMUSI.
OHU NIPOAOJIKAIOT OBITh AKTYAJTbHBIMU B TIEPBYIO OYepelb [IOTOMY, YTO
OKpYKalolllas cpelia MMOCTOSTHHO MEHSETCs U K Hell HeoOXomuMo amarn-
TUpoBaThcsi. KpoMe Toro, Takoil crmoco0 Mo3BoJISIeT JOOUTHCST 00Ib-
1€l pacmoI0XeHHOCTH MepCoHaja K MU3MEHEHUSIM, 100 oOydJaloiue
CeTU, CTaBsSl CBOMX UJIEHOB B TMO3ULIUIO CO3UAATeNIel, TPENOCTaBISIIOT
UM BO3MOXHOCTb OOCYKIEHUS BBOIMMBIX HOBILIECTB M UX KOPPEKTU-
POBKMU B TIpoliecce BHEIPEHUS.

OOyyarolliue ceTu MPUBJIEKAIOT K COBMECTHOI paboTe ¢ LEeblo
KOJIJIETMAJIbHOTO WCIOJIb30BAaHUSI TIPAKTUYECKOTO OMbITa MPEICTABU-
TeJlel pa3IUYHBIX CIIEHUATBHOCTEM 1 3aHUMAaeMBbIX JOJDKHOCTE BHE
WepapxXuyd OpraHu3alv. DTO, B YaCTHOCTU, O3HAYAET, YTO MHEHUE
KaxXJ0TO YIaCTHHKA UMeeT OMUHAKOBYIO LIEHHOCTh, HE3aBUCUMO OT €T0
MO3ULIMK B opraHu3anuu. OTMETHUM, YTO MPUBJIEYEHUE K COBMECTHOI
paboTe JIUILI, 3aHSITBIX B Pa3IMYHbIX NOApa3Ae/eHUsIX BHE UepapXuie-

Ha pe3yJibTaThl KOTOPOTo Mbl onupaeMcs (cM. Takke [ Vandangeon, Autissier, 2012;
Vandangeon, Autissier, 2013; Autissier et al., 2013; Otuccee u ap., 2015; Otuccobe
u 1p., 2016; Otuccoe, @ykpu u ap., 2016]).

168



1. ObyuatoLascs opraH13aLms: OCHOBBI,
KOHLLENTYaNbHbIA NOAXOA, MPUHLMMbI GYHKLMOHUPOBaHWA U MPUMepbI

CKOIi CTPYKTYpBbI, SIBJISIETCS OMHUM M3 OCHOBHBIX ITPUHLIMIIOB PAOOTHI
oOyyarolmmx ceTei.

OOyualolue ceTy IO3BOJISIIOT MX YYaCTHUKAM PacIIUupPUTh chepy
cBoero BiusHus. Kakmum oO0pa3om 310 mpoucxomut?

OOBIYHO, YTOOBI TTOBAUATH HA YTO-TO WM KOTO-TO, Ha YTO MBI HE
“MeeM BO3MOXHOCTU HEMOCPEICTBEHHO BO3IEHCTBOBAaTh, HAM HEO0-
XOIVIMO OIIEpPEThCSI Ha TOrO KOJIJIETy B cpepe Hallero BIUSHUS, KTO
B COOCTBEHHO cepe BIUSIHUS MOXET BO3IeiiCTBOBAaTh HAa HY>KHOTO
HaM 4eJIoBeKa WM Bompoc. TakuM o6pa3oM, MPOUCXOIUT paciliupe-
HUe cephl Halllero BausHus. B cuimy Toro, 4To ydacTHUKU 00ydYaro-
IIUX CeTei SIBIISIIOTCS MPEICTaBUTENSIMU Pa3IMUHBIX Tpodeccuii u
MO3ULIMIA, OH! ITOJY4YaloT BO3MOXHOCTh BO3IEHCTBOBATh Ha TOT WJIM
MHOI1 Bompoc, mpo0jeMy dyepe3 chephl BIUSHUS IPYTUX YIACTHUKOB.

B kakux cnyyasx Hanbosee ymMecTHO UCMOb30BaHUe
obyuarowux cetein?

Kak mb1 06 3TOM y3xe nucanu [Otucene u ap., 2016], oTBET Ha 3TOT
BOIIPOC 3aBUCUT, C OJHOU CTOPOHBI, OT CTENEHU CIOXKHOCTU BHIHOCH -
MOI1 Ha pacCMOTpEHHUE NPOOIIEMBI, & C APYTOil — OT OXXMIAAEMOT0 YPOB-
Hs1 o0ydeHusi. Kpome Toro, obydyatoiiye ceT MOOMIU3YIOTCS 151 pa3-
paboOTKU orpeieeHHOM COBOKYITHOCTU TEM.

B nipoliecce paboThl 00yvaloux ceTeit, Kak mpaBuio, paccMaTpu-
BalOTCS JOCTATOYHO CJIOXHBIE U KOMIUIEKCHBIE TPOOJIeMbl, MOO UMEH-
HO JIJIS1 MUX PEILIEHUS YPE3BbIYANHO BaXKHO, YTOOBI COTPYIHUKUA UMEU
BO3MOXHOCTb OOCYXJaThb CO3IABIIYIOCSI CUTYyallll0, OOMEHMBAThCS
OMNBITOM W MPENCTaBICHUSIMU IS BBIPAOOTKM OOIler0 MOHWMAaHMUS
po0JIeMbI U CBSI3aHHOTO C HEl IiaHa IeMCTBUIA.

OO0yuarolas ceTh, KaK MpaBUIO, MOOMINU3YeTCs TaKxKe, KOTJa BO3-
HUKaeT HeoOXOAUMOCTb U3MEHEHUS TIPENCTaBICHUI U HOPM, TO €CThb
00 U3MEHEHMUSIX TaK Ha3bIBAEMOI'O BTOPOTO YPOBHSI, KOTOPbIE SIBJISIFOT-
cs CJIENCTBUEM OOYUYEHMUSI TI0 MO «IBOMHAS TTETIsI».

Onupasice Ha pabotel K. Apxupuca u . [llona [Argyris, Schon,
1996; Argyris, Schon, 2002], oTMETHM, 4TO MOXHO TOBOPUTH 00 W3-
MEHEHUSIX TIEPBOro YPOBHS (MOIEb «AMHUYHOM METIN» ), KOIIa pedb
UJET O CMEHE «KOHTEKCTa» (Hampumep, O Iepeesse MaBHOro oduca
kommanuu SNCF u3 ITapmxa riog [Tapwx, B Can-Henn) wim o0 usme-
HEHUM crocoba AesITeNbHOCTU (HapuMep, BBeIEHUU CMapT(OHOB C
ornpeneeHHbIM HAOOpOM MPUJIOKEHUI, TO3BOJISIOIIMX COTPYAHUKAM,
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B YaCTHOCTH MPOBOJHUKAM U KOHTPOJIEPaM MOE3A0B, UMETb ObICTPHINA
JOCTYM K cIyxkeOHol nHpopMaiun). Tak, 1ist 3¢ GeKTUBHOTO MpoBe-
JeHUs U3BMEHEHU I ObIBaeT JOCTATOUHO XOPOIIO MPOAYMaHHOM cucTe-
Mbl KOMMYHUKAIIUU B COYETAHUY C TOTIOJTHUTEIbHBIM OOyUYEeHNEM.

M3MeHeHMs1 BTOpOro ypoBHsI («IBOiHas IET/si») MOTYT 3aTparu-
BaTh, HapuMep, CJeAyIolIre YIpaBlIeHYECKUe HABBIKU: MPEN0CTaB-
JIeHUe COTpyOIHUKaM CBOOOIbI JEWCTBUM (OYEHb BaxKHOE YCIOBUE
IJ11 pabOThl OOYYarIIeil CeTH) C BBHITEKAIOIIUMU U3 3TOrO IIOCIIEMd-
CTBUSIMA — BO3MOXHOCTBIO MPOSIBJIEHWS WHUIIMATUBBI U MpaBa Ha
OlIMOKY; M3MEHEHUE LIEHHOCTEel W HOpPM, HaIllpUMep, CBSI3aHHBIX C
MpeoOpa3oBaHUEM TOCYIapCTBEHHOTO OOCIYXXMBAIOILETO Y4Ypexie-
HUS B YUpEXIEHUE, OPUEHTUPOBAHHOE Ha KJIIMEHTOB, UJIK CO CMEHOM
UIEHTU(PUKAIIMU Y COTPYIHUKOB (HEKOTOPbIE paHbllle OTOXIECTBIIS-
JIM X TIpodeCCHOHAIbHYIO MPUHAIJIEXKHOCTb C KEJIE3HOM JOpOroii,
a HblHe — ¢ aBTOOYCHBIMU TlepeBo3KaMu, Tak Kak kommaHusi SNCF
tenieph mpenaraeT ycuayry QuiBus (aBrooyc SNCF), panee He cy-
IIECTBOBABIIY10). B MomoOHBIX Cliydyassx KOMMYHUKAlLUMS U OOy4eHUe
MOTYT OKazaTbCs Malod((EKTUBHBIMU, a MPUMEHEHUEe o0yJaroliei
CeTU, HAIIpOTUB, BeCbMa pe3yIbTaTUBHBIM ISl obecrieyeHUs1 Heobxo-
JUMBIX IIPE0Opa30BaHUIA.

Oo6yuaroniye ceTy o4eHb 3(PheKTUBHBI B TAKUX CUTYaIIUSIX, TAK KaK
OHM TIO3BOJISIIOT yYaCTHUKAM — COTPYIHUKaM, KOTOpble OyayT UMETh
HEeMoCPeICTBEHHOE OTHOLIEHUE K TTPOLIECCY UBMEHEHUM, TTPETBOPSIST UX
B KM3Hb, CAMUM TIPOEKTUPOBATH T€ WIU MHbIE U3BMEHEHUS UM paboTaTh
BMECTE C MHUIIMATOPAMU HaJl CII0cO0aMu UX OCYILIECTBIEHUS.

Kok cKopo MBI XOTUM, YTOOBI JIIOAU OBLIA BOBJIEUEHHBI B TIPOLIECC
U3MEHEeHUI, He0OXOAUMO TIPUBECTU UX B IBUXeHMe. Torma, eciu Ko-
HeyHas 1ieJib UBMEHEHUI OyneT MeHSITbCcsl (HalpuMep, B CBSI3U C 13-
JaHWEM HOBOTO YKa3a WM BHECEHWEM IOMNPaBOK B CYILIECTBYIOIINE
JUPEKTUBBI), COTPYAHUKHU OyAYT ABUTAThCS K HEM, BMECTO TOTO, YTOOBI
MacCCUBHO OXUJATh HOBBIX YKa3aHUM K N€CTBUIO.

OpraHusaumsa GyHKLUMOHUpPOBaHUA obyyatoLler cetu
n ee yyactHukn*

Jlist onucaHust (byHKIIMOHUPOBaHMsSI 0Oy4Jalolleil CeT 1 cocTaBa
ee YJaCTHUKOB mpuberHeM K metadope IepeBa M IpencTaBuM cebe

4 B 3Toi1 yacTH cTaThU ITs1 ONMCaHUsT DYHKIIMOHUPOBAHUsI O0yJaroleil cetn
U COCTaBa €€ YYACTHMKOB HAMM MCIOJB3YIOTCS MaTepuaibl, OMyOJIMKOBAaHHbIE
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JIepeBo TpaHcdopMauuu. YToObl AepeBO MOIJIO B3pacTy, HEOOXOMU-
MO B MEPBYIO 04Yepeab MOATOTOBUTH TUIOAOPOIHYIO TTOUBY. To ecTh st
yCIerHoro ¢GyHKIMOHUPOBAHUSI 00yJaloleil ceTh HeoOX0aM MepU -
OJl TIPeABAPUTENIbHOM MOATOTOBKM (OOBIYHO 3aHUMAET OKOJIO IIEeCTU
MecsI1IeB), MPUBJIEKAeTCs] BHYTPECHHUN WJIM BHEIIHUN KOHCYJIBTAHT.
B aT0 Bpemsi mpoucxXoOUT MOMCK TaK HAa3bIBAGMOTO HepapXxuuecKo-
TO «TIPUKPBITUSI» 00yUarOIIeil CETH U BeAeTcsl padoTa 1Mo M3MEHEHUIO
CTUJISI TIOBEACHMSI PYKOBOMISIIIIETO COCTaBa, TaK KaK MpPU BHEIPEHUU
o0yyalolleil ceTh, PyKOBOAUTESIM HYXKHO OyleT OTKa3aThCsl OT IO-
3UILMU TTOCTOSTHHOTO «KOHTpOJIepa» U MPeaoCTaBUTh OOJIbIIYIO CBOOO-
Iy IeHACTBUIA CBOMM COTpYAHUKaM. Takxke B 3TOT MepHoJ MPOBOIUT-
Cs CBOETO poJla KACTUHT MOTEHLIMAIbHBIX MPETEHIEHTOB Ha yJyacTue
B OOyyalolleil ceTu, TO eCTb aHaJu3 TOro, KOro cjeayeT MpUIiacUuTh
B oOyyaloliyto ceTb (Ha 10OpOBOJIbBHON OCHOBE), MO0 OYEHb BaxKHO
UIEHTUPULIMPOBATh U MPUITACUTH B 00YYalOIIyIO CETh TeX «0e3 KOoro
He 000MTHCH», TaK KaK 3a9acTyio paboTa Hal TeM WJIM WHBIM BOIIPO-
COM TIO TOU MJIM WHOIM TeMaTHKe TPeOyeT CIeIMaTbHBIX TEXHUISCKIX
3HaHU. 3aTeM IUTaHupyeTcs ctapToBoe coopaHue (kick off meeting).

Ha cobOpanuu o0OcyXmaiorcs IpeaIoXeHnsT pyKOBOACTBA (HarIpu-
Mep, 3a ABa Toga JOOWTHCS MOBBIIICHUS YIOBIETBOPEHHOCTH KITUEH-
ToB Ha 10%), ompenensitoTcss TeMbl, HaJl KOTOpbIMU OyneT paboTaTh
oOyuJaroIasi ceThb IS TOCTUKEeHMsI 0003HAYEHHO eV UJTU PeIIeHUS
nocraBieHHOM 3agaun. KTo Hag Kakoii Temoli OyneT paboTaTh — y4acT-
HHMKU BEIOMPAIOT JOOPOBOJIBHO, M TAKMM 00pa3oM co3IaloTcst pabodne
IPYIINBI 00yYalolIei ceTr, ONpenesaioTcss aHMMaTopsl. Been 3a atum
aHUMATOpPBbI, (PYHKIHUEH KOTOPBIX SBJISETCS OpraHU3alrs TPYMIOBBIX
JOVCKYCCHUM C TIOMOIIbI0 HEAUPEKTUBHOTO MEHEMXMEHTA, MPOXOIST
o0OydeHre B paMKax CIIelIMaJIbHO pa3pabOTaHHOIrO IJIsI HUX MOATOTO-
BUTEJIHLHOTO CEMMHApa.

Kaxnass ceTb HauMHaeT CBOE€ CYIIECTBOBaHME C JabopaTopuu
«ufeit», BoBJieKasl B Hee HEOOJbIIYIO YaCTh COTPYIHUKOB (0K0JI0 3%
OT O0I1IET0 KOJUIEKTUBA), KOTOPbIe OOBEINHSIIOTCS B aHAJTUTUKO-TIPaK-
tyeckyto rpymiy’. Ilocie Boibopa pabGoueil TeMbl MM POOJIEMBI

B [Otuccoe, @ykpu u np., 2016], ¢ paspeieHus usgareabctsa. Kpome toro, Mol
npubenn 3nech K MeTacdope «IepeBo TpaHchopMalum», KOTOPO MBI 00sI3aHbI
[Autissier et al., 2013].

5 YYacTHUKM TaKUX TPYIIT HE TOJBKO Pa3MBIILISIOT Haa MpobeMoit, HO 1
nelcTByoT. OOBIYHO B KOMMAHUM WJIM OPTraHU3alMU €CTh JIFOAU, KOTOPbIe 3aHU-
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YYaCTHUKMU T'PYTIITEI OOAYMBIBAIOT HOBBIE CITOCOOBI EATeILHOCTH, Pa3-
pabaThIBalOT HOBYIO TIPOMYKIIMIO W TUIAHBI meiicTBuit. Korma 3adukcn-
POBaH IJ1aH AeHCTBUIA, OH ITPOXOAUT arpodainio. YToOwl pazpaboTaTh
HAWIYyYIIWii METON WJIM TPOAYKT, €ro MPUTOHSIOT, IPUCITOcabiIBa-
0T, KOPPEKTUPYIOT TO, YTO OBLIO TIPEMTOXKEHO TabopaTopueit «umeit»,
ONUpasCh HAa OOpPaTHYIO CBSI3b, KOTOPYIO OHM IOJy4YaloT. DTOT ITar
XapaKTepu3yeTcs MOCTOSTHHBIM IBUXKeHEM. Bo3HMKAIOT HeopauHap-
Hble CUTYalluU, MO3BOJISIIOIIME TOBOPUTH O TOM, UTO 3TU SKCIIEPUMEH-
THI BBIXOIAT 32 paMKH ACHCTBYIOIIMX «HOpPM». B Xome sKcmepumeH-
TaJTbHOTO 3Talla, KPyT YYaCTHUKOB CETU PACIITNPSACTCS 1 TIPEICTaBIISIET
co6oit mopsaka 16% kominexkrrBa. Ma3a paGOTH Hal TPOTOTUTIOM TO-
3BOJISIET TIOYYUTh KOHEUHBIM TMPOMYKT, XOPOIIO IMPUCIIOCOOIEHHBIN
JUIS1 TPaKTUYeCKOTro MTpUMEHEHUST, MO0 OH ObLI CO3[1aH C MOMOIIBIO TeX
JIIOJIE, KOTOPbIE HEMOCPENCTBEHHO 3a/1eICTBOBAHbI HA PaboOUYUX Me-
crax. Ecim 10, 4TO OBLIO MPEMIOXKEeHO 1 anpoOMpoOBaHO oOyJaromeid
CEThIO, XOPOILO cebsl 3apEKOMEHAOBAJIO, TO OHO HAaUYMHAET pacripo-
CTPaHSTHCS €CTECTBEHHBIM ITyTEM U TOCTUTAET MePEeTOMHOIO MOMEHTA
[Gladwell, 2000], KoTOpEII1 IPUBOAUT K BOBJISYESHUIO 00JIee IIMPOKOTO
YuciIa COTPYTHUKOB (0Kosio 50% pabouero KojutekTrBa). MU3mMeHeHue,
pacmIpoCcTpaHsIsSICh B BUIE HOBBIX MPAKTUK, TTOPOXIAET HOBOE TIPEI-
CTaBJIeHWe, HalpuMep, HOBYIO KOHILIEIILUIO cdepbl 0OCTyKMBaHUSI.
To ecTb Mo 3aBeplIeHUM TTPOILECCa ECTECTBEHHOTO PaclpoCTpaHeHU s
HOBBIX MPAKTUK pa3paboTaHHas MpoOJIeMaTUKAa CTAHOBUTCS OOIIMM
BUACHUEM [JIs1 TIPUOIU3UTEIbHO TTOJOBUHBI KOJIJIEKTHBA, KOTOPOTO
OHa Kacaercsl.

IMogmopkamm my1st oOyJaroIieil ceTr SIBISIOTCS CITIOHCOP, TO €CTh
PYKOBOAUTENb, KOTOPBI OyAeT MOAAepK1BaTh CETh, UJIU TPYIINa CIIOH-
COpOB, a Takxke pacuauraTop.

Pykosogutenb

st mo6oit obyJarolneil ceTu HeoOxomuMa ITOAEepXKKa PYKOBO-
nuTeNsl (HayaJbHUKA), KOTOPbI COMIacUTCS MPENoCTaBIsiTh CBOOOMY
JNENCTBUN COTpyIHUKaM. be3ycloBHO, OH CMOXET OTKJIOHSTD IPEIO-

MalOTCsl yMCTBEHHOI pabOTOI, TO €CTb «pa3MbILLISIOT», a IPYTUe — «IeiCTBYIOT»,
TO €CTh IMPOU3BOIAT. B 00yUalommx ceTsix Te, KTO «IyMaloT» U «IeiCTBYIOT», B3au-
MOIeNCTBYIOT. ToO €CTh TOT, KTO, HAalIpuMep, 00ayMbIBae€T HOBBII CITIOCO0 AeiCTBUSI,
MOXET 3aTeM caM eT0 TPUMEHUTh U BHECTU B HETO IMPU HEOOXOIMMOCTH KOPPEK-
TUPOBKY.
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JKEHMST YIaCTHUKOB 00yJalolleii CeTH, eCiv, JOIMyCTUM, OHU IIPOTHUBO-
pedJar cTpaTeTid KOMITAHWU U/WIN TOTPEOYIOT OONBIINX 3aTpaT Mpu
BHEIPEHUM.

KomuteT noaaep >kku

Muccrust KOMUTETa TOMIEPKKN®, COCTOAIIETO MPEUMYIIECTBEHHO
U3 YIEHOB COBETa AUPEKTOPOB, — COMPOBOXICHHUE U HallpaBJIcHUE
pabOTHI TPYIII 00yYaIoIeil CeTH, KOTOPBIE PEryISIpHO IIPEIOCTaBIISIOT
eMy IUIsI alpoOaliy pe3yabTraThl AesITEIbHOCTH B BUAE HOBBIX WICH,
TUIAHOB JIENUCTBUM U T.1.

CnoHcopcknii KomuTeT

PykoBoauTenb MOXET MpUOEraTh K TOMOIIU «CTIOHCOPOB», TO €CTh
TeX KOJIJIET U COTPYAHUKOB, KOTOpbIe OyAyT MOMOraTh U HamnpabJsiTh
aHUMAaTOPOB (KOOPAMHATOPOB) KAXKION U3 aHATUTUKO-TIPAKTUIECKMUX
rpyrm. CIIOHCOPHI MOTYT OOBEIMHUTHCS B CBOM KOMUTET. DTOT KOMU-
TET CIIOCOOCTBYET MOBBILIEHUIO BOBJIEYEHHOCTH B ITPOLIECC TTOMCKA pe-
LIEHWH B paMKax MOIIePKMUBAIOIIETO 00YJIAIONTYIO CeTh MEHEIKMEHTA.

®dacunutatop

Yro0nl oOydaromasi ceTb (PYHKIMOHUPOBaja, HeoOxonuMm dacu-
JIUTaTOp, KOoTophiii mocesmaer ot 30 1o 50% cBoero BpeMeHM 3TOM
muccuu. Macunurarop SBIIETCS HEOTHEMJIEMON YacThl0 00yUYaroIeii
ceTu. Ero ocHOBHEBIE 3a1aul: co3MaHKe TTPOCTPAHCTBA TSI CBOOOTHOTO
BbIpaXEHUsI U, KypupOBaHUE aHMMATOPOB U obecreuyeHue «o0y-
yaleics MaHepbl» ceTu. OTMETUM, 4TO (pacUIUTATOP CETU MOJKEH
yIeasITh 0c000€ BHUMaHUE TeM HEINMOCPEACTBEHHBIM PYKOBOAUTESIM
(MeHemXkepaM) aKTUBHBIX YJIEHOB OOyyalollleil ceTu, KOTOpble caMu
He BOBJICUCHBI B 3TY CE€Th, M CTPEMUTHCS 3aMHTEPECOBATh UX YCITEXaMU
CBOMX COTPYJAHUKOB B 3TOI CETU, YTOOBI OHU OBLIIN B KypCce MHAUBUIY-
ATBHBIX U KOJUTEKTUBHBIX TOCTMKEHUM KaXKI0To U3 HUX. B TpoTMBHOM
cJIydae OHU MOTY TTOUyBCTBOBATH CeOSI «3a OOPTOM».

AHI/IMaTOpr AHAJIMTUKO-NMPaKTUYeCKuX rpynn

AHI/IMaTOpI)I AHAJIMTUKO-ITPAKTUYCCKUX I'PYIIIT — 3TO CBOCIro poaa
CaJOBHUKMU, UMECHHO OHM IICPUOAMYECCKHU IIOJMBAIOT ACPEBO TPaHC-

6 B Pa3HbIX CETAX 3TOT KOMUTET NNOAACPKKKM HOCUT PAa3HbIC Ha3BaHUA (Ha—

IIPpUMEDP, KOMUTET BJIMAHUA, CHOHCOpCKI/Iﬁ KOMMUTET U T.I[.). 31ech MbI IpUBOOIUM
OIMMCAaHME NBYX KOMUTETOB: KOMUTETA IMOAACPKKHU U CITIOHCOPCKOIO.
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¢opManmu, 4ToObl OHO HE 3aCOXJI0. AHMMATOPHhI JOJKHBI HAYUYUTHCS
KOHCTPYMPOBATh CBOIO POJIb, KOTOPAsl pOJIb 3aKJI0YAETCS B TOM, UTO-
OBl PYKOBOIUTH OOCYXKISHUSIMHU B aHATUTUKO-MIPAKTUYESCKUX TPYIIIaxX
(paboumx rpynrax oOydJarolleil ceTu), MOBBIIIATh 3aMHTEPECOBaH-
HOCTh YYaCTHUMKOB, IPUCIYIINBATLCSI K TOMY, YTO OHM IIpeiiaraior.
OueHb BaxKHO, YTOOBI OHM OBUIM CHIELIMAIBHO OOYYEHEI IS BHITIOTHE -
HUS 3TOM pOJIM 0 3aITyCKa CETHU.

YuacTHukn obyuaroluen cetu

Y4yacTHUKM COCTaBIISIIOT OCHOBY oOy4alolleit cetu (KpoHy nepe-
Ba). MMeHHO OHUM B aHAJIUTUKO-TIPAKTUYECKUX TPYIMNax IMPOBOIASAT
JUATHOCTUKY CUTYallUil, 0OMyMbIBaIOT MPOOJIEMbI, CITIOCOOBI UX pellle-
HUS 1 BbIpabaTbhIBAIOT TUIaHBI AEHCTBUI C YUYETOM Pa3IUYHBIX TOUYEK
3peHust. OHU SBISIOTCS TIPENACTaBUTEISIMU Pa3HbIX podeccuit u ue-
papxXuYeCcKuX MO3ULMI, HO MPU 3TOM KX B3aMMOOTHOUIEHUS BHYTPU
CETU CTPOSITCS Ha BHEMepapXuiyeckKoM npuHimne. Kaxabiit yaacTHUK
B CpelHEM MOCBSIIAET OAUH IeHb B Mecs1l oOyvalolleil ceTu, YieHOM
KOTOpPOM OH SBJISIETCS, HO 3a4acTylo K ATOMY J00aBJsIETCS €XeIHEB-
Hoe pabouee BpeMmsi, TOCKOJIbKY OH HaxOIMUT ONPENeTIeHHYIO0 3aUHTe-
PECOBAaHHOCTb, CTAHOBSICh CyObEKTOM MPeodpa3oBaHUii, KacalolnXcs
€ro JIMYHO. Y4yacTue B 00yYarollei ceTr Mo3BOJIsIET MOJTYYUTh JOCTYII B
WHBIE 00JIACTU IeSITEIbHOCTH, TTOMUMO TTPUBBIYHBIX, PACIIUPUTh COO-
CTBEHHYIO chepy BIMSIHUS 3a cueT cdep BausiHus Kosuier. Kpowme Toro,
KaxIblil TIOJlydaeT BO3MOXHOCTh CaMOPa3BUTUSI C TIOMOIIbIO KOH(pe-
PeHLIMI 1 JIEKLIUI, KOTOpbIe MpeaararoTcs WieHaM o0ydJarolleil ceTu.

Oo6yuaroliiasi ceTb CBOETo poja X1Boil opraHusM. B Heli mpoucxo-
AT CBOEOOpa3HbIif 000POT yYACTHUKOB, HO MPU 3TOM COXpPaHSIETCS ee
OCHOBHOE Si7Ipo, uTo cnocoocTByeT caMmoperynsaiuu. OnbiT SNCF no-
KazaJ, 9To 0ObIYHO B ceTu 30% yJaCTHUKOB CHJIBHO BOBJICYCHHI B €€
HeSITeJIbHOCTD, a Apyrue 30% npuHUMAIOT JIUIIb OTAAJCHHOE yYacTHe.

Pesynsraramu npuMmeHeHus: ooyvaoiux cereit B komnanuu SNCF
aBasgioTcs: 118 MJH eBpo 3KOHOMUM BMecTo I1aHoBBIX 100 MJIH eBpo
(1o maHHBIM JUpeKInKn 3aKyIOK); pOCT UHAEKCA YIOBJIETBOPEHHOCTH
KJIMEeHTOB MH(MOpMalLMeil, MpeaocTaBIsieMOii B Moe3e B cllyyae BHe-
IITATHBIX CUTyaluii, ¢ 52 1o 60% (MeHee yeM 3a JBa roja); Co3IaHue
JUCTIETYePCKUX LHeHTpoB 1o BceMm BeTkaM TGV Est (BbICOKOCKOPOCT-
HBIX TIOE3[I0B), a TAKXe JTOCTHXEHUE COOMoAeHNsT pacnucanus 96%;
YMEHbIIEHUE KOJUYECTBA OTMEHEHHbBIX MOE3A0B MO MPUYMHE TeXHU-
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YeCKMX HEeToAaa0K; YIydllleHre MTH(OOPMUPOBAHHOCTU KJIIMEHTOB OJ1a-
rogaps HaJJaXKeHHOMY KOHTAKTy MEXIY pa3IMIHbIMU CIICLINATUCTAMMU,
YMEHbIIIEHUE KOJIMYECTBA BHEIUTATHBIX CUTyalluii Oiarogapsi okasa-
HUIO MOMOIIM ITaccaXupaM ¢ OrpaHUYEHHON MOMBMXKHOCTBIO; BBOI
HOBBIX YCJIYT JJI KJIMEHTOB (IIepeHOC Oaraxka Ha BOK3aJjie, COBMECTHBIC
apronepeBo3ku U T.1.). (ITo manubiM koMnanuu TER (Transport Ex-
press Régiona) Hopmanoumn.)

Takke OTMETUM, YTO ONMH U3 OCHOBHBIX PE3YJABTaTOB pabOThI 00Y-
yalleil ceTu — pa3padoTKa IUIaHOB JIeHCTBUM ¢ yUETOM CTaIuil BHE-
IpEeHMsI, HEOOXOOUMBIX PECYPCOB U MOKa3aTeIei pe3yIbTaTUBHOCTH.

Ob6yuatowme ceTy B CBETE NATU ANCLUNAVH
obyuatowlerica (HayJatrolencs) opraHusaumm
OOyualolue CeTH CIIOCOOCTBYIOT ITPEOJOJIEHUIO 0aphepOB Ha IMYTH
K OOYyYEHUIO KaK IS OTAEJbHBIX COTPYIHUKOB, TaK U JJIS OpraHu3a-
LM B 1IeJToM. Pa3BuTie MHAMBUAYATBHON U KOJJICKTUBHOM TMHAMUKHA
00y4YeHMSI TPOMCXOAUT Ha OCHOBE IMPUMEHEHUS TISITU TUCLIUTUIMH 00Y-
yaoleiics (HayJaloleincs) opraHu3arunu.

MepBas gucuMNANHA: IMYHOE MacTePCTBO
(NMMUYHOCTHOE CcoBepLUEHCTBOBaHME)

JInyHOoe MacTepCcTBO (JIMUHOCTHOE COBEPIICHCTBOBAHNUE) KAXKIOT0O
YeJIOBeKa SBIISIETCS YCIOBUEM M CIIEACTBHEM ITOCTOSTHHOTO ITpollecca
00y4eHUsT, HEOOXOIUMOTO ISl JOCTUXKEHUSI TOCTaBJCHHBIX LieJieii. DTa
OVCIIUTIINHA CITOCOOCTBYET Pa3BUTHIO BOBJICYCHHOCTH COTPYIHUKOB,
pPOCTY XelaHus U YMeHUsI OpaTh OTBETCTBEHHOCTb 3a CBOU JAeiCTBUS
Ha ce0s1. B oOyyaroniyx ceTsx ux YieHbl caMu MpeaiaraloT peieHus
IUTSL TeX VUTH WHBIX TIPOOJIeM, TIPETBOPSIOT MX B KU3Hb, SKCIIEPUMEH-
TUPYS ¥ ydach Ha CBOMX OIIMOKaX. Y4acTue B JaHHOI CeTU MO3BOJISIET
COTPYIHUKAM TOJIYYUTh JOCTYIT B MHbIE Cepbl AeSITeIbHOCTH, TTIOMU-
MO TIPUBBIYHEIX, KPOME TOTO, KaXKIBI M3 HUX MOJIyJIaeT BO3MOKHOCTD
CcaMOpPa3BUTHUS C TIOMOILBIO KOH(bepeHLU 1 JeKunit. Takum o6paszom,
o0yyaroiasi CeTb CTAHOBUTCS HACTOSIIIUM PhIYaroM JMYHOCTHOTO pa3-
BUTHUS JIJIS1 €€ YJICHOB.

BTOpaFI AncumnianvHa: MeHTaJ/ibHbie Moaenun

OTa AUCUUIUIMHA OMUpaeTcsl Ha CIOCOOHOCTh BCeX JIonei mom-
BepraTb COMHEHMIO U OCIlapuBaTh CBOU IIpenyoexxaeHus (arpuopu) u
3aKOHOMEPHOCTH MBIIIeHUS. B pamkax pyHKIMOHMpOBaHUS oOy4da-
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JOIIMX CETe MPOUCXOIUT MPOSICHEHUE U MEPECMOTP MEHTAJIBHBIX MO-
JIeJieil ee YWIEHOB — COTPYJIHUKOB OpPraHU3alluu Pa3InyHbIX UEpaAPXU-
YECKUX YPOBHEM.

B cetu B nepBylo ouepenb 3aMHTEpEeCOBaHbl PYKOBOAUTEIN U Me-
HeJKepbl, KOTOPbIE TOKHbBI HAYUUThCS «OTITYCKATh CUTYallUIO» 1 IIPU-
3HaBaTh, YTO UJIEU U PELLIEHUS MOTYT UCXOAUTb OT UX MOAUYMHEHHBIX 1
He HY>KHO CTPEMUTBCS BCE JIepKaTh MO KOHTposieM. ToIbKO Ha Takoi
OCHOBE CETb MO3BOJsIET (DOPMUPOBATh JOBEPUTEIbHBIE OTHOLIEHMS
MEXIY PyKOBOJCTBOM, MEHEIXKepaMU U COTPYAHUKAMMU.

s cOTpymHUKOB TIPOSICHEHHWE U TMEePECMOTP MEHTaJbHBIX MO-
Jeneit BbIpaxkaeTcss B OCO3HAHUM BaXKHOCTU TOW POJIM, KOTOPYIO OHU
MOTYT Y JIOJKHBI UTPaTh B OpraHU3aluu. DTO MPOSBISETCS B TOTOB-
HOCTH BBICTYIAaTh C MHUIIMATUBAMU U Pa3BUTUM MX CIIOCOOHOCTEN K
camMocCToATeNIbHBIM JeficTBuAM. COTpYIHUKU ydaTcss OpaTh Ha cebs
PUMCKU B YCJIOBUSIX OTpaHUYEHHOI paboueli cpenbl, IIe UX BO3MOX-
HOCTH IS MaHeBpa HEBEJIMKM U3-3a TPOMO3IKOTO PEryIupoBaHUs,
U OTBETCTBEHHOCTb, KOTOPYIO OHM HE B3sUIM Obl Ha ceOsl MpU APYrux
00CTOSITENILCTBAX. DTO CTAHOBUTCSI BO3MOXHBIM OJiaromapsi KCIIepu-
MEHTHUPOBAHUIO C HOBBIMU UAESIMU, TaK KaK B KOHTEKCTE TAaHHOTO 3KC-
TMEPUMEHTA CYIIECTBYET MTPABO Ha OLIMOKY.

TpeTba AgncumnanHa: popmMmmpoBaHue obLiero BuAeHUs

DTa IUCUUILIMHA COOTBETCTBYET CIIOCOOHOCTM WHIWBUIOB, CO-
CTaBJISIONIMX OPraHU3alUIo, CO31aBaTh BUJCHUE OYIYyIIEro, pa3aess-
emoe Bcemu. Kak Mbl oTMedanu Bblllle, (hOpMUpOBaHUE OOIIETO BU-
JIEHHS TIPOUCXOIUT B TIpoIiecce OOyUIeHUS IIPU COBMECTHOM paboTe I10
TOCTVDKEHUIO OOIIMX Mefieit. DTa NUCIIUTUIMHA SBIISIETCS BAXKHBIM KOM-
MOHEHTOM OoOyJalolleii ceTu. YCIoBuUs ee (yHKIIMOHUPOBaHMs 0J1aro-
MIPUATCTBYIOT (POPMUPOBAHUIO OOLINX LieJIEi, B TOM YACIIE UHHOBALIU-
OHHBIX, OOIIIETO BUACHMUS 32 CUET IMTOCTOSTHHOTO OOMeHAa MHEHUSIMU U
COBMECTHOI BBIPAOOTKMU pEIIeHUI ee WieHaMu — IpeACcTaBUTEIIMU
pa3HbIX Mpodeccuii U pa3IMUHbIX UEPAPXUUECKUX YPOBHE.

UeTBepTas gucumnanHa: rpynnosoe (KoMaHAHoe) obyueHme

OOyuyeHue B KOMaHE aKTyaJIbHO ISl YBEJUUYEHUs] MPOU3BOAU-
TETBHOCTH Tpyna B KOMITaHWH. Pa6oTa B KOMaHIe CITOCOOCTBYET IIpH-
O0OpeTeHMI0O U pa3BUTUIO Oojiee IIMPOKMX KOMIIETCHIIMM, YeM 3TO
BO3MOXHO MCKJIIOUMTEIbHO Ha WHAWBUIYAIbHOM ypoBHE. Bojblioe
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MPEUMYIIIECTBO 00yUaloIei CeTH COCTOUT B €€ CTIOCOOHOCTHU YKperLie-
HUS WHINBUAYAJIBHOTO 1 KOJUTEKTUBHOTO TTOTEHIIMAIa B 00J1aCcTH 00Y-
yeHus. Jpyrumu cioBamu, IJis1 YYaCTHUKOB CETU OYE€Hb BaxKHO pas-
BUTHE KOJIJICKTUBA, CITOCOOHOTO BIMCATh KAaK OTIEIbHBIX JIIONEH, TaK
U BCIO KOMITaHMIO (OpraHu3aluio) B AMHAMUKY 00ydeHus . DTo obyye-
HME B paBHOI CTeNeHU CIIOCOOCTBYET U PA3BUTUIO CETH, U YAYUIICHUIO
paboTbl opraHu3aiyu. CeTb HE MOXET CYyIlIeCTBOBAaTh 0€3 BO3MOXHO-
CTU 9KCIIEPUMEHTUPOBATH C PEIICHUSIMU, MPEIJIOXKEHHBIMU PabouM-
MU rpymmnamu (KomMmaHaamMu). PasHeie Bepcuu padboueil mpooiieMaTuKu
00oraIaTcsa B CETH 3a CYET YIeTa COBOKYITHOCTH YCIIEXOB M OIMTHUOOK.
bnarogapss 3ToMy ceTb CTAHOBUTCSI MOILIHBIM PbIYAroM YBeJUUYEHUsI
aJanTUBHOCTYA KoMmaHuUM (opraHu3auuu). I1o cBUIETeIbCTBY OTHO-
ro u3 yJacTHMKOB (dacuiutaTopa) odyuarwuieid cetu: «/Ijist opraHu-
3alldM, KOTOpasi HAaXOOUTCs B Mpoliecce TpaHchOopMalluM, Poib ceTeit
3aKJIFOYaETCS B TOM, YTOOBI IIPUBECTH JIIONEH B ABMKCHUE, TIOMOYb M
0CO3HaTb, YTO MOXHO JIeJaTh He TOXUAASICh, TTIOKA BCe OyIeT MOJIHO-
CThIO Ipeanucano» [Vandangeon, Autissier, 2013, p. 111].

MaTasn aAncuunimHa: CUCctemMmHoe MblillJieHne

CucremMHOe MBIIIUIEHUE, HATTOMHUM, caMasl BaxkHasl TUCIUILINHA,
no MHeHuto I1. CeHre, COOTBETCTBYET CITOCOOHOCTU BOCIIPUHMMATD
11eJ0€, a He YacTW OpraHu3aldv U MOHMMAaTh, KaK MHIWBHUIYaJIbHBIC
IeHCTBUSI MOTYT M3MEHHTh BCIO OpraHU3aIldio0. DTa TUCIUILIMHA Jie-
KUT B OCHOBE paboThl oOyyarolux ceTeil. Bo-mepBbix, MOTOMY 4TO
CETH TIPUBHOCST TPAaHCBEPCATBLHOCTh B pabOTy KOMIIAaHWM (OpraHu3a-
1IMK), 4YTO obJieryaer paboumnii Mpolecc 3a CYeT paciiupeHus cepbl
BJIUSIHUSI COTPYAHUKOB (CM. BbIIIE) U BOBMOXHOCTHU TTO3HAKOMUTHCS C
TEM, YTO CHEJIAaHO APYTMMHM, U B pabOTy KaK OTHETbHBIX COTPYITHUKOB,
TaK U BCEro KOJIJIEKTUBA; BO-BTOPbIX, IOTOMY UTO B OCHOBE CeTelt Jie-
KUT 0OMEH MHEHUSIMU, OTBITOM U TOMY MOAOOHBIM U OHU YCTPAHSIOT
Oapbepnl, co3maHHbIE (PYHKIIMOHAJIBHBIMM TpaHuLaMu. OOydaloiiue
CETY MO3BOJISIIOT UX YJIeHaM YBUAETh KOMIIAHUIO (OpraHU3alluio) B ApYy-
TOM PaKypce, TaK Xe KaK 1 MECTO, KOTOPO€ KaXXIbliA 3aHUMAET B HEH.

Pa3BuTne cicTeMHOTO MBIIIIJICHUS B paMKax 0OyJaroIeii ceTr Tpe-
OyeT yuyeTa ero 3aKOHOB U pacIpOCTPAHEHUS «CETeBOro AyXa» BO BCel
OpraHM3aInu.

Kak B Teopuu, Tak U Ha MpakTUKEe 3Ta TUCLUUIUIMHA HEMpOCTa B
peanu3alyy OTYaCTU B CUJIy COMPOTUBJICHUSI caMOil CUCTEMBI (B CO-
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OTBETCTBUU C OAHUM M3 3aKOHOB CHCTEMHOTO MBIILJIEHMS), OTYACTH
W3-3a HOBOTO cmoco0a (PYHKIIMOHWPOBAHUSA, IMPAKTUKYIOMIETOCS B
pamKkax oOy4daromux ceteit. Tak e Kak M HEMPOCTBIM SIBJISIETCS] BKITIO-
YeHUe, a TOYHee CKasaTh, MEePeBOJ MHANBUIYAIHHOTO U KOMAHIHOTO
00yJeHUS B OpraHU3alMOHHEBIE PECYPCHI.

IloaBons uTor ckazaHHOMY BbILIE, OTMETUM, UYTO OOYYaIOIIUe CETH
BHOCST CBOIO JIETITY B pa3pellieHue CIOXHBIX U KOMIUIEKCHBIX TIPO-
0JieM, BBI3BAaHHBIX HEOOXONMMOCTbIO CUCTEMHOTO Moaxofaa (IMCLM-
IUTMHA CUcCmeMHOe MbliaeHue).

B npouecce paboThl 00ydaromuxcsl ceTeil, ydaCTHUKU 0OCYKIal0T
BOIIPOCHI U CUTYyallul, OOMEHMBAIOTCSI OIBITOM U TPEACTABICHUSIMU,
YTO CIIOCOOCTBYET BhIpaOOTKE OOILEro MOHMMaHUS TIPOOJeMbI U CBSI-
3aHHOTO C Heil IJ1aHa AeficTBU (IMCUTIIMHA obujee sudeHue).

OOyyaroIiue ceTd MO3BOJISIIOT COTPYAHUKAM PacCIIUPSITh UX COO-
CTBEHHBIE TOPU3OHTHI, PA3BUBATh KPEATUBHBIE CITOCOOHOCTH, CITOCO0-
CTBYIOT JTUYHOCTHOMY COBEPILIEHCTBOBAHUIO (IUCILUTUIMHA AUYHOCH-
HOe macmepcmaeo).

JlaHHBII METOI OCHOBAH Ha MCITOIb30BAHNH KOJIJICKTHBHOTO 00Y-
YeHUsI U COCOOCTBYET (pOPMUPOBAHUIO KOJUIEKTMBHOTO MHTEJIEKTa
(mucuuniIMHa obyuenue 6 Komauoe).

OO6yJaroIe CeTH TTOIBOAAT YIACTHUKOB K TIEPECMOTPY CIIOCOGOB
UX MBILJIEHUS, UHTETPUPOBAHUIO HOBOTO BUJEHMS U TEPEOCMBICIIE-
HUIO 3JIEMEHTOB WX TTOBCETHEBHOTO OKPYXEHUS (IMCIIUIIIMHA MeH-
manvHvle Mooenll).

B uenom ¢yHKIMOHMpOBaHUE OOydJalolIUX ceTeii oOecrieunBaeT
YCHEITHOe BHEIPEeHNEe OPTaHW3AIlMOHHBIX U3MEHEHWM, COKOHCTPYH-
PYEMBIX UX yYaCTHUKAMMU.

ITocTaBuB MATH TUCIUTIIMH B IIEHTP CBOEH AESITEIbHOCTH, O0yJa-
IOIII1e CETU MOTYT CIYKUTh MPUMEPOM KOMIUIEKCHOTO TMOAX0Aa K CO3-
JAHWIO YCIIOBUM, HEOOXOAUMBIX ISl pa3BUTHSI 00ydalolleiicsl opraHu-
3anuu. [Ipolecc o0yyeHus B paMKax 0Oy4Jarolmx ceTeil CliocoOCTByeT
MocTeneHHol TpaHcdopMaluy OpraHu3aluy, B paMKax KOTOpOil OHU
(GYHKIMOHUPYIOT, B 00y4YaIONIyIOCs.

Ho mpu stom, kak yxe ObL10 oTMedeHO [Vandangeon, Autissier,
2012], cyliecTByeT OrpaHMYEeHHOCTb MCITOJIb30BaHUSI 3TOTO MeToda B
MacliiuTade Takoi opraHu3anum, kak, Harmpumep, SNCF, kotopas mmoka
ellle He UCTIOb3YET MATh TUCUUIUIMH 00yJaloleics opraHu3aluuu 1isi
CBOETO (PYHKIIMOHUPOBAHUS B LIEJIOM.
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2

Professional looking
at value features of highly
qualified employees

V.A. Shtroh, I.A. Savinova

Intensifying the “war for talents”, digitalization of the economy and
labor migration led to the structural transformation of recruitment as a
business process. In the modern world, organizations want to attract the
most competent and experienced persons (highly qualified employees
and employees with high potential), who can cope with different tasks,
requiring professionalism and responsibility. But the main problem in
attracting professionals is the lack of they availability in the job market.

The international annual research of human capital conducted by
ManpowerGroup [ManpowerGroup, 2018] established that 67% of large
companies (over 250 employees) had a shortage of qualified personnel in
2018. Results are based on a survey of 39,195 employers in 43 countries.
Difficulties in hiring were reported as follows: Japan (89%), Romania
(81%) and Taiwan (78%), the UK (19%), Ireland (18%) and China
(13%). Therefore, the business will feel more acutely the consequences
of the loss of thousands of managers and skilled employees, who reach
retirement age. Today only a few companies feel prepared for this inevi-
table deficiency of highly qualified staff.

It can be assumed that the shortage of qualified personnel, will lead
to a further exacerbation of the “war for talent”. Nevertheless, business
owners and executives try to be more flexible and generous in their offer-
ing to highly qualified employees. The desire to win in this battle makes
the heads of organizations transform the strategy of building relation-
ships with unique employees. A unification model of labor relations,
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when employees in equal positions have a unified standard requirements
and a single remuneration system, become much more flexible. The or-
ganizations try to consider individual needs and offer special career op-
portunities.

Respectively, proficient specialists feel their relevance and try to
peep all the benefits from the current situation. As a result professionals
have a high salary expectations and request present additional require-
ments from the employer, i.e. bonuses, special work schedule, being able
to bend certain corporate standards. Furthermore, a talented worker’s
welfare stands some kind of investing in human capital for future com-
petitive ability. Analyses of much research intended for comparing dif-
ferent recruiting schemes, makes it possible to assume that hiring ideal
employees is impossible without a detailed analysis of the job seeker’s
expectations, goals, and values. Actually, it is rather difficult or even im-
possible to find an employee whose values are similar to the ones of the
organization. Instead, there is an opportunity for negotiations, which
managers frequently use to reconcile values, discuss special conditions
and agree on the benefits for the potential worker. Hence, the main task
in this situation is finding the best possible fit between the employer’s
capabilities and employee’s expectations.

As one part of the issue, we need to make a pilot research for under-
standing the value features of highly qualified job seekers. What are their
preferences in choosing the organization for employment?

Theoretical background

Based on some of the accumulated scientific data about various as-
pects of values and preferences in choosing organization for employment
we were able to identify three strategies for accounting values in the HR
practice.

1. Selection. The Person-Organization fit (POF) as a concept used
the ability to assess similarity between characteristics of the job seeker
and organization’s conditions and priorities [Kabalina, Pakhomova,
2014; Mandrikova-Ovchinnikova, Safiullina, 2013; Chatman, 1989;
Kristof, 1996]. Employees with a high level of organization compliance
(POF) are more motivated [Mandrikova-Ovchinnikova, Safiullina,
2013; Bretz, Judge, 1994], have a higher level of commitment [O’Reilly
et al., 1991; Ruiz-Palomino et al., 2013], have higher labor productivity
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[Oh et al., 2014] and they are less likely to quit their jobs [Weller et al.,
2009]. Researchers also suggested the idea to integrate several types of
conformity in one system [Cable, Edwards, 2004; Eliseenko, Sthroh,
2017] and empirically examined the combined effect of various types on
work results. Moreover, value’s analysis is used as a part of recruitment
for to selecting candidates which would be most suitable for the organi-
zation’s culture [Adkins et al., 1994; Chatman, 1991; Harris, Mosshold-
er, 1996; Patterson and Ferguson, 2010; Patterson et al., 2016; Rankin,
2013]. The idea of identifying values as a criterion for hiring employees
has been reinforced in the practice of values-based recruitment (VBR).
The mechanism of VBR impact on the work outcomes was comprehen-
sively studied by Fiona Patterson [Patterson, Ferguson, 2010; Patterson
et al., 2016]. This approach reveals the idea that values are related to em-
ployee productivity in a particular job. However, it could be unnoticed
without special aim but influence of value orientation is always present
in every decision making process [Collins, Han, 2004; Dineen, William-
son, 2012; Cromheecke et al., 2013].

2. Olffering. Value comprehension is used as a powerful impact tool.
For instance, it is used to facilitate the processes of directing and fo-
cusing the employee’s attention to a specific organization for employ-
ment [Bakker, Schaufeli, 2008; Burke, Page, 2017; Minchington, 2006;
Schaufeli, Salanova, 2011; Schwartz, 1992; Hill, Tande, 2006]. Com-
panies try to apply the available information about employee’s values in
job offering. This is the concept of Employee Value Proposition (EVP).
Bred Minchington defines EVP as a set of of unique offers provided by
the organization in exchange for human capital — the skills, capabilities
and experience that the employee brings to the organization [Minching-
ton, 2006]. Furthermore, researches emphasis the necessity of creating
special EVP for unique professionals [Minchington, 2005; Hill, Tande,
2006]. Naturally, this concept can be integrated with existing recruit-
ment strategy, especially with Executive Search. As the way to directly
attract the best candidates which available on the labor market, Execu-
tive Search involves accounting for of specific needs and individual val-
ues [Burke, Page, 2017; Faulconbridge et al., 2009; Jenn, 2005]. If the
company wants to put the direct search into practice, it should carefully
investigate goals, interests, preferences and values of the current special-
ist to making him the most attractive job offer.
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3. Engagement. Peculiarities of personnel’s values could be used
to involve employees in the work process effectively [ Kutuzova, 2006;
Lipatov, 2016; Onuchin, 2013; Albrecht, 2010; Truss et al., 2014]. Un-
doubtedly, this practice can be oriented both to the short-term — to
sign a contract with desired candidate, and to the long-term goal — em-
ployee engagement in organization’s activity [ Kutuzova, 2006]. Hence,
the engagement sustentation on the high level is one of the top priori-
ties of every leader, because it influence directly on the organization
profitability and viability [Lipatov, 2015; Onuchin, 2013; Albrecht,
2010; Truss et al., 2014]. Besides, Wilmar Schaufeli characterized job
involment as a stable, comprehensive, deep, cognitive and emotional
condition. In addition we could clarify that it is extremely difficult to
enthrall in fruitful working process an employee, who feels any dis-
comfort or contradiction to his values [Hofstede, 1991; Rokeach, 1973;
Triandis, 1995]. Actually, in order to achieve a high level of employee
engagement, it is necessary to know the values of potential employees
in advance. Furthermore, it would be useful to established their “orga-
nizational preferences”. This term we define as a set of preferences that
form a person’s priorities in organization’s characteristics which impact
on job choice decisions.

Consequently, our short review of different strategies for the values
application allows us to conclude that in the context of organizational
preferences we need to consider values minimum at two levels: individ-
ual and social. In this case, a logical question immediately arises: are
values semantic reference points or rather behavior regulators? On the
one hand, values are the coordinates for substantiating actions that al-
low people to navigate in society. On the other hand, they are organized
as the internal motivational-semantic structure that regulates personal
behavior [Schwartz, Bardi, 2001; Seligman et al., 1996].

In our opinion, values indirectly form a hierarchical system of pref-
erences, including organizational ones. In these arguments, we rely on
the approach of Shalom Schwartz, who created the theory of dynamical
relations between values and the diagnostic questionnaire based on it
with analyses at two levels: normative ideals and individual priorities.
In our analysis, two-level analysis is important for understanding the
correlation of the values of highly qualified specialists. Besides, this the-
ory was organized as a system of universal basic values which keep their
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meaning for representatives of different ages and cultures [Schwartz,
1992, 1994; Smith, Schwartz, 1997]. It includes ten motivational types
based on their target orientation: power, achievement, hedonism, stimu-
lation, self-direction, universalism, benevolence, tradition, conformity,
security.

Based on these arguments, we were convinced of the logical cor-
rectness of the studies aim. Thus, we will try to explore value features
of highly qualified job seekers in choosing the organization for employ-
ment.

Research design

The present research aimed to estimate the value features of highly
qualified employees based on their preferences in choosing an organi-
zation for employment. To be clear, the we hypothesized that different
categories of highly qualified employees have differences in value fea-
tures. In conformity with the goal, it was required to answer a number
of questions.

1. Are there any differences in values among people with different

self-rating of their own qualifications?

2. Are there any differences in values among people of different

ages?

3. Are there any differences in values among men and women?

4. Are there any differences in values among working and non-

working professionals?

5. How are the values of highly qualified employees structured?

6. What characteristics of the organization prefer highly qualified

employees?

Hence, with these questions in mind, mixed-methods research de-
sign by combining both qualitative content analysis and quantitative data
analysis. Combination of two research strategies maximizes enrich the
data set and retain flexibility in the sequence of it’s collection and analy-
sis [Johnson, Onwuegbuzie, 2004; Kane, Trochim, 2007]. It is the most
appropriate methodology for better understanding the scope of values
than using each approach by itself. For collecting the empirical data set
we used the complex of several research methods.

Russian-language adaptation of “Schwartz Value Surveys” by
V.N. Karandashev. The questionnaire is based on the Schwartz’s theory
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of dynamic relations between value types, which describes the conceptu-
al organization of values as a system. Thus, the main goal of this method
is to evaluate personality values at two functioning levels: normative ide-
als and individual priorities [ Karandashev, 2004; Schwartz, 1994]. Data
collection was carried out using two parts of a scale questionnaire, which
determine the significance of ten types of basic values. Participants as-
sess the importance of each value for themselves as the guiding life prin-
ciple by using a scale from “—1” to “7”. According to the position of the
final average in this range, we can understand degree of importance of
the current value. As the result, a questionnaire allows to accumulate
quantitative data on the individual values: to determine the significance
of each value on the two functioning levels and the degree of importance
of each value in general.

Modification version of the “Self-assessment scale” [Dembo et al.,
1956; Rubinstein, 1970]. The main goal is to measure the state of self-
esteem according to specified parameters. The methodological materials
for applying this method emphasize that variations in use are allowed:
researchers can determine the required number of scales and the con-
tent of poles by themselves. Basically, we preserved the scale system and
the analysis structure from the original methodology. Our modification
consisted of supplementing the classical four scales (health, mind, char-
acter and happiness), one more — “qualification”. Data collection was
carried out during a conversation with the participant, when he proposed
to scale characteristics with the two poles and the center. He marked on a
scale indicator, which is most accurately describes his self-esteem. As the
result, modified version of that scale allowed us to get the set of actual
means of qualification self-esteem that expressed in numerical format
(the distance in millimeters from the “zero” mark).

Structured interview based on the plan specially created by us. In the
interview’s framework several questions were asked about the preferred
characteristics of the organization for employment. The main goal is to
identify individual preferences that impact the choice of organization
for employment. Substantially, data collection was carried out through
20 minutes interview with several open-ended questions. In view of the
need to collect qualitative data we choose this method with the maxi-
mum degree of freedom for participant’s self-expression. As the result
interview allows to accumulate a sufficient array of qualitative data to be
further grouped for the clusters.
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The exploratory nature of this research made us determine the ac-
ceptable sample size with keeping reliability of the results. To solve this
problem we calculated the optimal sample size using the program G-
Power V.3.1 with the option “a priori: compute required sample size".
Hence, we found that minimum total sample size is 24 participants for
obtain an essential effect size on the acceptable level of significance
(a err prob = 0,05).

Therefore, we formed a sample of 25 people, including 13 men
and 12 women aged from 22 to 41 years. Sample formation was based
on criteria from Article 195.1 of the Labor Code, which clarifies the
concept of qualification: “qualification is the level of knowledge, com-
petencies, professional skills and work experience of the employee".
Thus, obligatory condition was the higher education level and at least 1
year of work experience. Compliance with these requirements allowed
us to classify the participants as a conditional category of a qualified
specialist.

At the same time, to preserve variability, we have used a wide range
of our business contacts and sent email invitations on interview to people
of various professional areas. From 50 invitations were sent, we received
a positive response from 25 people. Rejection cases were reasoned by
dense employment and being on a business trip. We interviewed all par-
ticipants individually at a personal meeting lasting one hour using the set
of three methods indicated above.

Data analyses

The data analysis was implemented in the following sequence. First-
ly, the quantitative data analysis by using the methods of math statistics,
secondly qualitative analysis by using content analysis. On the first stage
we tried to initially keep the focus on exploring the general group trends
in value features. It became possible by comparing different categories
of qualified specialists and highlighting their differences for subsequent
analysis and description. In this way, we formed a set of statistical hy-
potheses.

H1: There are significant differences in expression of the same val-
ues among people with different ratings of qualification self-esteem.

H2: There are significant differences in expression of the same val-
ues among people from different age groups.

187



Part Il. Self-determination
of the individual in the business environment

H3: There are significant differences in expression of the same val-
ues among men and women.

H4: There are significant differences in expression of the same val-
ues among working and non-working people.

Optimal criterion for testing statistical hypotheses we choose based
on the results of counting a normality distribution by using the Kol-
mogorov—Smirnov formula. Thus, it was found that the distribution of
some indicators differs from the normal one, since the asymptotic sig-
nificance of several parameters is less than the 0,05 coefficient.

As the next step, with all conditions and characteristics of the data
set in mind, we opted for the nonparametric Mann—Whitney U-test.
Particularly, U-test has ability to detect differences using two small inde-
pendent samples in conformity with given parameters. Briefly let discuss
the logic of dividing the sample into categories.

Firstly, it was necessary to delineate the sample into two groups of
people with different levels of qualification self-esteem for further testing
the hypothesis.

In order to make the correct boundary within the group, we oriented
on the median mean of qualification self-esteem — 0.61. Moreover, this
median mean directly connected with the important peculiarity of this
scale method. It was characterized by Dembo—Rubinstein technique
as “that it is typical for most people to mark their self-esteem slightly
above the middle”. Therefore, mean equal to 0.61 was accepted: we put
in the first category participants with means of self-esteem equal to 0.61
or higher, the second category included people whose coefficient lower
than or equal to 0,6. Thus, we were able to generate two independent
groups for the procedure of comparison.

Secondly, we solved the problem of making age boundary for two
categories of people because we could focus on the concept of “young
specialist” with limitation function. To test the hypothesis of the exis-
tence of significant differences in values among people from different age
groups, we suggested that it would be appropriate to focus on the con-
cept of “young specialist”, which will become a kind of age limit. Young
specialist is a well-established concept that characterizes the legal status
of a specialist at the beginning of the professional career. Basically, ehis
status is conditionally fixed for a period of three years from the graduate
and after the sighing of employment contract. Hence, we considered the
fact that university graduates usually complete their studies at the age of
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2223 years. Also we added to this point 3 years for the status of “young
specialist” and finished creating the age border on mean of 26 years. In
this logic, the first group included people 26 years old and younger and
the second group filled people aged 27 years and older.

Thirdly, it was rather simple to separate sample on working and non-
working categories because we used biography data from interviews with
participants. Nevertheless, it should be clarified that categories were
formed according to the official employment: the category of “working”
included people who worked in the organization at the time of the inter-
view, and “non-working” category included people who had no official
job.

For finishing this stage of analyses, it was required the algorithmic
counting the coefficients of Mann—Whitney U-test with ranking the ab-
solute means of the attribute. For solve this task we combined all the
means of variables from both categories into one variation line, and also
ranged them in ascending order. As the result, ranks replaced the abso-
lute means of variables, which were summed up for each category.

In our opinion, a systematized table is the best way to visualize the
results, on the score of getting a quick view of significant differences be-
tween categories of highly qualified employees (value features). Besides,
for rational purposes, in the text we have tabulated only values with exist-
ing significant differences by U-test coefficients.

Next stage of our analyses was started from looking for a reliable an-
swer to the question of how the values of highly qualified employees are
structured. The optimal way to do it we find in the two-stage hierarchical
clustering. One of advantages of hierarchical clustering is visually acces-
sible structure of values that grouped as dendrogram.

Turn to the Schwartz’s theory of dynamic relations between values
which organized as a circle shaped model (Fig. 1).

For choosing the way of clustering we considered characteristics of
the available data and the purpose of our study. Therefore, we preferred
the method of single linkage as one of the agglomerative methods for
constructing the matrix of proximity measures. It involves the search
and sequential joining of the closest clusters on the similarity matrix.
Outcome of clustering procedure is presented in dendrogram scheme
(Fig. 2).

As visualization opportunity clusters dendrogram allowed us to ex-
plore the holistic and meaningful picture with the complex of mutual

189



Part II. Self-determination
of the individual in the business environment

Significance
level

Table 1. Values with significant differences

Value and the functioning level

Group
Hypo- U-test average
thesis coefficient ranks
H1 0,044 16,36; 10,36
H1 0,033 9,50; 15,75
H1 0,025 9,27; 15,93
H2 0,011 9,17; 16,54
H2 0,046 9,92; 15,85
H2 0,03 9,71; 16,04
H2 0,016 9,33; 16,38
H2 0,035 9,79; 15,9
H2 0,035 9,79; 15,95
H2 0,03 9,71; 16,04
H4 0,043 9,00; 15,25

p>0,05
p>0,05
p>0,05
p>0,05
p>0,05
p>0,05
p>0,05
p>0,05
p>0,05
p>0,05
p>0,05

Benevolence (individual priorities)
Achievement (individual priorities)
Hedonism (motivational type)
Self-direction (individual priorities)
Stimulation (individual priorities)
Hedonism (individual priorities)
Achievement (individual priorities)
Power (individual priorities)
Self-direction (motivational type)
Stimulation (motivational type)
Stimulation (normative ideals)

Universalism

=

Self-Enhancement

' Self-Transcendence

»

Conservation

Fig. 1. Schwartz's theoretical model
Source: S.H. Schwartz, 1992.
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Dendrogram

0 5 10 15 20 25
Traditions_Norm.ideals 2 —l ! ! ! ! !
Traditions_Motiv.type 22
Traditions_Indiv.priorities 12 J
Conformity_Indiv.priorities 11
Conformity_Motiv.type 21 |
Conformity Norm.ideals 1 —
Universalism_Indiv.priorities 14
Universalism_Motiv.type 24 Q —
Security_Indiv.priorities 20 —
Security Norm.ideals 10
Security Motiv.type 30
Universalism_Norm.ideals 4
Benevolence_Norm.ideals 3
Benevolence_Motiv.type 23 —Q
Benevolence_Indiv.priorities 13
Stimulation_Indiv.priorities 16
Stimulation_Motiv.type 26
Stimulation_Norm.ideals 6

Self_direction_Norm.ideals 5
Self_dlrection_Motiv.type 25 Q

Self_direction_Indiv.priorities 15

Hedonism_Motiv.type 27

Hedonism_ Indiv.priorities 17
Hedonism_Norm.ideals 7
Power_Norm.ideals 9
Power_Motiv.type 29 |
Power_Indiv.priorities 19
Achievement_Indiv.priorities 18
Achievement_Motiv.type 28 Q
Achievement_Norm.ideals 8

Fig. 2. Hierarchal clustering structure of values

Source: created by the author.

relations and combinations. In further discussion, it would be useful to
highlight the general group trends in values features.

Second stage of data analysis was started from review of 25 interview
text records contained information about preferences in choosing an or-
ganization after interviews with highly qualified specialists. Meanwhile,
the average volume of one text record with the answers of one partici-
pant ranged from 80 to 100 words, because the interview was based on
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Table 2. Categorical content model

Categories Quantificators

1. Remuneration  “high salary”, “bonuses”, “decent pay”...

2. Specification “cybersport”, “innovative technologies”, “media
production”...

3. Challenge “unique projects”, “challenges”, “necessity of self-
development”...

4. Prestige “the best on market”, “famous brand”, “significance for
portfolio”...

5. Relations “adequate chief”, “good team”, “friendly”...

6. Perspectives “career perspectives”, “possibility of self-realization”,
“opportunities”...

7. Meaning “useful product”, “demand”, “clear goals”...

8. Working “compliance with the Labor Code”, “ready-made customer

conditions base”, “equipped workplace”...
9. Freedom “variability of methods”, “flexible schedule”, “creative”...
10. Other “large organization”, “stable”, “corporate automobile”...

open-ended questions. But answers were nonstandard and the resulting
data array was deprived of structural integrity. To overcome these cir-
cumstances, we applied content analysis for identifying categories and
determining the most attractive characteristics of organizations. All pro-
tocols were analyzed adhering to the inductive algorithm: 1) searched
in interview protocols for semantically similar characteristics that de-
scribe organization preferences; 2) created content model with catego-
ries (groups of organization preferences) and quantificators (accounting
units).

Third. Filled in the classifier based on reanalysis of interview proto-
cols.

Fourth. Conceptualized the model of organizational preferences by
calculating the frequency of occurrence of various characteristics and
highlighting the most significant categories (Fig. 3).

Based on findings we were get closer to understanding value features
of highly qualified specialists, as well as highlight the most preferred or-
ganization’s characteristics.
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8,3 1.9

= |

18,5

18,5 7.4
3,7
M Category 1. Remuneration I Category 6. Perspectives
B Category 2. Specification M Category 7. Meaning
Category 3. Challenge Category 8. Working conditions
Category 4. Prestige M Category 9. Freedom
B Category 5. Relations M Category 10. Other

Fig. 3. Organizational preference category distribution diagram, %

Source: created by the author.

Discussions

In comparison of different categories of employees we find a block
of some universal values for which there are no differences in subgroups,
e.g. conformity, traditions, universalism, security. Explanation of this
fact could hide in the natural desire to keep stability and life-balance, be-
cause these values are clearly oriented towards on stereotyping behavior
algorithms and expecting a certain predetermined result. In other words,
stability in professional activity is important for highly qualified special-
ists, inasmuch as the application of learned algorithms make possible
effectively and quickly achieving results.

Switch attention on differences in values among specialists with dif-
ferent level of qualification self-esteem. Comparison of the average ranks
made it possible to determine the most important values for each cat-
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egory of employees. Benevolence (individual priority) is more important
for people with low self-esteem (U = 0,044, p > 0,05). Accordingly to
Schwartz’s theory, benevolence accumulates “prosocial needs” and the
pursuit for well-being in interaction with other people. Rational expla-
nation of this difference bases on the fact that benevolence as a complex
uniting a set of moral qualities can impact the underestimation of one’s
own qualification self-esteem. Another words, it is a peculiar version
of modesty’s embodiment in assessing their merits. Also there are two
differences supported argument: for people with high qualification self-
esteem achievement (U = 0,033, p > 0,05) and hedonism (U = 0,025,
p > 0,05) are more important than for participant with low self-esteem.
In this case, achievements actively manifest the desire for personal suc-
cess through competence performance for obtaining the approval of so-
ciety in various forms with hedonism (pleasure, enjoyment of life) as the
result.

Rather interesting to look the value differences among people from
different age groups. Estimate results indicate that people over 27 value
independence (U = 0,011, p > 0,05), stimulation (U = 0,046, p > 0,05),
achievements (U = 0,016, p > 0,05), power (U = 0,035, p > 0,05), he-
donism (U = 0,04, p > 0,05) much more, compared to younger partici-
pants people. Principal explaining of this situation is directly connected
with the set of life tasks which people should solve on different ages. For
instance, the major task for young specialists is professional develop-
ment, improving skills and gaining the necessary work experience. On
the contrary, for people over 27 years old, who already possessing a cer-
tain amount of experience, the main tasks associate with career advance-
ment: new prodjects (stimulation), freedom in actions (independence),
high social status (power), career success (achievements) and available
resources (hedonism).

Curiously enough, there are no significant differences in values of
men and women at all levels. Other researchers prove that differences
in the values of men and women exist [Monusova, 2008; Poplavskaya,
Soboleva, 2019; Clark 1997; Farmer 1985; Green, DeBacker, 2004;
Gunderson, 2006]. Nevertheless, this controversial situation could be
created by the specific of research procedure. As we write above, first-
ly participants gave us interview, which plunged all respondents into
thoughts about work and organizational preferences. Naturally, this
situation could be reinforced by committing of business community to

194



2. Professional looking
at value features of highly qualified employees

ensuring the equal constitution rights of men and women in their profes-
sional activities. Perhaps interview impacted respondents to shift vector
of attention from their everyday life to their professional self-realization.
Thus, they retained some independent from gender identity in the choice
of values.

Working and currently not working qualified persons have signifi-
cant difference in only one value — stimulation (U = 0,0 43, p > 0,05).
Stimulation is more important for working professionals. Reference
point of this specific feature discussion disposes on the fact that a person
immersed in a working routine increases his desire for novelty and new
experiences. In other words, maybe emotional diversity helps maintain
an optimal level of activity and engagement in work process. While peo-
ple in search for employment, on the contrary, has enough new impres-
sions, since every day they explore various ways for professional develop-
ment. Actually, they are looking for stability.

Hierarchical structure of values recreated by cluster analysis is the
brilliant opportunity to see internal relationships between values of
highly qualified specialists at different levels. In particular, on cluster’s
dendrogram (Pic. 3) we can observe that at the initial stage identical
values of different levels logically associate into a single cluster group of
three. At the next stage clusters values are merging into two large-scale
clusters.

1. Conditionally “prosocial cluster” formed by the correlation plei-

ades: conformity and traditions, universalism and security.

2. Conditionally “egocentric cluster” formed by the triad: hedo-
nism, which merged independence, and pleiades of achievement
and power.

Cluster’s pleiades are united into one group (conformity and tradi-
tions merge with universalism and security) and benevolence is also in-
cludes into the first “prosocial cluster”. Next, additional complication
of this structure occurs through the union of the first cluster with the
stimulation, which was detached before. Last stage of hierarchy forma-
tion is finish by integration of both clusters.

Inasmuch as we choose the single linkage clustering method chosen
at the start point, we can confidently assert that two clusters were formed
by combining the most similar values in terms of severity. Outputs con-
firm corresponding sense of the cluster value structure to the circular
structure of values in Schwartz’s model. Moreover, this circumstance
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once again proves existence of dynamics in the value opposition for these
participants. On the one hand, this circumstance allows highly quali-
fied specialists to concentrate their efforts on one of the poles: they can
develop some kind “prosocial” activity (conformity, traditions of univer-
salism, security, beneolence) or focus on “egocentrism” and pursuit of
personal success (hedonism, independence, achievements and power).
On the other hand, balance between conflicting values is difficult for
achieving. Nevertheless, we remember that stimulation has the detach-
ment from uniting with value clusters. This important note indicates that
there is a space for synergy of different values, e.g. when people want new
experiences and diversity, they become more flexible for experimenta-
tion and try new behavior strategies with another values in core. Hence,
new emotions and impressions will let them keep satisfactory level of
vital activity.

In-depth interview content analysis made it possible to find several
key categories of organizational preferences (Fig. 3). Considering orga-
nizational preferences, we noticed that remuneration category was the
most popular among participants (20,4%). High wage is necessary to
satisfy the need for security and to implement the similar value. Also
financial resource is integral component for value’s realization, e.g.
achievement, power, independence, hedonism and security.

On second place of preferences situates the specification in working
activity (18,5%) and the quality of relations (18,5%). Indicators return
us to two main clusters. In this case, if people aimed at implementing
“prosocial” values (conformity, kindness, etc.) they will be value qual-
ity of relationships that create a comfortable atmosphere for interacting
with other people. Conversely, organizational preferences will be cen-
tered on the specification of the working activity for further professional
success, if the “egocentric” values of personal success are really signifi-
cant.

Similar situation with the sample bifurcation is formed by such cat-
egories of organizational preferences as meaning (8,3%) and freedom
(8,3%). But explanation of this situation can also be found in value
comparison. Desire to bring benefits and fill meaningful activities is the
objectification of “prosocial” values (benevolence, conformity, etc.).
Accordingly, high degree of freedom is principally important for people
with an “egocentric” focus on success, who value independence, power,
and achievements.
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Fourth place is occupied by challenge category (7,4%), which is
based on desire to realize new ideas and professional development. Be-
sides, combination of this preference with the value of stimulation looks
logical, which is especially significant for our sample. For instance, if
person appreciates stimulation, he uses novelty to serve the way to im-
mersing yourself in new impressions, interesting tasks, and overcoming
limitations.

Fifth most important is the similar division of organizational prefer-
ences in two parts: perspectives (6,5%) and working conditions (6,5%).
We can also establish a logical connection between these preferences and
value priorities. For person who appreciates success, career perspectives
and advantage for development are significant. Vice versa, working con-
ditions that make it possible to realize values from first cluster (security,
traditions, etc.) become significant, in case the value of achievement and
power is not so high.

Another interesting point for discussion is the prestige of organiza-
tion (3,7%), which consists in the fame, influence and brand recogni-
tion of the company. If we try to apply the same analytic approach in
this case we will get controversial results. On the one hand, we guess that
values of achievements and power have more chances to be realized in a
prestigious organization, which should attract people with career ambi-
tious. On the other hand, people with “prosocial” motives who value
tradition, security and conformity, can perceive the prestige of the orga-
nization like stability and some kind of trust guaranty from business soci-
ety. Often prestigious organizations are characterized by a long existence
period, strong HR-brand and positive business reputation. Therefore,
the organization’s prestige can connect with the value of universalism,
as the ability to realize any aspirations.

Finally, in discussing results of this exploratory research, we can
state that it was successfully completed the task because we find value
features of highly qualified employees in the context of analysis their
organizational preferences. However, we recognize a number of sig-
nificant limitations. In particular, our sample size is not enough to
purport representativeness for disseminate the results on organizations
from Russian business society, i.e. it should be expanded and supple-
mented.
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Conclusion

Summarizing our preliminary findings, we can conclude that there
are six basic tendencies in the value features of highly qualified em-
ployees.

1.

Specialists with different level of qualification self-assessments
have significant differences in values. Achievements and hedon-
ism are more important for people with the high qualification
self-assessment. Benevolence is more important for people with
the low qualification self-assessment.

Specialists from different age groups have significant differenc-
es in values. People older than 27 years perceive stimulation,
achievements, power, independence, hedonism as more impor-
tant than younger people. People younger 27 years prefer univer-
salism and security.

Significant differences in values among men and women are ab-
sent when they studied in organizational context.

Working people and not working specialists have significant
differences in values. Stimulation is much more important for
working professionals.

Hierarchical structure of values of highly qualified employees,
created by using cluster analysis, is formed by two main clusters:
conditionally “prosocial” (conformity, traditions, universalism,
security, kindness) and conditionally “egocentric” (hedonism,
independence, achievements, power). They connect each other
through the value of stimulation.

Organizational preferences of highly qualified specialists are
concentrated around such characteristics as remuneration, spec-
ification, relationships, meaning, freedom and challenge.

Moreover, estimated results are also showed the original way to
get information about values of potential employees indirectly by trac-
ing their organizational preferences. Because values are always present
in every decision making process. By the way, research outcomes can
be expanded by one more idea. Chiefs could find out values of current
employees by exploring the previous decisions and organizational pref-
erences of potential candidate. Moreover, this understanding has wide
application from transforming the HR processes in organization to for-
mulating more attractive EVP.
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3

Subjective characteristics
of personality as a system-
forming factor of economic self-
determination of small business
entrepreneurs

T A. Terekhova, E.L. Trofimova

Entrepreneurship as an object of scientific research has long been
interdisciplinary and attracts the attention of scientists around the world
for decades and has not only economic (production of goods and ser-
vices for profit), but also psychological content.

The purpose of our study is to highlight the subjective characteristics
of entrepreneurs in the field of small business.

Small business is an active factor of market competition, flexibility
and susceptibility to the demand and needs of people, and as a conse-
quence of the establishment of social stability and order. For the national
economy of Russia, the development of small business is of strategic im-
portance, however, at the present stage its share in GDP is only about
20%. In 2016, the President and the Government of Russia adopted a
strategy for the development of small business and set a goal to increase
its share in GDP to 40% by 2025. One of the main objectives of our
research is to identify and study the impact of ethno-cultural and socio-
psychological characteristics of Russian entrepreneurs on small business
development scenarios. The solution of this research problem will allow
to take into account the socio-psychological, socio-cultural aspects of
Russian entrepreneurship to improve the effectiveness of the strategy ad-
opted by the government.
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The entrepreneur’s personality as a subject of economic activity is
actively studied in the field of economic psychology and is considered
external and internal factor of success of business activity. The socio-
psychological typology of entrepreneurs has been offered [Zaslavskaya,
1995; Zhuravlev, Poznyakov, 2002; Poznyakov, 2019; Filinkova 2007].

For example, V.P. Poznyakova distinguished types of economic self-
determination on the basis of business activity of entrepreneur, evalua-
tion of favorable economic conditions, success and satisfaction with the
results and analyzed the value orientation of Russian entrepreneurs be-
longing to different types [ Poznyakov, 2019, p. 354—360).

In modern foreign studies attempts are made to build classifications,
combining economic and psychological criteria, i.e, we can talk about
the convergence of traditional structural and functional approaches.
Thus, the article by Osiri J.K., McCarty M.M. reveals the concept of
“Entrepreneurship Mix”, classification, components of Entrepreneur-
ship mix are the working conditions of the entrepreneur, motivation,
nature of business and location (who, why, what and where) [Osiri,
McCarty et al., 2013].

American researchers associate three classic traits of an entrepreneur:
achievement motivation, risk appetite, and preference for innovation
with entrepreneurial dispositions and target orientations. The authors
draw attention to the fact that entrepreneurs can not be considered as
a homogeneous environment. An indicator of perceived entrepreneurial
activity is the entrepreneur’s goals or entrepreneurial intentions, which
may be focused on long-term investments in the company, business,
growth or stability and current income. After conducting a comparative
study of U.S. and Russian entrepreneurs, they summarize that the in-
tentions of entrepreneurs vary depending on culture and public policy
[Wayne et al., 2003].

Other authors point out the psychological characteristics of the indi-
vidual as key psychological factors that are predictors of entrepreneurial
success, noting that at the moment the research is focused not on “how”
to become entrepreneurs, but “who” [Chatterjee, Das, 2015].

Ratan J.S. Dheera, Tomasz smart staff (2019) confirmed the influ-
ence of cognitive flexibility on individual’s intention to pursue a career
in entrepreneurship.

In domestic work of the subjective characteristics of the person con-
tacted by the authors “... the phenomenon of “Soprichastnost” to ensure
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the preservation of the achieved level of integrity and authenticity of the
personality, with its transforming activity, reflexivity and self-creation,
resolution of conflicts external challenges and personality as a complex
organization with the ability to overcome the mismatch of the initial and
final States I to go beyond the “present”, with the development of the
components of subjective experience of the individual (reflection, value
of experience, cooperation, etc.) and skills of self-regulation, an appeal
of the individual to their own internal resources, with the possibility of
choosing the means of implementation of its own activities, with the
highest level of accountability of the individual as author and master of
his own life” [Khashchenko, 2016].

The most accurate analogue in foreign psychology is the word
“agency”. This phenomenon is interpreted as “the realized possibility of
people to influence their world, and not only to know it and to attribute
to it personal or intersubjective significance. This ability is the inherent
power of human beings to act purposefully and reflexively in more or
less complex relationships, correcting and remaking the world in which
they live, in circumstances in which they may consider different courses
of action desirable and possible, although not necessarily from the same
angle” [Inden, 2000].

Research result

Using the metasystem approach, we have established that the system
of economic self-determination of the entrepreneur (ESP) is influenced
not by one, but by several metasystems. The main ones are personal,
socio-economic and professional activity.

If an ordinary system simply develops according to the principles of
systemogenesis, the system that has received a built-in meta-level ac-
quires the ability to manage its own development [Karpov, 2011, p. 255].

Pilot empirical studies conducted on a sample of 75 entrepreneurs
(geographically the business is located in Irkutsk and the Irkutsk region),
allowed to specify the structural-level structure of the ESP, consisting of
five levels (metasystem, system, subsystem, component and element).

Subsystem level by virtue of its position in the structure of the ESP
allows to identify the qualitative specifics of the economic self-deter-
mination of the entrepreneur, as it concentrates all software diagnos-
tic techniques in the part of the ESP and combines them into several
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Table 1. Components of the subsystem
“The Main subject characteristics of the entrepreneur”

Factor
Component Level of “individual components” Loadings
Relation to the competition Competitiveness ,436
Locus of control Internality in the economic space of life ,519
Business activity level Transformative activity in relation ,469
to the economic context
Ethnic identity Ethnic indifference —,478
Quality of life assessments ~ Work ,714
Personal achievement ,769
Health ,516
Communication with loved ones ,513
Support (internal and external) ,648
Bullishness ,511
Tension ,610
Self-checking ,664
Negative emotion ,546
Vital value Good financial position ,498
Psychological perception The last amusement ,455
of time Emotional coloring of the present ,684
Magnitude of current ,541
Structure of the present ,445
The present amusement 514
Civil identity Cognitive component ,576
The emotional component ,614
Management skills Competence of the Manager: it is good ,589
to know the policy of the organization,
the specifics of the products and services
Scenarios of economic Economic interest — economic —,487
behavior indifference
Attitudes towards wealth Socio-economic attitudes —,479

and poverty
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groups (subsystems). Diagnostics of the subsystem level allows to reveal
its structure, and accordingly, the structure of the ESP system.

The result of factor analysis were allocated to 12 subsystems: the
main subjective characteristics of the entrepreneur, economic optimism,
the attractiveness of entrepreneurial activity in the conditions of moral-
normative and socio-economic attitudes and values in the context of
self-development, strategy of economic consciousness and behavior, hy-
peridentities and ethnic intolerance, economic rationality, property as a
basic value of the entrepreneur, competitiveness, management skills pro-
vided a professional activity in a time perspective, health, the achieve-
ment of profit.

As a result of the linearization procedure, the “raw” scores of ESP
subsystems were ranked. All subsystems of the ESP are concentrated
around the subsystem “Basic subjective characteristics of the entrepre-
neur”. Such a subsystem can be called nuclear components simultane-
ously belong to all three metasistem system of ESP. In this article we
will focus on the analysis of the nuclear subsystem “the Main subject
characteristics of the entrepreneur”. This factor includes the components
presented in Table 1.

Discussion

The obtained research data allow to clarify the structure of subjective
characteristics of entrepreneurs in the field of small business, which can
be considered as predictors of economic self-determination.

The generalized psychological portrait of the entrepreneur in the
sphere of small business includes the following characteristics: The en-
trepreneur is competitive, focused on personal responsibility for the re-
sults of economic activity, is aware of the need for business activity, con-
stant changes in business, does not accept economic indifference. The
most significant managerial skills related to the organization of work are
having a high index of quality of life, and seeking harmonious balance
in all areas, getting satisfaction not only from work, but also from com-
munication with loved ones, taking care of health and emotional well-
being. The dominant value is a high financial position. He lives in the
present, feels the rhythm of time, its irreversibility, changeability, tries to
“keep up with the time”, feels connection with the past, however, there
are no links with the perception of the “future”. He is aware of his civic
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position, but is not always ready to demonstrate it at the behavioral level,
does not see a link between the level of material well-being and socio-
economic conditions in the country and the region.

Factor analysis of this subsystem allowed to combine the subjective
characteristics of the entrepreneur into the following groups:

ounhkwn=

Quality of life assessment: mental and physical health
Competence and internality in the economic space of life
Self-regulation (self-control)

Competitiveness

Transformative activity in relation to the economic context
Focus on a high level of self-sufficiency.

Analyzmg the subjective characteristics of regional entrepreneurs in
small business, we consider how objective processes and phenomena are
reflected and manifested at the psychological level: in attitudes, experi-
ences, motives and aspirations.

® Most entrepreneurs would prefer to comply with the laws, but in

real life are forced to bypass these laws when regulations signif-
icantly infringe on their interests. The most common case is tax
evasion. And in our study revealed a negative relationship of eco-
nomic attitudes of entrepreneurs with the policy of the govern-
ment, the state, they do not believe that the material well-being
of citizens directly depends on state policy, do not expect drastic
changes from economic and social reforms, do not show a high
level of trust in government structures, including regional.
Strengthening the role of informal economic relations. Entre-
preneurial activity often takes place in a semi-legal context in
the context of Russia’s well-known disregard for “formalities”.
Therefore, written contracts do not have unconditional power
and violated. The role of personal connections and services is
growing.

Independence and detachment from politics. Most entrepre-
neurs emphasize independence, or rather detachment from pol-
itics and the priority of business as a professional occupation.
Most often, regional entrepreneurs abandon organized group
lobbying and use their individual connections in government and
other structures.

Focus on quality of life. The typical entrepreneur is immersed
in “turnover”, concerned about the problems of survival. The
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state of General uncertainty and uncertainty about the future
contributes to the assertion of such orientations. The entrepre-
neur tries to avoid long-term plans, because in a changing Rus-
sian society, it is difficult to call it a real business that “feeds”,
which is confirmed by the lack of links with the time perspective
of the future. In addition, this is due to the high physical and
emotional intensity of activity: individual entrepreneurs, family
business owners, small entrepreneurs often solve not only man-
agerial and organizational problems, but also directly engaged
in production, so they need to thoroughly know the specifics of
the products and services provided, have to save on their own
vacation, delve into all the nuances, which increases the sense
of personal responsibility. Therefore, respondents consider the
least attractive characteristics of entrepreneurial activity to be a
tense, unregulated mode of work, risk, and the need to resolve
difficult situations.

® Attitude to charity. Modern entrepreneurs are very reserved
about charity. This, on the one hand, is due to the tax legislation,
which does not stimulate a different attitude. On the other hand,
cooperation with special charitable foundations, which for the
most part do not inspire confidence, is preferred. Often, charity
is forced, that is, local authorities force firms to allocate funds
for the social sphere and utilities. However, in General, charity
aimed at protecting life and health occupies one of the Central
positions in this area.

® The desire to achieve, the need to develop, the importance of
education as a value. Most entrepreneurs are highly educated
people, although their education is often not specialized. The
importance of education is manifested in the care of entrepre-
neurs to educate their own children, for whom parents choose
schools, gymnasiums, kindergartens. If possible, entrepreneurs
send their children abroad for education.

Summary

In the future, it is planned to expand the sample, to carry out a
more detailed analysis of the subjective characteristics of entrepreneurs
in small business with different socio-economic (business size, sphere,
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etc.), demographic (gender, age, education) and ethno-cultural charac-
teristics. A comparative ethno-psychological study of the characteristics
of Russian and Chinese entrepreneurs in the field of small business will
be conducted, which will reveal the key ethno-psychological character-
istics of the economic self-determination of the entrepreneur.
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4

Models of the relationship
of perceived corporate culture
with organizational identification
of employees of commercial
enterprises

R.K. Nesmeianova

One of the important and promising areas of research in social and
organizational psychology is the study of corporate culture, that is, the
psychological context in which work is carried out, as well as how the
organization’s culture is perceived by employees and how it relates to the
emergence of some form of organizational identification.

An analysis of the published works showed that the relationship be-
tween these two constructs is indirect and is influenced by various fac-
tors [Dutton et al., 1994; Lipatov, Zhilkina, 2005].

The relevance of this study is determined by the fact that the speci-
ficity of the relationship between perceived corporate culture and orga-
nizational identification has not yet been studied, and a comprehensive
understanding of it has not been developed; there are not enough theo-
retical substantiations and empirical studies, and the results of existing
scientific works are not always unambiguous. Therefore, serious devel-
opment of this problem is required in order to create a holistic concep-
tual model that takes into account the contribution and correlation of
all components. The aim of the study is to identify the features of the
relationship of perceived corporate culture and organizational identifi-
cation of employees of commercial enterprises. To this end, the study
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identified and substantiated a number of variables to identify their role in
the relationship studied: the attractiveness of corporate culture, the need
for organizational identification, the individual-organization values fit
and the types of attachment to the organization.

Corporate culture

Corporate culture is understood as a system of collective ideas about
the norms, values, behaviors accepted and shared by members of the
organization [Lipatov, 1999]. L. Constantine’s theory of organization-
al paradigms [Constantine, 1991] was used, which includes four types:
closed, random, open and synchronous. The description of each para-
digm is presented below (Table 1).

The organizational paradigm is a model and, in general, determines
the nature of corporate culture. The organizational types are based on
various hierarchies of values inherent in the corporate culture under con-
sideration, as well as ways to solve key problems within it [Constantine,
1991].

Thus, corporate (organizational) culture is not only a phenomenon
that integrates human and organizational resources, where employees
unite to solve common tasks and achieve their goals, but also acts as a
coordinator of joint ideas about the external environment and activities

Table 1. The characteristics of four organizational paradigms

Closed Random Open Synchronous
Hierarchically Lack of traditions, Adaptive, based The leader sets
organized power  stable rules, on agreement, the ideology,
with a clear and clear focused values and goals.
distribution distribution on cooperation. Autonomy

of roles of roles. Orientation Roles of departments,
and functions. to a creative and functions minimal

Strict laws, approach are distributed communications.
conformity to solving problems. by mutual Rigid to change.
of employees. The priority agreement,

Negative nature of individual rotations

of feedback. interests. are practiced.

Source: L. Constantine, 1991.

212



4. Models of the relationship of perceived corporate culture
with organizational identification of employees of commercial enterprises

in it. It is one of the ways of structuring and categorizing the ideas of
corporation members about the external and internal environment for
building a harmonious system of perception of the surrounding world. In
addition, one of the main functions of the corporate culture is the func-
tion of identifying employees with the organization.

Organizational identification

Organizational identification is a perception of similarity and a sense
of unity with the organization or belonging to it, when an individual de-
fines himself in terms of the corporation, of which he is an employee
[Ashforth, Mael, 2012]. It is a specific form of social identification,
belonging to an organization, which is reflected in the self-concept as
membership in this social group. Self-determination in terms of orga-
nization, gives a partial answer to the question “Who am I?", and has a
significant impact on behavior [Ashforth, Mael, 2012].

G. Kreiner and B. Ashforth suggested an expanded model of organi-
zational identification, including 4 types: positive identification, neutral
identification, ambivalent identification and disidentification [Kreiner,
Ashforth, 2004]. The description of each type is presented below (Table 2).

Table 2. An expanded model of organizational identification

Positive Neutral Ambivalent
identification identification identification Disidentification

An employee The employee The employee has Cognitive

accepts takes the position conflicting feelings dissociation

the organization’s of neutrality, about the organization. with the organization.
values, goals, is not motivated, At the same time, The worker

and mission indifferent the processes does not share its

as consistent to the initiatives  of identification mission, goals, values
with his life and social and disidentification  and principles; he
principles position of his with it. does not like its

and defines organization. reputation

himselfin terms  Personal interests and culture.

of its dominate.

membership.

Source: G. Kreiner, B. Ashforth, 2004.
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It can be concluded that organizational identification is a key con-
struct connecting a person as an individual and an organization as a so-
cial group.

It is important to bear in mind that there are number of factors that
may have a certain impact on the relationship between corporate culture
and organizational identification, and some of these variables will be dis-
cussed below.

Intermediate variables

The attractiveness of corporate culture

Employees may perceive and evaluate the culture of the corporation
as more or less attractive to themselves [Dutton et al., 1994; O’Reilly
etal., 1991].

In this study, the attractiveness of corporate culture is understood as
a positive emotionally-evaluative attitude of employees to the perceived
characteristics of corporate culture.

This variable can directly affect both the perceived type of culture
and the organizational identification of employees. This is explained by
the fact that according to the degree of attractiveness of a culture, one
can judge about the success of the identification process, which is an
important factor in the adaptation.

The individual-organization
values fit

This is a consistency between the norms and values of the organiza-
tion and the individual values of the employee.

The basis of many organizational processes is values. Each new
employee, with his own system of values, critically interprets the goals,
traditions and regulations of the enterprise, forming a personal opinion.
The more coincidences between the values that are significant for him
and the values accepted in the organization, the higher the probability of
successful adaptation and positive identification.

Internalization of key values that make up an organizational cul-
ture directly affects the psychological processes associated with iden-
tifying with an organization, and also affects the formation of expect-
ed patterns of employee behavior [Ashforth, Mael, 2012; Chatman,
1989].
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Attachment to the organization

A number of foreign authors who consider the theory of attachment
by J. Bowlby in an organizational context speak of three types of attach-
ment to an organization: secure, preoccupied and avoidant [Ryan, 2014;
Scrima, 2015]. The key idea is that a person’s attachment can manifest
itself not only in interpersonal contacts, but also extend to his attitude
towards his organization. The focus is on the factor that the employee,
depending on the type of attachment, can build his relationships in the
working team in different ways.

The description of each type is presented below (Table 3).

In this study, it is verified how the type of attachment that an em-
ployee has to the workplace is associated with the type of his organiza-
tional identification.

Need for organizational identification

This is the tendency of an employee to self-determination in terms of
membership in an organization.

It is important to take into account the fact that people can differ
significantly in their propensity to identify with social objects, including
organizations [Glynn, 1998]. This may influence the perception of dif-
ferent situations and their reactions to them [Boros et al., 2011; Mayhew
et al., 2010].

Employees with a high level of need for identification are more sus-
ceptible to organizational socialization, and more often they publicly

Table 3. Types of attachment to the organization

Secure Preoccupied Avoidant
The employee The employee maintains a distance The employee
has positive attitudes between himself and colleagues avoids contact
towards work, due to fear of a negative assessment with colleagues, does
trusting relationships  of his activities. Focused not feel satisfied
with colleagues, on the process of performing tasks, with the work. Often
high self-esteem and not on the result. Negative these employees have
and confidence self-esteem, no self-confidence, positive self-esteem.
in prospects. but formed a positive image

of colleagues.

Source: J. Ryan, 2014; F. Scrima, 2015.
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identify themselves as members of their organization. Workers with a low
level of need for identification, on the contrary, are prone to isolation
and a sense of independence from it [Wann, Hamlet, 1995]. Thus, the
need for identification is a significant construct, studying which is also
important to consider the relationship with other variables and processes
occurring in the organization.

Method

The study involved 241 participants (63 men and 178 women),
employees of commercial enterprises. All of them have higher education.
Average age = 29,8 years (SD = 9,0); average length of service = 4,2 years
(SD=35,3).

The study was conducted in one stage, the participants were asked to
fill out a questionnaire consisting of five parts:

® Organization Paradigm Scales [Constantine, 1991];

® Organizational Identification Measure [Kreiner, Ashforth,
2004];

® Individual-organization Values Fit Measure [Windsor, Ash-
kanasy, 1996];

® The Attachment in the Workplace Scale [Scrima et al., 2014];

® The Need for Identification Scale [Mayhew et al., 2010].

Mathematical data processing (structural equation modeling) was
carried out using IBM SPSS Amos 22.

Results

In order to trace the presence and direction of links between key var-
iables, structural models (path analysis) were built and compared.

Fit indexes of four models are presented in a single table (Table 4).

Below is a schematic representation of the relationship of variables
with the perceived open (Fig. 1), closed (Fig. 2), random (Fig. 3) and
synchronous (Fig. 4) types of perceived corporate culture. Standardized
regression coefficients (the numbers at the arrows) allow to compare the
relative contribution of each independent variable to the dependent pre-
diction.

First, we consider the relationships that appeared in all models (with
some differences in regression coefficients).
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Table 4. Fit indexes of the structural models

Fit index Open Closed Random  Synchronous
CMIN 32,892 26,299 27,155 35,405
df 22 21 22 23
p 0,063 0,195 0,205 0,051
CMIN/df 1,495 1,252 1,234 1,539
RMSEA 0,045 0,032 0,031 0,047
HI90 0,076 0,067 0,065 0,077
CFI 0,986 0,993 0,992 0,981
NFI 0,960 0,966 0,961 0,952
GFI 0,975 0,979 0,979 0,972
AGFI 0,937 0,945 0,946 0,932
[ OPEN PARADIGM ]
0,59 0,39
Y
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Fig. 1. Relationship of variables with the open type of corporate culture

Source: created by the author.
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Fig. 2. Relationship of variables

with the closed type of corporate culture

Source: created by the author.

Thus, the compliance of individual and organizational values is re-
flected in whether an employee perceives his work place as attractive,
as well as in his need for identification. Avoidant attachment and com-
pliance of values are in an inverse relationship, which indicates a low
probability of its formation, if personal goals and values coincide with
organizational ones.

The presence of preoccupied attachment can be one of the reasons
for the avoidant attachment, when employees are not satisfied with their
work and try to avoid any contact with colleagues. If an employee tries
to reduce any communication, this may predetermine the appearance of
neutral identification.
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Fig. 3. Relationship of variables
with the random type of corporate culture

Source: created by the author.

Maintaining a neutral position in relation to enterprise, or a delib-
erate disidentification with it, can be the reasons for the formation of an
ambivalent attitude towards it. If an employee does not have an indiffer-
ent attitude to his place of work, and he actively participates in organiza-
tional life, then there is a high probability of positive identification with
the enterprise to form.

Now we turn to the analysis of the differences in the resulting mo-
dels.

Perceived open and random types of corporate culture is positively
associated with its attractiveness, unlike closed and synchronous cul-
tures. This suggests that workers rather prefer either an adaptive culture
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Source: created by the author.

with developed communications and cooperation, or a culture where
creativity and individuality are encouraged. Open culture is a predictor
of the coherence of individual-organizational values.

In perceived random type of corporate culture, unlike the others,
there is no direct connection between the need for identification and the
probability of its real occurrence. Only in perceived closed type, a direct
positive connection from the neutral identification to disidentification
has not manifested itself.

In the context of random culture, there is inverse relationship be-
tween the correspondence of values and disidentification, which indi-
cates a low probability of a negative attitude to the work place when an
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employee’s values are consistent with those declared in his enterprise.
Within closed type of perceived corporate culture it was found that when
an employee has avoidant attachment to the organization, this might be
one of the reasons for the formation of disidentification.

Discussion

Understanding the correlation of socio-psychological and organiza-
tional components makes it possible to satisfy the demands of practice
and to formulate scientifically based recommendations for a conscious
impact on organizational structures with the aim of improving them by
regulating and adjusting, which may increase the overall efficiency of en-
terprises.

This confirms the relevance of the study. The analysis of relation-
ships between types of perceived corporate culture and other organi-
zational variables allow to visually assess the existing relations between
them, determine the amount of contribution, see the directions of inter-
relations and compare their spatial configurations. The identified rela-
tionships were analyzed and the unique trends for each type of corporate
culture were described.

Further development of this this study is required. It is necessary
to substantiate and add new variables to the models, which can also in-
fluence the processes under study. It is important to vary the sample to
identify latent patterns.
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Internet user needs
in knowledge in psychology
as a business resource

J.A. Kitova, N.R. Aprelikova, M.A. Kitov

Among the variety of knowledge available in modern society, a spe-
cial place is occupied by knowledge related to the laws of human behav-
ior, the peculiarities of human interaction or groups. The system of such
knowledge is set, on the one hand, by social institutions of society, on
the other — organized by the person in accordance with his individual
needs [Kitova, 2019]. Modern information technology space provides a
person with new opportunities for knowledge of the world, the acquisi-
tion of additional knowledge and meet the cognitive needs [Zhuravlev,
Kitova, 2017]. The specificity of human cognitive needs in knowledge of
psychology, the satisfaction of which occurs with the use of the Internet,
is the problem of our study.

Theoretical and methodological
substantiation of the research problem

The needs of the individual within the framework of psychological
science are also considered from different points of view. In particular,
needs can be viewed from the perspective of the analysis of sensations or
consciousness; as a desire to stay in the comfort zone or a tendency to
achieve psychosocial well-being; as an activity in which a person finds
the realization of his personal potential or through the prism of emotions
accompanying this activity, etc. modern empirical studies of the needs of
the individual differ in Diversity, which are analyzed as a source of social

223



Part Il. Self-determination
of the individual in the business environment

activity of the individual, as indicators of the well-being of the person
and society [Yurevich et al., 2017; Problems of social.., 2018].

A significant number and diversity of approaches to the study of
needs as a theoretical and empirical problems necessitates the justifica-
tion of their own approach, which is associated with the study of ideas
as a factor of social activity of the individual. We present a number of
scientific positions of interest from this methodological point of view.

In psychological science there is a variety in the interpretation of the
essence and mechanisms of activation of needs. Thus, the needs can be
considered as a feeling of discomfort at the level of reactions of the brain
and nervous system. For example, V. Monastyrsky studying neuroses,
noted that the main cause of their occurrence is the internal subjective
suffering of the psyche, which is an innate need of the body. Academi-
cian A. Ukhtomsky pointed to the natural-physiological nature of the
needs, which are stable foci of excitation of certain nerve centers.

Needs are often considered as the orientation of the individual to
overcome the negative from his point of view factors that impede the
equilibrium psychological state (the concept of homeostasis). Among
the supporters of this concept, we can imagine the position of W. Can-
non, who defined the psychological concept of homeostasis as the con-
stancy of the internal environment of the body. According to the author,
this constancy is supported by self-regulation, i.e. the body takes care of
maintaining the equilibrium state, adapting to the changing environment
[Ibid.].

The needs of the individual are also studied through the emphasis on
specific objects that can meet the “urgent” human need. It is assumed
that such a mechanism is implemented through selectivity of perception.
Thus, E. Ilyin pointed out that the concentration of attention on various
objects that can meet the actual needs of the individual, occurs autono-
mously, based on individual and personal positions.

In psychology, we know the diversity of the author’s concepts of
needs as a factor of social activity of the individual. These concepts often
have a complex, detailed (in space and time), logically justified struc-
ture. Thus, 1. Sechenov noted that the needs of the individual are an im-
portant factor in its development, the basic Foundation of the existence
of a living organism on a par with metabolism. The well-known Soviet
and Russian psychologist B. Bratus presented four levels of development
of the structure of the needs of the individual, based on the prevailing

224



5. Internet user needs
in knowledge in psychology as a business resource

way of dealing with yourself and others. Supporters of the concept of
behaviorism reacted to the explanation of the phenomenon of needs in
a peculiar way. So, J. Watson, relying on objectively observed reactions
of living beings to various kinds of stimuli, suggested that behind each
external influence (stimulus) immediately follows “reaction”. In social
psychology, this position is known as “subordination of man” to the rule
of “carrot and stick”, where the role of “stick” is fear, and “carrot” is
an innate need to have something. Ah. Maslow developed a hierarchical
concept of needs, in which he attributes the need for self-actualization
to the highest human needs. In turn, A. Leontiev drew attention to the
fact that neither biological nor material conditions can be equated to the
highest nature of social needs — the needs of the individual in interac-
tion with other people and society.

S. Kaverin grouped the needs into “conservation needs” and “devel-
opment needs”. The author speaks about the presence of three types of
needs: the need as an object (the desire to possess something), the need
as a state (awareness of need, lack of something) and the need as a prop-
erty (principles of attitude to the world). The author divided the needs
into biological, social and ideal, pointing out that there are social needs
“for themselves” and social needs “for others”.

F. Herzberg showed that the satisfaction of needs is influenced by the
factors of expectations, which are included in such long — term schemes
as “labor costs — result” and “expectation — result — reward”. Herz-
berg also showed that in the structure of needs there are two levels of
factors — hygienic factors (related to the environment) and motivating
(related to the nature of work), which have specific effects on human
behavior.

Considering the needs as a discrepancy between the real and the de-
sired state of the person, McClelland suggested that the desire to over-
come discomfort caused by this state is based on conscious and uncon-
scious mechanisms of the psyche and is based on the needs for power,
success and involvement.

The next position is related to the fact that the needs of the indi-
vidual can be focused not only on satisfying the “needs” or achieving
a specific result, they can be initiated by the personality itself, for the
sake of feeling emotional experiences (V. Vasilenko, B. Dodonov) or ac-
tivated by destructive messages that can harm human health or life. As
sends activation requirements it is possible to consider such situation as
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a deliverance from the monotony of everyday life, the desire to intensify
the sensations through risky behavior (V. Magoon). Also, a person can
strive not only for the realization of specific and measurable needs, his
actions can be motivated by the desire for the unattainable in principle
good — for example, to become better (K. Levin). In this direction, the
position of E. Fromm is known, who noted that human existence begins
when a certain limit of development of activity is reached, not due to in-
nate mechanisms (see [Kitova, 2019]).

Summarizing the presented positions, it can be noted that human
needs are a prerequisite for his social activity, determine the direction
and energy intensity of his actions, are the basis of purposeful activity. In
this approach, the consideration of human needs and the conditions for
meeting these needs is an important factor in the development of man
and society. This applies to the study of the system of individual needs in
knowledge of psychology. This refers to the study of the system of indi-
vidual personality motives. Such information will be useful in organizing
the interaction of business participants at various levels; it becomes an
important object for personnel management [Kitov et al., 2017; Nestik
et al., 2017; Psychological research.., 2018; Sosnin et al., 2017; Yurevich
etal., 2017].

Empirical study

The aim of the empirical study is to identify the structural and sub-
stantive characteristics of the individual’s need for knowledge in psy-
chology. The object of the study were the search queries of Yandex us-
ers in the Russian Federation, in the structure of which there was the
word “psychology”. Analysis of user requests taken into account in one
month — processed two million two hundred and sixty thousand five
hundred and ninety requests (2 260 590) from all regions of Russia. The
study used data obtained through an appeal to the resource “Statistics of
keywords on Yandex”.

First of all, we turned to the analysis of search queries on Yandex for
the keyword “psychology” for February 2019. Each query is summarized
as an absolute value of the number of page impressions for queries from
a particular region (Table 1).

The presented results in general indicate a high interest in knowledge
in psychology (101%). The highest interest in knowledge of psychology
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Table 1. Regional popularity
of impressions on Yandex on request “psychology”

Impressions  Regional popularity

Region per month of the word, %
1. Russia 2055352 101
2. Eastern Federal District 78 455 115
3. Volga Federal District 378 398 103
4. Republic of Crimea 24 522 91
5. Northwestern Federal District 220613 96
6. North Caucasus Federal District 53974 98
7. Siberian Federal District 230 692 112
8. Urals Federal District 177 860 100
9. Central Federal District 711 679 96
10. Southern Federal District 175 765 108

is shown in such Federal Districts as Far East (115%), Siberian (112%),
Southern (108%) and Volga (103%). The average level of interest is
shown by users of the Ural Federal District (100%). Users of the North
Caucasus (98%), Central (96%), North-Western (96%) Federal Districts
demonstrate a reduced interest in knowledge in psychology. The resi-
dents of the Republic of Crimea are the least interested in psychology
91%).

For clarity, we have grouped the query results by level of interest.
If the interest in knowledge in psychology was in the field of values
less than 100%, then we combined them into a group under the condi-
tional name “uninteresting”. If the interest in knowledge in psychology
was in the area of values above 100%, the grouping of these positions
took place under the conditional name “interesting”. The third posi-
tion involves the fact that the interest in knowledge of psychology is
unremarkable among other requests — this position we have defined as
“neutral attitude”. This approach is based on the method developed by
Yandex: the popularity of the word/phrase equal to 100% means that
the word in this region is not highlighted; if the popularity is more than
100%, it means that in this region there is an increased interest in this
word; if the popularity of the word is less than 100% — there is a re-
duced interest.
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Thus, representatives of 6 regions showed a high interest in knowl-
edge in psychology, which is 60% of the total number of users. Repre-
sentatives of three Federal Districts showed low interest in knowledge
in psychology, the total number of such users is 30%. Neutral interest
is represented only in one District, which is 10% of users. Thus, 60% of
Yandex users show an increased interest in knowledge of psychology (see
Fig. 1).

Next, we analyzed the search queries for words that were declared
by users along with the word “psychology”. Processed 2 260 590 re-
quests per month made by users in February 2019 on Yandex. Requests
are grouped by the corresponding branches of psychology, with the ex-
ception of a subgroup called “educational literature”, which we have
identified as an independent position. These requests are related to the
search for educational literature and are of the following nature: lectures
on psychology, anthology of social psychology, essays on economic psy-
chology, answers to test tasks in psychology, etc. In our opinion, such
requests do not reflect their own cognitive needs of the individual, and
due to external circumstances. However, these requests allow a better
understanding of the nature and specific needs of users in knowledge of
psychology.

As can be seen from the Fig. 2, the largest number of user requests
are related to the search of educational literature on various branches of
psychology (15.1%). These requests are related to the search for various
types of educational and methodical publications (textbooks, manuals,
anthologies, lecture notes, etc.).

Directly among the branches of psychological knowledge, such
branches as psychology of personality, gender psychology, social psy-
chology and psychology of leisure (42.7%) are more in demand than
others. Analysis of search queries and our earlier results of empirical
research indicate that the knowledge of psychology, according to re-
spondents, are interesting in the framework of such problems of life as
relationships with others, self-understanding, relationships in the fam-
ily, the implementation of a professional career, management of others,
relationships with friends. These data indicate the applied, one might
even say pragmatic, nature of the respondents ‘ needs for knowledge in
psychology.

Within this subgroup (5%), some respondents are interested in mac-
ro-psychological aspects of social interaction commensurate with soci-
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Fig. 1. Interest in knowledge
of psychology among users of the search engine Yandex, %

Source: created by the authors.

ety as a whole. The interest of users is related to the psychology of eth-
nic groups, the mentality of peoples, value orientations of social groups,
moral ideals of society, etc.

Research in the field of psychology is of sufficient interest (9.7%).
These requests are related to the professional interests of the psycho-
logical community and representatives of related branches of knowledge
(researchers or persons involved in the system of professional training).
Such requests are necessary for more effective performance of their du-
ties, serve the exchange of information and experience in the implemen-
tation of professional communications. Here, to the sphere of profes-
sional interests, it is possible, probably, to carry also interest to problems
of the general psychology (8,4%).

The branches of psychology related to the formation and develop-
ment of personality, such as age and pedagogical psychology, psychol-
ogy of development (14.2% in total) are of little interest to users. Interest
in this problem is mainly a reflection of the needs of the professional
community — this time, people involved in psychological and pedagogi-
cal activities. This may include employees of the education system (pre-
school, school, University) and the sphere of training (retraining) and
advanced training.

Relatively low interest in the methodology of psychology, the prac-
tical aspects of the use of psychological knowledge (practical psychol-
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ogy — 4.3% and methodology of psychology — 3.0%, a total of 7.3%).
The low level of interest seems to be related to the specifics of profes-
sional psychological and psychological-pedagogical activity: not all psy-
chologists and teachers involved in the educational process are engaged
in psychological practice — consultations or trainings.

The lowest level of interest users demonstrate to clinical psychology
(1.7%). This circumstance is a reflection of the fact that the circle of
people professionally engaged in pathopsychology is not really very high,
respectively, and the level of requests on Yandex is insignificant (against
the General background).

Forms of acquisition of knowledge in psychology

It is equally important to consider user requests on Yandex focused
on practical forms of knowledge in psychology. The most popular form
of obtaining and (or) improving knowledge of psychology is training.
User requests aimed at finding training courses, through additional the-
oretical and practical knowledge of psychology, occupy a leading posi-
tion in the network. This, judging by the nature of requests, is due to
the ever-increasing demands on the conditions of professional activity
of modern specialists (psychologists, teachers, managers, civil servants,
lawyers), changes in organizational forms of professional activity, dy-
namic changes in the life of society.

The scope of professional needs can be attributed to groups of user
requests related to the search for opportunities for psychological special-
ty and professional retraining (ie, combine the two forms of requests),
which is directly related to the profession of psychologist. It is important
to note that the search queries were processed in February, and it can be
assumed that in July and August (at the time of admission to universi-
ties), these queries can increase significantly.

The request “psychological testing”, includes problems of psycho-
logical characteristics of the person and group, and is the second form of
search of knowledge on psychology by number of inquiries of users. As
you know, testing can be an independent form of knowledge, and can be
integrated into the structure of all other user requests (training, consult-
ing, training, etc.). Nevertheless, based directly on direct requests, we
consider psychological testing as an independent sphere of user interest
in psychodiagnostics.
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The fourth (in terms of number) level of requests is related to the
provision of psychological assistance in the form of consultations on per-
sonal or situational problems that require the possession of specific psy-
chological knowledge to solve them. This can include (ie, combine with
each other) such forms of access to psychological knowledge as “psycho-
logical assistance”, “psychological counseling” and direct “search for a
specialist psychologist”.

The fifth subgroup of requests can be combined as requests aimed at
improving the socio-psychological competence of a person in the field of
psychology or in the areas of practical application of this kind of knowl-
edge. At the same time, psychological assistance, based on the nature of
the requests, can be carried out both individually and in a group. This
may include requests aimed at finding psychological courses and train-
ings.

The sixth subgroup of requests relates to the clinical field of activity
of the psychologist, and is associated with the need for appropriate cor-
rective action.

Summarizing the results of the study allows us to formulate a number
of conclusions.
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1. The study highlights the main theoretical and methodological
grounds for addressing the phenomenon of needs as a factor of human
and society development:

@ needs are recognized as a mismatch between the real and desired
human condition and cause the desire to overcome this discom-
fort;

@ in the structure of social activity of the person (and society)
needs act as the primary impulse of mental activity;

@ mechanisms for the implementation of the needs of the individ-
ual manifest through the fixation of attention on certain objects,
able to satisfy the current demand;

@ inthe process of human activity needs act as a driving force, per-
forming energy, selective and control functions;
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@ a person can strive not only to realize specific and measurable
needs, his actions can be motivated by the desire for the unat-
tainable in principle good (for example, — to become better);

@ dynamic performance needs (the ability to be updated, change
its intensity, to fade and playable again) create organizational
systems, possibilities for control action;

@ understanding the nature of the needs of the individual creates
favorable conditions for the organization of psychological and
pedagogical process at all levels of education, and to promote the
needs of sustainable social development.

2. Yandex users generally have a high interest in knowledge of psy-
chology. However, depending on the region, it manifests itself in dif-
ferent ways. Thus, the highest interest in knowledge in psychology is
demonstrated by users of the far Eastern Federal District, the small-
est — by the Republic of Crimea, and users of the Ural Federal District
demonstrate a neutral attitude to psychology.

3. Interest in various branches of psychology is not uniform. The
maximum number of requests of interest to users is educational liter-
ature on psychology. Among the branches of psychology more than
others in demand social psychology, gender psychology, psychology of
leisure and psychology of personality. Research psychology is of great
interest, the branches of psychology related to the formation and devel-
opment of personality (age and pedagogical psychology, developmental
psychology) are less interesting than the rest. Relatively low interest in
the methodology of psychology. The minimum level of interest users
demonstrate to clinical psychology.

4. Structural and substantive features of respondents’ needs in
knowledge of psychology are concentrated in such areas as self-aware-
ness, communication, influence, interaction, family life, practical psy-
chology, personnel management, which indicates the pragmatic orien-
tation of the needs in knowledge of psychology.

5. The greatest interest of Yandex users is the satisfaction of cog-
nitive needs for knowledge in psychology through such socially or-
ganized forms of knowledge acquisition as professional development,
professional training (retraining), psychological testing, psychologi-
cal training, psychological assistance and psychotherapeutic correc-
tion.
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Conclusion

The results of the study showed a high level of interest of network users
to knowledge on psychology related to personal, social and professional
needs of Yandex users. High orientation to the search for applied informa-
tion on personal and professional development, genuine focus on creating
favorable relationships with others, indicate the relevance of the problem
and point to significant human areas of knowledge in psychology.

The identification of requests and the characteristic features of the
needs for knowledge in psychology should become an integral part of the
interests of the modern psychological community, which is responsible
both for psychological comfort and human well-being, and for the gen-
eral level of corporate culture. The next step will be the study of the needs
for knowledge of psychology in the framework of business processes.
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Body image and quality
of life in hospitalized patients

N.I. Khramtsova, A.S. Glushenkov,
Yu.Yu. Zaiakin, S.A. Plaksin

Hospitalized patients often experience psychological discomfort,
some of them even have depression and anxiety [Van Diemen et al.,
2017]. It may be caused by the severity of the disease that led them to
hospitalization, or by the limitation of social contacts. Being in a round-
the-clock hospital affects certain aspects of their life.

During inpatient treatment, the priority in patients is often the de-
sire to recover from somatic disease, while their appearance and their
thoughts about how they look, while often fading into the background.

However, somatic diseases often lead to a change in appearance, espe-
cially in a surgical hospital, when an operation can radically change some
features of the appearance and even cause its change, including the forma-
tion of wounds and scars after surgery. This change may adversely affect
patients’ self-perceptions and lead to a deterioration in the quality of life.

Therefore, it is important to analyze the body image characteristics
of hospitalized patients in order to determine the planning tactics and
organization of medical care in hospitals.

Methods

A psychological examination of 56 patients treating in in-patient de-
partments of traumatology, gynecology, nephrology and oncology was
done. The BIQLI questionnaire was used [Cash et al., 2002]. It consists
of 19 questions which provide the evaluation of quantifying how persons’
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body image experiences affect multiple aspects of psychosocial function-
ing, such as self-esteem, mood, happiness, relationships with relatives
and friends, satisfaction with sexual life and other various aspects of so-
cial life. The questionnaire suggests answers in a point estimate from —3
to +3: from a sharply negative to a sharply positive effect of appearance
on certain aspects of personal functioning. The total score of the BIQLI
questionnaire is defined as the arithmetic average of all the answers of
each respondent. The body image was considered as positive if the total
score was positive.

The control group consisted of 53 healthy people.

A statistical analysis of the results using the Mann-Whitney, Spear-
man, multiple regression tests and reliability analysis were carried out,
the error p<0,05 was considered statistically significant.

Results

The total body image score in patients undergoing inpatient treat-
ment was slightly higher than in the control group — 1.13 = 0.70 and
0.95 £ 0.88 points, respectively, but the difference was not statistical-
ly significant (p > 0,05). Scores of each answer ranged from —3 to +3.
A positive body image was found in 52 (93%) patients in the hospital and
in 47 (91%) people from the control group.

The studied parameters of body image in patients of somatic profile
(medians indicated) in relationships with friends turned out to be sig-
nificantly higher (2.0 and 1.0, respectively (p = 0,04), in relationships
with family members — 2.0 and 0,0, respectively (p = 0,02), with daily
“grooming” activities — 2.0 and 1.0 (p = 0,04) and a feeling of happiness
in everyday life — 2.0 and 1.0, respectively (p = 0,048).

The maximal statistical significance was observed in answers about
relationships with friends and relatives in gynecological department and
in control group.

In control group means in all the questions were positive, as it is nor-
mal. The negative mean was only in question about the ability to control
what and how much they eat in traumatological patients. The mean was
zero in oncological patients in the answer about their satisfaction of their
lives in general. In all other patients the means of all the answers were
positive. The means in half of the answers were between 0 and 1, and the
other half — between 1 and 2.
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The correlation analysis revealed that all the answers significantly
correlated with total score, excluding answers to the third question,
about interactions with people with their own sex, which had the border-
line p-value. Multiple regression revealed multiple R=0.99. Reliability
analysis showed that Cronbach’s alpha was 0.85.

Discussion

The study shows that patients undergoing inpatient treatment have
not less, and in some aspects, even higher body image related quality of
life, due to the peculiarities of perception of their appearance, despite
the presence of a disease that led them to hospitalization. Therefore,
when organizing the work of the hospital, it is necessary to pay special
attention to the ability of patients to take care of their own appearance, as
well as provide adequate conditions for communicating with friends and
relatives, since these very aspects increase the quality of their life.

It was revealed that body image is higher in relations with friends and
relatives, with daily self-care and a feeling of happiness in everyday life.
These results indicate the positive impact of close interpersonal commu-
nications on patients of inpatient department, and no reducing feelings
of happiness in everyday life.

The results obtained demonstrate that for the majority of examined
patients in the hospital, the overall rate of body image is positive and
comparable with the control group. There were no means higher than
2 points. It means that there were no aspects of daily life, which would
be greatly influenced by appearance.

Reliability analysis showed that Cronbach’s alpha was 0.85. It means
that the BIQLI questionnaire can be recommended in scientific research
of body image in inpatients.

Despite the results that revealed some statistically significant con-
clusions, the improving the reliability of the results needs a higher re-
spondents amount in the corresponding sample.

Summary

Patients undergoing inpatient treatment have not less, and in some
aspects, even higher body image related quality of life. Body image is
significantly higher in relations with friends and relatives, with daily
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self-care and a feeling of happiness in everyday life. These results in-
dicate the positive impact of close interpersonal communications on
patients of inpatient department, and no reducing feelings of happiness
in everyday life. The planning of hospital structure needs the special at-
tention to the ability of patients to take care of their own appearance, as
well as to provide convenient conditions for communicating of patients
with their friends and relatives, since these aspects increase the quality
of their life.

References

Van Diemen T., van Leeuwen C., van Nes 1., Geertzen J., Post M. (2017) Body Im-
age in Patients With Spinal Cord Injury During Inpatient Rehabilitation //
Arch Phys Med Rehabil. Jun. 98(6). P. 1126—1131.

Cash T.E, Fleming E.C. (2002) The impact of body-image experiences: Devel-
opment of the Body Image Quality of Life Inventory // International Jour-
nal of Eating Disorders. 31. P. 455—460.



7

Correlation between image
of stressful working situations
and motivational and personal

characteristics of specialists

of “sales” profile

Y A. Saprykina

The relevance of the research topic is determined by the peculiari-
ties of the development of modern society, the changing socio-economic
and technical conditions, complication of many types of labor, increas-
ing the responsibility of specialists, both in General and in certain pro-
fessions in particular (Bodrov, Dikaya, Derkach, Zazykin, Zabrodin,
Zavalova, Ponomarenko, Marishchuk, Platonov, Suvorova). At present,
there is an increase in the requirements for both professional training
and personal qualities of specialists, working conditions are complicat-
ed, the stress content of labor in many professions increases, the stress
of working conditions in mass professions increases, new professional
standards are introduced, including for sales professionals. This type of
professions can be attributed to the profession of an insurance agent. The
factors of stress in the mass professions include: a high level of responsi-
bility for the result of labor, the need for independent decision-making,
high tension in communication with representatives of different social
groups and status, work in conditions of information overload (Bodrov,
Brite, Jones, Cartwright, Cooper, Lazarus).

At the moment, not enough studied working conditions, personal
characteristics and factors of reliability and efficiency of specialists, the
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subject of which is to work with clients. At the same time, at this stage of
development of the Russian society, the need for such specialists is high,
there is a lack of qualified specialists in the labor market, and at the same
time there are no scientifically based methods of selection and training
of these specialists. However, there are increased requirements for the
psychological qualities of specialists, which largely determine the success
of the insurance agent.

In domestic psychology, a number of studies in this direction was
carried out within the theory of the role of mental image in the regulation
of professional activity [ Konopkin, 1980; Zavalova et al., 1986], in for-
eign studies in the framework of the theory of professional stress studied
the problem of mutual compliance of the worker and the environment
[Cartwright, Cooper, 1989; Karasek, Theorell, 1990]. However, even in
the studies conducted, insufficient attention was paid to the role of indi-
vidual differences in the perception of stressful situations.

The concept of stressful working situations in professional activi-
ties in modern Russian psychology are actively developing by N.E.
Vodopyanova, E.S. Starchenkova [Vodopyanova, 2009; Vodopyanova,
Starchenkova, 2008; Starchenkova, Yachanova, 2011]. They show that
stressful professional situations are caused, on the one hand, by the
content and conditions of activity, and on the other — by the individ-
ual characteristics of cognitive appraisal of the situations by special-
ists. A number of works by domestic and foreign authors show the role
of cognitive processes in the development of professional stress [Le-
onova, 1984; Bodrov, 2000; Dikaya, 2003; Cummings, Cooper, 1979;
Cox, McKay, 1981], and also proved the role of cognitive appraisal of
the situation in the formation of behavior and emotional response in
stressful situations [Roseman, 1984; Scherer, 1984; Smith, Ellsworth,
1985; Ortony et al., 1988; Lazarus, 1991]. However, the research is not
enough to explain the role of the image of stressful professional situ-
ations in the regulation of sales professionals and their impact on the
efficiency and reliability.

The purpose of the study: to determine the correlation between cog-
nitive appraisal of stressful professional situations in the activities of sales
professionals and motivational and personal characteristics of specialists.

Hypothesis of the study: specialists with different degrees of resis-
tance to stressful professional situations (with different degrees of cogni-
tive appraisal) differ in motivational and personal characteristics.
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The mechanism of cognitive appraisal was described by R. Lazarus.
According to the author, one of the types is the appraisal of a complex
task, problem, responsible and potentially risky situation [Lazarus, 1970].

Researchers call different factors influencing the assessment of the
situation as difficult and stressful. Among these variables highlight the
emotions that arise in a situation, uncertainty (lack of information), the
significance of the event (R. Lazarus), predictability-unpredictability
of the situations (M. Seligman), controllability and variability of the
situation (Perret, Folkman, Garber), valence (stressful), controllability,
variability, uncertainty, repeatability, awareness (Ababkov, Perret), emo-
tional stability (Amelang, Bartussek), hardiness (Kobasa), etc. Among
these factors, we can distinguish a group that refers to the characteristics
of the situation and a group of characteristics related to personal charac-
teristics. Moreover, often the same characteristic, such as the controlla-
bility of the situation, is interpreted by the authors either as an objective
or as a subjective characteristic of the situation.

Stressful professional situation is a type of stressful situation.
N.E. Vodopyanova gives the following definition: “a professionally
stressful situation — the unit of analysis of human interaction and the
requirements of professional activities in certain organisational settings”
[Vodopyanova, 2009, p. 88]. This definition emphasizes three compo-
nents of a stressful professional situation: personal characteristics of the
subject, features of professional activity and external conditions.

It can be concluded that a stressful situation is not a subject and ex-
ternal circumstances of life that affect it, but a person who is inside the
situation and evaluates, interprets, understands it as stressful for himself.
Whether the situation will be understood as difficult depends, first, on
the individual specifics of its perception and cognitive appraisal of the
subject of the situation, and, secondly, on his personal resources of stress
resistance.

The study of stressful professional situations was based on the situ-
ational approach [Magnusson, 1981; Ross, Nisbett, 1999], the concept
of everyday life stresses [Lazarus, 1991], the results of domestic research
activities in extreme, special, stressful working conditions [Krinchik,
1968, 1979; Kotic, 1981; Dyachenko, Kandybovich, Ponomarenko,
1985; Derkach, Zazkin, 1998; Bodrov, 1991, 2000, 2006; Markova, 1996;
Golikov, Kostin, 1999; Dikaya, 1997, 2003; Vodopyanova, Starchenko-
va, 2008].
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The study of factors determining self-regulation in stressful profes-
sional situations was based on the transactional stress model of R. Laza-
rus, the concept of cognitive assessment [ Folkman, Lazarus, 1984; Kel-
ly, 2000], the position of “sensual tissue of consciousness” [Leontiev,
1975], experience as a component of the psychological system of activ-
ity [Shadrikov, 2013], experience as an independent activity [Vasilyuk,
1984; Dikaya, 2003].

Sample. The study involved 140 insurance agents aged 21 to 65 years
and work experience from 3 months to 32 years. The specificity of the
sample is that in the profession the majority are women (95% of respon-
dents), which is representative of the General population. Respondents
lived in two Russian cities — Volgograd and Lipetsk.

Method of research. For the evaluation of individual psychological
characteristics of experts were used: a questionnaire evaluation of stressful
professional situations (modification of questionnaire N. Vodopyanova,
E. Starchenkovo, E. Borisova); Cattell test, 16 PF; method of USK in the
adaptation of E.F. Bazhina, S.A. Golynkin, A.M. Etkind), professional
motivation (the technique of diagnostics of social and psychological set-
tings of the personality in motivational-requirement sphere O.F. Potem-
kina), methods of estimation of states (self-assessment of mental states
in G. Eysenck, the technique of diagnostics of stress-PSM-25 Lemur-
Tessier-Fillion adaptation N.E. Vodopyanova). Statistical data process-
ing was carried out in IBM SPSS Statistics 23 and Microsoft Excel.

Results. To analyze the relationship between the parameters of cog-
nitive appraisal and motivational and personal characteristics, an inter-
group comparison was carried out. The results of the analysis are pre-
sented in Table 1.

Significant inter-group differences in the degree of expression of
personal properties, motivational attitudes and states between groups
with different degrees of resistance to stressful professional situations
were found. Differences in performance were confirmed by statistical
criterion of H-Kruskal-Wallis. Differences in the degree of expression

» 13

of personal properties of “emotional instability-stability”, “calm-anx-
iety”, “conservatism-radicalism”, in the degree of severity of anxiety,
frustration and stress, motivational attitudes to “result”, “freedom”,
“power”, in the degree of expression of indicators of internality — in
the field of achievements, family relations and the general indicator of

internality.
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Table 1. Intergroup differences in the degree of expression
of motivational and personal characteristics in the groups of “stable”
(n = 30), “with average stability” (n = 34) and "“unstable” (n=35)

to stressful professional situations of specialists

The group The group

Methods of “stable” of specialists The group Criterion
and indicators, specialists, “with average of “unstable” H-Kruskal-
M, points M stability”, M specialists, M Wallace
Cattell test, 16PF
Emotional instability- 9,00 9,00 8,00 6,463*
stability (factor C)
Calm-anxiety (factor O) 6,00 6,00 7,00 5,950*
Conservatism- 7,00 8,00 6,00 7,953*
radicalism (factor Q1)
Self-assessment of mental states by G. Eysenck
Anxiety 4,50 5,00 8,00 8,538**
Frustration 4,50 4,50 8,00 10,352%*
O.F. Potemkina’s method
Result orientation 7,00 7,00 5,00 8,827%*
Orientation to freedom 7,00 7,00 5,00 8,342%*
Focus on power 2,00 3,50 2,00 12,108**
PSM-25 Lemur-Tessier-Fillion
Stress 73,00 74,50 83,00 6,180*
Method of USK
Internality in the field 6,50 7,00 5,00 12,351%*
of achievements
Internality in family 5,50 6,00 5,00 6,226*
relations
Total internality 5,50 5,50 4,00 10,153**

Discussion. The results obtained may indicate that specialists who
are resistant to stressful professional situations are characterized by high-
er emotional stability, low anxiety, more inclined to observe traditions
and norms in comparison with specialists who are unstable to stressful
professional situations. The group of “stable specialists” is also charac-

243



Part Il. Self-determination
of the individual in the business environment

terized by lower rates of anxiety, frustration and stress. Such specialists
are more focused on results and freedom, they take more responsibility
for their achievements and family relationships.

Summary

The study may indicate the subjective nature of the image of stressful
professional situations. The obtained data can be used in management
practice for professional selection and training of specialists. In the fu-
ture, it is necessary to continue to study the relationship of the image of
stressful professional situations with objective performance indicators.
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Socio-psychological
aspects of human resources
qguality management in a modern
organization

I.E. Lyskova

The current socio-economic situation in Russia requires signif-
icant changes to the system of social and labour relations. The tasks
of improving efficiency and quality of business processes, increasing
work productivity are inevitably linked with socio-psychological as-
pects of human resources management within an organization. In
this context, some tasks are gaining particular relevance, for instance,
the tasks of introducing fundamentally new approaches to managing
intellectual capital and human potential, implementing labour rights
and social guarantees, creating favourable working environment, en-
suring a high level of income, and developing the system of work mo-
tivation.

However, nowadays reality is that the objective conditions of hu-
man life and activities of a modern person may give rise to dissatisfac-
tion with the conditions and content of labour, as well as the way it is
organized. This can be manifested in severe crisis of labour motiva-
tion, decrease of labour activity need, deformation of value priorities
of a person, and various anti-social behavioural characteristics. All this
can lead to invariable organizational changes, resulting in work activity
imitation, absenteeism, low labour productivity, employees’ unwill-
ingness to develop professionally, their emotional burnout, depression
and conflicts, etc.
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Quality management, human
resources quality and socio-psychological
atmosphere in an organization

Modern conditions require completely new theoretical and prac-
tical substantiation of the concept of management quality and human
resources quality. The quality of human resources, intellectual capital,
and socio-psychological conditions of work are considered to be among
the most important components of economic growth and social devel-
opment of the country.

For this reason, one of the tasks facing modern managers is to create
the most favourable socio-psychological atmosphere for each employee
to have an opportunity to demonstrate and apply their knowledge and
skills, to contribute to the process of solving professional issues and to
realize their importance and being in high demand. Therefore, it is es-
sential to establish such a system of human resources management that
would ensure a high level of employee job satisfaction and their engage-
ment in work processes.

The modern system of business processes quality management of an
organization is constantly evolving, so it is natural that it is exposed to
certain external environment influence. As for internal environment of
an organization, the major reason for its changes is often a high level of
business processes, uncertainty and risk. The “human factor” acquires
an exceptionally significant role in terms of forming an effective model of
organizational management, quality of business processes, and quality
of work. Human characteristics (human aspects) are defined as people’s
abilities, limitations and other properties and features related to produc-
tion systems organization and functioning [ Goleman, 2017; Covey, 2015;
Lyskova, 2016].

Great attention is paid to the reliability of human factor, as human
actions directly affect reliability of production systems, product quality,
ensuring safety, increasing reliability of technical systems and produc-
tion costs effectiveness. However, it should be mentioned that a person’s
influence might be both negative (e.g. caused by mistakes and violations)
and positive (e.g. caused by high labour motivation, effective safety con-
trol and smooth operation of technical and other systems) [Assen, Berg,
Pietersma, 2013; Cokins, 2016; Evans, 2015; Marr, 2014].
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Human reliability and the issues that have influence over it are to a
large extent connected with the quality of the socio-psychological and
physical environment of an organization. Organizational structure is re-
garded as one of the most significant social environment characteristics
within an organization to influence the reliability of the human factor.
It is distinguished by specific features of production tasks distribution,
competent decisions, the quality of communication processes, and the
quality of management as a whole. Such processes as efficient manage-
ment, cooperation and a high level of security considerably affect the
system of organizational culture and form constructive models of pro-
fessional behaviour [Lyskova, 2017; Lyskova, 2018a].

Accordingly, the reliability of the human factor is directly related to
external and internal factors. Among the external determining factors
for the quality of business processes are the following: organizational
structure, including the hierarchy, remuneration system, qualifications
of employees; dynamics of an organization, including working hours,
a set of powers, resources, etc.; the level of technical and technologi-
cal equipment, conditions, hygiene, safety, labour protection, etc. As
for the internal determining factors, they include people’s physical and
mental abilities (equipment, working conditions, abilities, experience,
skills, etc.). A significant internal factor defining the quality of labour
resources is their commitment to perform work. It deals with psycho-
logical suitability (health, working conditions, emotional stability) and
psychological motivation (human needs, interests, attitudes, assump-
tions, opportunities for career and professional development, quality of
working conditions, etc.).

Creating a favourable socio-psychological atmosphere, managing
psychosocial risks and stress management require focused actions by the
senior officials. By establishing a proper social and psychological cli-
mate, we understand the atmosphere of transparency and trust, training
and development, engagement in work processes and management in-
tegrity, social responsibility, high quality of working life and quality of
life in general [Lyskova, 2017a; Lyskova, 2017b; Lyskova, 2018; Lyskova,
2018b].

The system of managing socio-psychological factors and risks in-
cludes developing strategies to improve the morale and eliminating or
minimizing the consequences of an unfavourable socio-psychological
environment for all stakeholders as well as ensuring the effective sys-
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tem of labour and health protection in an organization. Socio-psy-
chological factors comprise a system of interactions, which is defined
by the content and the conditions of work, competencies, employees’
needs, etc. Psychosocial risks are defined as the probability of danger-
ous effects of socio-psychological factors on the employees’ physical
and mental health, or a combination of various disease conditions. The
combination of emotional, cognitive, behavioural and psychological
reactions to unfavourable and harmful aspects of working conditions,
disagreements over the content and scope of work and a poor system of
professional communications often results in stress and labour quality
reduction.

Deterioration of socio-psychological climate in an organization
might be caused by the following major reasons: the specificity of per-
forming official duties, meaningless work, heavy or insufficient work-
load, pace of work, lack of time or its limits, poor organization of work
(e.g. unpredictable work schedule, having to work in the evenings or on
weekends), low organization culture, poor communication system, em-
ployees’ isolation, complicated relations with management, low salary,
lack of encouragement, bullying, career stagnation or uncertain profes-
sional development opportunities, instability, lack of job security and
differences organization and family needs, etc.

Managing socio-psychological atmosphere in an organization is
directly linked with the processes of setting team and individual goals,
establishing values, and developing a system of organizational culture,
business ethics, modern philosophy and culture of work.

Managing socio-psychological
atmosphere of an organization by the example
of Rosatom State Nuclear Energy Corporation

Among the outstanding examples of the effective model of human
resources management and its implementation, in terms of socio-psy-
chological climate in particular, is the system of human resources
management of Rosatom State Nuclear Energy Corporation [Lyskova,
2018c].

Constant changes in today’s world economy require timely and
appropriate response on the part of the organizations. In this context,
profound understanding of key tasks caused by the changes in the ex-
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ternal environment becomes essential. Rosatom State Nuclear Energy
Corporation has defined the aspects of major significance in the field
of personnel management: 1) supporting managers by means of devel-
oping a common digital space and mobile services that will enable them
to process requests, make decisions and provide feedback to employees
quickly; 2) reducing the time and costs of operations and releasing ad-
ditional personnel management resources to solve more complex and
strategically important business tasks (due to effective automation of
routine staffing objectives); 3) developing a distance learning system to
make educational activities more available and widespread and ensure
continuous staff development.

The main trends in staff development are determined by the organi-
zation’s mission, strategic goals and the system of values. The mission of
Rosatom State Nuclear Energy Corporation has humanistic character, it
is “to provide the world with clean, safe, affordable energy and atomic
technologies innovations”. The fulfilment of the mission is consistent
with the following strategic objectives (Mission. Strategic goals. Values.
2019):

@ increasing the manufactures share of Rosatom State Nuclear

Energy Corporation products on the international market;

@ reducing production costs and processes timing;

@ introducing new products to the Russian and international mar-

ket.

A comprehensive system of values is an integral part of the corpo-
rate culture of the organization, which determines the quality of business
processes, including the quality management system of human resourc-
es. These values are six in number: 1) the guideline to be “one step ahead”
characterizes the organization’s desire to be a global market leader, to
advance in technology and; 2) “responsibility for the result” as a value
in professional conduct implies every employee’s personal responsibility
for the result of their work and the quality of labour towards the state, in-
dustry, colleagues and customers; high standards of labour activity; focus
on labour productivity; 3) “efficiency” is understood as developing and
implementing the best solutions to the assigned tasks, the most ration-
al use of the company’s resources and continuous business process im-
provements; 4) “one team” — being united by common goals and focus
on achieving outstanding results; 5) “respect” for the customers, partners
and suppliers, paying attention to the employees’ interests and needs,
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recognition of the history, traditions and achievements of the industry;
6) “safety” as the highest priority presupposes complete safety for people
and the environment.

The organizational values and basic principles of professional activ-
ity of Rosatom State Nuclear Energy Corporation are outlined in the
Code of Ethics and Employees Professional Conduct. The conduct
rules in the Code refer to countering corruption, safeguarding resources,
property and information, protecting labour and the environment, en-
suring industrial safety, preventing and regulating conflicts and respect-
ing corporate image. The Code is intended to facilitate:

@ preventing risks caused by violation of the law and ethical princi-

ples of behaviour adopted by the Corporation;

@ strengthening the corporate reputation of the Corporation;

@ implementing the corporate values (The Code of ethics and cor-

porate behavior of employees in State Corporation Rosatom.
2019).

The mission and the objectives of the organization define key fields
of activity: development of applied and fundamental science; formation
and development of nuclear medicine; development of nuclear weapons
and nuclear energy complexes; ensuring nuclear and radiation safety; de-
velopment of nuclear icebreaking fleet, etc. Modern tasks of the nuclear
industry development require fundamental approaches to improving hu-
man resources strategy of the organization. For Rosatom State Nuclear
Energy Corporation the prospects of the industry are connected with the
development of the human potential. The solution of this task is primar-
ily based on the effective human resources policy.

Due to continuous changes and development employees are general-
ly required to gain new skills and competencies, and the nuclear industry
is not an exception. On the one hand, digital technologies are becom-
ing more common and easier to understand, while on the other hand,
new technologies need to be mastered. Not only have employees to learn
managing large data sets or IT systems, but they also have to do it quick-
ly, efficiently and safely for the nuclear industry. Another new compe-
tence is the ability to work as a part of a remote team, as today’s modern
technologies allow solving professional tasks remotely. The development
of new competencies is associated with the emergence of digital prod-
ucts, the need for their testing, marketing and delivering to the client, all
of which requires continuous learning.
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One of the most significant indicators of organizational effective-
ness in general, as well as of the effectiveness of the human resources
management system, is the employees’ engagement in organizational
processes. In 2017, there was a study conducted that involved 44 672 em-
ployees in 68 organizations of Rosatom State Nuclear Energy Corpora-
tion. According to the results of the annual survey, the level of engage-
ment among the employees of the industry reached 83%, which nearly
equals the level of employees’ engagement in the best-rated companies
in Russia (85%). The same year, in 2017, in order to increase the level of
employee engagement the “Information Days” were introduced. It was a
hot line, during which more than 16 000 employees had an opportunity
to listen to the speech by the General Director of the Corporation and
ask questions in real-time. As a result, more than 6,700 employees’ ques-
tions on key topics were answered. The target for the next 3—5 years is to
keep employees’ engagement at the level of the world leaders in the tech-
nology industry (not less than 72%) and ensure this level of employees’
engagement in 90% of industry organizations participating in the study
(Results of activities of the state atomic energy Corporation Rosatom for
2017. Public annual report. 2019).

Conclusion

To conclude everything mentioned above, new socio-economic
realia is affecting business processes, changing the attitude towards their
content and require full understanding of the increasing role of human
resources in the market economy conditions. The modern labour system
necessitates new approaches to the management of socio-psychological
aspects of organizational development. Changing thinking patterns and
emotional state of employees together with socio-psychological atmos-
phere within an organization demands new behaviour patterns based on
trust, openness, honesty, benevolence and responsibility.

References

Assen M. van, Berg G. van den, Pietersma P. (2013) Key Management Models.
The 60+ Models Every Manager Needs to Know. Moscow: BINOM, Lab-
oratoriya znaniy. 319 p.

Goleman D. (2017) Emotional Intelligence. Why It Can Matter More Than 1Q.
Moscow: Mann, Ivanov and Ferber. 544 p.

252



8. Socio-psychological aspects of human
resources quality management in a modern organization

Covey S.R. (2015) The 7 Habits of Highly Effective People. Restoring the Char-
acter Ethics. Moscow: Al’pina Pablisher. 396 p.

Cokins G. (2016) Perfomance management. Finding the missing pieces (to close
the intelligence gap). Moscow: Al’pina Pablisher. 316 p.

Evans V. (2015) Key strategy tools. The 80+ tools for every manager to build
a winning strategy. PEARSON. Moscow: BINOM. Laboratoriya znaniy.
456 p.

Marr B. (2014) Key performance indicators. The 75 measures every manager
needs to know. PEARSON. Moscow: BINOM. Laboratoriya znaniy. 340 p.

Lyskova I.E. (2016) Moral concepts of modern business processes // Interna-
tional Conference on Judicial, Administrative and Humanitarian Problems
of State Structures and Economical Subjects (JAHP 2016). Amsterdam;
Hong Kong; Paris: Atlantis Press. P. 37—41. URL: www.atlantis-press.com/
php/pub.php?publication=jahp-16 (access date: 21.01.2019).

Lyskova I.E. (2017) Intellectual Technologies as the Basis of the Innovative
Model of Management of Quality of Human Resources of the organization.
National Concepts of Quality: the Integration of Education, Science and
Business. The Collection of Articles of the VIII International Research and
Practice Conference. Saint Petersburg. P. 99—102 (in Russian).

Lyskova I.E. (2017a) The problems of human capital management in the aspect
of modern knowledge economy // Journal of economy and entrepreneur-
ship. No. 9 (P. 4) (84—4). P. 641—645.

Lyskova I.E. (2017b) Main Paradigms of Creative Management in the Aspect
of Modern Cognitive Economy // International Conference on Culture,
Education and Financial Development of Modern Society (ICCESE 2017)
Vol. 103. Atlantis Press, Amsterdam-Hong Kong-Paris. P. 644—649. URL.:
www.atlantis-press.com/php/pub.php?publication=icctse-2017 (access da-
te: 21.01.2019).

Lyskova IL.E. (2018) Mental Reengineering as an Intellectual Technology of a
Human Resources Quality Management in a Modern Organization // Ad-
vances in Social Science, Education and Humanities Research. Vol. 205 /
The 2™ International Conference on Culture, Education and Economic
Development of Modern Society (ICCESE 2018). Paris: Atlantis Press.
P. 903—906. URL: www.atlantis-press.com/php/pub.php?publication=
iccse-2018 (access date: 21.08.2019).

Lyskova I.E. (2018a) The role of the corporative culture in the adaptation of the
society to the new challenges of the global economy // Global economy in
the XXI century: dialectics of confrontation and solidarity. London: LSP.
P. 420—431.

Lyskova 1.E. (2018b) Quality of working life in the aspect of human resourc-
es quality of a modern organization // Advances in Economics, Business,

253



Part Il. Self-determination
of the individual in the business environment

Management Research / The 4 ™ International Conference on Economics,
Management, Law and Education (EMLE 2018) Atlantis Press. Vol. 71.
P. 226—230. URL: www.atlantis-press.com/proceedings/-emle-18 (access
date: 21.08.2019).

Lyskova I.E. (2018c) The main problems of forming the effective behavioral
models of employees in the aspect of human resources quality management
(Using the Example of “Rosatom” State Corporation) // Global Nuclear
Safety. No. 4(29). P. 109—117.

Mission. Strategic goals. Values. URL: https://www.rosatom.ru/ (access date:
21.08.2019).

The Code of ethics and corporate behavior of employees in State Corporation
Rosatom. URL: https://www.rosatom.ru (access date: 21.01.2019).

Results of activities of the state atomic energy Corporation Rosatom for
2017. Public annual report. URL: https://www.rosatom.ru (access date:
21.01.2019).



YacTtb |

JlnpepcTBo B NCUXO/10MMU
6usHeca

Part |l

Leadership in business
psychology







Applied holistic business
psychology intervention and practice:
towards the development
of compassionate leadership —

a case study

L. Matthewman

Holistic or integrative psychology is the study and practice of how
human beings can return to a natural wholeness as individuals. It is an
integrated approach that addresses psychological wellbeing through
connecting to and promoting the health of the mind, body and spirit.
It integrates traditional and innovative psychological approaches from a
systematic perspective and combines traditional healing paradigms from
complementary therapy (The Association for Integrative Psychology,
2005). Such a systems orientated approach promotes powerful interper-
sonal development, transformation and enhanced effective change in
different ways by using psychological and western expertise along with
the holistic and eastern philosophical influences. It brings about a the-
oretical and practical integration that includes all aspects of the person:
physical, mental, and spiritual, within a physical and social context.

By tapping into the healthy resources of the body and spirit, we can
open a pathway to the discovery of vibrant inner compassion that can
heal, balance, and transform psychological suffering of the self. The
holistic approach to emphasises the interdependence of physiological,
spiritual and psychological dynamics. The system of healing that adopts
a holistic point of view as opposed to a reductionist perspective, takes
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into account the physical, mental, emotional and spiritual well-being of
a person. It presents a picture of the whole person, the unique person,
the person with will and consciousness, with potential for transforma-
tion, transcendence and self-compassion. According to the American
Psychological Association, Holistic Psychology can be defined as “an
approach to psychology based on the view that psychological phenom-
ena must be studied as wholes, or that individuals are biological, psy-
chological, and sociocultural totalities that cannot be fully explained in
terms of individual components or characteristics. Holistic psycholo-
gy is not a specific school but a perspective that informs the theories,
methodologies, and practice of certain approaches, such as humanistic
psychology and client-centered therapy.” Holistic psychology builds on
earlier psychological works, like that of gestalt psychology, as it views
the person as whole. Similar to humanistic psychology, it emphasizes
the ability for individuals to reach their full human potential. Along with
psychosynthesis and transpersonal psychology, it explicitly addresses the
transcendental and the spiritual nature of human beings. It is an episte-
mology that reflects a conceptual framework that permits individuals to
access a richer, more complete, more meaningful, and more compas-
sionate understanding of themselves. Such a methodology that allows a
deeper level of self-exploration and transforming consciousness can lead
to a more compassionate sense of self.

Complimentary to holistic psychology, is positive psychology. From
a positive psychology point of view, the four factors in a healthy organ-
ization that need to be considered are the individual, the group, the or-
ganization, and inter-organizational processes [ Di Fabio, 2017]. Positive
psychology has been found to have a positive effect on individuals in re-
lation to increased resilience levels, stress reduction and stronger social
support relationships [Lutterbie, Pryce-Jones, 2013]. Positive psychol-
ogy focuses upon the concept that individuals are motivated to achieve
their maximum potential. Positive psychology has been described in
many ways and with many words, but the commonly accepted definition
of the field is this:

“Positive psychology is the scientific study of what makes life most worth living”
[Peterson, 2008].

To push this brief description a bit further, positive psychology is a
scientific approach to studying human thoughts, feelings, and behavior,
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with a focus on strengths instead of weaknesses, building the good in life
instead of repairing the bad, and taking the lives of average people up to
“great” instead of focusing solely on moving those who are struggling up
to “normal” [Peterson, 2008].

The PERMA Model was developed by positive psychologist, Martin
Seligman, and has been widely published in the highly influential 2011
book, “Flourish.” “PERMA” stands for the five essential elements that
should be in place for individuals to experience and embrace long lasting
well-being and positive psychological health [Matthewman et al., 2018a].
These elements include positive emotions or — he experience of positive
emotions in our lives such as love, peace, gratitude; engagement which
refers to the ability and opportunity to have interests and personal or
professional pursuits; positive relationships — having relationships with
others facilitates the cultivation of friendships, compassion, connected-
ness, and bonding; meaning refers to working towards, or believing in
something that transcends ourselves; and accomplishment meaning ex-
periencing a sense of accomplishment, and striving to better ourselves in
some way.

In 2018, Matthewman et al (2018a) took an applied business psychol-
ogy approach to explore the PERMA model of psychological well-being
and how it has been applied within the teaching provision at undergradu-
ate level in a business school context. The authors report on the applica-
tion of this model within the teaching of a business school undergraduate
curriculum as a way of supporting students to develop new cognitive and
emotional tools. Teaching practice reflections, and positive psycholo-
gy teaching techniques are discussed, as a means to enhance students’
psychological well-being. The authors cite practical examples from un-
dergraduate teaching, work placement induction and pastoral tutoring,
using PERMA activities to enhance students’ psychological well-being.
Similarly, Matthewman, Nowlan and Hyvonen (2018b) comment on the
importance of reciprocal peer coaching (RPC) as a valuable mechanism
for enhancing learning gains including deep level learning. Lessons from
such research, teach us about the importance of compassionate based
practice at ground level. By working compassionately with students in
teaching practices can help to initiate the culture change needed in ed-
ucational institutions. By using the PERMA model to underpin the key
components of organizational culture, policy, line management behav-
iours, leadership capability and even values, will support reinforce the
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wellbeing strategy and compassion capability of educational organiza-
tions.

Compassion has a long and varied history in religion, philosophy
and psychology. Self-compassion is defined as “a sensitivity to suffering
in self and others with a commitment to try and prevent and alleviate
it” [Gilbert 2010, p. 1]. Compassion comes from a Latin word which
means ‘co-suffering.’ Practicing and expressing compassion have always
secured a firm place in almost all religious practices.

Dalai Lama, one of the most respectable Buddhist preachers, stated
that individual acts of compassion and kindness have the power to spread
harmony in the entire world. From a psychology perspective, compas-
sion is can be regarded more like action rather than an emotional state or
response. It involves elements of empathy, love, and care, compassionate
expressions aim at alleviating the troubles of others or sharing them with
the sufferer. It can be viewed as a having the ability to empathize with
others, being kind and caring for others and helping others to alleviate
their suffering. Fundamentally, compassion is an extension of altruism.
In all its essence, compassion is “empathy in action.”

Neff et al. (2007) found that self-compassion was significantly as-
sociated with higher levels of happiness, optimism, positive effect, wis-
dom, personal initiative, curiosity and exploration and conscientious-
ness. Such a philosophy would be beneficial adoption for educational
organizations in relation to leadership and management development
practice. Recent research and findings have recognized compassion to
be an essential aspect of a productive work environment. Showing com-
passion to colleagues, superiors, or subordinates, as vital to sustaining
job satisfaction and work-related motivation.

Recently, the study of organizational compassion has emerged and
is rapidly gaining interest [Poorkavoos, 2017]. The research in the field
covers applied business psychology research, organizational psychology,
psychological and neuroscientific approaches that can impact on staff
turnover, attendance, commitment and job satisfaction. It is important
that organizational development consultants have a good understanding
of organizational compassion so that they can use an array of tools and
techniques to enable both individual, relational and organizational com-
passion to thrive.

Wasylyshyn and Masterpasqua (2018) explore compassion and
self-compassion as being important emotions that can increase person-
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al and organizational effectiveness. They propose a model of coaching
that supports the development of self-compassion as well as organization
wide compassion. This model of coaching explores client readiness for
compassion, noticing feeling and responding to suffering are applied to
the client’s lived experience and finally the coach uses four coaching di-
mensions to inform actions in the client meetings that help to enhance
self-compassion. They deem effective organizational leadership style to
include self-compassion. The authors review research and comment on
the critical role that compassion plays in in the evolution of our spe-
cies, reported are empirical findings that indicate that leaders with high
standards combined with self-compassion as opposed to self-criticism
are more likely to explore new options, learn from the past, work more
collaboratively and influence compassion workplace cultures. Through
a new way of leading, the authors believe a new collective-compassion
movement will arise in organizational life. They believe that self-com-
passion and organizational collective compassion are integral forces for
both individual and organizational development.

Compassionate leadership views leadership as a role primary based
on listening with fascination to those being lead, thus leading to a shared
understanding of the challenges they face. It entails empathy, caring
and taking action to help or support others. Roffey Park Institute define
compassionate leadership as thus:

“Compassionate leadership is more than just being a compassionate individual
and caring for a colleague who is in pain. A compassionate leader, as well as
being a compassionate person, encourages compassion and caring in the wider
organisation. A compassionate leader encourages employees to talk about their
problems and to provide support for one another. Compassionate leadership is
about a) being a compassionate person and b) trying to create a culture whereby
seeking or providing help to alleviate a sufferer’s pain is not just acceptable but
is seen as the norm”.

Hougaard, Carter, Beck (2018) surveyed more than 1,000 leaders
from 800 organizations, 91% of them said compassion is very impor-
tant for their leadership and 80% said they would like to enhance their
compassion but do not know how. They comment that a compassionate
leader has a genuine interest in seeing their people not just perform and
increase profits but thrive. Compassionate leadership requires having
wisdom about how to lead for the greater good and for the long term.
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They posit that compassionate leadership can be learned and developed
a simple self help too series of questions to aid leaders reflect on their
leadership style.

Haskins, Thomas and Johri (2018) call for a more responsible form
of leadership in business and society. They argue that the relationship
between kindness and leadership is therefore a topic of fundamental
importance for our well-being as individuals, for the success of our or-
ganizations, and for the future of our global community. These authors
see kindness in leadership as a key concept and the practice of kindness
in leadership impacting in different societal and organizational settings.
They draw on research in organizational compassion and neuroscience
to posit a new style of leadership based on a compassionate and kindness.

Waddington (2018) argues that there is now a compelling need for
compassionate academic leadership particularly in University settings
and that Universities need to be more focused on care giving in view of
their helping student role. She posits that ‘care and kindness and com-
passion are not separate from being professional; rather, they represent
the fundamentals of humanity in the workplace’. In order to nurture
cultures of compassion, it is suggested that universities require compas-
sionate leadership that is framed in terms of openness, curiosity, kind-
ness, authenticity, appreciation and above all compassion. Waddington
highlights key benefits of workplace compassion as including stronger
relationships. Relationships based upon compassion are stronger, more
positive and collaborative.

Stress and burnout can be reduced by developing a compassion-
ate orientated culture and compassion also can help with growing trust
between individuals which creates psychological safety [Waddington,
2018]. Working with compassionate and kind people give employees the
chance to manage work stress and burnout and use their emotional re-
sources to combat it [Figley, 1995; Lilius et al., 2011]. Studies show that
when people exchange positivity and bond with each other at work, their
stress level significantly reduces.

Finally, Waddington comments that compassionate cultures can re-
sult in improved innovation and creativity. Compassion creates space for
active communication. Employees in a compassionate work atmosphere
can vent out their professional troubles to each other and socialize in the
office. It lets the stress get evened out and increase the likelihood of be-
ing more productive. Exchanging compassion promotes generosity and
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builds affective commitment of the workers towards their superiors and
the institution as a whole [ Eisenberger, 2006]. When people perceive that
they are valued and cared for by the organization, they automatically feel
positive about their work commitments and voluntarily offer support and
care to others they work with [Goetz et al., 2010].

The Roffey Park Institute note that one of the vital benefits of a com-
passionate workplace is employee retention. Employees who receive em-
pathy, understanding and help from their colleagues and superiors are
likely to stay in the organization for a long period of time and install all
their efforts for the benefit of the organization. On the contrary, employ-
ees who are ill-treated or fail to receive any professional co-operation
whatsoever will lose motivation to work productively.

Rowson (2019) develops these ideas further and adds to the com-
passionate coaching movement by exploring gestalt orientated coaching
and the role it can play in developing earlier work that relied upon com-
passion-focused therapies. At the heart of the approach, is compassion
mind training. The crux of this approach is based on Gestalt therapy
technique called ‘Empty Chair’ as used by Fritz Perls [Alexander, 2016].
Role playing and moving clients between the chairs in coaching is a good
way of raising awareness in relation to perceptual positions. In coaching,
the compassionate-focused approach can be a useful way for coaches to
help clients manage their inner critical voice. The methodology builds
on the work of the compassion focused approach [Gilbert, 2009] and
self-compassion [Neff, 2003], resulting in a powerful tool to help cli-
ents explore their critical inner self, and strengthen their compassion-
ate voice. Compassion focused interventions and principles compliment
well the repertoire of approaches that coaching psychologists already use
such as cognitive, behavioural, humanistic and positive psychology in-
terventions within their practice. Thus, a further strand in the fight for
the compassionate educational organization would be to explore lead-
ership capability and assess the extent to which leaders are using a com-
passionate based leadership style and implement compassionate focused
coaching interventions for all leaders and managers in universities.

Compassionate based leadership can be further enhanced by utiliz-
ing a combination of holistic and positive psychology philosophies in ad-
dition to compassion focused coaching practices, I propose a new model
of coaching practice that integrates mind, body and spiritual techniques.
It is advocated that such an integrative or holistic approach will support
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organizational culture change and play a central role in building a com-
passionate focused and healthy educational organization. The central
section of the model can be viewed as the integrated self. The goal of
holistic coaching is to help clients achieve a ‘well’ sense of self that is
functioning and thriving.

This paper presents a case study of holistic business psychology in-
terventions used to build compassionate leadership capability and com-
passionate organizational cultures.

Methodology

This paper presents a case study of holistic business psychology in-
terventions aimed at developing compassionate orientation at a London
based University. A case study is a research methodology that has com-
monly used in social sciences. Case studies are based on an in-depth in-
vestigation of a single individual, group or event to explore the causes of
underlying principles. A case study is a descriptive and exploratory anal-
ysis of a person, group or event. Qualitative case study methodology can
provide tools for researchers to study complex phenomena within their
contexts. When the approach is applied correctly, it becomes a valuable
method for health science research to develop theory, evaluate programs,
and develop interventions. According to Yin (2003) a case study design
should be considered when: (a) the focus of the study is to answer “how”
and “why” questions; (b) you cannot manipulate the behaviour of those
involved in the study; (c) you want to cover contextual conditions be-
cause you believe they are relevant to the phenomenon under study; or
(d) the boundaries are not clear between the phenomenon and context.
The case is defined by Miles and Huberman (1994) as, “a phenomenon
of some sort occurring in a bounded context. The case is, “in effect,
your unit of analysis” (p. 25). The current study utilized an exploratory,
descriptive case study approach. This research paper uses the case study
approach to explore the possibilities of using holistic business psychol-
ogy interventions/techniques in compassionate orientated organisation-
al culture change. The focus of this research was then narrowed down
to the use of applied holistic coaching psychology techniques in a pure
coaching situation, and to assess whether or not applied holistic coach-
ing psychology techniques can lead to a positive outcome towards the
client’s goal of building compassionate leadership capability.
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The Case Study

Applied Holistic Business Psychology Interventions: Applied ho-
listic business psychology intervention relies upon evidenced based
practice. Evidence-based practice (EBP) refers to the systematic pro-
cess where-by decisions are made and actions or activities are under-
taken using the best evidence available to an individual. The aim of evi-
dence-based practice is to remove as far as possible, subjective opinion,
unfounded beliefs, or bias from decisions and actions in organisations.
Evidence for decisions comes from various sources such as journals, trial
and error testing, practitioner experience and feedback from practice,
practitioners, customers, clients, patients or systems. Evidence based
practice also involves the ability to be able to evaluate and judge the
validity, reliability and veracity of the evidence and it’s applicability to
the situation in question. This means that there are a series of methods
and approaches for developing continuing practice, with evidence-based
practitioners undergoing continual development and training as their
practice develops. EBP has been a growing phenomenon in many areas,
most notably the air industry and health services.

Masterclass on Leadership Masks: The aim of this masterclass was
to introduce participants to mask work and how this can be used to ex-
plore different approaches to leadership style, in an experiential and em-
bodied way. When one enters ‘concealment’ behind the mask, there is a
paradoxical freeing of behavior... ultimately the transformation is reveal-
ing rather than concealing” [Larsen 1990, p. 236]. “Man is least himself
when he talks in his own person. Give him a mask, and he will tell you
the truth.” — Oscar Wilde.

Workshop aim:

® Reflect on different styles, identities and approaches for leading
and managing others, habitually adopted by you and others.

@ Identify your own and others’ habitual ‘leadership mask’

@ Identify and analyse potential opportunities and constraints for
leadership with different leadership styles, identities and ap-
proaches

One tool used was the Johari Window. This is a simple model for in-
terpersonal awareness. The Johari Window was originally created by Jo-
seph Luft and Harry Ingham in 1955 as a tool to help people understand
their interpersonal communication and relationships. It’s a simple and
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useful tool for self-awareness, understanding and training. Originally, a
Johari window was filled in from a list of 56 adjectives, but it’s use has
since been expanded to include habits, skills, and all sorts of facts.

This was a useful learning experience in order to help participants re-
flect on creative mask play and how leadership style was applied to their
own course leadership practice. The workshop permitted participants to
explore components of leadership style. introduce participants to mask
work and how this can be used to explore different approaches to lead-
ership style, in an experiential and embodied way. This might also be a
useful learning experience in order to help you reflect on how creative
playful mask work might be applied

Masterclass on Compassionate Leadership: This workshop was
specifically designed to help participants develop an understanding of
self and team compassion and the benefits of using a compassion-based
leadership approach when working with course teams. With this work-
shop and accompanying toolkit, participants were able to work more
compassionately and know how to structure and carry out effective team
meetings from a compassionate perspective. The workshop explored
the evidence base for compassionate leadership using the Waddington
publication and Roffey park Model of Compassionate Leadership and
gave participants a chance to assess their own resilience levels using an
evolutionary, biopsychosocial approach that was grounded in the Neff
(2013) Mindful Self Compassion Model and loving kindness calming-self
touch technique. Finally, the workshop explored compassionate lead-
ership qualities from a positive psychology perspective which focused
on key aptitudes of self-awareness, non-judgmental approach, resilient
mindset, empathy in practice and being accountable for team outcomes.
Participants were supported to use a range of structured holistic business
psychology tools to learn about the experience of others and to identify
compassionate based leadership practices that worked for them and oth-
ers. The workshop helped to build and strengthen understanding of how
to put team-based compassion effectively into practice using elements
of positive psychology such as mindfulness practice, performing acts of
kindness and logging ‘Three Good things’ that happen each day.

Motivating Course teams with Holistic Coaching Psychology Mas-
terclass: This workshop was specifically designed to help participants
develop an understanding of holistic coaching and mentoring skills and
the benefits of using them when working with course teams. With this
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workshop and accompanying toolkit, participants were able to recognize
how to structure and carry out an effective coaching or mentoring session
with individuals or teams. The workshop helped to build and strengthen
understanding of holistic coaching and mentoring skills practice.

Holistic Coaching Psychology Practice: Holistic Coaching Psy-
chology sessions used a range of positive psychology interventions
aimed at raising awareness of self compassion and working with teams
and others in a more compassionate way. This was supplemented with
both strengths based coaching and solution focused coaching. Strengths
based coaching is a research based approach. An experienced strengths
based coach helps clients to choose the most appropriate strengths for
the situation, and helps them to develop their weaker areas by apply-
ing their strengths to them. In summary, using a strengths based ap-
proach can increase motivation. One really powerful approach to coach-
ing is solutions-focused coaching. At its core is the focus on helping the
coachee find solutions rather than problems, building on strengths rather
than weaknesses and finding positive ways forward rather than exam-
ining barriers. Gestalt approached were interwoven along with holistic
business psychology techniques focusing on mind, body and spiritual-
ity. These included, mindfulness and meditation, body work such as
chair yoga and self-massage along with spiritual awareness focusing on
strengths and values.

A key activity, included the use of a leading psychometric tool
‘Strengthscope’, which identified and measured individual strengths.
‘Strengthscope’ is a psychometric tool which has achieved registered
test status with the British Psychological Society (BPS); thereby demon-
strating a global gold standard in psychometric design. It is also used
for managing strengths and for helping individuals to become aware of
innate signature strengths and their application to work-roles and other
areas of life.

Conclusions

The paper presents evidence to support the interconnected nature
of compassionate leadership development and the impact for organi-
sational culture and well-being. Applied Holistic Business Psychology
interventions are recommended to support leaders develop a compas-
sionate approach and enhance organisational culture towards becoming
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more compassionate. The masterclass webinars supported participants
to think in different ways and to be reflective and engaged participants
rather than passive actors in shaping the cultural climate in which com-
passionate relationship centred care can flourish. Multidisciplinary
programmes where the process and outcomes are explicitly linked to or-
ganisational objectives need to be considered in future programmes. By
developing leadership capability using compassionate focused coaching,
would help organisations to role model and champion compassionate
based leadership behaviours. This would be even more powerful, if it
were accompanied by integrative coaching practice.

As indicated, key focus might be on the implementation of holistic
coaching psychology practice. Emerging themes from holistic coaching
psychology practice included; enhanced self-awareness, better relation-
ships, greater ability to reflect on practice, different conversations in the
workplace that were more compassionate and respectful, and an ethos
of continuing learning and improvement. By utilizing a combination of
business psychology evidence and practices, in addition to compassion
focused integrative or holistic coaching practices, the author proposes a
new model of coaching practice that integrates mind, body and spiritual
techniques. It is advocated that such an integrative or holistic approach
will support educational organizational culture change and play a cen-
tral role in building a compassionate focused and healthy educational
organization with compassionate and ethical leadership at its forefront.

Returning to the research question posed at the beginning of this
paper, my conclusions are that compassionate orientated interventions
can help to support an organization make the transition from a stressful
culture whereby employees feel overwhelmed and lack of clarity to an
organizational cultural state of compassion, clarity, thriving and aspira-
tion. However, because this is an isolated case study, I would like to in-
clude the following caveats. The interventions can only be effective with
an organization that has a strong learning and development culture, or
is a learning style organization. The interventions can be more effective
when an organization is in a relaxed state free from change or turmoil
or operating in crisis. More research is recommended to examine the
efficacy of these interventions with a broader range of organizational set-
tings or populations. Despite these caveats, there is ample research that
demonstrates the efficacy of these evidenced based interventions when
applied to education, and health organizational settings.
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2

The enigma of leadership

N. Marlow

The concept of leadership has always intrigued academics and prac-
titioners alike. This is because leadership is associated with outstand-
ing business success; with larger-than-life characters; with heroic deeds.
The cult of leadership-worship has reached us from the earliest writings,
with Achilles and Ulysses, striding forth across the epic pages of the Iliad
or leading the endless struggles against the Gods in the Odyssey. Later,
our Eurocentric Histories narrate the outstanding achievements of Cesar
and Hannibal, followed by Napoleon and Kutuzov.

Throughout history, monarchs, heads of state, generals and other re-
ligious or social leaders were almost always held in high regard. Things
happened because of them. They were the ‘movers and shakers’ of their
particular eras. History usually treats their life-stories with enormous
reverence because much of their talent seems ‘God-given’. This charac-
terization of leaders as ‘Heroes’ found support from writers as diverse as
the philosopher Hegel and the Historian Carlyle (1841); however these
heroes also contained elements of tragedy within them; geniuses, capa-
ble of both good and evil in equal measure.

This aura of heroic leadership’, which attracted the devotion and
doting of the masses was gradually eroded with the spread of more secu-
lar ideas and the new revisionist view of historical events that attempted
to explain their occurrence as a combination of geographic and socioec-
onomic forces [Spencer, 1896], rather than being influenced by a single
person (Sir Geoffrey Elton).

However, one of the more enduring debates to be found in the lead-
ership literature concerns the origin of particular leadership traits. The
BIG question is: “Are leadership qualities a product of breeding or expe-
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rience; are they created by Nature or Nurture? Does leadership emerge
as a result of a series of personal adventures; is leadership a quality in the
DNA of certain individuals, indeed is there a gene for leadership wait-
ing to be discovered? Or is leadership bestowed by fate; a case of ‘Being
There’ 'at the right moment of opportunity.

In the 1920’s, Edward Bernays? applied a combination of knowledge
of crowd psychology and psychoanalytical techniques with his experi-
ences of having worked in the Public Information Department of Wood-
row Wilson’s wartime Government. Bernays had a large part to play in
promoting the idea that America’s involvement in the conflict was to
“bring democracy to all of Europe”. Following the war, he began to
apply these newly found ‘propaganda’ techniques to the world of busi-
ness and commerce. One of his most notable campaigns was in getting
women to smoke by associating cigarettes with independence. Cigarettes
became “torches for freedom”! In this way, Bernays was responsible for
the first advertising that developed from applying depth-psychology and
motivational research, where the appeal of the ad is at an emotional rath-
er than a rational level.

Of course Bernays used these new techniques to promote the brands
of American manufacturers. It wasn’t until the late 1950’s that the first
warning came that these same manipulative techniques would work
equally well to promote individuals to the masses. The development of
mass media and the knowledge and skills to exploit its power gave rise to
the possibilities of ‘anyone’ becoming a ‘leader’. Radio, television, film,
press and now various social media channels are all available for ‘leaders’
to project a positive image and become the focus of attention, adora-
tion and worship. Those ‘chosen’ ones become the heroes and heroines
of the global media society. They exist only in the minds of the masses
as mental constructions, iconic simulacra, idols that are surrounded by
ceremony, admiration and devotion. We now call them ‘stars’ or ‘celeb-
rities’.

‘Stars’ are considered’ leaders’ in their film, music, television or
whatever ‘industries’?; celebrities are ‘leaders of fashion’ and the ‘fash-

I An evocative film from 1979, directed by Hal Ashby and starring peter Sellers.

2 See the documentary based upon Bernays work. URL: http://www.youtube.
com/watch?v=0mUzwRCyTSo (access date: 21.01.2019).

3 Has anyone else noticed the annoying tendency of the media qualifying any
and every job part of an ‘industry’? I can agree with the likes of steel, oil or car
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ionable’; they all exist in the general sphere of entertainment, as amus-
ing distractions and diversions. However, in the last decade the cult of
celebrity has gradually crept into the world of business. Successful en-
trepreneurs, highly profitable investors, manipulators of markets, and
the CEO’s of major global companies regularly appear in the business
sections of the print media, appear as talking heads on matters econom-
ic in television programs, are the subjects of biographers and documen-
tary makers. They also make it onto the front pages occasionally and
become headline News when it is ‘in the public interest’! The business
celebrity is accumulating ‘Star’ quality; “People try to touch and grab
me; they think luck will rub off and they’ll make a lot of money.” Don-
ald Trump.

In modern storytelling, the hero often starts-out as an ordinary per-
son, living a normal life. There is then a change in his/her circumstances
that is somehow threatening and usually, in a ‘David v. Goliath’ scenar-
io, the hero/heroine eventually prevails, discovering previously hidden
extraordinary powers of resilience, perseverance, cunning etc. along the
way. Colleagues and acquaintances, who previously were disinterested,
now become admirers and followers of this reborn, charismatic figure.
This is the twenty-first century ‘leader- archetype’ [Campbell, 1949]
that the celebrity-media consistently peddle for a public who are hungry
for heroes.

The psychology behind this need for leaders and heroes is too com-
plex to discuss in this article, however, very readable discussions of the
different approaches are available (e.g. [de Board, 1978; Gabriel, 1999]).
More recently, Allison and Goethals, (2010), have examined our en-
during fascination with heroes from a social cognition perspective, and
attempt to explain the merging of the perceptions of heroism with lead-
ership in human psychology.

Some business leaders have idealized, heroic and charismatic pub-
lic images, which are propagated by an unquestioning mass media.
Long-running propaganda-like campaigns of flattery and praise keep
the celebrity business-leader-hero in the ‘chat-space’ of the public [Fast,
2004]. The celebrity becomes part of the inter-personal currency that we

manufacturing etc. attracting the patronymic, but describing Banking, Insurance,
Call-Centre and Fast-Food Businesses etc. industries seems to be an exaggerated
embellishment of ‘office work’ or ‘retail business’.
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exchange to keep in touch with others and maintain our social relations
[McCutcheon, 2002]. The lives of celebrities are known to ‘everyone’
and we can readily indulge in gossiping because our co-collaborators
have a certain prior knowledge that means we can connect more read-
ily and indulge in whispers and rumours [Waddington, 2012], harmless
intrigue, innuendo and scandal without fear of having to take responsi-
bility.

In 2012, Forbes published the “Top 10 List: The Greatest Living
Business Leaders Today”*: Jeff Bezos, Amazon; Anne Mulcahy, Xerox;
Brad Smith, Intuit; Howard Schultz, Starbucks; Larry Page, Google;
Tim Cook, Apple (RIP Steve Jobs); Indira Nooyi, PepsiCo; Warren
Buffet, Berkshire Hathaway; Sir Richard Branson, Virgin Group; and
Rupert Murdoch, News Corporation. These business leaders hold the
purse and puppet-strings of very successful organisations and over recent
years have personally been the centre of media attention at some time or
another.

Nowadays, leadership of successful businesses attracts media at-
tention and eventually, through the process of conditioning, the leader
becomes associated with the organisation and vice versa. A hybrid sim-
ulacrum is conjured- up in the minds of the masses; part product-part
personality. The brand and corporate images are merged with the iconic
image of the CEO leader-hero. Apple becomes synonymous with Jobs,
and Jobs becomes Apple; Branson ‘becomes’ Virgin and Virgin becomes
Branson; NewsCorp is Murdoch and Murdoch is NewsCorp etc. The
delusion is neatly exposed in brand-research where the ‘personality’ of
the brand and business-leader become fused in the mind of the consum-
er. The market-generated brand and the iconic image of the leader merge
and metamorphose into a single subconscious hallucination so that Ap-
ple is ‘cool’, ‘classy’, ‘innovative’, ‘young’ and ‘imaginative’; Virgin is
‘bubbly’, ‘vibrant’, ‘unconventional’, ‘optimistic’ and ‘fun’!

But what exactly is being described by these collections of words?
Are we saying that Apple products are ‘young’, ‘imaginative’ and ‘inno-
vative’? Or are we saying that Steve Jobs (posthumously) had these qual-
ities. If the former, we have at a stroke solved the centuries-old Cartesian
problem, mind and matter are one, the entities in the material-world can

4 URL: http://www.forbes.com/sites/davidkwilliams/2012/07 /24 /top-10-list-
the-greatest-living-business-leaders- today/ (access date: 21.01.2019).
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possess psychological characteristics like personality, intelligence and cre-
ativity. And this phenomenon is not just auto-projection, the iPod (or
u-Pod, or me-Pod) are truly anthropomorphic.

If we are saying that Steve Jobs, as an individual, possessed these
qualities, which one of us actually knew Steve Jobs? Of course we all
knew his iconic image, manufactured, packaged and delivered by the
media, but what was he was actually like to know intimately, as a friend,
colleague or partner? Only his friends, work colleagues and partners
know this’. The same analysis is true of Sir Richard Branson and the
Virgin brand, and countless other hybrid-chimeras of ‘brand-compa-
ny-leader-hero’ illusions.

This cult of ‘personality-in-business’ directly supports the idea of
the ‘born-to-lead’ approach; that leaders are individuals with special and
exceptional qualities that set them aside from ‘ordinary’ folk. According
to the sociologist Max Weber, such people possess “charismatic author-
ity” [Weber, 1947] and are endowed with superhuman (almost super-
natural) powers. Business leaders have thus gradually been remodelled
by this mass-media process and are now described as ‘fransformation-
al’ [Bass, 2006], having the ability to transform organisations with their
radical ideas and methods. The success of the business is now strongly
associated with a singular leader; a benevolent guide on the hazardous
journey through renewal towards a better future.

Many organizations, in terms of its management, employees and
shareholders welcome this limelight of publicity. They can bathe vicari-
ously in the praise, adoration and fawning centred on their CEO. Public
celebration of the company’s success can only be good for the reputation
of the business, with the possibilities of increases in market-share, profit
and share price.

However, as David Burkus points out, leadership, because of its
associated media hype and razzmatazz, can attract the ‘wrong-sort’ of
people®. His review of recent research by Malmendier & Tate (2009)

5 From the media, we know Steve Jobs as a design guru. Does the knowledge
that his personal yacht, costing around £85m, was designed by him to look like the
new pier at Weston-Super-Mare, influence that guru evaluation in any way? Please
see the images posted as an end note to this article.

6 URL: http://Idrlb.co/2012/07 /celebrity-leaders-may-actually-be-falling-stars/
(access date: 21.01.2019).
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supports the widely-held public opinion that some of the high-pro-
file business leaders do not deserve their money! The study found that
award-winning CEQO’s underperformed compared with a matched sam-
ple of non-award-winning CEO’s. However, at the same time the ‘su-
perstars’ were extracting larger remuneration packages from their com-
panies. These findings reinforce the conclusion drawn from a series
of studies by Jim Collins and associates’. Generally, it was found that
the leaders that attracted the most media attention were outperformed
by their lesser-known colleagues. The inflated egos and compensation
packages had negative correlations with medium and long-term perfor-
mance measures. It seems that ‘media-focussed’” CEO’s are confusing
leadership with celebrity. Their ambition becomes self-centred and sepa-
rated from the static or declining performance of their corporations. The
‘rock-star’ model of leadership is a success; it attracts short-lived fame
and fortune, but ultimately fails the organisation without the backing of
hard-work and rehearsal, and true talent.

The ‘Great Man’ theory of leadership (e.g. [Mann, 1965]) therefore
seems to be mainly a product of the media giving its customers what they
want; heroes and heroines, in films, in books, in soaps, and now in busi-
ness.

However, behind the media-hype, there exist some successful lead-
ers who achieve business objectives by what they do and by varying this
behaviour to suit different circumstances. Success is not reliant on genetic
endowments!

This behavioural and contingency thinking, begun by authors such as
Mann (1959) and Stogdill (1948), was the popular academic approach
to leadership theory pursued in the 1960’s and 1970’s. The fundamental
concept was that managers (leaders) could vary in the style of leadership
they adopted. This varied along a continuum of behaviours that was an-
chored at either end; the actual anchor-names varied with the theorists
e.g. autocratic-democratic, task centred-person centred, initiating struc-
ture-consideration or authoritarian-participative etc. It was also posited
that these different styles of leadership would meet with varying degrees
of success depending on the work environment, type of task, level of mo-
tivation etc. Among the key theories covering this approach are Fiedler’s

7 URL: http://www.jimcollins.com/article_topics/articles/the-misguided-mix
up.html (access date: 21.01.2019).
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Contingency approach [Fiedler, 1967], Hersey and Blanchard’s Situa-
tional Leadership theory (1969), House’s Path-Goal Theory [House,
1971] and Vroom & Yetton’s Decision-Tree Model (1973).

This approach allowed room for the possibility of training and devel-
oping leadership skills. Would-be leaders needed only attend a course of
workshops; learn the different leadership-styles and when to apply them;
and they were ready for their first assignment (with a crib sheet of “if
that, then do this” algorithms and a forest of decision-trees to cover every
nuance of every situation they were likely to encounter). Mmmmm!

Small wonder we had a generation of ‘leaders’ taking decisions based
upon policy, regulation and rules; who rarely ventured out from behind
the psychological protection of an over-sized desk, hidden in an over-
sized office with an ‘arms-length’ PA keeping the gate!

These managers, who have developed their knowledge and skills from
the HR training manuals, focus on ‘efficient organisation’, monitoring
and checking, and supervision based on compliance obtained through
rewards and punishments [Seralbo, 2012]. Their ‘leadership’ involves
lots of energy and movement, lots of ‘direction’, but no progress. It’s
like running on the spot, looking busy but going nowhere. Concentration
is on the now, keeping things the same as they have always been, only
more neat and tidy this time around. The future is considered solely in
terms of targets; hitting the end of year budget or (trumpets sound!), even
coming-in under budget! Such ‘leaders’ are unable to think ‘outside the
box’ because they do not realise they are in one! The status quo is main-
tained by a regime of operant conditioning; good behaviour (i.e. behav-
iour within the specified parameters) is rewarded, whereas any deviant
or untypical behaviour that threatens the office-orthodoxy is punished.

For those of us doomed to work in organisations controlled by such
dysfunctional ‘transactional-replicants’®, Bernard M. Bass (2006), has
offered hope! He built on the earlier work of Burns (1978) to identify,
and characterise transformational leadership. This type of leadership is
inspirational. Leaders are able to engage with their followers more fully

8 A transactional-replicant is a bureaucratically-engineered rule-based robot,
controlled by reports, spread-Sheets and budgets; They are loosely based on the cre-
ations found in the film Blade Runner (1982). They are virtually identical to other
managers but have variable intelligence and lack any normal human emotional re-
sponses or empathy.
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and an emotional bond is formed that develops out of a mutual trust,
admiration, loyalty and respect. The followers of such leaders are able
to consistently perform well above expectations. Transformational lead-
ers offer stimulation and excitement in the work-place; these in turn
promote increased levels of creativity and motivation, surrounded by a
general surge of enthusiasm. These emotionally-based outcomes bring
about significant changes in individual and organisational perceptions,
aspirations and values.

Significantly, this metamorphosis is brought about mainly through
the psychological influence of the leader’s personality. Such leaders
possess people-skills, the ability to project a vision and simultaneously
articulate consonant team-goals that are achievable ‘together’. The lead-
er becomes admired and revered as almost ‘heroic’ in the way they are
working and struggling against all the odds to bring the promised ben-
efits to the followers and the organisation. Running through the Burns
and Bass descriptions of the characteristics of the transformational lead-
er is the connecting thread of ‘charisma’®, which is in turn, treated as
personality, trait or an associated ability. The issue now becomes, if these
transformational leaders are really so beneficial for businesses, can we
develop them? Can charisma be taught?

Oh Dear! In trying to negotiate the thickets of leadership theories
I seem to have meandered a little, lost the way, and ended back where
we started, with charismatic heroes and heroines, myths of transforming
struggles against the odds (Gods?), and star-struck followers! It may be
that, as soon as humans get ‘organised’, it was ever thus.
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"The dark side of leadership”:
the problem of the negative
consequences face subject
seeking to be a leader

R. M. Kutuev

At the end of the second decade of XXI century development of
technologies went viral. Increasing speed and amount of received in-
formation, general “virtualization” and “digitalization” of society in-
fluence on biggest majority of social-psychological processes, including
ones that are taking place in big and small groups [Taykova, 2017]. Small
group, being a system, functions and reflects under the same laws as oth-
er groups on macro- and meso- levels [Shmakov, 2013]. Consequently,
many dynamical processes taking place in small groups including lead-
ership phenomenon are changing.

Transfer of many human activities into mediated with internet vir-
tual forms leads us to partial replacement of “real” life with virtual.
Modern person lives two lives at once — real and virtual to some extent.
Internet is a kind of “abilities platform” that allows people to satisfy
different levels of human needs: from basic to social needs (approv-
al). Social motives of social approval and acceptance are going on the
fore and find reflection in obtaining popularity and social status “by all
means”.

Public approval, number of followers, which observe person’s activi-
ties in social networks are becoming a sign of person’s status. It should be
eliminated that due to social networks the speed and abilities of obtaining
popularity could be extremely high and motivation to obtain this status
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transforms into some kind of “arms race”. Demonstrative behavior, vivid
performances, risk-seeking activities, deviant behavior are becoming the
consequences of these tendencies.

Person’s popularity as a status becomes the criterion of successful-
ness for modern individual. Reaching popularity is the leitmotif defining
behavior and activities of specific person.

Mentioned specific of human functioning in modern realities leads
to general “leadership mania”. Being fair, it should be mentioned that
leadership theme was popular even before the internet invention, howev-
er, with technologies development talkability about this theme increased
rapidly. Being a leader becomes popular and the theme of required lead-
ership traits development saves highest places in additional and specific
education ratings.

Leader is a subject, carrier of this role, who due to authority and in-
fluence coordinates group activities or society in general. R.L. Krichevsky
in a model “leadership as values exchange in a group” mentions the fact
that other group members endow this role the person who has required
traits, valued by this group in current situation [Krichevsky, 2007].

Some leadership functions are connected with group’s representa-
tion in external environment, for example communication with other
groups. Leader becomes recognizable, gets networks and contacts and
gains popularity during this role realization.

Despite unconditional usefulness and status, leadership has a num-
ber of limitations, obstacles and negative consequences for psychological
and somatic health that person meets during mastering this role. These
could be different psychological and somatic diseases, stress, tension,
increased responsibility, high pressure etc. Complex of these negative
consequences for person we state as “dark side of leadership”.

For better understanding the specific of difficulties that leaders face
in their activities, it is important to eliminate some sides of leadership
phenomenon.

Leadership is a complex, structural phenomenon, which differ-
ent components are investigated by scientists in psychology, sociology,
management and other adjacent sciences. For clear understanding of
leadership phenomenon complexity, it is enough to mention structural
elements that scientists connect to leadership: leader’s personality, his/
hers followers, leader’s activity, conditions and situation of group’s and
follower’s interaction, etc. [Bazarov, 2012, p. 222].
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For more detail analysis of “dark side” of leadership, we suggest
to lean on the “big group-small group-person” analysis model, where
leadership is reflected on three levels of phenomenon demonstration:
leadership as a status (big groups); leadership as a situational role (small
groups); leadership as person’s integral characteristic.

Every mentioned side of analyzed models has its own specific and
features of “dark side of leadership”.

Leadership as social status

There are some definitions of social status in literature. The most
proper, in our opinion, is the definition “subject’s position in interper-
sonal relationship system, which defines subject’s rights, obligations and
benefits” [Petrovskiy. Yaroshevskiy, 1998]. Social status by itself is being
realized in social role — “appropriate to accepted norms way of human
behavior dependent on their status or position in society” and connect-
ed to such categories as “prestige” (“measure of society’s recognition
of person’s merits”) and “authority” (“individual’s influence based on
occupied position and status”) [Petrovskiy, Yaroshevskiya, 1998]. Soci-
ety’s position plays important role in social status investigation. Position
of society grants subjects the position in social structure, also an attitude
towards occupied position in social hierarchy.

This type of leadership has a number of distinctions. In contrast to
other mentioned types of analysis, leadership as status is relatively stable
during the time, fixed to subjects due to recognition by a part of society
of their merits, and does not depend on will and position of these sub-
jects. Subjects cannot endow themselves to leaders’ status it is decided
by society.

One more specificity of investigated leadership type is that subject of
leadership can be understood as not only one person, but also a group
of individuals, community and organization. The example of a group
of individuals with leadership status can be managerial and sport teams
(managerial teams of top management, sport team — leader of champi-
onship etc.), the example of organizations — top companies, that occupy
leading positions in industry (“market leaders”). Heads of the compa-
nies also can be classified as status leaders.

In post-soviet area psychology, it is accepted to distinct roles of lead-
er and manager according to differences in subject’s nomination to this
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role [Andreeva, 2001]. Our position is that manager due to his/her occu-
pied position specificity has distinct position in organizational structure
that allows to influence on subordinates. Subordinates in their turn ex-
pect from manager certain appropriate behavior. Manager at first can be
perceived as a leader with certain status or manager can get recognition
from subordinates during the time.

Leader’s social status appears in person because of acceptance of his/
her merits and results of group’s actions. There are interesting situations
when group endows subject with leader’s status without his personal will
and aspiration. There are some risks where discrepancy between fixed on
subject leader’s status and unwillingness of person to accept this status
appears and it can cause a number of psychological problems.

If situational leader of small group meets small number of followers
rather than leadership in big groups amazes. It is enough to look on a
number of followers that constantly watch their idol’s activities in inter-
net. The number of such “followers” in different social networks of such
popular sportsmen, musicians, actors, and bloggers vary from few dec-
ades to few hundreds of millions of followers. The number of people on
whom subject can influence at a time leads to serious “test of strength”
for even very tough person. Unexpected fame that unprepared person
can meet inevitably leads to negative (and even destructive) psychologi-
cal consequences for subject.

Besides managed problem, not less stressful are situations of re-
tention and loss of leadership status. In sport of highest achievements
sphere, the problem of depressive state of mind that can lead to suicide
is acute. In FIFPro research mentioned that nearly one third of football
players suffer depression and close psychological states [Mun, 2016].
There is well-known notorious example of Germany team goalkeeper
Robert Enke that committed suicide [Stolbowskiy, 2018]. The number
of different organizations, which help to fight depressive states and their
adaptation after sport career retirement that famous professional sports-
men attend, speaks about seriousness of problem for itself [Mun, 2016].

This problem occurs a lot of famous people and not only in sport
sphere. Many leaders in art sphere as actor Robin Williams, musician
Chester Bennington and others could not deal with the weight of their
status.

To R. Emerson’s opinion hard life and fate unites many famous per-
sons. This fate is usually cruel to them and this is the weight of promi-
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nence [Ananchenko, 2009]. As M.Yu. Ananchenko fairly noticed: “life
of the famous people is hard work because of their acceptance of respon-
sibility. Their nature is passion, and fate at the close is unhappy <...>
Person’s prominence seems to relate to tragic end of its vivid and saturat-
ed with events life” (cite of [Ananchenko, 2009, p. 73]).

With popularity, fame and success comes big pressure and far not
everyone can cope with this. Moreover, the number of scientists state
that famous leaders are rarely psychologically healthy and more likely to
have a number of deviations of pathological characters.

It is interesting to that extend investigation of correlation between
psychological diseases and leadership that E.A. Sosnin with colleagues
held. Researchers used retrospective diagnostics to investigate 339 biog-
raphies of outstanding persons and find out that current leadership styles
correspond with high probability to concrete psychological diseases
[Sosnin et al., 2013]. Genious-leaders and revolutionary-leaders suffered
schizophrenia type of psychological diseases. To authors’ opinion, it is
connected to way of thinking that such persons have. Instrumental-lead-
ers more often suffered from affective diseases and addictions as alcohol
and drug addictions. Hierarchical-leaders and “cunning”-leaders that
tried to keep their position in hierarchy often have hysterical type of per-
sonality traits [Sosnin et al., 2013, p. 13]. Probability of psychological
diseases development among leaders is one more feature of “dark side of
leadership” as a status.

The question that is still opened: are psychological diseases formed
among outstanding leaders due to specifics of their actions or persons
with tendency to pathological psychological diseases become outstand-
ing leaders?

One way or another we could state that subjects with leadership sta-
tus are the part of risk group that should get psychological help.

Situational leadership in small groups

According to suggested by us typology of analysis, if researcher’s fo-
cus is on investigation of leaders’ functioning in small group than this
type could be named “situational leadership”. Situational approach to
leadership phenomenon understanding is usually means that leadership
is a function of group situations and relationships [Bespalov, Nabasova,
2013; Bazarov, 2017].
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The existence of small groups in conditions of constant changes, big
flow of information, activity context and acceleration of dynamic pro-
cesses in small groups leads to constant change of leadership role under
influence of current situation and requirements to leader’s personality
from other group members. Tasks that group faces influence on redistri-
bution of positions in status hierarchy that causes processes of changing
leadership position giving this phenomenon dynamical character [Besp-
alov, Nabasova, 2013]. As an example, we can mention activity of project
teams in organizations that are gathering only for one project period and
disintegrate after its ending. Those teams usually include representatives
of different professions (marketers, programmers, designers etc.) every-
one from which can accept leadership role or be in a role of knowledge
keeper in dependence of stage or concrete task on project.

We suppose that this specifics leads to demonstration in such groups
a poly-role structure of leadership. This structure allows having more
than one leader. Appearance of structure of that type conditioned by
intergroup activity specifics and different sides of functioning that one
way or another influence on group’s task compliance. Relying on ideas
of F. Fiedler, R. Bales, R. Belbin, L.I. Umanskiy and others poly-lead-
ership structure appears due to stylistic traits of subjects’ who carry this
role behavior and their actions in group [Znankovskiy, 2011; Bazarov,
2017; Stroh, 2003; Belbin, 2003; Umanskiy, 1980]. To our opinion such
“polyarchy” structure in group appears when subjects’ interests disjoint
and every leader in a group occupies own niche in group dynamic. Every
leader of this system is valuable, they are paid attention to, they influ-
ence on group members and their behavior aimed to complete group’s
task.

T.Yu. Bazarov’s poly-leadership model suits this context of analysis
[Bazarov, 2013]. The main idea of the author is that during the process
of making group’s decision activity of its members proceeds with three
parallel processes that occur general group development dynamic. These
processes are: 1) Processes connected with maintenance of emotional
state of group members required for task compliance; 2) Processes con-
nected to organization and self-organization of group work; 3) Processes
connected to group task solving decisions [Bazarov, 2013]. For successful
functioning group needs to control all of this three processes. Therefore,
we can eliminate three equal and important activity spheres, what facili-
tates appearance of special group roles.
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According to T.Yu. Bazarov subject who was put forward by the group
on management of emotional processes role is called Mediator (or emo-
tional-leader). Subject who manages organizational processes is Facili-
tator (or organizational-leader). Person whose aim is to lead the group
to task solving is Moderator (or expert-leader) [Bazarov, 2011; Bazarov,
2013]. It is important to mention that leadership roles can combine in
one person; however, usually these functions are distributed among few
group participants.

Mechanism of unconscious choice of leader by the group is men-
tioned in values-exchange model of R.L. Krichevskiy. Author suggests
that leader in current situation is the subject (or a number of subjects),
which due to some personal leadership traits and behavior reflects values
of group members [Krichevskiy, 2007].

Consequences of this thesis is suggestion about specific traits that
allow subject to occupy one of three leadership roles. Advantage of this
approach is that subject can be prepared to master one of mentioned
roles of T.Yu. Bazarov’s model through organized training with special
technologies and methods of group work [Bazarov, 2011; Bazarov, 2013].
However, the question about ability to test weak and strong sides as a
situational leader by a subject oneself is still unsolved. We see the solu-
tion of this answer in development of special methods of diagnostics and
questionnaires aimed to investigate subject’s predisposition to one of the
mentioned roles.

“Dark side” of situational leadership can include special leadership
role appearing when subject with inner need (due to a number of rea-
sons) to occupy leadership position is rejected by a group. Frustrated
need can lead to self-respect loss, low spirit and deprivation — this is
passive (regarding to a group) reactions on this situation. Other reactions
of these rejected subjects can be so called active. According to E. Fromm
“malignant aggression is irrational answer on frustrated existential hu-
man needs” (cit. on [Bespalov, 2013, p. 3]). To author’s opinion person
tries to fight the feeling of inferiority and alienation through destructive
behavior. The reasons of destructive behavior according to Fromm are
in “narcissism, loss of possibility to self-realization, negative feelings of
alienation and purposelessness” (cit. on [Bespalov, 2013, p. 3]).

D.V. Bespalov understands destructive leadership as “leading influ-
ence of one person on a group in destructive of present working and (or)
interpersonal relationships direction” (cit. on [Bespalov, 2013, p. 7]).
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Therefore, actions of destructive leader are aimed to undermining pres-
ent interactions and can lead to sabotage, that can influence on success-
fulness of group task compliance.

According to T.V. Bendas the problem of negative (or destructive)
leadership is not investigated enough and is one of the most perspective
themes for analysis (cit. on [Bespalov, 2013, p. 7]).

For better understanding of what traits do leaders have and what can
push them to destructive way of leadership we will analyze leaders’ per-
sonality traits.

Leadership as integral
characteristics of subject’s personality

Final type of leadership that we analyze in this article — leadership
in context of concrete subject. Researches on character and personality
of leaders is one of the most investigated and popular theme in modern
psychology. Distribution of researches dedicated to this problem touches
on the biggest range of leader’s personality traits. They are: personality
traits of successful leaders, traits that grant person leader’s role, demon-
strated behavior, specific of leader’s upbringing, potential of leaders etc.

Minimum two approaches in psychological science explain person’s
acceptance of leader’s role nature. The first approach is psychoanalysis
that states that leaders have “life scenario” — some life orientation, plan
that focuses all the actions of person and it forms in early childhood un-
der influence of parents and upbringing [Bern, 2015].

According to this theory, subject becomes a leader because cannot
live in other way, out of this scenario context. It is possible to talk that
leadership as meaning-making category is important for keeping sub-
ject’s psychological balance. Therefore, due to this theory leaders feel
themselves “special” since childhood, that they are created for some
highest goal or performance, mission. As a consequence if leader does
not realize these intentions (destructive or not) comes period of stagna-
tion that leads to neurosis, depressions, psychosis and deviant behavior
like aggressive or addictive behavior (alcohol or drug use). Some authors
state that addictive behavior of leaders can play positive role for their
activity. A.V. Rossokhin provided an example of IKEA founder Ingvar
Kamprad who was alcohol addicted and it stimulated creativity and
helped in creation new products [Rossokhin, 2013].
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Subject’s leadership scenario usually works to group’s good even in
situations that may be negative for the leader. We see in this fact the par-
adox of leadership because due to psychoanalytical approach leadership
is unproductive activity. In psychoanalytical approach “aim of psychical
life of a person is reduction of inner tension level and leadership is an
obstacle that contradicts person’s interests in approaching homeostasis
of personality” (cit. on [Morov, 2014, p. 119]).

In addition, the nature of leadership role and scenario acceptance
is interesting to explore. Until current moment subject can be unaware
about abilities and potential, he/she holds. U. Bennis stated that in every
leader’s life happens event that successfully finishes and leads to mas-
tering a new role. Author calls this event “leadership crucible” [Bennis,
Tomas, 2006]. Therefore, the subject obtains specific experience and
understanding of abilities that after some time let him/her become more
confident and accept this role in society.

One more key leader’s characteristic is the purpose. Leader lives with
“from one goal to new goal” motto. Often satisfaction comes not after
getting results but during the process of completing with task. It is very
common that result do not gives satisfaction to leaders. Long period of
activity absence occur depressive states in leaders until the new purpose
is not found. The most representative example of successful solution
of this crisis in Steve Job’s actions after dismissal from Apple. He after
some time created Pixar Company and made it one of the most success-
ful animated cartoon Company in the world [Aizekson, 2011].

From the second, existential psychological approach leadership is
understood as “integral characteristic of personality that unites intra-
psychological elements as values, motives, purposes, social-psycholog-
ical factors defining character of person’s interaction with social envi-
ronment and actions within this environment” (cit. on [Morov, 2014,
p. 120]). A.V. Morov highlights that leadership is integral characteristic
of personality specific which is based on bigger mindfulness and level
of existential reflexion, “ability of a person to formulate the meaning of
personal existence and guide by motives of this meaning completion”
(cit. on [Morov, 2014, p. 121]). Therefore, to author’s opinion leadership
is a form of social-psychological adaptation of a person.

I this context the researches of leader’s coping-strategies are impor-
tant to explore. For example in V.V. Gulyakina’s research were the results
that teens-leaders use constructive coping strategies in difficult situa-
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tions more often [Logvinow, 2015]. The common results were received
in S.A. Khazova’s research — teens leaders use problem-oriented coping
strategies aimed on self-control, positive reassessment of situation and
planning of problem-solving more often [Khazova, 2010]

Analyzing concrete traits that leaders have it is possible to find a big
amount of contradicting results on required to leader characteristics. To
our opinion the reason of this contradictions lies in difficulty of this phe-
nomenon and in different approaches of scientists.

Due to mentioned earlier acmeological approach to leader’s person-
ality investigation. This approach states integration of different spheres
of sciences as natural, social and humanity sciences as purpose [Belov,
2017]. To Belov’s opinion in acmeological approach leadership can be
based on three-component model of personality that includes subsys-
tems of self-management, self-regulation and self-development of a
leader; also, it includes a list of traits that these subsystems include (for
more detailed information refer to author’s article) [Belov, 2017]. De-
spite relatively small amount of time that this approach developed, we
see it as a perspective in discrepancy of leaders’ personal traits results
and integration them into one system solution.

Applied researches that based on psychological-acmeology approach
show that 50% of outstanding sportsmen-winners of biggest competi-
tions have the dominance trait. This means “tendency to dominate, in-
fluence, being unyielding and independent” [Juina, 2015, p. 147].

Analyzing leader’s traits, it is important to mention a number of re-
searches that we can refer to “dark side”. Returning to question about
destructive behavior of some leaders we can highlight that some re-
searchers found out that teens-leaders who occupied this position in
group had high level of anxiety, high self-esteem and high assessment of
self-effectiveness [Drozdov, Longvinova, Longvinova, 2015].

There is a number of researches that show relationship between leader-
ship and personal traits that in psychological science called “Dark triad”.

Investigations dedicated to relationship between narcissism and
leadership show that this trait can influence on as positive, as negative
effect results of leader’s functioning. Some researchers mentioned that
narcissists at first obtain leadership position but during the time usually
loose this status and stop being leaders [Fatfouta, 2018].

In addition, we found researches in a sphere of relationship between
psychopathy traits and leadership. These investigations show that these
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type of leaders are less tend to transformational leadership behavior. It
means that aspiration of followers, creating the environment for self-es-
teem fortification of followers etc. [Mathieu, Neumann, Babiak, Hare,
2015].

The researches on Machiavellianism and leadership relation shows
that this type of leaders are perceived as charismatic. These leaders are
flexible in task solution, however, they are usually interested in realiza-
tion of their personal motives, tend to control their followers and often
overuse the power [Judge, Piccolo, Kosalka, 2009].

We also see importance of including results of leaders’ borderline
states researches. For example in Ya.N. Nikolayenko’s investigation
showed that senior school students with hyperthymic type of character’s
accentuation were more tend to aggressive behavior. To author’s opinion
this can be explained as a need of this subjects of upholding their leader-
ship position [Nikolayenko, 2009].

Leader’s actions are connected to the high level of psychoemotional
tension and require from person significant resource expenses [Morov,
2014]. Constant functioning in this state affects not only psychological
but also somatic health of a person.

There is a list of medical researches that prove that there is posi-
tive correlation between arterial pressure and person’s high position with
many responsibilities [Medvedev, 2013]. M.V. Polyakov and colleagues
found out that this illness is spread out among teens who tend to be lead-
ers and among boys more frequent than among girls, what, to our opin-
ion, is connected with specifics of gender coping-strategies preferences
among Russian culture [Polyakov, Savchuk, Protopopov, 2007]. Dur-
ing psychosomatic illnesses investigation V.E. Medvedev found out that
there is positive correlation between psychosomatic diseases and such
traits as purposefulness and high motivation that can be leaders’ leading
traits [Medvedeyv, 2013]. M. Friedman and R. Roseman in their research
on 3500 participants found out that persons who suffered from ischemic
disease, arrhythmia, hypertonic heart diseases, diabetes in 70% of situ-
ations have such personal traits as motivation to obtain leader’s status,
perfectionism, thirst for knowledge, reaching goal orientation, aggravat-
ed sense of justice etc. [Medvedev, 2013].

Concluding the analysis, we can state that leaders are such a class
of people who are at psychological and somatic health decrease risk.
This happens due to specifics of leader’s activity, personal characteris-
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tics, meanings and values. Despite the fact that leadership as integral
characteristic of personality helps subject in life, it suits not everyone.
Represented “dark sides of leadership” as characteristics of person can
break psychological wellbeing of a subject and become a reason of many
problems in life scenario.

Trying to be successful, popular, obtain leader’s status in society it
is crucial to remember about huge amount of work and negative conse-
quences that it hides behind the curtains. Therefore, ones who dare to
become a leader face actual question — “am I ready to pay this price for
being who I want to be?”

Conclusion

In this article, we analyzed “dark sides” that follow leadership
phenomenon. High pressure, high level of responsibility and constant
emotional pressure can lead to psychological diseases of reversible (tem-
porary, borderline character) and irreversible (pathological) character.
They can lead to depressions, addictive behavior; can be harmful as for
current subject, as for society in general. Constant pressure and stress
lead to a number of somatic diseases development among leaders.

There is increasing importance of special training and educating
leaders, prevention of their psychological and somatic health issues, sup-
port during critical and difficult situations. To our opinion, solution of
these problems lays in the sphere of not only psychological practice but
other sciences too. Special attention to these problems that leaders face
should be paid in a key of professional training of future management
and leadership cadres.

During the review in this article, we raised additional issues:

1) Are psychological diseases of leaders consequences of their ac-
tivity or we can predict successful elimination of subjects on
leadership roles with specific psychological diseases and border-
line states?

2) Can researches based on psychological-acmeological approach
solve the problem of scattered researches of leadership traits in-
tegration into one system?

3) Question of revision of present self-report diagnostic instrument
of subject’s predisposition to situational leadership roles and
styles of leadership behavior.
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4) Research on destructive leadership phenomenon is malstudied
and perspective sphere for prediction of behavior and this phe-
nomenon in group dynamic demonstration.

Investigation of these questions to our opinion is perspective area
for experimental and empirical researches that may help to deepen the
understanding of leadership phenomenon and “dark side of leadership”
phenomenon in particular.
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4

Making leadership
decisions in chaos

N. Marlow

This is a monograph on decision making; but is it a discussion about
the process of decision making in a chaotic environment? Or is it an ob-
servation and critique of some of the traditional thinking surrounding
the theories about decision making? Well, it’s a bit of both!

A quick browse through the chapter headings of books on the subject
area of Decision Making will reveal an assortment of different approach-
es, including Utility, Cost-Benefit Analysis, Decision Trees, Neuroeconom-
ics, Probability and many more esoteric subjects. Some reductionist
approaches are even attempting to explain the decision making process
in terms of ever-tinier parts of the brain receptor system and its pharma-
cology.

It would is difficult to spot a pattern or common theme amongst all
of these different approaches.

However, using an analogous process of reverse-engineering, it is
possible to identify a pattern. The pattern exists in what isn’t there and
not mentioned e.g. Fig. 1.

It is the omissions from all the logical-rational approaches to decision
making that indicate what human decision making is really about. What
is left out, unconsidered and disregarded are some of the most funda-
mental influences on the way in which we humans process information.
These influences are unpredictable, subjective, and difficult to measure;
however an estimated 95—97% of our entire decision making is ‘colour-
ed’ by non-rationality, intuition and emotion; all arising from the sub-
conscious part of the brain.
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= ground covered = ground covered

A = ground covered v = ground covered
>‘< X’ = “marks the spot”

Fig. 1. An example of “reverse engineering”;
finding a pattern that isnt there!

Source: created by the author.

Traditional Decision Making models are based upon two massively
erroneous assumptions that encourage a simplistic and linear approach.
The first presumes that we are making decisions consciously and in a ra-
tional manner; and the second understands that the environment is also,
to a great extent, predictable and orderly.

Neither is true!

We have to cling to assumptions about our own rationality and the
predictability of the environment in order to give our lives some sense of
meaning. However, ‘rationality’ is a label we give to an illusion; a name
for the superficial patterns that we are conscious of. This ‘consciousness’
is like a skin. It is stretched over a chaotic complexity that contains mul-
tiple factors interacting in a continuous recursive process.

On the surface of the skin, linear thinking about cause and effect
generally works. It is an approximation that is usually good enough.
However, the consequences of these assumptions show themselves in
situations where there are many interacting factors affecting a range
of possible outcomes. Using our analogy, let’s call them skin-blemi-
shes.

These are our real-life business problems, which are characterized
by chaos and complexity. Under these circumstances, our traditional
linear mathematics, business accounting and forecasting e.g. budget
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spread-sheets provide solutions that are too simplistic and are doomed
to failure.

These areas of complexity and chaos involve large numbers of inter-
acting entities and the causal relationship between them is non-linear.
A small change within one element can cause a large effect in another.
This is known as the ‘butterfly-effect’.

The whole system of interactions also gives rise to characteristics that
are not present in any one element. This means that the nature of the
problem does not arise from a single cause.

Real-world problems constitute a ‘complex’ that has emerged from the
interaction of several causes. Furthermore, this inter-connectivity means
that any attempt to solve the problem by addressing one single cause will
more than likely have unintended knock-on effects elsewhere, causing
different problems to arise elsewhere (both in space and time).

This also means it is difficult to predict the future ‘state’ of any sys-
tem from its present or its past because there is a constant flux of re-
flexive interactions, which determine the relationship of each element to
every other element, and to the whole.

A complex system must also be seen as a whole in terms of its ‘lifecy-
cle’. It has a history, a point when the problem arose and a time-line of
developmental stages.

The elements of a problem each have their own individual history
and the system as a whole, the interaction of the individual elements,
has its history. This evolutionary process links the present with the past
and has transformed the nature of the problem over time. This process is
usually irreversible.

Even this characterization of ‘problem-complexes’ becomes inade-
quate when we begin to consider the further complications involved in
most business issues.

Those further complications are people and their psychology. Col-
leagues, competitors and bosses will be making decisions based upon
bounded rationality and system 1 thinking; being based on heuristics,
impulse & intuition, biases and habit. In other words, their behaviour
is guided by implicit and non-conscious influences, which just ‘hap-
pens’ and is only later justified by post hoc conscious rational expla-
nation.

People in organizations also play games. They can have multiple
roles that they play with varying degrees of success. They can be support-
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ive or destructive; or appear to be the one while being the other as in the
deceptive role of Machiavelli.

Having thought about this problem-space for a little while, the read-
er must accept that the simple mathematical modelling, budgeting and
forecasting usually applied in business contexts will have very little valid-
ity and even less predictive power.

Modern managers and business leaders will need to think and act
differently and more radically than tradition suggests.

The existing scripts of ‘good leadership’ behaviour need to be shred-
ded. A new part in the play has to be written. This will involve different
approaches, different methods, different tools and a totally different
style of management that we can for the moment call dramatic leader-
ship.

Dramatic leadership will have a narrative that is as much visual as
audible. It will be based upon the emotive power of imagery and the mo-
tivational power of storytelling. Its underpinning framework will be that
of stories and myths from the theatrical past of the business informing
new scenarios and fresh productions in the future.

When considering the processes being carried out both inside and
across the marketing-boundary outside organizations, we are able to be-
gin a kind of sorting process, a categorization of the type of problems that
are likely to arise in different functional areas. This categorization is not
to be thought of as definitive, but as a stochastic approximation which
indicates the probable frequency of the problem-types or dilemmas with
certain characteristics; a prototype for a ‘fuzzy-set’ representing the puz-
zle and perplexity of exemplar situations.

The first thing that a modern manager must accept is that the
business environment in which he or she works is more often than not
non-rational and almost totally unpredictable.

Does this mean we must give-up trying to manage organisations?

If we mean by ‘manage’, the traditional command and control ap-
proach, which disguises a moral weakness and lack of confidence with
behaviour designed to reinforce personal power and status. Then the re-
sponse is a resounding “YES”; give it up!

That approach from managers and leaders is at least suffocating the
business and stifling growth, if not actually doing harm to the compa-
nies’ potential.
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Those leaders prepared to listen and change, should begin by devel-
oping their diagnostic skills, in order to identify different problem spaces
and adjust their thinking and behaviour accordingly.

We see here three very important characteristics of leadership:

1. The ability to diagnose, analyse and gain insights from the

environment.

2. The ability to be flexible and agile; to be able to slip easily from
playing one role to another.

3. The ability to hold the big picture in their minds and understand
how tiny changes here, will have unforeseen consequences there,
and more importantly, affect the sense and narrative of the whole
production.

Snowden and Boone (2007) have suggested one way of categorising

decision environments.

1. Simple Environments:
Monitor & Adjust

Simple environments are characterized by stability, routine and usu-
ally have a ‘closed system’, which is insulated from outside influences
either by physical/process barriers or an all pervasive ‘rules and regula-
tions’ regime. The structure and processes within this kind of environ-
ment tend to be mechanistic and bureaucratic with minimum opportu-
nities for creativity or improvisation.

The message is “stick to the script

Usually, the sources of perturbation in the well-oiled machine can
be diagnosed and identified quickly and reliably, as there is a simple cau-
se - effect relationship.

The management function in this type of environment is almost re-
dundant.

The mundane processes need monitoring for metaphorical ‘friction’
points and the growth of ‘rust’. Problems need to be spotted quickly,
causes diagnosed and solutions implemented. The process of diag-
nosis-to-solution is well established, routine and almost automated.
Snowden and Boone [Ibid.] refer to this kind of environment as the “do-
main of best practice”.

There is general agreement with the definition of the problem and
with what is to be done about it.

”'
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The main danger in these situations is complacency. Managers be-
come over reliant on the past.

“If it works, don’t fix it!”

There is a tendency to substitute experience for thinking. It is a lazy
response and will lead to catastrophic consequences if not allowed to be
enlivened by challenges of new thinking from dissenters within or radical
ideas outside the system.

There is a history of many businesses having gone under by remain-
ing smug and conceited within their own ‘complacency-bubbles’. Re-
member, there is usually more than “One Best Way!”

2. Complicated Contexts:
Expertise

Complicated problem spaces have identifiable problems but their
definition is not always agreed upon and therefore the correct solution
is not always as obvious as in the Simple Environment. There is a choice
between competing solutions. The selection of ‘the correct solution’
from the menu of possibilities requires both humility and judgement
skills on the part of the manager.

Humility, because he or she needs to consult experts for their opin-
ions concerning the diagnosis of the problem(s); the manager has to
be able to admit someone else knows more about this particular prob-
lem-space than they do. The judgement skills are employed in selecting
the most likely problem-diagnostic and then implementing the changes
associated with the proposed solution.

Managers have to select from the competing definitions of the
problem, always being aware that each expert will tend to diagnose and
define the problem in terms of his or her own area of competence. It
is therefore important to sample ideas from as wide a field as possible
(including non-experts), so that innovative and controversial sugges-
tions can also be evaluated. The leaders’ job is to be able to weigh-up
expertise against novelty and arrive at value for the business through a
solution.

The evaluation process will also test the leader’s political skills as
competing ego’s want their version of the problem-diagnostic accep-
ted.
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3. Complexity in Problem-spaces

The problem-space containing ‘complexity’ is the more common
in the real-life context of organizational life. The problem(s) here are
arising in a dynamic system that will probably involve several bounda-
ry-crossings, with multiple elements, reflexive relationships, feed-back
loops and competing perceptions and definitions of the trouble.

Messy!

And the way forward is for leaders to admit that to themselves. It is
ok that there is no obvious ‘quick-fix’, no simple and simplistic solu-
tion.

Leaders again must show humility and recognise their limitations.
They must resist the pressures and temptations to act ‘decisively’ and
take some time to appreciate the nuances of the problem.

The way forward into the unpredictability of the problem-space is
careful hypothesis testing and the piloting of mini action-research pro-
jects. Imposing a quick single global solution would be ruinous. The
leader must act like a skilled surgeon, advancing carefully step-by-step,
until the extent and nature of the problem is fully exposed. The solution
emerges along with the analysis. After the confirmatory diagnostic, a
plan of action can be developed that encompasses the likely contingen-
cies as the action continues.

In this type of environment it is essential that leaders do not regress
into either micromanagement or command-and-control styles. They
should remain calm and patient, using the experimental reality-testing
as outlined above, and allow a solution or solutions to develop through
their own creativity and intuition.

4. Chaotic Contexts

In a chaotic context, the leader should be in emergency mode. Cha-
os implies rapid change, uncertain causes, and fluidity in responses and
solutions. Leaders need to establish some solid ground; a defensive posi-
tion from where action can be securely taken.

Initially, using a ‘light-touch’, resources should be used to scope out
the extent and nature of the problem. Once a picture emerges, the leader
should act immediately to convey this vision to the rest of the organiza-
tion. This becomes the new reality and all the resources of the organi-
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zation can now be directed at the problem as it has been identified and
defined by the leader.

The process differs from that of the day-to-day ‘complexity’ situ-
ation. The diagnosis has to be made rapidly, followed immediately by
the allocation of resources. However, flexibility has also to be main-
tained and as the fuller picture develops, tactical resources may have to
be switched and redeployed. All this needs to be carried out in a more
or less autocratic style, as there is little time for consultation and more
participative inputs into the processes of problem identification and
definition.

Summary

From the above discussion, it can be seen that good leadership re-
quires not only the ability to diagnose situations but also the flexibility
to be able to switch styles as different circumstances (problem-spaces)
present themselves. Here we see two out of the three important charac-
teristics of leadership outlined earlier being re-emphasised.

In the face of the ever-increasing complexity in the business world,
leaders will have to face-up to the counter-intuitive facts that people
generally act non-rationally under the sway of subconscious triggers, and
that the most powerful drivers of behaviour and decisions are emotions.
They have to be able to set aside thoughts about ‘rationality’ and em-
brace ambiguity, intuition and instinct.
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The relationship between civil
identity and consumer preferences
for goods from different countries

O.1. Patosha, A.D. Volkova, N.L. Ivanova

Currently the market needs to understand the needs and behavior of
customers and stakeholders. Since the consumer’s choice of a product
is influenced by a large number of factors, it is important for the man-
ufacturer to know as many nuances about the person and behavior that
can affect the customer’s preference for a particular product. Despite
a large number of studies on product preferences, new questions arise
about consumer behavior in the context of high economic and political
instability in the world.

In modern conditions of market development, many products are
purchased by customers based not on their physical characteristics,
but because they are symbols of status, role, belonging to a particular
social group, etc. In the context of the growing role of the economic
environment in the socialization of modern man, it is important to un-
derstand how economic realities are reflected in the self-identification
of the individual in relation to other people and social structures. On
the one hand, the process of globalization is taking place, and the role
of the country of origin is erased. Consumer pays attention on brand of
the product. But resent research found the effect of country of origin
or consumer ethnocentrism to become main factors in consumer deci-
sion-making process.

The problem of consumer preferences of domestic and foreign prod-
ucts is well-studied. Researchers documented the impact of ethnocen-
trism as economic motive of choosing local goods, which refers to the
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beliefs of consumers about the appropriateness and morality of purchas-
ing foreign made products (e.g. [Shimp, Sharma, 1995]) on the product
judgements and willingness to buy (e.g. [Josiassen, 2011; Strizhakova,
Coulter, 2015]). Also, it was highlighted that for deep understanding
of the biases of consumer ethnocentrism it is important to consider
this problem through the perspective of the social identity theory [Ta-
jfel, Turner 1986]. It is important to study the relationship between the
components of social identity that demonstrate the perception of a per-
son’s involvement in certain social groups, and the characteristics of his
consumer behavior when choosing national products. So the effect of
national identity which refers to “the importance of national affiliation
as well as the subjective significance of an inner bond with the nation”
[Blank, Schmidt, 2003, p. 296] on consumer preferences of domestic
products was found in different studies (e.g. [Verlegh, 2007; Zeugn-
er-Roth, Zabkar, Diamantopoulos, 2015]).

Many political and economic events that take place in the world,
test the strength of the existing system of human perceptions of their
place in social groups, lead to a crisis of social identity (e.g. [Andreeva,
2011; Vyatkin, 2014]). All of this can affect people’s behavior not only
within individual families, but also within broader communities, even
countries.

There is a need to study the role of civil identity in consumer behav-
ior. In our research, we focus on studying the relationship of civil iden-
tity with the consumer’s preferences of goods from different countries.
Objective: analysis of the relationship between indicators of civil identity
and consumer preferences for products from different countries (case
of Russia). We assume, that there is a relationship between indicators
of civic identity and consumer preferences for products from different
countries. The higher level of civic identity has got consumer, the higher
preference for domestic products he has.

The results obtained in this study can serve as a basis for further study
of the formation of consumer preferences, as well as for studying the re-
lationship between the consumer’s civil identity and consumer prefer-
ences for goods from different countries. In addition, the research results
will also be useful for of companies interested in increasing sales of their
products, and who, thanks to the results of this research, will be able to
correctly build the positioning of their products and competently build
communication with the consumer.
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Consumer’s preference is considered to influence future consumer
outcomes, including intentions, willingness to buy, and word-of mouth
(e.g. [Bagozzi, 1992; Dodds et al., 1991]) Consumer preferences are
well studied from different perspectives: O.S. Posypanova (2012) con-
sidered the dynamics of consumer preferences, T. Smorkalova (2011)
studied the relationship between consumer preferences and the I-con-
cept.

Our research was conducted on the methodological basis of business
psychology as an interdisciplinary branch of applied psychology aimed
at studying psychological factors in solving a wide range of business
problems [Ivanova, Benton, Waddington, Makhmutova, 2019]. Business
psychology helps to enrich the research base of consumer behavior with
socio-psychological and general psychological methods [Antonova, Pa-
tosha, 2017].

In the context of the growing role of the economic environment in
the socialization of modern man, there is an increasing interest in under-
standing the role of the individual’s self-consciousness in his consumer
behavior. Economic realities are reflected in the self-identification of the
individual in relation to other people and social structures.

The country of origin is highlighted by researchers as a “attached”
characteristic of a product, which plays a significant role in making a
decision on the choice of a product, along with such

Characteristics as price, product warranty, and so on [Makienko,
2002]. This effect connects to stereotypes that are caused by the coun-
try’s image and consumer’s perceptions about the goods that are pro-
duced in that country.

Civic identity is characterized by the inclusion of a person in the
life of the state, a sense of his involvement in it’s history and culture
[Tishkov, 2008]. Research has shown that patriotic feelings are associ-
ated with consumer behavior, and comprehension of the local nature
projects a loyal attitude to the products produced on its land [Gol-
ubovskaya, 2013]. There was also a positive relationship between the
political factor of the reasons for the change in consumer preferences
and the level of in-group identification with the “Russians” group (Pa-
tosha, Ivanova).

Thus, we can assume that civic identity increases preference for do-
mestically produced products.
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Study design

The study was organized in several stages. Firstly, the attitude of re-
spondents to the countries — producers of goods (Russia, China, Ger-
many, Great Britain) was identified. The author’s used the following
questions:

I have a positive attitude towards this country (negative — positive);
I buy goods produced in this country (Never — Very often).

The Likert scale was used to answer these questions for each country.

Also we used qualitative techniques to clarify psychological factors
of the preference of domestic products. Respondents have to fill in the
following:

Please write down associations on the words “Domestic manufacturer”.
Please complete the sentence: “Most people buy Russian products because...”

Please complete the sentence: “A consumer who never buys domestic goods,
explains this...”

Please describe a customer who buys only domestic products.

Secondly, we measured civic identity. The respondents filled in a
modified questionary by A.N. Tatarko, modified by O.S. Trefilova (2017).
The following indicators of civic identity were identified: strength of civic
identity (sense of belonging to the state); b) valence (degree of positivity
of civic identity); c) the degree of subjective belonging to Russia.

The last procedure was aimed to study customer preferences for
the products, manufactured by different countries. Respondents were
offered representation of online-shop pages with 4 samples of white
T-shirts (each product was presented on an individual page, so that
respondents could not compare their pictures and description). All
T-shorts were similar, description of the product was the same, the only
difference was in the name of the country, where T-short was produced
(Russia, Germany, China, UK). The respondents had to rate four prod-
uct characteristics: quality, popularity, price and willingness to buy using
Likert scale.

We chose T-shirts as a stimuli product because is popular and af-
fordable product, which has not strong association with any famous
brand.
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Data were collected in social networks (VKontakte, Facebook”, Te-
legram, Twitter™, Instagram”), where the research announcement and
registration form were posted. If the person was interested in taking part
in the research, he filled out the registration form and participated in the
research.

Sample. The study sample included 125 residents of Russia, 76 wom-
en and 49 men. Age range from 18 to 65 years old. Responses from re-
spondents aged 18 to 65 were taken into account, as respondents in this
age group are the most. The sample of respondents includes represent-
atives of young people (from 18 to 25 years), representatives from 25 to
35 years, adults (from 35 to 45), as well as representatives from 45 to
65 years. The most common age of the Respondent in this study was
18—23 years.

Results

1. Attitude towards the country and the purchase of goods produced
in it.

Table 1 shows almost equal results betweuijen the attitude towards
Russia and the frequency of purchasing its products. The largest gaps
were obtained in relation to the countries of Germany and the United
Kingdom, where there is a positive attitude towards the country, but a
lower frequency of purchases. With regard to the country of China, the
opposite pattern is observed — the average values of the attitude towards
this country are lower than the frequency of purchases.

2. Psychological factors of the preference of domestic products

Content analysis of qualitative techniques reviled, that domestic
product associates with certain product categories, such as food, cars etc.
Also the most frequent association was import substitution and GOST
quality standard. The respondents believe that consumers buy domestic
goods because they are available, have a good value for money. In addi-
tion, the respondents noted that an important reason for the preference

* JlesiTebHOCTh CoLlManbHBIX ceTeit Facebook u Instagram npusHaHa skcTpe-
MUCTCKO# U 3ampelieHa Ha Tepputopun PD, naHHbIe KCIONB3YIOTCS B UCCIIENO0-
BaTeJIbCKUX LIEJISIX ¥ HE HAIIPaBJIEHBI HA 0N00PEHME SKCTPEMUCTCKOM AESITENbHO-
ctu. — Ilpumeu. peo.

" CouuanbHas ceTb Twitter 3ab6aokupoBaHa Ha Tepputopuu PD. — Ilpumey.
peo.
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Table 1. Positive Attitudes Towards the Countries
and Frequency of Buying their Products

Country Mean (M) Std. deviation (o)
Russia Positive Attitudes 3,8160 1,07301
Frequency of buying 3,9760 0,93726
China Positive Attitudes 3,4480 1,05842
Frequency of buying 3,7200 1,14018
Germany Positive Attitudes 3,9520 0,76048
Frequency of buying 2,4720 0,92959
Great Brittain Positive Attitudes 3,928 0,88149
Frequency of buying 2,2800 0,99677

for goods of domestic production is a desire to support domestic manu-
facturer.

There were also negative attitude towards domestic products. The re-
spondents believe that the quality of imported goods is higher, than do-
mestic, and consumers do not trust domestic manufacturer. Consumers
looking to buy only domestic goods, the respondents regard as patriots,
low-income or retired people.

3. The relationship between consumer preferences and civic iden-
tity.

As a result of the correlation analysis (r-Spearman), a significant
positive relationship was revealed between indicators of civic identity and
the purchase of a domestic product (r = 0.258; P = 0,01). This means
that respondents with high indicators of civic identity are more likely to
buy domestic goods. Also, the respondents rated the quality of the goods
higher, the higher they had a desire to be only citizens of the Russian
Federation (r = 0.257; P = 0,01).

Correlation analysis revealed significant links between attitudes to-
wards a country and preference for goods from that country — the higher
the attitude towards a country, the greater the propensity to purchase
goods from that country and the higher the quality of goods from that
country is assessed.

Attitude to Russia and the price of goods from Russia has a nega-
tive significant relationship (r = 0.346; P = 0,01), which may indicate
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that the respondents with more positive attitude to Russia consider and
prices for domestically produced goods as lower (in comparison with
imported goods).

Conclusion

According to the results of the study, the is relation between the pref-
erences of domestically produced goods and civic identity, which sug-
gests that the higher the level civic identity a respondent has, the more
often they will buy goods produced in Russia.

Correlation analysis revealed significant links between attitudes to-
wards a country and preference for goods from that country. This con-
firms earlier studies (e.g. [Patosha, Volkova, 2015; 2016] and indicates
the fact that the attitude towards a country is interconnected with the
preference for goods from that country.

A discrepancy was revealed in the assessment of countries and the
willingness purchases goods from these countries (for example, Great
Britain and Germany).

A tendency to support domestic producers was also revealed.

Thus, the hypothesis of the relationship between civic identity and
preference for domestic goods was confirmed. This suggests that the
consumer, who feels that he belongs to the state, is more likely to pre-
fer domestically produced goods. Such results are extremely interest-
ing, both from a theoretical and practical points of view. In addition,
it was found that respondents who express a desire to be a citizen of
only the Russian Federation tend to prefer domestic goods more of-
ten.

The respondents assessed the goods made in Russia of sufficient
quality, and the goods made in Germany and the UK as high-quality
goods. But, despite this, the respondents gave preference to domesti-
cally produced goods, which indicates a high level of ethnocentrism.

Results of qualitative analysis indicate that there customers perceive
the increase of the quality of domestic products, the process of import
substitution creates conditions for the development of domestic manu-
facturers and the formation of competition. According the results, con-
sumers strive to support domestic producers, which can also indicate the
growth of civic identity of the society.
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Brand health tracking
for broadband internet
access provider

KA. Lyapunova

Today it is becoming extremely important to monitor not only the
company key indicators to be used for evaluation of the business con-
dition, its success and effectiveness, but also to pay great attention to
what consumers say about the company in the market. In the modern
age of instant dissemination of information, a great trust given to a va-
riety of sources and situations, where every person is already a media
able to obtain a wide coverage due to the availability and prevalence of
social networks. It is not just unforgivable, but it is extremely danger-
ous to underestimate the rumors circulating in the market. Rumors in
the market can kill a young brand and pose great reputation risks to a
big one. Messages about improper behavior of the owner or employees
and provocative advertising instantly affect the company’s sales and the
market value of the company’s shares. A shaped adverse opinion about
a particular brand is very hard to change, and it is can be corrected by
solely expensive rebranding projects and a new “launch in the market”.
To avoid these costs and not to lose a business due to rumors, companies
conduct regular surveys of the target audience and try to find out and
understand what customers really think about them, how they evaluate
them, what pros and cons they highlight, what they love and don’t love
them for.

A deeper understanding of the preferences of the target audience en-
ables companies to build their brand, that is, to shape the image of the
company in the minds of consumers. In many industry markets, wherein
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a product is functionally identical, emotional comparison of a company
with competitors is the only way to stand out and attract attention to the
company products or services. In the process of branding, a company
reviews emotional and reasonable needs of the client, identifies the most
beneficial values and attributes of the brand and communicates its po-
sition and the brand nature via all available communication channels.
Nevertheless, a message a company is trying to convey to its consumers
is not actually perceived by the customers. Therefore, the second reason
for conducting a survey of the customer opinions is the request for feed-
back on the company positioning and its brand perception in the market,
on understanding the brand values and nature, their assessment, a will-
ingness to consider the brand and interact with it.

The generic name for this kind of survey is Brand Health Tracking
(BHT) or Brand Equity. The survey methods differ from market to mar-
ket, and even for different companies, but are always based on the survey
of consumers of the target segment about the company and its compet-
itors. Tracking the dynamics of changes in indicators over time enables
the experts to more correctly evaluate the work with the brand and its
development in the market. This data is important in the formation of
the company development strategy and is the key ones in marketing ser-
vice operations.

The survey described in the article is systematically conducted for the
Wifire brand and uses the methodology adopted by MegaFon Group.
The above data deals with the opinions of customers about the Wifire
brand and on other participants of the market of broadband Internet ac-
cess providers. Based on the aforesaid survey performed the brand ad-
vantages and disadvantages noted by the customers and potential threats
identified in several reviewed aspects have been highlighted.

For interpretation of the survey data, the specifics of the Wifire
brand staged developed should be noted. From 2006 to 2014 the com-
pany operated under NETBYNET brand and was developed through
mergers and acquisitions of smaller regional broadband providers, such
as ChebNet, UgraTel and others. In 2015 the company performed re-
branding and entered onto the end-user market under the Wifire brand.
Until mid-2017, the advertising communications used the joint branding
of the regional company and the Wifire brand, while from mid-2017 only
Wifire brand and its corporate logo were used in all communications and
service messages.
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Analysis of the brand's
customer attitude

The survey was conducted in the cities where the presence of Wif-
ire brand is maintained: Belgorod, Volgodonsk, Kursk, Lipetsk, Mos-
cow, Dmitrov, Dubna, Zheleznodorozhny, Klin, Korolev, Lobnya,
Lyubertsy, Serpukhov, Novocheboksarsk, Cheboksary, Novy Urengoy,
Orel, St. Petersburg, Stary Oskol, Surgut, Murmansk. For the analysis
of the federal status data the weighted data on each city were used.
Data on the total population in the city were used as the weighted data.
Data on competitive companies were also reviewed by each of the cities
listed.

The survey sample amounted to 3 011 people, whereof 44% are
women and 56% are men and was randomly taken from the telephone
database among men and women aged from 18 to 55 years and being
home Internet users. An additional selection criterion was introduced:
a respondent should be the decision-maker in choosing a preferred pro-
vider and broadband tariff, that is, being able to independently choose a
provider, tariff and additional services for home use.

The core of the surveyed segment was represented by respondents
aged from 25 to 34 years (41%), 35 to 44 years (35%), 65% of them being
married and 27% are single, 45% assess their financial situation as “not
sufficient for everything I want”, 32% of the respondents assess it as “not
sufficient for expensive things”. 66% of them have higher education and
work as qualified specialists (34%), department heads (16%), and are
engaged in private entrepreneurship (12%).

Knowledge
of broadband providers

Brand knowledge is determined by the following indicators:

@ unprompted awareness — a percentage of respondents who
named the brand they knew when answering the open ques-
tion “what providers of wired home Internet services do you
know?”;

® prompted awareness — the percentage of respondents who con-
firm they know the brand when brands were listed by the inter-
viewer;
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Fig. 1. Knowledge of brands

Source: created by the author.

@ top of mind (TOM) — the first three brands that were named by
the respondents when answering the open question.

The intention to use a brand is determined by the percentage of the
respondents who said they will consider this brand if they had to change
their provider.

The leader among brands in terms of brand awareness in the mar-
ket is Rostelecom with unprompted awareness making 63%, prompted
awareness of 98% and intention making 20%. The next most famous
brands are Beeline and MTS with closely approximated unprompted
knowledge of 50% and 51%, unprompted knowledge of 86% and in-
tention of 19%. Awareness of Wifire brand is not high: 4% unprompt-
ed and 24% prompted awareness. The brand is on the 5th top position.
The prompted awareness of the old NETBYNET brand is double higher
and amounts to 47%, and 21% of the respondents are aware of least one
brand which is incorporated in the company.

In connection with the rebranding performed, the company reduced
its awareness in the market and in the future it is required to get con-
centrated on this aspect in the work of the marketing service in order to
increase sales and the client base.
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Brand Health Pyramid
and Communication Audience Outreach

A brand health pyramid is built on several indicators that are the key
ones in the interaction of the brand and the consumer. These indicators
are the top part of the sales funnel and illustrate the stages of customer
decisions making in choosing a home Internet service provider. The in-
dicators range from a larger segment to a smaller one and are consistent:
brand-aware users (% of brand-aware users by prompt), considering us-
ers (% of brand-aware users not denying its future use), users who tried
(% of those who used the brand ever), those who are currently using
(% of those currently using ones), brand-loyal users (% of the brand
promoters). The ratio of the higher indicator value to the lower one is
called the conversion index and shows the effectiveness of working with
the target segment (brand consideration, testing, retention, loyalty in-
dexes).

None of the brands is “healthy”, since all companies have indices
below the market average ones. This can be illustrated by the varying
focus in working with the target audience and the focus of the managers’
and the marketing team’s attention. Rostelecom has a low brand loyalty
index, which is indicative of the dissatisfaction of the company exist-
ing or former customers, who had problems with poor quality of service.
This assumption can be supported by the high anti-intention (15%) to
use the services of this brand in the future (Fig. 1). The increased brand
use and loyalty index of MTS is indicative of the well-built customer
service system. MTS and Beeline brands show high brand awareness and
brand consideration values, due to the awareness of the brands of the
parent companies providing mobile and Internet services, but the low
try index may be due to the industry difference in the sales process and
segregation of broadband access into additional services.

Wifire is also featured by the urgent problem with the client been
transferred from the prospective client to the existing client category,
as follows from the lowest testing index in the market. To work in this
problem area, it is required to analyze the sales process and identify the
barriers encountered by the customers in case of purchase.

The card used to attract and retain customers makes it possible to
compare the success of brands in the struggle for attracting the customers
and for effectiveness of the retention system. The brands are positioned
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Fig. 3. The map of attracting and retaining customers

Source: created by the author.

into the following scales: the ability to retain and the ability to attract
customers and they are referred to one of the four zones:

leaders — these brands are popular and attractive in the market,
they can retain most of the customers,

non-compliant — the brands that do not meet expectations of
clients, they were able to attract the customers but failed to retain
them for a long time,

niche brands — these brands have a high retention level, with a
low attraction level, these are niche brands targeted on a narrow
target audience. There are few customers who tried the services
of these brands, but most of those who have tried remained their
customers for a long time,

outsiders — poor awareness and poor customers retention, new
brands or brands with low-quality service or product are posi-
tioned in this quadrant.

Among the presented brands solely Rostelecom claims to be a lead-
er, since it attracts and retains customers quite well, and also has a large
share of users in the market. NETBYNET brand is an outsider because it
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Fig. 4. The segmentation by the level of brand awareness

Source: created by the author.

has no development and exists solely in the memory of customers. Wifire
has become a leader in customer retention, but the low attraction rate is
potential for the brand development.

The entire target market audience can be reviewed in terms of brand
communication coverage and the formation of their awareness and loy-
alty. The available data enables the expert to compare the marketing and
advertising activity in the market, and also clearly demonstrates the po-
tential with which it is possible to work for short-term sales targets and
the need to develop strategic communications with the audience.

The audience is distributed into segments by the level of brand
awareness:
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@ uncovered audience — those who are not aware of the brand,

@ prejudiced audience — those who are aware of the brand but do

not consider it for use,

@ prospective (potential) audience — those who are aware of the

brand and intend to use it,
® challenging audience — they earlier used the brand and retained
a negative experience,

® those who switched — they used the brand and are ready to use
it in the future, but now they are using the services of other pro-
vider owing to some particular reason,

@ those who are not loyal — they are current customers, but are

ready to change the provider,

® loyal — they are customers of the brand and do not want to

change it.

The share of the potential customers is indicative of sales growth
within the period from 1 to 2 years, while the share of unreached cus-
tomers is a strategic prospect for the company growth, and it is necessary
to work with these customers, forming their knowledge about the brand
and a positive image of the company. Therefore, Rostelecom, MTS,
Beeline have a high potential for sales growth, but also a formed image
that will be difficult to change or reorient when an additional business
line is introduced, and also the share of the challenging clients.

The image of the broadband access
provider brands and their impact on the brand
health pyramid

Brand awareness is merely the first step in making a purchase de-
cision. The next step is the review of brands, evaluation thereof under
criteria being important to the consumer, and shaping the attitude to
them. The determination of these parameters is based on the answers
from customers about the correspondence between the stated criteria
and the brand. The criteria were formed from previous surveys of the tar-
get audience (focus groups and in-depth interviews) and the brand posi-
tioning pyramid, wherein the attributes that should shape the company’s
image in the market are built-in. The following two statistical methods
were used for analyzing the brand’s image. Correspondence analysis and
analysis of standardized balances.
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Correspondence analysis is a method of tension tables analysis. Using
the mathematical algorithm — singular addition, correspondences anal-
ysis it is possible to present the information contained in a multidimen-
sional table, in the form of a low-dimensional map, and in this case, a
two-dimensional map is used. When been transferred into the two-di-
mensional space, a part of the information is leveled out, but the iterative
algorithm of correspondence analysis makes it possible to obtain the opti-
mal solution with a minimal loss of information. The interpretation of the
maps is based on the placement of the brand and attributes in one sector.

Since correspondences analysis gives an approximate picture, it is
advisable to use a more accurate analysis of standardized balances. It
shows, whether there is a statistical relationship between a specific row
and a column of the table. The balances are the differences between the
observed (measured during the survey) and the expected frequencies
(the expected frequencies show what the frequency should be in a given
cell if the row and column were independent), that is, standardized bal-
ances are balances divided by their own standard deviation. The so cal-
culated numbers are measured from -3 to 3, and a value larger in module
than 1.64 is indicative of the statistical relationship existing between the
line and the column or the brand and the attribute, respectively, with a
probability of 90%, accordingly.

For the analysis the brand attributes were grouped into categories
(with a list of attributes):

@ well-intentioned, with a convenient personal account (recom-
mendations of relatives and friends, reviews; helps to realize my
ideas; convenient personal account; a beneficial bonus program;
friendly, well-intentioned)

® a company with favorable rates and active advertising (it offers
solutions that improve many aspects of my life; a provider for
those who are successful; favorable rates and offers; an obsessive
company, a lot of advertising);

@ innovative companies with high-quality equipment (high-speed
Internet; provides high-quality equipment; offers new, innova-
tive products);

@ a company with transparent conditions and good service (they
quickly resolve customer’s problems; a company I trust; connec-
tion breaks rarely occur; with transparent and clear-cut condi-
tions; it provides a wide selection of high-quality content).
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A significant difference in the distribution of attributes and brands
was shown only by the Beeline brand, which belongs to the category of
“company with profitable tariffs and active advertising,” and the MTS
brand, which was referred by customers to the attributes in the category
of “innovative companies with high-quality equipment”. Other brands
did not demonstrate a significant differentiation with attributes in this
analysis.

The subsequent assessment of the brand’s correspondence to the
image attributes was ranked in order of importance of the attributes for
the target audience. The real importance of the attribute was calculated
using regression analysis and shows how many times the likelihood that
the client will contact the given broadband provider increases, subject to
the condition that such attribute, in the client’s opinion, is suitable for
the provider. The data is presented in Fig. 5.

The Wifire brand has two positive links with “favorable rates and of-
fers” and “high speed of the Internet” attributes that are important for the
target segment. These attributes should be promoted in communications
in the market and should be supported by the company in working with
clients, they can be used to build thereupon a value and a trading offer,
and these evaluations can become points of differentiation from com-
petitors. Two negative links with the “recommendations and reviews”
and “signal breaks rarely occur” attributes must be minimized since they
show high importance for customers and can prevent the attraction and
retention of customers. The “trust” attribute is not expressed in Wif-
ire, unlike the previous NETBYNET brand. Perhaps this is explained
by the short existence of the brand in the market. The difference in the
perception of the “signal breaks rarely occur” attribute is interesting for
the brands, because both brands used the same broadband telecommu-
nications network. This difference shows the subjectivity and isolation
of respondents’ assessments and attitudes from the objective situation.

The highlighted attributes cause a different effect on the brand’s
health pyramid, its indices, and in the market, on the client’s desire to
consider the brand, to make a purchase and to remain loyal to the brand.
The model of the effect of severity of the image attributes on the conver-
sions of various stages of the brand health pyramid is built on the regres-
sion model. For each conversion index, two separate models are built:
for the market as a whole, that is, for all evaluated providers and Wifire.
Since the variables are dichotomous, a binary logistic regression is used.
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The model coefficients show how many times the probability of switch-
ing from the previous conversion stage to the next one increases if the
attribute is expressed in a given provider. Figure 6 shows only statistically
significant coefficients.

In the data analysis, it is required, first of all, to get concentrated on
the most problematic stage of conversions in Wifire pyramid — on the
transition from the stage of considering Wifire as a potential provider
to making the first purchase, that is, to try its services. Wifire try-In-
dex is 21%, the market normal rate is 38%. At this stage, the presence
of the following attributes in the brand is important for clients: trust,
well-meaning, friendly, a wide selection of high-quality content, trans-
parent and clear conditions for debiting funds. All of the aforesaid at-
tributes do not correspond to the brand in question and are barriers for
customers in deciding on purchase of the company services. Work with
the formation of the engagement in these attributes will enable the com-
pany to increase the efficiency of attracting customers. It is necessary
to concentrate on building trust in the brand and to communicate the
image of a friendly company with a wide selection of content and honest
and clear conditions for debiting funds.

The next step it is required to consider the most significant attrib-
ute — trust, it is important at all stages of the user decision-making
process with regard to the purchase and weakly correlates with Wifire.
To work with this attribute, it is possible to perform a qualitative survey
(focus group, in-depth interview) to reveal the concept of “trust” in the
Internet service provider and to implement activities in order to form this
attribute.

The below indicated attributes are of secondary importance but
working on improvement thereof the company could improve the effi-
ciency of attracting and retaining customers. References from relatives
and friends, as well as reviews about the company, will help to improve
the review-index and enable the company to get into the zone of custom-
er attention attracted and consideration of the company by the client for
making a purchase. The usage-index is affected by such attributes as high
speed of resolving customer issues and problems, a favorable bonus pro-
gram, the provision of high-quality related equipment, a convenient per-
sonal account, rare disconnection and clear-cut conditions for debiting
funds. These attributes can become points of improvement in the forma-
tion of a stable customer base and the foundation for a stable business.
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Part IV. Consumer behavior
and the external business environment

Summary

The performed analysis of the brand perception in the market ena-
bles us to get insights into the psychology of consumers behavior, their
expectations from the brand and create an opportunity for the company
development. The described methodology reviews the brand compre-
hensively and provides a comparison with competitors and market av-
erage values, which enables the experts to evaluate the marketing suc-
cess versus other players. Evaluation of the assigned attributes makes
it possible to reveal the attitude of customers and to understand their
principles of differentiation of home Internet providers. The ranking
of attributes by importance illustrates the decision-making process and
the assessment of customer satisfaction. Identified strengths and weak-
nesses of the Wifire brand will help the company to form a stable atti-
tude to the brand and to avoid reputation risks for the company. This
study makes a significant contribution to understanding the market sit-
uation and enables the company to more objectively assess its position
and build the communication policy with potential and existing cus-
tomers. The recommendations obtained from the survey will be used
in the formation of the company marketing strategy for 2020 and the
communication plan.
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Neuropsychological researches
as the basis of marketing campaign

B.A. Shirokikh, E.A. Sokolova

Evolution of marketing throughout its existence has been subject to
significant influence from psychology and neurophysiology. Modern
competitive organizations are actively exploring the consumer behav-
ior and make a marketing campaign, based on neuropsychological re-
searches, in order to influence that behavior more efficiently. Approach
to marketing becomes more complex and allows to maximize its effec-
tiveness.

The aim of this work is to explore the possibilities of using existing
neuropsychological researches, analyze current experience and reveal
the trends for potential future development of that sphere.

In its core, neuropsychological researches in marketing aim at better
understanding, observing and interpreting human emotions. The ration-
ale behind neuromarketing is that human decision making is not fully
conscious process, in fact, there is evidence that understanding to buy
products is an emotional process. The brain uses emotions and emo-
tional experience as a shortcut to accelerate the decision-making pro-
cess. Neuromarketing focuses on the emotions that are relevant in deci-
sion-making process, and implements that knowledge in product design,
promotion, advertisement and pricing in order to improve customer’s
experience.

It is necessary to mention that neuropsychology is a rather young sci-
ence and it has been implemented in marketing since late 90s. However,
the technologies that are used in the sphere, had been created significant
time ago. Tarkhinsvili designed a device to measure electrodermal activ-
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ity in 1880. The first device that measures heart rate activity was created
in 1911 by Einthoven. Electroencephalogram was first recorded in 1924
by Berger. The first non-invasive eye-tracker was designed by Buswell
in 1930s. The most innovative technology in neuroscience, fMRI, was
introduced in 1991. Therefore, it is possible to make the conclusion that
the technologies, used in the field of neuromarketing, are not “new” and
have been used for decades. Neuromarketing is not inventing the new
technologies, however, it creates the new field, in which neuropsycho-
logical technologies can be used in a different way and for different pur-
poses from which commercial organizations would benefit.

In current research, different neuropsychological technologies are
going to be analyzed, problems of economic requirements, ethical issues,
and political regulation of neuromarketing are going to be solved by the
method of data collection an analysis. Modern experience in countries of
USA, Russian Federation is taken as the basis of the research.

The following neuropsychological methods of research are imple-
mented in neuromarketing:

® Eye-tracking,

e fMRI,

® Polygraph technologies,

® Electroencephalography.

Eye-tracking allows to determine the degree of concentration of a
person on a particular object and the change in his/her emotional state
while watching advertisement material. Eye motions enable the research-
er to understand the respondent’s process of thinking through determin-
ing on which elements the eyes of a person are fixed, in what order and
with what frequency objects of advertisement attract attention.

Functional magnetic resonance imaging (fMRI) makes it possible to
determine the level of the respondent’s concentration. This allows mar-
keters to create the most effective advertising images that will affect con-
sumers, causing them to have certain feelings about both the company
and its product.

Polygraph methods, such as galvanic skin response, plethysmogra-
phy, electrocardiography, allow to estimate the level of excitement and
stress of a person. The peculiarity of these technologies is a lower cost in
contrast to the expenses, connected with using fMRI.

Electroencephalography provides managers with the data of the
electrical activity of the brain. The distinctive feature of this device is the
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ability to obtain information about the level of respondent’s involvement
and interest in the advertisement content.

The first implementation of the listed above technologies was in
1990s. In the period between 1992 and 2004 big corporations, such as
Coca Cola, Pepsi Co, Ford were pioneers in implementation of neu-
ropsychology in marketing research conduct. In 2002, the first neuro-
marketing company was created under the name “SalesBrain”. In 2003
neuromarketing was first mentioned in a scientific research and in 2004
it was discussed at the first conference.

During the period between 2005 and 2011neuroscience was gaining
popularity. Huge transnational corporations start to invest in neuromar-
keting, dozens of scientific papers are published, including best-seller —
Lindstrom’s “buyology”. As well, researches, opposing the prosperity
of neuromarketing raised popularity due to the controversial works of
James Vicary and Patrick Reinvoise.

An important event in neuromarketing development happened
in 2012, when the Neuromarketing Business and Science Association
(NMBSA) was founded in order to promote and develop the sphere.
Nowadays the organization includes over 1600 members and operates in
93 different countries.

Present experience and results

The best objects of research in neuromarketing field is experience of
firms, operating in the USA and Russian Federation. The difference be-
tween the development of neuromarketing in RF and USA is that Amer-
ican firms develop neuromarketing as a closed innovation. Corporations
like PepsiCo, MacDonald’s, Coca-Cola invest in purchasing the tech-
nologies and employing unique workers with education in neurobiology
and marketing, and then do not publish the results of the specialists’
work. American corporations have significant experience in neuromar-
keting, however, they are not interested in popularizing it.

Considering Russian experience, it is possible to point out two com-
panies: LLC “Neurotrend” and LLC “Brainlab”. These organizations
are operating on the market, providing the services of neuropsycholog-
ical research. They develop neuromarketing as an open innovation and
attract companies from different spheres of business. “Neurotrend” has
significant experience in the sphere and its most well-known clients are
“KFC”, “Borjomi” and “Beeline”.
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First main problem of neuromarketing is economic requirements.
Since 1990s only transnational corporations had the ability to invest in
neuroresearch. Technologies like fMRI and EEG are very expensive
and each research would cost dozens of thousands dollars. Therefore,
for significant amount of time till 2007 neuromarketing was not afforda-
ble for the vast majority of companies. That problem is solved by the
existence of neuromarketing companies that sell the services of neu-
roresearch. Therefore, companies like “Brain Lab” and “Neurolrend”
make neuromarketing affordable and guarantee further promotion of
the sphere.

Second main problem of neuromarketing is ethical issue that rais-
es due to rapid development of that field. Ethical issue is connected
with the fact that neuromarketers use their knowledge in commercial
goals, leaving ordinary consumers with “no choice, but to buy the prod-
uct”. That issue was raised in works of A.R. Thomas, A.M. Lorga and
others. It is true that neuropsychology allows to influence consumer
on sub-conscious level, however, the decision-making process is car-
ried out on both sub-conscious, non-conscious and, most importantly,
conscious level. Emotions raise immediately, when the consumer sees
or feels the product, designed by neuropsychologist, but neocortex, part
of the brain, which is responsible for logic, rational and critical think-
ing would take place and make the last decision, whether to buy or not
to buy the product. The fact is that traditional marketing already ap-
proaches the consumer on sub-conscious level, neuropsychology only
makes it more efficient, but does not change the core.

Third problem of neuromarketing development is its legal regu-
lation. During neuroresearch implementation several threats occur.
Respondents might be harmed due to the fact that their personal data
might be used in unjustified ways. Therefore, special code of ethics
shall be declared that would regulate neuromarketers’ activity, making
it as harmless as possible for people. That code shall guarantee that the
result of the research would lead to increase in customer’s satisfaction
and each step of making the research and implementing its results is
based upon the principle that human’s rights, health and interests are
the number one priority. In case that the code is broken, illegal actions
of the researcher, along with the organizer of the research, would lead
to the court, imposing criminal responsibility on the subjects of the re-
search.
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Summary

Neuromarketing is undoubtedly the most potential innovation that
shapes managerial decision-making process, maximizing the effective-
ness of companies’ marketing campaigns. Comparison of the leading
organizations in that field has shown that American companies tend to
implement neuro research as a closed innovation, keeping it in a secret.
On the contrary, Russian firms have less experience in that field, how-
ever, they implement neuromarketing openly and promote its develop-
ment.

Neuropsychology is a young field of study, its rapid development
raises economic, legal and ethical issues. Economic issue is solved by
the emerging companies that provide customers with neuroresearch,
making it affordable for businesses that are client-oriented. Solution to
the legal issue, presented by the authors, can be defined as declaration
of special code of ethics that prioritizes both respondents and custom-
ers’ rights, health and interests, deviation from the code would lead to
legal consequences. Solution to the ethical problem can be constructed
as creation and official promotion of the educational centers that would
graduate professionals in the sphere of neuroresearch and provide the
publicity with the necessary information about neuropsychology, its
principles and basis for commercial implementation.

The most important direction of neuropsychology, from the point
of view of the authors, is creation of educational centers in that field.
Companies demand such specialists in order to create effective market-
ing campaign, moreover, specialists from that centers would acceler-
ate development of neuromarketing, which would positively affect both
economic and social spheres of life.
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KnaneHTckun onbIT
n BocnpuaTtme bpeHaa: Kenc
6aHKOBCKUX ycnyr

II.U. Heanosa, O.U. [lamowa

B HacTosiiee BpeMsi GOJBITMHCTBO OpraHW3alMii, HalleJIeHHBIX
Ha MOBBIIIEHUE CBOEM KOHKYPEHTOCITOCOOHOCTU Ha PbIHKE U TOJY-
YeHUe MPUOBLIU, CTPEMSTCS CO3MaTh YCIHEUIHbIA OpeHI, KOTOPBI
MOXET CTaTh PEIIAoNINM KpUTepHUeM IS TTOTPeOUTENsT IPU BRIOOpE
MPOAYKTa U MPOU3BOAUTENSI. DTOT BOMPOC CTOUT OCOOEHHO OCTPO B
0aHKOBCKOI1 chepe, Tak KakK, C OMHOM CTOPOHBI, OHA SIBJISIETCS JOCTa-
TOYHO KOHKYPEHTHOM, a ¢ Apyroii — B MpeACTaBIeHUsX MOTpeduTe-
Jeit cBg3aHa ¢ (pMHAHCOBLIMU pUcKaMu. BBUay 3TOTO NpU pazpaboTke
CWIbHOTO OpeHJa MpakTUKMU HalleJMBaloTCcsd Ha (popMUpOBaHUE TIO-
3UTUBHOTO KJIMEHTCKOTO OIIbITa, KOTOPBIM CBSI3aH C MPUBJICYECHUEM
U ynepxxaHueMm KinmeHToB. CoBpeMeHHbBIe peaJy TaKOBBI, YTO Jitobast
OpraHM3anus I COXpaHEHMST KOHKYPEHTOCITOCOOHOCTH Ha pHIHKE
W TIOJyYeHUsT MPUOBLIN JOKHA ObITh KIMEHTOOPUEHTUPOBAHHOW U
paboTaTh Ha MpUBJICUYEHUE U yAepKaHWe KIMEHTOB — ITOTpeOuTesneit
YCJIYT ¥ TPOAYKTOB TaHHOM opraHu3auuu. Takasi HEOOXOAMMOCTbh BO
MHOTOM OOYCJIOBJIEHa ITOBCEMECTHBIM MPOHUKHOBEHUWEM B XKU3Hb
IMMPOBBIX TEXHOJIOTHII, B YaCTHOCTH MHTepHeTa. TakK, C ero Impuxo-
JIOM 3HAUYUTEJIbHO PaCIIUPSIOTCS CIOCOObI B3aMMONCHCTBUS MEXIY
KOMIIaHWel W KJIMEHTaMM, CTIIEKTP BIMSIHUSI CaMUX TOTpeduTeseit Ha
WMUICK KOMIIAaHWI, a TakXKe BO3pacTaloT PUCKHU, CBSI3aHHBIC C STHM.
CormacHo X. Kam6pa-®ueppo 1 ero KojijieraM, B HacToOsIIIIee BpeMs
WHTEPHET CTAaHOBUTCS KJIIOUEBBIM MHGOPMAIIMOHHBIM KaHAJIOM KOM-
MYHMKAllMM W B3aUMOAEHCTBUSI KJIWMEHTOB M opraHuzauuii [Cam-
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bra-Fierro et al., 2019]. ITo gaHHBIM MeXnyHapOIHOIO COI03a 3JEK-
TpocBsizu (MC3), ¢ 2005 roga KOJIMYIECTBO MOIb30BaTe/Ieil MHTepHETa
Bo3pociio B 4 paza u B 2019 romy 3TOT mokazatejb cOCTaBUI 4 MIIpHA
yenoBeK. B EBponeiickoM peruoHe, mo naHHbIM EBporeiickoro otye-
Ta 00 35eKTpOoHHOI KomMmepiuu 2018 roma, ypoBeHb TPOHUKHOBEHUSI
WHTepHeTa npeBbiiaeT 83,1 %, 268 MITH ITOJIb30BaTeNIeii MHTEpHETA SIB-
JISIIOTCSI KJIMEHTaMM OHJIaiH-Mara3nHoB [International Telecommuni-
cation Union, 2018].

HpiHe mnoTpebuTeny moayyaroT Topa3fgo OoJbllie  CIIOCOOOB
BO3IEUCTBHUS HAa OpraHM3aInio, YeM Korma-m6o. OHU He TOIBKO 00-
MEHUBAIOTCS COOCTBEHHBIM OITBITOM, C JIETKOCTBIO HAXOMST W CpaBHU-
BaIOT MEXIy cO00it TOBAphl WIM YCIYTH, HO Y MPUHUMAIOT aKTUBHYIO
POJIB B TIpOIIecce CO3MaHMs IIEHHOCTH: KOMITAaHUY pa3pabaThIBaloT HO-
Bbl€ MPOAYKTHI U COBEPIICHCTBYIOT CBOM YCIYTH, MOACTPaUBasICh MOJ
oOpaTHy10 cBsI3b KiaueHToB [Cambra-Fierro et al., 2019]. B To xe Bpe-
Ms HeTaTHBHAsI 0OpaTHas CBsI3b, pa3MeIlleHHas1, HarpuMep, B hopMme
KOMMEHTAapHs WU OT3bIBa, CIIOCOOHA MONOPBATh PEIyTaIMIO KOMIIa-
Hum [Cambra-Fierro et al., 2019].

TakuMm 00pa3oM, B CIOKUBIIEHCS CUTYallMW OPTaHU3AIIAS OTHO-
BPEMEHHO M PUCKYET, W TOJTyJyaeT HOBbIE BO3ZMOXHOCTHU IUISI pa3BU-
tis. Tak, rpaMoTHOE yIpaBieHHWe KJIMEHTCKUM OITBITOM CTAHOBHTCSI
aKTyaJIbHOI M MpaKTUYeCKM BaxkHOM Temoii. Llenb naHHOI pabOThl —
TEOPETHYECKUI aHAIN3 KIIMEHTCKOTO OTIBITA Y TIOTpeOuTeneit 6aHKOB-
CKHUX YCITYT.

Onpep,eneHme KJIMEHTCKOro onbiTa

KineHTCKMi1 OMBIT BO3HUKAET B pe3yJIbTaTe B3aUMOAECHCTBUS KT -
eHTa ¢ opraHM3alueil u IpegocraBiseMoil yciyroit [Cambra-Fierro
et al., 2019] u oka3bIBaeT BIUSIHUE HA S3KOHOMMYECKYIO PE3YIbTaTUB-
HOCTh opranmu3anun. Kak ormeuaer Anenb Anb-ByrasH, KiimeHTCKMA
OIBIT — 3TO apdeKTUBHAS peaKlvs Ha YCIIyTH, MCcKaxalolias IoTpe-
outenbckoe BoctpusTue [Al-Wugayan, 2019]. ABTop NOSICHSIET, 4TO K
TakuM a@@EeKTUBHBIM peaKLMsSIM OTHOCSITCSI CYOBbEKTUBHbBIE OT3HIBBI
KJIUEHTOB (KOTHUTUBHBIC, COLIMAJbHbIE M (pU3MYecKHWe) Ha J1000it
MPSIMOI MJTM KOCBEHHBIM KOHTAKT ¢ KoMnaHueii. [Ton HermocpeacTBeH-
HBbIM (TIpSIMBIM) KOHTakTOM Anenb Ajb-ByrassH moHuMaeT KOHTaKkT,
KOTOpPHBIA OOBIYHO IMPOUCXOOUT B TIpoliecce MOKYITKU WU UCIIOIb30-
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BaHUS YCIYTU U OOBIYHO MHULIUMPYETCS KIeHTOM. KocBeHHBI KOH-
TaKT TPAKTYeTCs KaK He3aIJIaHMPOBAHHEIE «BCTPEUM» C IIPOAYKIIMEit,
ycJlyraMM KOMITAaHUM, OH MOXET MPUHUMATh (hOpMY PEKOMEHIALIUIA,
pexJiambl, HOBocTel U Tnipod. [Al-Wugayan, 2019]. KnueHTCKuii onbIT
OXBAaTHIBACT BCE ACIIEKThI B3aMMOACHCTBUS TTOIb30BATENSI C KOMITAHM -
e, BKJIIoYasl 3Tarbl IIOMCcKa, MOKYNKU, MOTPeOIeHUS 1 IToCIepoaax-
Horo obciyxkuBanus [ Verhoef et al., 2009].

Jxo IMaitH, aBrop kUK «The Experience Economy» 1 coyupenu-
TeJIb KOHCAJTUHTOBOM KoMmImaHuM Strategic Horizons, oOpaiiaer BHU-
MaHMe Ha TO, YTO KJIMEHTCKUI OITBIT He 00513aTeIbHO NJOJKEH IOIpa3y-
MeBaTh JIETKHE U MPUSITHbIE B3aMMOOTHOILIEHUSI MEXITy OpTaHu3aluei
u kireHToM. CaMoe mIaBHOeE, II0 MHEHUIO aBTOpa, — 3TO TO, YTO OITBIT
JIOJDKEH OBITh 3aIIOMUHAIOIINMCS ¥ JIMYHOCTHBIM, HO He 00sI3aTeIbHO
JerkuM. OcoOeHHO BasKHO CTPEMUTBHCS K TOMY, YTOOBI KJTMEHTHI XOTe-
JIM TIPOBOIMTH C OpraHM3alreil 00JIbllle BpeMEeH! U OLIEHMBAIU CBOE
B3aMOJEICTBIE KaK peCcypCHOE, BUACIN B HEM MOIb3y 1Ist ceos [Pine,
Gilmore, 2011].

BrI3piBaeT mHTEpeC IpeacTaBieHre O KIMEHTCKOM OIIBITE aBTOpa
OecTcennepa, BKIOYeHHOro B crimcok raserol The New York Times,
«The Amazement Revolution» Ilema Xaiikena. OH cyuTaeT, 4YTO
KJIMEHTCKUI OTBIT HEJIb3s1 pacCMaTpUBaTh TOJBKO B paMKax CIyxKObl
paboThl ¢ KJIIMEHTaMM, T1ojlarasi, 4YTO BaXKHO YYUTHIBATh JIIOOOI KOH-
TaKT KJIMEHTa C OpraHM3allveil, BKJIoYasl CepBUC, CIIOCO0 ITOCTaBKH,
Ka4yecTBO yMaKOBKW U ToBapa/yciayru u MHoroe apyroe [Hyken, 2011].
ABTOp yBepeH, 4To HeoOxoguMo (GOpPMUPOBATh TaKOM KIMEHTCKUM
ONBIT, KOTOPBIII KJIWEHTHI 3aXOmSIT BOCIPOU3BOIUTH COBMECT-
HO ¢ opraHu3saiyeil MHorokpaTHo. B a3ToM oH BUIUT 3ajior ycriexa
opranuzanuii. OTMeTUM, YTO MHEeHME XaliKeHa CX0Xe C MpenblayIieii
TPaKTOBKOI OIMbITa KaK XXeJIaHUS KIMEeHTa MHOTOKPAaTHO U JJIUTEIbHO
nepeXnBaTh COBMECTHO C OpraHMU3allMeid OITbIT B3aMMOIEHCTBHUS U MO~
JIy4aTh OT HETO YAOBJIETBOPEHE MHOTHUX IOTPEOHOCTEI.

Uccnenoatenu @. Kinayc u C. MakiaH equHbBI B TOHUMaHUM KJIY-
€HTCKOTO OIIbITA C IIPEAbIAYIIIMMU aBTOPAMU U CBSI3bIBAIOT €T0 C ITOTpe-
OUTEIbCKUM IIOBEISCHMEM, BBIACISASI B HEM TaKne CTPYKTYPHBEIE KOM-
MOHEHTHI, KaK pallMOHAIbHbIC U SMOLIMOHAIBbHBIC OLIEHKU CUTYallUH.
Tak, ®@. Kiayc u C. MakJiaH CUMTAIOT, YTO KIMEHTCKUIA OITBIT SIB/ISICT-
CsI pe3yIbTaTOM B3aUMOIEHCTBUI MEXIY KJIIMEHTOM U IIPOAYKTOM WA
caMoii opranuzanueit. KinmeHTCKuii onbIT MoApa3yMeBaeT BOBJICYECHUE
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NoTpeOUTeNsI Ha pa3HbIX YPOBHAX (PallMOHAIBHOM, SMOIIMOHAJIBHOM,
YYBCTBEHHOM, (DU3UYECKOM U AYXOBHOM) U SIBJIIETCSI OLIEHKOM CO CTO-
POHBI KJIMEHTa BCeX aTpUOYTOB €ro MPsSIMbIX U KOCBEHHBIX OTHOLIEHU
C MOCTaBIIMKOM YCJIYI, OOBSCHSIONIEH KIMEHTCKYIO JIOSJIbHOCTD
[Klaus, Maklan, 2012].

B 1iesiom MHEHME yKa3aHHBIX BbIIIE€ aBTOPOB pa3AestoT J>keHTuie
U €T0 KOJIJIETU, KOTOPbIe BKJIIOYAIOT B TOHATHE KJIMEHTCKOT'O OIbITa 1y-
XOBHbIE, UyBCTBEHHbIE, (hM3NUECKUE, pallMOHATIbHbIE U SMOLIMOHAb-
Hble aneMeHTHl [Gentile et al., 2007].

Takum oO6pa3zoM, HY)KHO OTMETUTb, YTO MHOTME aBTOPbI E€IMHO-
JYIIHBI B TOHUMAaHUM KJIUEHTCKOTO OMBITA, [JIABHBIN aKIIEHT OHU Jie-
JIalOT Ha TOAAePXKaHUM JUYHOCTHBIX M HE BCETAa JErKUX OTHOILLIEHUM
MEXIy OopraHM3alueii U KJIWeHTaMu C 00s3aTebHbIM MOJydYeHUEM
MOCJENHUMU TTOJIOXXUTEBHOTO U PECYPCHOTO COCTOSIHUS, 32 KOTOPBIM
OHM 3aXO0TAT 00pallaThCcs B OpraHU3aluio CHOBA U CHOBA.

Ho 410 ke JIeXXUT B OCHOBE TaKUX B3aMMOOTHOIIEHUI U KaKOBbI
€ro MexaHu3Mbl?

MHorue uccienoBareiv, OTBeyass Ha 3TOT BOMPOC, OOBSICHSIOT
«TIPUHLIUIT pabOThl» KJIMEHTCKOTO OMbITa MPU MOMOIIA TEOPUU CO-
LMaJIbHOTO OOMeHa U ee (byHIAaMEHTAJIbHOII YCTAaHOBKM — B3aWM-
HOCTU (MU pelunpokHocTr). OCHOBHasl uaesl COCTOUT B TOM, YTO
OOJIBIIIMHCTBO JIIOJEN CKJIOHHBI OTBE€YaTh B3aMMHOCTBIO Ha M0OpO-
KeJaTeIbHOE OTHOLLEHUE APYroil CTOpoHbl. MHBIMU CI0BaMU, KOM-
naHusi, ¢GopMHUpPYS XOpolllee OTHOIIEHUE K KJIMEHTaM, MOTUBUDPYET
TMOCJIEAHUX OTBEeYaTh B3aUMHOCThI0. Kaxoe B3auMoneiicTBre Mexmny
KJIMEHTOM U (DUPMOIA TOPOKAAET COLUUATIbHBII OOMEH, KOTOPBIIl HEU3-
0eXXHO BIMSIET HA MHeHMe KiaueHTa. Eciu KiMeHThl OLeHUBAIOT OITbIT
B3aMMOJEHCTBUS C OpraHU3alueil B MOJOXUTEIbHOM KJTI0U€, OHM TaK-
K€ MOTYT 3aXOTeTh OTBETUTh B3aUMHOCTbBIO, YyY4aCTBYS B MO3UTUBHOM
HETPaH3aKIIMOHHOM TMOBENEHUU (TTO3UTUBHOE COTBOPYECTBO U «capa-
¢dannoe paguo») [Cambra-Fierro et al., 2019].

PaccmoTpum a1 yTBepXAeHUs noapooHee. Tak, [puHpooc u ['ym-
MepyC XapaKTepU30BaJId COBMECTHOE TBOPUECTBO (COTBOPUECTBO) KaK
Mpolecc, B KOTOPOM YYacCTBYIOT KakK (hupmMa, opraHu3aius, Tak U ee
KJIMEeHTBI, B3aUMOAECHCTBYS U COTpyAHUYAs IpyT ¢ ApyroM [Gronroos,
Gummerus, 2014]. CornacHo TaiiHaHy 1 ero KoJjjieraM, COTBOpYECTBO
OTHOCHTCS K ITPOLIECCY Pa3BUTUSI YIOBIETBOPUTENIHHOTO OTIbITA MEXITY
KJIMEHTaMU ¥ (UPMOi1 IyTeEM B3aUMHOTO OOMEHa X HaBbIKaMU U MPU-
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obpereHHbIMU 3HaHUSIMU [Tynan et al., 2010]. Takum obpaszom, mis
CO3JaHUsI TPOAYKTA WU YCIYTH HEOOXOMUMO YUUTBIBATH ITOTYYEHHYIO
OT KJIMeHTa 0OpaTHYIO CBSI3b U CTATUCTUKY KJIMEHTCKON aKTUBHOCTH,
IOCTYITHBIE Ojlaromapsi COBPEMEHHBIM TEXHOJIOTHSIM. DTO TTO3BOJISET
KJIMeHTaM aKTUBHO y4YaCTBOBATh B MPUHSITUM PELICHUI KOMITAHWU,
MYCTb U KOCBeHHBIM criocoboM [Cambra-Fierro et al., 2019]. ITocuHr-
HOH Y €ro KOJUIETH YKAa3bIBAlOT, UTO CYIIECTBYET TPY OCHOBHBIX CITO-
coba co3maHusi COTBOPYECKOTO Mpollecca: MepcoHaanu3aus, KOrHU-
TUBHOE MOTPYXEeHME KIIMEeHTa U (PU3NUYeCKoe B3aMMOACHCTBUE C HUM
[Ponsignon et al., 2015].

XapaKTepUCTUKON KOHCTPYKTUMBHBIX B3aMMOOTHOIIEHUIT MEXIY
opraHu3anyeil U KIMEHTOM U CO3MaHUEM IOJOXUTEIBHOTO KJIUEHT-
CKOTO OIbITa BBICTYIaeT «capacdaHHoe panuo». [lon 3TUM TepMUHOM
MoHUMaeTcss HedopMajbHOE OOIeHMEe MEXIy KIMEeHTaMM, TIpU KO-
TOPOM IIPOMCXOOUT 0OMeH MH(popMaleil 00 opraHu3aluyd 1 OIIbITE
B3aMMOJIEHCTBUS C HE, ee MPOAyKTaMHU U ycayraMu. Takoe oOlieHre
YacTo SIBJISIETCS KITIOUEBBIM KPUTEPUEM TSI IOTPEOUTENIS TIPU IIPUHS -
THU pelIeHNsI O TTOKYIIKE U COBEPIIEHUM BLIOOpA, HAIIPUMEpP, MEXIY
JIByMsI KOMITAaHUSIMU-KOHKYpeHTamMu. MHpopmalius, mojayyeHHas1 B
pesyabTare «capadaHHOTO paauo», IepeaaeTcs 0e3 IeHeXXKHOTo o0Me-
Ha U, KaK CJIeACTBUE, MOJIb3yeTCs OONBbIINM JOBEPUEM CPEIU KIMEH-
tToB. Kak ormeuator X. Kamopa-®ueppo u ero Kojieru, «capadaHHoe
pamguo» o0jlajaeT CIIOCOOHOCTHIO IIpeBpalllaTh OOBIYHBIX KJIIMEHTOB B
€BaHTeJIMCTOB, YTO, OE3YCIIOBHO, SIBJISIETCS TIOJIE3HOI CTpaTerneit ms
MOMJIEPXKKUA TIpUBJICUEeHUST U yaepxkaHuss kKiaueHToB [Cambra-Fierro
et al., 2019].

BBuy 3TOr0 BIoJIHE ONpaBIaHHO, YTO Bce 0O0JIblIe U 00JIbllie BHU-
MaHUs OpTaHU3allMKM YIENSIOT HeTpaH3aKIIMOHHOMY (HeMaTepuaib-
HOMY, He CBSI3aHHOMY C TIJIaTOl 3a TOBapbl WK YCIYTU) MOBEASHUIO
KJIMEeHTOB U OTHOIIeHUSIM ¢ HUMU. CorlacHO psiiy vccliegoBarteseii
[Al-Wugayan, 2019; Cambra-Fierro et al., 2019], «uCKpeHHOCTb» U
cneuudurkKa 3TUX OTHOLIEHUH YCUIMBAIOT BIUSIHUE KIIMEHTCKOTO Ka-
MUTaja Ha KayeCcTBO KJIMEHTCKOTO onbiTa. HemaTepuanbHble Momeau
MOBEAECHUST KJIMEHTOB MOTYT MOBIUATH HAa HEKOTOpPbIe He(UHAHCO-
BBI€ aCIEeKThl ACATEJbHOCTU KOMIAHUM, TaKKUe, KaK, HalipuMep, pe-
nyTtanus. Kak yxe ObLJIO OTMEUYEHO, BCJIEACTBUE YIYUYIIEHUS TaKUX
acIeKTOB J10X0/ KOMITAaHUM TaKXe MOXET HavyaTb Bo3pacTaTbh. B cBsi-
31 ¢ BTUM KOMITAaHMSIM KpaliHe BaXkKHO TMOHMWMAaTh HEeTpaH3aKIIMOH-
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Hble Mojenu noseneHus kiareHToB [Cambra-Fierro et al., 2019]. Tak,
A.C. 3u3uH orMmevaeT [3u3uH, 2013], 4TO Ka4eCTBO BBICTPaeBaEMBbIX
HeMaTepuaJbHBIX OTHOIICHMI MeXIy KJIMEHTOM M OpraHu3alueii
MOXET OIPenesiTh PHIHOYHYIO CTOMMOCTh KOMITAaHUM. B yacTHOCTH,
MHOTHE KOMITAaHUM PacCMaTPUBAIOT BOCIIPMHUMAEeMOe KITMEHTOM Ka-
YECTBO YCJIYT M TOBApPOB KaK CTpaTerMuecKuit MHCTPYMEHT IS TTIOBbI-
IIEHUs YIOBJIETBOPEHHOCTH KJIMEHTOB U TOCTIKEHUST pOCTa TIPOmak
[Agus, 2019].

It hGopMUPOBAHUS MOJOXUTEIbHBIX U KOHCTPYKTUBHBIX B3au-
MOOTHOIIIEHNI MEXIy OpraHM3allieil W KJIMEHTOM, a TakKe BBICTpa-
WBaHUS KJIMEHTCKOTO ONbITa BaXKHO BOBJEKaThb KJIMEHTa B pa3iny-
Hble YpPOBHM B3aMMOACHCTBUS (pallMOHAJIbHBINA, 3MOLIMOHAILHBINA,
noseneHvyeckuii) [Cambra-Fierro et al., 2019]. DTta Tema siBisieTcs
OITHOI U3 CaMbIX aKTyaJIbHBIX B 00JIaCTU YIIpaBJieHUs KiineHTamMu. YeH
M €TO KOJUIETH CPEIY BOBJICYCHHBIX KIIMEHTOB BBIIENISIOT IBA BUIA: «pe-
ajbHbIe» U «(panpiuBbie» [Chen et al., 2019]. B To Bpemsi, Kak repBbie
WMEIOT TIPOYHYIO TMCUXOJOTMYECKYIO TIPUBI3aHHOCTb, BTOPBIE BOBJIE-
YeHBI BO B3aMOIEMCTBIE ¢ KOMIIaHHMeH (HampuMep, JaloT peKOMEH-
JALMU U TIPOY.) 1U3-3a CTPEMJICHMS K BHEIIIHUM BBITOAAM: ACHEKHOMY
BO3HArpaXXIeHUIO WM YYBCTBY COOCTBEHHOI 3HAYMMOCTU. MHBIMU
CJIOBaMU, «peaJlbHbIe» BOBJICUEHHBIC KIIMEHTHI 3a¢iiCTBOBAHBI 3MO-
LIMOHAJIBHO, a «(abIIMBbIe» — pallMoHaIbHO. TeM He MeHee 06a Buaa
LeHHBI JUTSI KOMIIAaHMH, TIOCKOJIBKY KJIMEHT C TIPUBA3aHHOCTBIO Oojiee
CKJIOHEH B3aMMOJIeCTBOBATh C KOMITaHWEH, YeM KJIMEeHT 06e3 TaKOBOI
[Chen et al., 2019]. Takum o6pa3oM, yCUIUsI KOMIIAHUY 110 CO3IaHUIO
OTJIMYHOTO KJIMEHTCKOTO OITBITA JOJDKHBI YIUTHIBATh CO3MAHUE OIBITA
KJIMeHTAa KaK ¢ palluOHAJIBHOM, TaK U C SMOLIMOHAJIbHOI TOUEK 3peHUs
[Frow, Payne, 2007].

MortuBalus B3aUMOIEUCTBUSI ¢ KOMMAHUEN y 3THUX IBYX BMUIOB
KJIMEHTOB TOXE pa3anyaeTcs. OMOLMOHATbHO BOBI€UEHHBIE KIMEHTHI
PEKOMEHAYIOT TTPOMYKIINIO KOMIIAHUW CBOMM JPY3bsIM M 3HAKOMBIM C
1eJIbIO TTOMOYb JII00MMO# KomriaHuM. Te, KTO BOBJIEUEH pallMOHaJIb-
HO, JIeJaloT 3TO IJIS1 TOTO, YTOObI YTBEPAMTH CBOI CTATyC WM CO3IaTh
oIpeneIeHHbI 00pa3 ceds cpenu Tex, KTo nx okpyxaeT [Chen et al.,
2019].

YeH U ero KOJJIETU BBINENISIOT YEThIpE YPOBHSI BOBJICUYEHHOCTH
KJIMeHTOB: HeBMEIIATeIbCTBO; HErTyOOKasl, MW MOBEPXHOCTHAsS, BO-
BJICUEHHOCTbh; MOTEHIIMAJbHAs U TOTaJIbHAsl BOBJIEYEHHOCTb. DTU
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YPOBHM TaK:Ke BaXKHO OTCIEKMBATh ISl (HOPMUPOBAHUS KJIMEHTCKOTO
OIbITAa. YPOBEHb HEBMeEIIATEILCTBA XapaKTepU3yeTCsl HU3KOM BOBJIE-
YEHHOCTbIO U SMOLIMOHAJIBHOH, 1 MOBEIEHYECKOM (TO €CTh HETOTOBHO-
CTBIO COBepIaTh pa3HOOOpa3HbIe NEUCTBUS, TaKWe, KaK, HaIpuMep,
MOKYIIKY TOBapa/yc/IyTu Wil HalliCaHWe OT3bIBa Ha caiite). KiueHTsl
He BUAST LICHHOCTH BO B3aMMOJEMCTBUU ¢ opraHu3anueii. Ha Bropom
YPOBHE KJIMEHTHI 3aeiiCTBOBAHBI MOBENCHYECKU U pallMOHAIBHO, HO
He 3MOLMOHaJIbHO. TakM 00pa3oM, 3TUX KJIMEHTOB MOXHO Ha3BaTh
«banpmmBeIMI». Ha TpeTbeM ypoBHE OHU BOBJICYCHBI SMOIIMOHAIb-
HO, HO He ToBeAeHYeCKH. [1pu TOTaIbHOM BOBIEYEHHOCTH — W BMO-
LIMOHAJIBHO, U TTOBeeHYeCKHU. J1JIsI KOMITAaHUU 3TOT YPOBEHb SIBJISIETCS
HambOoJiee XKejlaTeJbHBIM, a KJIMEHThl — Hambosiee 1eHHbIMU [Chen
et al., 2019].

INogBoms uTOT, MOXXHO KOHCTATUPOBATh, YTO KIMEHTCKUI OIIBIT
SIBJISIETCSI MEXaHM3MOM BO3MOKHOCTH TOJTYYEHUSI TOJTOCPOUYHOM MpH-
ObLIM M JOCTUXEHUS JOJTOCPOYHOTO YCTOMUYMBOTO KOHKYPEHTHOTO
npeumMyiiectsa. MaeanbHblil KIMEHTCKUIA OMBIT — BECbMa KeJlaTesb-
Hasl LeJib JUISl OpraHU3aluil, CTPEMSIIIMXCST K TTOBBILLIEHUIO JIOSIbHO-
CTU KJIMEHTOB U, KakK ciencTsue, npudsibHOCTU [Frow, Payne, 2007].
B cBsa3u ¢ atum pazBuioch HampasieHrue CXM (customer experience
management — «ymnpabJjieHUe KJIMEHTCKUM OIIBITOM»), BbIpoOCIlee U3
TpaaAUIIMOHHOTO MapKeTWHIa U MapKeTWHIa OTHOLICHUM ¢ KIMEHTOM
[Sharples, 2019]. YnpaBiieHre KJIMEHTCKUM OMBITOM — 3TO CTpaTeTusl,
HampaBJeHHas Ha TO, YTOOBI CIIPOCKTUPOBATH OIBIT KIMEHTA TAKUM
00pa3oM, yToObI CO3MaTh IEHHOCTh KakK IJIs1 KIMEeHTAa, TaK U IS opra-
Husaumu [Verhoef et al., 2009].

KnuneHTtckuin onbitT B 6aHKOBCKOM chepe

Kak oTMeyaloT MHOTME ucciienoBareiu, 6aHKoBcKas cdepa sIBis-
eTcsl 0YeHb KOHKYPEHTHOM BBUIY OOJIBIIOIO KOJWYECTBA CyObEKTOB
[banuxkoes, 2015; B3pox, 2015]. UMu MOTyT ObITh HE TOJILKO OaHKH, HO
W Jpyrye npeacTaBuTenn (puHaHCOBBIX YCIyT [D3pox, 2015].

s «BbDKMBaHUS» B KOHKYPEHTHOM cpele OaHKaM IMPUXOIMT-
¢Sl TIOCTOSIHHO aIamnTUpOBaTbCsl, ONTUMM3HUPYSI UM COBEPIICHCTBYSI
CBOM TIPOLIECChI, BHEAPSII WHHOBALIMOHHBIE TEXHOJOTMU, IMOBBIIIAS
a(pdexTuBHOCTL. baHK, HECITOCOOHEBIN K OBICTPOI amanTalny, IPO-
UIpPBIBaeT B 00pbOE, OH IEMOHCTPUPYET craid AOXOOAHOCTU U CIIpOca
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[@3pox, 2015]. OgHako peyb MOET HE TOJBbKO O (PyHKIIMOHAJIbHON U
TEXHUYECKON amanTalnu.

Uccnenosarens B.3. banukoeB omnpenensieT 6aHKOBCKYIO KOHKY-
PEHLINIO KaK «3KOHOMMUYECKOE COCTA3aHUE KPEAUTHBIX OpTaHU3aLUiA
M YIpeXIeHUI Ha phIHKE OAaHKOBCKMX YCIYT 32 MAKCUMM3AIII0 CBOMX
npubkLieii» [banukoes, 2015]. FO.C. B3pox gaet 60oJjiee OITHOE OIpe-
JeJIeHrE, B KOTOPOM OTMEYAET, YTO «...9TO SKOHOMUYECKOE SIBIEHUE,
BO3HHUKaMIIee B 0aHKOBCKOI KOHKYPEHTHOI cpene, CTUMYIUPYIoLIee
CyOBEKTHl KOHKYPEHILIMM Ha BeJeHUEe KOHKYPEHTHOI OOpBOBI 3a MpHU-
BJIEUEHVE HOBBIX KJIMEHTOB ISl aHAJIN3a 1IeJ1eCO00pa3sHOCTH TTOCTPO-
€HUsI ¢ HUMU B3aMMOBBITOJHBIX OTHOIIEHU U COXpaHEHUE 1IeJIeCO0-
Opa3HbIX SKOHOMUYECKUX OTHOLIEHUI ¢ AEHCTBYIOIIUMU KIMEHTaMU1
IJIS BBITIOJTHEHUSI MHINBUAYAJIbHBIX KOMMEpPUYECKMX 3amdad» [D3pox,
2015]. B naHHOM omnpeneieHUH JeJaeTcsd aKIeHT Ha 3HAYUMOCTH TIep-
COHBI KJIMEHTA, HAa IOCTPOEHUU C HUM OTHOIIIEHHW, TPAMOTHBIX C TOUKU
3peHUsI 9KOHOMUKU. ABTOP TaKxKe OTMEYAET, YTO B ACHCTBUTEILHOCTU
00BbEKTOM KOHKYPEHIIUU SIBJISIETCS IaKe He caM KJIMEHT, a B3aMOIIO-
HUMaHUe ¢ HUM [ D3pox, 2015]. Takum oOpa3om, 1ies1b 6aHKa, HACTPOEH-
HOTO Ha Mo0eny B KOHKYPEHTHOU 00pb0e, — YCTaHOBUTD MOCTOSTHHbBIE
U TIPOYHBIE Y3bI 1OBepUs ¢ KiiMeHTaMu. bojee Toro, A.A. Anb-ByrasH
CUYMTAET, UYTO B CWIY YCIOBUM «Pa3pyIINTEIbHOM» KOHKYPEHIIUU CO-
BpeMeHHbIe 0aHKHU JOJIKHBI KOHLEHTPUPOBATh BHUMAHKWE Ha CO3Ma-
HUM UCKITIOUYUTEIbHBIX OTHOIICHUI ¢ KIMEHTAMU U MX BBIIAIOIIETOCS
KJIMEHTCKOTO ombiTa [Al-Wugayan, 2019].

Cnennduka 0aHKOBCKON cdepbl 3akKiaodaeTcs TakkKe B BBICO-
KOM YpOBHE PUCKOB, BOCIIPUHUMAEMBIX KIIMEHTOM, U KaK CIIEICTBUE,
ero TpeBoru u HemoBepusi. Kak ormeuaer B.3. banukoeB, mpuBie-
YeHHBIE CPEICTBa, KOTOPHIMM oOIlepupyeT 0aHK, oObiyHO B 20 pa3
0oJbIIIe COOCTBEHHBIX CPEICTB, B CBSI3M C YeM OaHKM 4acTO IIPOBO-
IST pUcKoBaHHbBIe onepauun [banukoes, 2015]. baHnku oTBevaroT 3a
yIOBIIETBOPEHNE 0a30BBIX YEJIOBEYECKHUX MOTPEOHOCTEM, TAKMX KaK
6e30macHOCTh, obecrneyeHne OyayIiero 6J1arornoaydus, WHOrma aaxe
BbIKMBaeMoCTb. Eciy TOBOpPUTH, B YAaCTHOCTH, O KpeauTe, — 3TO
CJIOXHBINM KIIMEHTCKUI BBIOOP, TPEOYIOIINI OOIBIINX KOTHUTUBHBIX
3arpart. [Ipo1iecc «ITOKYITKY YCIyTH» U B3aMMOIEHCTBUS C 0AHKOM SIB-
JIIeTCSl OUEHb JJIMTEIBLHBIM U MPEICTaBIsIeT cO00ii MHOXECTBEHHBIE
KOHTaKThl KJIMEHTA U COTPYAHMKA. 31eCh KJIIOUeBOl (hakTop yaepxka-
HUS KJIMEHTa — OILIT obcayxuBaHuga [Klaus, Maklan, 2012]. Mac-
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mTadkbl 6M3Heca (BOCIPUITHE PUCKOB, HaIEXKXHOCTh 1 MPOY.) 3HAYM-
TeJIbHO OOJbLIE, YeM B APYrux cdepax, v, CaeqoBaTeIbHO, BaXHee
3HAYMMOCTb MPaBWIBHO YCTAHOBJIEHHBIX OTHOIIEHMIA C KJIMEHTOM.
Y10o0bI BRIUTPAaTh B KOHKYPEHTHOI 00pbh0e OaHK JOIXKeH chopMUpoO-
BaTh JOBEPUTEIILHBIC OTHOIICHMS ¢ KJIMeHTOM. [loBepue CTaHOBUTCS
BIAUSATEIBHBIM (paKTOPOM KOHKYPEHTOCIIOCOOHOCTH OaHKa [banuko-
eB, 2015].

Takum oOGpa3oM, OaHKOBCKasl cpena SIBIsIeTCSl JOBOJBHO CIEIM-
¢duyeckoii, Korma pedb 3aX0IUT 0 KiIMeHTCcKoM omnbiTe. CornacHo IToH-
CUTHOHY U €T0 KoJIJIeraM, TIPaKTUKA YITPaBIeHUSI KITUEHTCKUM OITBITOM
3aBUCHUT OT KOHTEKCTa, KOTOPBIii B OAHKOBCKOI cpee OTIIMYAETCSI OT
npounx yciaoBuil. KoHTeKcTyalbHBIE XapaKTepPUCTUKU (PUHAHCOBOTO
CepBHCa BIUSIOT Ha METOIBI YIIpaBJIeHNUSI KIMEHTCKAM ONBITOM. Tak,
opraHu3auuu (UMHAHCOBOTO CEpBUCA UMEIOT YeThIpe OOIIMe KOHTEK-
CTyallbHBIE XapaKTePUCTUKU: BHICOKYI0 MH(DOPMATUBHOCTh, HEOCSI3a-
€MOCTb, OTHOIIIEHUS C KJIMeHTaMU Ha OCHOBE YJIEHCTBA U CJIOXHOCTD
KoHTpakToB [Ponsignon et al., 2015]. PaccMoTpuM Kaxayro M3 HHUX
nompooOHee.

[TepBasg xapakTepHUCTHMKa — BBICOKAasT 3HAYMMOCTb JIOCTYITHOM
HMHOpPMALIMU — COCTOUT B TOM, YTO MHpoOpMalus B 0aHKOBCKOM
CEKTOpe — KJIIOYEBOM 3JEMEHT IpU (POPMUPOBAHUM IIPEMIOKEHUS
caMUM 0aHKOM M TIPUHSITUU pelIeHUsI O MOKYIKe KiaueHToM [Ponsi-
gnon et al., 2015]. MHTeHCMBHOCTb IMOTOKAa MHMOPMALMU II03BO-
JIgeT 0aHKaM coOMpaTh OIrPOMHBIE OOBEMBI JAaHHBIX O KJIIMEHTaX U
onepaloHHON 3¢ PEeKTUBHOCTU BCcexX B3auMonaeiicTBuii. Tak, 0aHKU
MOTYT COCPEIOTOYMBATHLCS HAa MOHUTOPHUHIE, BBISIBJICHUM U YIyYIIIe-
HUM CIa0BIX MECT, TEM CaMBbIM YCTPaHSISI UCTOYHMKM HEYIOBJIECTBO-
pEeHHOCTHU KiueHTa. [IJ1s1 6aHKOB BaXKHO KOHILIEHTPUPOBAThHCSI UMEHHO
Ha yCTpaHEHUM HEYHOBJIETBOPEHHOCTHU, a HE Ha YCWICHUM ITOJIOKM-
TeJbHBIX BCYATICHU! (B OTIMYUU OT OPYTUMX BUOOB OpraHU3alUii),
MMOCKOJIBKY BOCIIPMHUMAaEMBbIe PUCKU JIJISI TOTPeOUTENS BhIlIe. TakuM
00pa3oM, «OoJIbllIve JaHHbIe» O MOTPEOUTEsIe MO3BOISIIOT OpraHu3a-
LIMY MOHSTH U TMPeacKa3aTh U3BMEHEHMSI B OTHOIIEHUN U MOBEACHUU
KJIMEeHTa, a TaKXKe ajanTupoBaThcs K HUM. IIpoliecc mpeBpalieHust
JAHHBIX O TPaH3aKIUSIX B MOJEIU MOBEACHUST KIMEHTA C MMOMOIIbIO
MIPOTHOCTUYECKOIO aHaJln3a Ha3bIBaeTCs TepcoHaau3alueii u urpa-
€T BaXKHYIO POJib B CO3MaHUM TMOJOXUTEILHOTO KIMEHTCKOTO OIbITa
[Ponsignon et al., 2015].
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Bropas xapakTepucTuka opraHm3aluii 0aHKOBCKOTO cepBUca —
Heocs3aeMocTh [Ponsignon et al., 2015]. banku ocyIecTBIsIIOT HEMa-
TepUalibHble IEMCTBUSI, HANIpaBJIEHHbIE HA HeMaTepuaJbHble (DMHAH-
COBbIE€ aKTMBbBI U NaHHBIE KJIUEHTA, YTO B CBOIO OUYEPENb MOPOXKIAET
HeMaTepualibHble pe3yJibTaThl. JlaHHbIe MPOLEeCcChl TaKKe HE 3aBUCSAT
OT HEMOCPEACTBEHHOTO Y4acThs U (PU3NYECKOTO NMPUCYTCTBUS KIUEH-
Ta. BBUAY 3TOr0 BO3pacraeT 3HaYMMOCTb TPAMOTHOT'O MCTIOJIb30BaHMS
CEHCOPHOTO J13aiiHa, TO €CTh 0CSI3a€MbIX M BUIMMbBIX UHTEPAKTUBHBIX
3JIEMEHTOB (OT MOOWJIBHBIX MPUJIOXEHUN O Au3aiiHa MOMeEIleHU
¥ CTpyKTyphl Oymaru). Cucrema oOCIyXMBaHUSI B OAHKOBCKOM Cpe-
Jie, OJHAaKO, OrpaHMYeHa B CBOMX BO3MOXKHOCTSIX: METOIABI TaKOTO
B3aMMOJCHCTBUS Yallle BCETO 3aJEUCTBYIOT 3pEHUE U peXe — OcsI3a-
Hue. Co3naHue CEHCOPHOTO Au3aiiHa SIBJISETCS BaXKHbBIM, MOCKOJIb-
Ky Takoi cnoco0 B3aUMOIEHCTBUS CTUMYJIUPYET YYBCTBA KJIMEHTA U
CO3MIaeT OUIYIIEHNE aKTyaJbHOCTH U CBsI3aHHOCTH [Ponsignon et al.,
2015].

TpeTbsl XapakTepucTHKa OpraHu3aluil (PMHAHCOBOTO CEKTopa,
B TOM 4ucJie U OAHKOB, — MPENOCTaBeHNEe YCIyT Ha OCHOBE WIEH-
ctBa [Ponsignon et al., 2015]. (BcnoMHUM pa3Hbie BUABI 1€OETOBBIX
KapT u npuBuieruii.) Ha 3ToM ocHoBaHMM OaHK M €r0 KJIMEHTHI
BCTYMNAIOT B JOJTOCPOYHBIE U TOCTOSIHHbIE OTHOIIEeHUs. Takum 00-
pa3oM, KJIMEHTCKUI OMBbIT B OAHKOBCKOW Cpele MOJKEH BOCIPU-
HUMaTbCSl OpraHu3ailreil Kak HerpepbiBHbI KOHTUHYYM, a HE KakK
enMHOopa30BbIil KOHTAKT [Heshmati et al., 2019; Ponsignon et al., 2015].
Takoii KIMEHTCKUIA OMBIT TOJIXKEH OXBAaThIBATh BCE B3aUMOIECHCTBUS,
BKJIIOYasl BOCTIpMHUMAaeMOe KauyeCcTBO OKa3aHHUs YCIyT Ha J10060M 3Ta-
1€ BTOro HEeMpPEePBIBHOTO Tpollecca, Mo3ToMy 60aHKaM HEeOOXOAUMO
pabotath Han 3¢ ¢eKTUBHOCTHIO Ha Bcex atamax [Ponsignon et al.,
2015].

YeTBepras xapakKTepuCTUKA COCTOUT B TOM, YTO 1aXK€ CTAHAAPTHbIE
0aHKOBCKME KOHTPaKThl (HampuMep, KOHTPaKThl Ha cOeperareibHbIe
cyeTa) BKJIIOUAIOT CJIOXHBIE IS MOHUMaHUs KJIMEHTa MapaMeTphl U
cnenudukanuu [Ponsignon et al., 2015]. ITo aT0it mpuynHe mpakTUKa
B3auMMOAEHCTBUS B OAHKOBCKOI Cpeie TOKHA CTPOUTHCS Ha O0yYeHU
KJIMeHTA JJIsl CHUXKEHUSI pYCcKa MOJIydeHUs] HeTaTUBHOTO KJIMEHTCKOTO
onbiTa [Heshmati et al., 2019; Ponsignon et al., 2015]. Kak otmevaeTcs
B HCCJIeIOBaHUsIX, 0OyUueHNe KJIUEHTa — 3TO TOCTENeHHbIN mpoliecc,
MPOUCXOJAIINNA C TEYCHUEM BPEMEHU, 3aKJIIOYAIOIIMICS B MOBBIIIIE-
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HUM KOMIIETEHTHOCTU KJIMEHTOB, Ka4ecTBa AOCTYITHON MH(pOopMaLIUU
1 obecTieueHUsI JIETKOTO JoCTyma K Heil. UH(popMupoBaHHBIE U OTIHIT-
Hble KJIMEHTHI Yallle y4acTBYIOT B Ipolieccax coTBopuecTna [ Ponsignon
et al., 2015].

B ¢Bs131 cO cCKa3zaHHBIM BbIIIIE BO3pacTaeT 3HAUMMOCTh OAaHKOBCKO-
ro corpynHuka. CoTpynIHMKH KOHKYPEHTOCIIOCOOHOIO 0aHKa JOKHBI
OBITH KOMITETEHTHBI B c(epe KIMEHTCKOTO ONBbITa M 00JIamaTh BCEM
CIEKTPOM HaBBIKOB, KOTOpPbIE MOAPa3yMeBaeT Moja CO00i KIMEHTOO-
pueHTHpoBaHHOCTh. Kak oTrMeuator XsmiMmaTu u ero koywteru |[Hesh-
mati et al., 2019], 3To TOHKO€ UCKYCCTBO.

Takum oOpa3zom, OaHKOBCKas cpena, SIBISSICh O4€Hb KOHKYpPEHT-
HOI, MpenbsBisieT MHOXECTBO TpeOOBaHWI K CBOMM CyObEeKTaM.
st pa3BUTHUSI KOHKYPEHTOCIIOCOOHOCTH 0aHKaM HEeOOXOAMMO UMETh
MpeICTaBIIeHNEe O KOHTEKCTYaJbHOM crienuduKe paboThl ¢ KIMEHTOM
(BbICOKMX 00beMax MH(pOPMALIMU; YCIIyraxX, IpeaoCTaBIsieMbIX Ha 0a3e
YJIEHCTBA; HEOCSI3aEMOCTU TIPOLIECCOB M MPOAYKTOB; CIOXHOCTH IJIst
MOHUMaHUS MOTpeOUTeIEM; BBICOKOM YPOBHE BOCHPUHUMAEMBIX PU-
CKOB), 00 OIIaCHOCTSX, KOTOPhIE HECET B cebe aTa crieliuduKa, a TakKe
0 BO3MOXHBIX ITyTSIX PEIIeHUS TTIPOOIIEM.

B 2012 rony Kitayc m MakiaH NpemIoXwin Moaeilb M3MepeHUs
KJIMEHTCKOTO OITbITa B OAHKOBCKOM chepe M METOM OLIEHKM €Tr0o Kade-
ctBa [Klaus, Maklan, 2012]. Tak, uccieqoBaTeau BbIICIUIN YEThIpe
(bakTOpa: OMBIT B3aMMOIEHCTBUS ¢ TIPOAYKTOM, (POKYC Ha pe3ysbTaTe
(paboTbl), MOMEHT UCTUHBI, AylLLIEBHOE CITOKOIcTBUE (pUc. 1).

IlepBolit (pakTOp (OMBIT B3aUMOIAEUCTBUS C IIPOAYKTOM) YUMTHI-
BaeT BaXXHOCTH JUISI TIOTPEOUTENST HATUUUSA BEIOOpA M BO3MOXKHOCTH
cpaBHUMBaTh npenjoxeHus. Bropoit pakTop (bokyc Ha pesyabTaTe)
CBSI3aH C YMEHBIIEHUEM TPaH3aKIIMOHHBIX U3IEPKEK KIMEHTOB H,
KakK CJIeACTBUE, C JOSUIbHOCTbIO KiueHTa. Tpetuit ¢pakTop (MOMEHT
WCTUHBI) TTOCBSIIEH B3aUMOACUCTBUIO «0aHK — KIIMEHT» IPU BO3-
HUKHOBEHUM KaKMX-JIMOO TPYOIHOCTEH M BOCIIPUSITHIO PUCKOB B
obmeHuu ¢ 6ankoM. YeTrBepThlil hakTop (AylLIeBHOE CITIOKOMCTBUE)
JEMOHCTPUPYET TIO3UTHUBHYIO OIIEHKY KIMEHTOM BCEX OTaroB
B3aUMOAEHCTBUSI ¢ GAHKOM BO BpeMsl MOJYYEHUS] U BBITJIATHl Kpe-
nuTa. B yacTHOCTH, peyb MOeT 00 AMOIIMOHAIBHBIX aCTIEKTaX 3TOTO
B3aMMOMEHCTBUSI — JIETKOCTU B OO1IEHUU U yyBCcTBe noBepus [Klaus,
Maklan, 2012].
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B 3akioueHre MOXHO clefiaThb CJeAyIolIve BBIBOIBI: TOBEpHUE
WTpaeT HEMAJIOBAXKHYIO POJIb B TIOCTPOCHUY OTHOIIIEHUH OaHKa ¢ KITH-
eHTaMu. B hopMupoBaHUe KIMEHTCKOTO OIbITa 3HAYNUTEIbHBIN BKJIA
BHOCSIT CO3IaHNe APYKECTBEHHOTO NHTepdeiica, pa3BUTHE U O0OyYeHUE
rnepcoHaja U KJIMEHTOB, MOHUTOPUHT U aHAU3 «OOJbIIUX JAaHHBIX» C
LIeJIbIO IPEACKa3aHUs MOJIENIE MOBENCHUS KIMEHTOB, OOHApYyXeHUE 1
HCTIpaBJIeHe HEyIOBIETBOPUTEIBHOTO OIbITa. B CBOIO ouepenpb Kave-
CTBO B3aMMOOTHOILIEHUI OpraHU3aly ¢ KJIMEHTaMU BIUSIET Ha KOH-
KYPEHTOCITOCOOHOCTh U JOXOTHOCTh OaHKa.

BbiBOADI

KiIMeHTCKUIA ONBIT SIBIISIETCS OLIEHKOM CO CTOPOHBI KJIMEHTAa BCEX
aTpuOyTOB €ro IPSIMbIX XU KOCBEHHBIX OTHOIIEHWI ¢ MOCTaBIIMKOM
YCIIYT, OOBSACHSIONIEH KIMEHTCKYIO JOSUIBHOCTD, U IOIpa3yMeBaeT BO-
BJIEUEHME KIIMEHTA Ha pa3HbIX YPOBHSX (pallMOHAJIbHOM, SMOIMOHAIb-
HOM, YyBCTBEHHOM, (pu3ndeckoMm u gyxoBHoM) [Klaus, Maklan, 2012].
B ocHOBe KJIIMEHTCKOTO OITBITA JIEXKUT TEOPHSI COLIMATBHOIO OOMEHa 1
ee (pyHIaMeHTaJbHbIN MPUHIUI B3aUMHOCTH (pelunpokKHocTr). [1pu
CO3IaHNU KJIMEHTCKOIO ONbITAa BAXXHO YACSISATh BHUMaHNE HeTpaH3aK-
LMOHHOMY (HeMaTepuaJbHOMY) IMMOBEACHWIO KJIIMEHTOB U OTHOIIIEHUSIM
C HUMM, IIOCKOJbKY MOILIMOHAJIbHO BOBJIECYEHHbIE KJIMEHTHI 00aaa-
IOT BHYTPEHHEN MOTHMBaLMEl K B3aMMOIOCUCTBUIO C OpraHU3alUei,
B OTJIMYME OT KJIMEHTOB, BOBJICYEHHBIX paliMoHajbHO. HeobxommMo
YYUTHIBaTh Pa3IdyHYyI0 MOTHMBAIWIO KIMEeHTOB. KIIMEHTCKUiT ONBIT —
MEXaHU3M TIPEIOCTaBIEHUSI BO3MOXHOCTHU MOJIy4yaThb JOJTOCPOUYHYIO
MpUOBLIb U JOCTHXKEHMS TOJTOCPOYHOIO YCTOMYMBOIO KOHKYPEHTHO-
TO MPENMYIIECTBA.

HeobxommMo OTMETWUTh, YTO OaHKOBCKAasl cpela MMEET OCOOyIo
cnenuky (BbICOKass MHMOPMATUBHOCTb, HEOCSI3aEMOCTb YCIYT,
BBICTpaMBaHNE OTHOIIEHUN C KIMEHTAMU Ha OCHOBE WICHCTBA, BBI-
COKasl cTerieHb BOCHPUSITUSI pruckoB). Kitayc u MakiaH NpemioxXuan
MOJIeJIb UBMEPEHUST KJIIMEHTCKOTO ONbITa B 0AaHKOBCKON cepe u me-
TOM OLICHKM €Tr0 KadecTBa. bblUIM BBIIEICHBI YeThIpe (pakTopa: OMBIT
B3aMMOAEHCTBUSI C TIPOAYKTOM, (pOKyC Ha pesyabTaTe (paboThl), MO-
MEHT UCTHHBI, nymieBHoe criokoiicTBue [Klaus, Maklan, 2012]. JlanHas
MOJIEJIb MOXET MpPaKTUYECKHU MCIONIb30BaThcsd B OAaHKOBCKOM cdepe
JIJI1 IOCTPOEHMS KJIIMEHTCKOTO OIbITa POCCUIMCKUX MTOTPEeOUTENEIA.
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bu3Hec-TpeHNHr OHNaunH

E.B. Cudopenko

Lleab TpeHUHTa — MPaKTUYECKOE OCBOEHNE YYACTHUKAMU HOBBIX
METOIOB BOCHPUSITUS, aHAIN3a U AEHUCTBUS. DTO TOCTUTAETCS C TTOMO-
111b10 TPEX BUJOB aKTUBHOCTH: a) UHAWBUAYAJIbHBIX JEMCTBUI KaXI0TO
y4yacTHHMKA; 0) B3aUMOAECHCTBUS YIaCTHUKOB MEXIY COOOIA; B) B3aUMO-
JIeICTBUS YYaCTHUKOB ¢ TpeHepoM [CunopeHko, 2018].

[Tpu nMcTaHIIMOHHOM TIPOBEAEHUN OU3HEC-TPEHUHTA B IMpOorpaM-
Me Zoom WHAWBUIYAJIBbHYIO aKTUBHOCTb U BOBJICYEHHOCTh YYACTHU-
KOB MOXHO MOIEPKUBATh UCKITIOUUTEIBLHO OJIarogapsi SHEPTUUHOMY
B3aMMOIEHCTBUIO TPeHEpa C YUaCTHUKAMU: C KaXKIbIM M3 HUX OH BCTY-
MaeT B Iogo0Me Auajora, pearupyst Ha COOOIIEHUST YYaCTHUKOB B yaTe.
Takast paboTa HalIOMUHAET AESTENLHOCTh 1IaXMaTHOTO TpoccMeiicTe-
pa, JarlIero ceaHc OMHOBPEMEHHOM UTPBl Ha MHOTMX AocKaX. Eciau B
rpymmne 12 yenoBek, 310 Bo3MoxHO. Eciu ux 30, a rem 6onee 150, ato
MaJIOBEpPOSITHO JaXke MPU y4acTUU acCUCcTeHTa. TakuM ob6pa3oM, Moj-
JepXK1UBaTh UHINBUIYATbHYIO aKTUBHOCTb YYACTHUKOB (ITyHKT a) MOX-
HO 3a CYET OpraHU3alMM MOCTOSIHHOTO B3aUMOAEHCTBUS YYaCTHUKOB C
TpeHepoM (IIyHKT B).

I[maBHast TPyOZHOCTH COCTOMT B OpraHU3allUM B3aMMOICHCTBUS
YYaCTHUKOB JIPYT C ApyroM (IyHKT 0). B 0OBIMHOM (KOHTaKTHOM)
odaaliH-TPEHUHTE YYaCTHUKU MOTYT BMECTe PUCOBaTh, CTPOUTD «Ca-
MOJIETEI», OeraTh «3Melikoi» u T.II. B mucraHnmoHHoM ¢opMare OHU
MOTYT KOHTaKTUPOBATh TOJILKO OIOCPEIOBAHHO — Yepe3 3KpaH, B pe-
KUMe BUIEOKOHGepeHIun. Jlaxke ecau o0beIMHUTh YYaCTHUKOB B
TPYNIIbl U PACTIPEACTIUTD 3TU KOMaHIIbl 10 BUPTYaJIbHbIM KOMHAaTaM,
XapakTep B3aUMOJEWUCTBUSI He u3MeHUTcs. PojieBas urpa toxe OyaeT
MPOXOAUTH PEXUMe BUIEOKOH(MEPEHINH, UTO, KOHEUHO X€e, CHUKAET
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SIPKOCTb MIPOMUCXOMSIIETO COObITUS. TpeHepy U B 3TOM ciydae IpH-
XOIUTCS aKTUBHO yYaCTBOBATh B MPOIIECCE, TTOCTOSTHHO PEKUCCUPYS
ero.

PaccMoTprM HECKOJIBKO KOHKPETHBIX ampoOMpPOBAHHBIX HaMU
TPEHUHTOBBIX TTPUEMOB, X BO3MOXHOCTHU 1 TIOABOIHBIC KAMHHU.

1. CeaHC O4HOBPEMEHHOW UTpPbl

TpeHep mpemiaraeT yuyacTHUKAM ChITpaTh C HUM B UTPY, HAIIPU-
mep, «CoTpyaHuya — 000COoOJISIIOCh», KOTopasl SIBASIETCS pa3HO-
BUIHOCTBIO UTPbI «JlnjeMMa y3HUKa». Lleab UTpbl — MccleaqoBaHue
IUHAMUKU pa3BuTUs goBepusi. O6nacTh NpUMEHEHUS IIAPOKas:
TPEHUHT 3MOLMOHAJILHOTO MHTEJJIeKTa, MCUXOJOTMYECKOro BIIUSI-
HUSI, BeleHUs TIEPEeroBOPOB, pa3pelleHus KOHMIUKTOB, JIMAEPCTBA,
B3aumMomelicTBus B KomaHae u T.1. [Cumopenko, 2010; CumopeHko,
2017].

Kaxngomy Urpoky mpemyiaraetcsl IpUroTOBUTh TPU JIUCTa OyMaru.
TpeHep OepeT ABa jucTa OymMaru M TMOKa3blBaeT Ha dKpaHe MepBbIii
Juct. Ha Hem xpyrHo HanucaHa O0ykBa C, 4To O03HAYaeT «COTPYIHM-
Yyap». YJaCTHUKAM MpeajiaraeTcsl IPUrOTOBUTD JIMCT C TAKOM Xe OyK-
BOIi. 3aTeM TpeHep MoKa3blBaeT yJYaCTHUKAM JIPYroil JUCT, Ha KOTO-
poMm HamnucaHa 6ykBa O, 4YTO 03HayaeT «000COOISIOCH», U MpenjiaraeT
yJ4aCTHUKAM MOATOTOBUTh TaKoii ke. Jlanee, OH MPOU3HOCUT CIIEAYIO-
Y0 MHCTPYKILIUIO: « MBI ChITpaeM TpU Typa MeperoBopoB. DTo 3aiiMeT
MIpPUMEPHO TpU MUHYTHI. IleperoBopsl OyayT mpoxoauTs 6e3 ciaoB. Hu-
KTO HU C K€M 3apaHee HU O YeM He joroBapuBaetcs. [To MoeMy curHa-
Jy (Ha cuet “pa3s, aABa, Tpu!”) KaxXablil U3 Bac NOJKEH OyaeT B3SITh OAUH
M3 JINCTKOB U BBUIOXKUTH €ro Ha “cToj meperoBopoB”. Ha Hem Oymer
160 oykBa C — “corpymHuyar”, mmoo oyksa O — “0060co0Jsioch”.
MBI Bce IO/DKHBI ciefiaTh 3TO omHOBpeMeHHOo». Ha pucynke 1 mpen-
CTaBJIEHBI BO3MOXHbIE BBIMTPHIIIU B UTPE.

Ecnu 06a urpoxa rojoxar Ha cToJI meperoBopoB KapTouky C («co-
TPYIHUYAIO» ), TO KaXKABIA U3 HUX TTOJTy4aeT 1o 6 6autos. Eciu onun n3
HUTPOKOB MOJIOXKUT KapTouKy C («COTpyaIHUYAIO»), a IPYTroil — KapTou-
Ky O («0060Cc006ISII0Ch» ), TO TOT, KTO 000COOMIICS, BRIMTPHIBAaeT 12 6a-
JIOB, a TOT, KTO COTpyIHMYAJ, mpourpeiBaeT 6. Eciu 06a urpoka mo-
JIOXMJIM KapTouKy O («000CO0JISIIOCh» ), TO HUKTO HE BEIUTPHIBAET, HO
HUKTO U HE TIPOUTPHIBAET.
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1. BusHec-TpeHuHr
OHANaViH

Boiurpsbiim B urpe «CoTpyaHuya — 060co0IsIoCch»

Hrpok A |
Vrpox B CotpynHuyaio 0O0oco0sI0CH
: 6 T 12
. Corpymumdao 6 6
' O6ocobasioch | 12 —6 0

Puc. 1. PacnpegeneHvie BbiUrpbillein 1 npourpblluei
urpokoB A 1 B npu pa3sHbix coueTaHUAX UX cTpaTernn

Hcmounuk: cocTaBieHO aBTOPOM.

— Tlpomry Bac ele pa3 BEICIYIIATh TpaBwiIa urpsbl. (lamee, Tpe-
Hep MOBTOPSIET MHCTPYKIIMIO U, €CJIM BOZHUKAIOT BOIIPOCHI, OTBEYAET
Ha HUX.)

— A Tenepp, TIpexXIe 4eM MbI HAUHEM, TIPOIITY Bac IMTOCTPOUTH ITPO-
THO3 TIO TIOBOIY TOTO, KaK BaM KaXeTcsl, KaKylo KapTOUKY ITOJOXKUT
Ball nmapTHep B nepBoM payHae — C uau O. Y Kaxmoro u3 Bac map-
THep — 370 4. [Ipolny 3anucath TPOTHO3 IS MIEPBOTO payHaa Ha Tpe-
TheM JIMCTe Oymaru... Bce nu caenanu nporHos Ha nepBbiii payHa? Bee
rotoBel? MTak: pas, nBa, Tpu!

TpeHep KiageT Ha CTOJ ITIEPEroBOpPOB, a TOUYHeEe, ITOKA3bIBacT
IpsIMO B KaMepy CBOI BBIOOp — JUCT ¢ OyKBoil C («COTpyIHHUYAIO»).
ACCHUCTEHT Ha OCHOBE OTBETOB, JAaHHBIX B OOIIMI1 YaT, 3alIMCHIBACT B
3apaHee MOATOTOBJIEHHYIO TaOJIUIly BEIOOP KaXKIOTO yJ4aCTHHMKA, €CITU
rpyIia HeGOobIasl, WY ITOICYNTHIBAET 00IIIee KOJTMIECTBO KapToUeK
¢ oyksoii C u ¢ 6ykBoii O, ecnu rpyrna 6oibiias (puc. 2).

KoamyecTBO TOUYHBIX (TTONTBEPAMBIINXCS) U OITMOOYHBIX (HE TTOJI-
TBEPAMBIIMXCS) MPOTHO30B MOACYUTHIBAETCS MO OTBETaM, JAaHHBIM B
0011IeM Yate, WUIK ITyTeM TOJI0COBAHUSI, €CITM U300pakeHMST BCEX yJacT-
HUKOB BUIHEI Ha 0011IeM 3KpaHe. [Tocie 3Toro TpeHep mpenjiaraet cue-
JIaTh CJIEOYIOIIMI TIPOTHO3 (M 3aIicaTh €ro) W MPOBOIUT BTOPOI pa-
yHI. [To 3Toi 3Xe cxeMe UTpaeTcst TPETU payHI.

Kak npaBuio, aTa MeToauKa MPakKTUYECKU B CTa MPOILIEHTaX CIy-
YyaeB BBI3BIBACT OXMBJICHWE W MHTepec. [1o9Th IIpu KaxkmoM IipoBerne-
HUU TpeHWHTA KTO-JIMOO U3 YIaCTHUKOB 00S3aTeIbHO 3adacT BOIIPOC:
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PesynsraThl urpbl «CoTpyaHuya — 060co0IsSIIOCh»

Puc. 2. Tabnunua ana perncrpalmm 4acToTbl UCMONb30BaHUA
pa3sHbIX CTPaTErnin U TOUHOCTU MPOTHO30B B TPEX PayHAAX Urpbl

Hcmoynuk: cocTaBlIeHO aBTOPOM.

«A KakoBa 11eJib urpsi?» Ha aTo Begyuinii orBevaeT: «OHa coBnaaaeT ¢
LIeJISIMU Halllero TpeHUHTa». [10CcKOobKY 11eJIM OObIYHO CBSI3aHbI C 3a-
Jadeil co3naHus KOHCTPYKTUBHBIX OTHOIIEHM, 110 CYyTH, B 3TOM OT-
BETE COACPKUTCS MOACKA3Ka.

Hecmotps Ha momckasky, MeToauKa JaeT HOCTaTOYHO ITUPOKUI
pazopoc pesyiasratoB. Kak mpaBuiio, B IIepBOM payHAe OOJbIIMHCTBO
YYaCTHUKOB BBIOMPAIOT KapTouKy «COTpymHWYaio», HO BO BTOPOM U
0COOEHHO B TpeTheM payHae KapTouka «O00co0IsII0Ch» BRIOMpPAETCs
yKe ropasfio yaiiie (puc. 3).

Kak BunHo 13 pucyHka 3, B IepBoM payHje KapTouky «CoTpyaHu-
YeCTBO» BRIOMPAIOT 16 13 18 y9aCTHUKOB, BO BTOPOM payHIe TaKuX 15,
a B TpeTbheM — Jinib 10. COOTBETCTBEHHO, KapTouKy «O00co0neHune»
B MEPBOM payHje BbIOMpAIOT 2 y4acTHMKa, BO BTOpPOM — 3, a B Tpe-
TbeM — 8.

ITapannenbHO ¢ YMEHBbIIEHUEM OOIIEro 00beMa COTpyIHUYECTBA
pacTeT HeOoIpeneIeHHOCTh, HeMpeacKa3yeMoCTh cpenbl. TOUHBIX Mpo-
THO30B CTAaHOBUTCS BCE MEHbIIIE Y MEHBIIIE: B IIepBOM payHae — 14 (u3
18), B mocaenmytomux AByX payHaax 13 u 8 coorBeTcTBeHHO. TpeHep BO
BCEX payHIaX BeIOMpaerT KapTouky «COTpyIHUYAI0», TIOCKOJIBKY 3TO
OTBEYAeT eT0 COOCTBEHHBIM YOEKIEHMSIM: HY>KHO Oepedb TOBepHe, TO-
9TOMY HeJIb3sl MOIaBaThCsl UCKYILIEHUIO MOJyYUTh BBIMTPBILI 32 CUET
nmapTHepa.

[To 3aBepleHUN TpeThero payHiaa TpeHep 00s3aTesbHO Ojaroma-
PUT TeX, KTO B TpeX payHJlax C HUM COTpyaHUYai. Takxke OH Ojaarogaput
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[IpyMep 3amoTHEHYST TAOIUIIBI
o pe3yabTaThl Urpbl «CoTpynHUYa0 — 060CO0III0Ch»

- Paynpl Paynn 1 Paynn 2 Paynn 3
CoTpyIHUYECTBO 16 15 10
OGocobmemme T
Towwiinpoenos 7 T
Owubowsinponos | 4 L5 10

Puc. 3. luHamuka BbIGOPOB 1 NPOrHO30B B rpynne
(n =18, U3 HNX 9 MY>KUUNH 1 9 XKEHLLUH)

Hcmounuk: coctaBneHo aBTOPOM.

U TeX, KTO XOTsI ObI pa3 MoJIoXua KapTouky «O060c0015110Ch», TTOCKOIb-
KY 9TO 100aBJISIET B UTPY UHTPUTH U «TIepIIa».

BreiBom urpsl — moBepue pa3BuUBaeTcs 1o TipaBmry 3C — Tpu pasa
coTpyaHuyaii (moapooHee cM.: [Cugopenko, 2017]).

Ecnu Bo Bpems nepBoit BCTpeuu HU OIMH U3 MapTHEPOB HE 3ame-
yaeT 3a PYruM KeJlaHWSI BBIMTpaTh 3a €0 cueT, noBepue pacreT. Ecnu
BO BpeMsI BTOPOI BCTpeuu 00a mapTHepa IPOoIoJKAIOT yOeXKIaThCs B
TOM, YTO WX He TTBITAIOTCSI 0OMaHYTh WUIW BEIMTPATH 3a UX CUET, JTOBEPHE
npoxaoJikaeT pactu. HakoHel, TpeThsl BCTpeya, e BCe MOo-TMpeKHeEMY
0J1arornoIy4YHo, TIOMOTaeT JOCTUYb TaK Ha3bIBAEMOTO pabovero ypoBHS
TOBEpUs.

Bo MHOTMX cUTyalUsIX XKM3HU (DOPMUPOBaHME JOBEPHUSI HAUMHAET-
cs He C KpemuTa IoBepHsl, a ¢ KpeanuTa HeIOBEPUSI.

Ecau Bce HauMHaeTcs ¢ KpeauTa HeaoBepusl, TO JJIsl JOCTUKEHUS
paboyero ypoBHs JOBepUsI IIOHAT00UTCS YK€ HE TP, a Topa3ao 00Jib-
IIee KOJIMYECTBO BCTPEY MJIM COBMECTHBIX AeiicTBUIM. B mo6oMm ciaydae
JoBepue (HopMUpYETCsS HA OCHOBE TPOILJIOrO OIbITa, «3aCay>K1BaeT-
Csl» UCTOpUEl 01aronoJIyYHOro B3aUMOAECHACTBUSL.

Urpy «CotpynHuyalo — 000cO0s10Ch» MOXHO MPOUJUTIOCTPUPO-
BaTh OM3Hec-KelicaMu, TTpuMepaMu 13 COOCTBEHHON MPaKTUKU U SIp-
KUMU 00pa3aMu, B YaCTHOCTHU COCJIAThCSI HA CTpaTeTun (DOPMUPOBAHUS
noBepus B opranuzauusix [[ypuesa, bopucosa, 2017] u pe3yabTrarhl Uc-
CJIeOBaHUIA O 3HAUEHUM TOBEPUSI M HEIOBEPUS 1S yeIiexa NeperoBOpoB
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100 1 [Aosepue
90 MpaBuno 3C
80
70
60
50
40
30
20 A
10
0 T T T
—10 A 1 2 3
—20 -
—30 -
—40 -
_50 -
—60
—70
—80 A
—90 -
—100 © Heposepwue

Kpeaut nosepus

Puc. 4. iInvnammnka popmmpoBaHna AoBepusa Npu Kpeaute fosepus

Hcmounuk: cocTaBieHO aBTOPOM.

[[TouebyT, 2017]. JoOGaBrM, YTO NaHHBIN BapuaHT UTpHI «/luiemMma y3-
HHUKa» 4aCTO UCITONB3YeTCs KaK 3JIEMEHT TeCTUPOBAHUSI KAHAUAATOB MpU
npueMe Ha paboty. Eciu kKanaumar crapaeTrcst oObITpaTh IapTHepa, a He
COTPYIHMYATE C HUM M MIPUAePKanBaeTCs 3TOM TAKTHKH ITOCIIE TPEX TTep-
BBIX PayHIOB, C TAKWUM KaHINIATOM BEXJIMBO IMpolatorcst. CltocoOHOCTh
00€eCTIeYnTh BBIMTPHITI Beeil KOMaHIIEe U CO3IaTh JOBEPUTEITbHBIE OTHO-
LIEHUST Y PYKOBOAMUTES LIEHUTCS BHIIIIE, YeM CIIOCOOHOCTD BBIMTPATh 3a
YyKOI cUer, paspyiuas goBepue. KoHeuHO, MCKYIIIeHWe BBIUTPATh ObI-
BaeT CTOJIb BEJIUKO, 4TO OHO NTobexnaeT [Cunopenko, 2010; CumopeHKo,
2017]. D10 03HavaeT JUIIb OAHO: Thl 00yYEH XOPOIIIO, HO HEIOCTATOYHO,
4TOOBI TBEpHO coOMmomarth rmpaBmwio 3C B CBOeH MpaKTHKE.

IIpeumywecmea metona «CeaHC OTHOBPEMEHHOI UTPhI» TpeHEpa ¢
YY4aCTHUKAMU — BOBJIEYEHHOCTh YYACTHUKOB B IIPOLIECC B3aUMOICHi-
CTBHS Y MHTEPEC K BHIBOIAM UTPHI.
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100 1 [Aosepue

0 T
—10 ~ 1
Kpeaut Heposepusa

)

—90 ~
—100 - Heposepue

Puc. 5. invnamunka popmmpoBaHna aoBepunsa Npu Kpeaute HegoBepus

Hcmounuk: cocTaBieHO aBTOPOM.

Hedocmamku meroma «CeaHc OMHOBpEMEHHOM WIphI». 1) HEKo-
TOPBIM YYaCTHMKAM CTAaHOBUTCS HEJIOBKO M3-3a TOTO, YTO OHM IOJIO-
KWJIA TpeHepy KapTouky «O0ocobieHue», 1 OHU MO0 Ooropyarorcs,
00 HAYMHAIOT 3alUINATLCS; 2) HEKOTOpPhIe YIYACTHUKU (II0 OIBITY
npuMepHO 10%) BBITTagaIOT U3 UTPHI 110 HETMTOHSATHBIM ITPUYUHAM: BO3-
MOXHO, TaK e OT HEJIOBKOCTH, @ BO3MOXHO, TOTOMY YTO M U3BECTEH
(opmar urpsl «JIunemma y3HuKa».

2. CoBMecTHOe nccnegoBaHue

VYyacTHUKaM TIpeqiaraeTcsl OTBETUTh Ha OOWH WM JIBa BOIPO-
ca, a 3aTeM COIIOCTaBUThL CBOM OTBETHI C PE3YJIBTATAMU ITAPTHEPOB TIO
rpyimie. TeM caMbIM OHM HE TOJBKO OCO3HAIOT YTO-TO BaXHOE O cele
CaMMX, HO U Y3HAIOT O TOM, KaK JAyMalOT M MOCTYMAaloT APYTue JIOIH.
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YeM ObLIM OOYCIIOBIEHBI MO€ IJTAaBHOE TOCTUXKEHWE U MO IJIaBHbII MpoBa?

CoObITus

: ImaBHOE mocTHXEHME

Puc. 6. Tabavua ans perncrpauum
pe3y/nbTaToB COBMECTHOIO Uccae0BaHmMA

Hcmounuk: cocTaBIeHO aBTOPOM.

Takum 00pa3oM OHM YYaCTBYIOT B CBOE€OOpPa3HOM OHJIAMH-MCCIIea0BAa-
HUU, TIPUMEPOM KOTOPOTO MOXET CIYXXUTb IMIPUMEHSIEMbIi HAMU Me-
TOM U3YyYEHUS POJIM pALlMOHATBLHOTO Y 3MOLMOHAILHOIO UHTEJIJICKTA.

TpeHep npeasaraeT yyacCTHUKAM BCIIOMHUTD INIABHOE JOCTUXKEHME
W 3aTeM OTBETUTHb Ha Bompoc: «Hem ObUIO 0OYCIOBIEHO TIABHOE J0-
cTXeHUe B Ballrei sku3HU — palmoHaIbHBIM UHTEJIJIEKTOM WJIN SMO-
LIMOHAJIBHBIM UHTEJIJIEKTOM?»

JIJ1s1 TOro 4ToOBl BOIIPOC OBbLI MOHSITHEE, BO3MOXHBI ITOSICHEHMS,
Harnpumep: «Jlocturau au Bel aToro ycnexa 6iaromapsi 3HaHUSIM, JIO-
TUKE, CTpaTeTMYyeCKOMY MBILIJIEHUIO, YMEHUIO CUMTaTh, MPOCUYUTHI-
BaThb BapuaHTbhl M aHAJIM3UPOBATh? DTO pallMOHAJbHBIN MHTEIIEKT,
1Q. Nnu, MoxeT ObITh, Bbl AOCTUIJIA ATOTO ycriexa 0yiarogapst yMEHUIO
MMOHUMATh SMOLUU U YYBCTBA, YIPABISATH CBOUMU SMOLMSIMUA U BBI-
3bIBaTh OIpeNe/ieHHbIE SMOLMU Y APYTUX JIOAeii, BBICTpauBaTh OTHO-
LIeHMS ¢ oabMu? DTO 3MOLMOHaIbHBINA nHTeIeKT, EQ. ITpoiy Bac
OTBETUTH B YaT, YTO OBLIO IJIaBHOE NMPUYMHOM Balllero TOCTUXKEHUS —
1Q wiu EQ».

CraTuCcTHKa OTBETOB 3allUCBHIBAETCS B TaOJIMILy, KOTOpas 3apaHee
HamnedJaTraHa Ha OTIeJbHOM JCTe (puc. 6).

ITocne Toro Kak TpeHep 3allOJHUT MEPBYIO CTPOKY TaOJMIIbI, OH
npeajaraeT y9yacTHMKaM BCTIOMHUTD IJIABHBIIN MpoBaJj (Heyaauy) U oT-
BETUTb Ha BOIpoc: «YeM ObUT 00YCIIOBIICH IIaBHBII TTpoBas B Baieii
KM3HU: HENOCTaTKOM pallMOHAJIbHOIO WJIM 3MOLKMOHAIBHOTO MHTEN-
JeKTa’?»

Jsg mposiCHeHUsS 3TOTO BOIPOCAa TAaKKe MOXKHO MCITONIb30BaTh
KOMMeHTapuii: «CIIyduics 11 3TOT IPOBaJl U3-3a TOTO, YTO BaM He XBa-

362



1. BusHec-TpeHuHr
OHANaViH

YeM ObLIM 0OYCIIOBIEHBI MO€ [JITABHOE TOCTUKEHME U MOIA IJIaBHbIM MpoBa?

CoobiTHg 1Q EQ Cymmot
I'maBHOE nOCTIKEHUE 4 6 10
[r—— T T T
- Gwws 515 0

Puc. 7. PaLI,VIOHa!'IbeIﬁ UHTENINEKT U 3MOU,V|OHa}1beII7I UHTEeNNEeKT
KakK Ct)aKTOpr, OGyCﬂOBVIBIJJVIe rnaBHoOe AOCTMOXKeHUne n rnaBHbIN nposan

Hcmounuk: cocTaBIeHO aBTOPOM.

TWJIO 3HAHWM, TOTUKH, CTPATETMYECKOTO MBIIIIJICHHS, YMEHUS CYUTATh,
MPOCYNTHIBATh BAPUAHTHI M aHATTU3UPOBATh? DTO pallMOHAIBHBIN MH-
tesnekT, 1Q. Mnu, MoxeT ObITh, IpOBaJl ObUI OOYCIOBJIEH HEYMEHUEM
MOHUMATh BMOLMU U YYBCTBA, YNPABIATh CBOUMU SMOLUSIMU U BbI-
3bIBaTh OIpeAe/eHHbIe SMOLIUN Y IPYTUX JIIoeii, BBICTpauBaTh OTHO-
LIeHUs C JIIoabMU? DTO 3MOLIMOHANIbHBIN MHTeLTeKT, EQ. Ipoiy Bac
OTBETHUTH B YaT, YTO OBLIO TIIABHOM ITPUYMHOM BaIlleTo TIpoBajia — He-
noctatok 1Q i EQ».

CratucTikKa OTBETOB OTMEUYAETCSl BO BTOPOI CTpOKe TabaMIIbI. 3a-
TeM pe3yJIBTaThl IEMOHCTPUPYIOTCS Mepen 3KpaHoM (puc. 7).

3anucu B TaOJMLE MOXHO CeJaTh OT PyKH, TaK Kak 3TO Mpuaa-
€T XU3HEHHYIO TOCTOBEPHOCTD MPOUCXOMAIIEMY, TOYHO TaK Ke, Kak
HUCTIONIb30BaHe (QIMITIapTa CO3MAET WILTIO3UIO0 COBMECTHOTO TIPUCYT-
CTBUS TpeHEpa M BCEX YUaCTHUKOB B OMHOM IoMeleHuu. Eie 6osee
npodeccuoHaabHO BHIIVISIAUT Tabuulia, 1o0aBjieHHas B CJIaiil, B KOTO-
pPYIO TpEHEP WJIU ero aCCUCTEHT TOJbKO UTO BHEC/U MOJYyYEHHbIE TaH-
Hble. CaMblil BBICOKMIA YPOBEHb MPEACTaBIEHUs pe3yIbTaTOB — MIHO-
BEHHO BBITIOJTHEHHBIE UArpaMMbI, TUCTOTPpaMMBI, rpaduku B (popme
KPUBBIX, 0COOCHHO 3TO YMECTHO, €CJIM Pe3YJIBTaThl OMHOM TPYITITHI He-
MEJJIEHHO COIOCTABJISIIOTCS C TTOKa3aTeJIsIMU APYTUX rpyIl (puc. 8).

Ilpeumyuecmeo metona «CoBMeCTHOE HCCIEIOBAHUE» COCTOUT B
TOM, YTO OH MPOOYXKAAET JIIOOOMBITCTBO. YUYaCTHUKAM MHTEPECHO 00-
HapYKUTb T€ «IIPYKMHbI», KOTOPbIE MOBIUSUIM HA BaXKHbIE COOBITUS X
KW3HU, ¥ Y3HATh OTBETHI IPYTUX JTIOMEH.

Heodocmamiu metona «CoBMECTHOE MCCIIENOBAaHKE»: 1) HEKOTOpHIE
YYACTHUKM 3asIBJISTIOT, YTO B MIX XXM3HU He ObUIO HUKAKUX OCOOBIX J0-
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Ponb PaunoOHaIbHOIO U SMOLUMOHA/IbHOIO MHTEIJIEKTA

B paHHo rpynne (n = 10, UX HUX 5 MY>KUMH U 5 XKeHLMH)

%
100 90

90 -
80
707 60
60
507 40
40 -
30 -
201 10
10

0 .

I'maBHOE mocTukeHue I'naBHbII npoBajl

B apyrux rpynnax (n = 161, ux HUX 77 My>KUMH 1 84 XKEHLMHbI)

%
100 A

90 73
80 -
70 -
60 -
50
40 1 27
30 1 20
20 -
10 -
0 .

80

I'nmaBHOE mocTUKeHUE I'naBHBIIT TpoBaI
EHIQ EEQ

Puc. 8. Ipadunueckoe conocraBieHune
pe3ynbTaToB AaHHOW rpynmnbl C MOKasaTensaMu APYrux rpynn

Hcemounuk: coctaBieHo aABTOPOM.

ctxennii (9,9%) wiu nposaios (16,8%); 2) Apyrue CUUTAIOT, YTO pa-
LIMOHATBHBIA ¥ SMOLIMOHAIBHBIN MHTEJUIEKT B PABHOM CTETICHU BITUS -
10T Ha ux ycnex (5,0%) u/unu nposan (3,1%).
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3. PyuHon Tpyp,

YyacTHuUKaM mpeajaraeTcsi U3roTOBUTh MOAAPOK TPyIINe U3 Ju-
cra 6ymaru. Ha 310 maercsd nBe MUHYTBI. 3aTeM KaXIOTro yyacTHUKa
(B OOJIBIIIOI TPYIIIIE 3TO MOTYT OBITh HECKOJIBKO JOOPOBOJIBIIEB) TPEHED
TIPOCHUT IMPOAEMOHCTPUPOBATH CBOI1 TTOMAPOK Tepea SKPaHOM M KPaTKO
(3a 30 c) ero onucath. Pacckas 0 HeM MOXHO COBMECTHUTb C TOXKeJIaHU -
SIMM KoJjiieraMm. BosbIIMHCTBO y4aCTHUKOB LIEHSIT U3TOTOBJIEHHbBIE UMU
MoAapKu, OHU BbI3BIBAIOT ¥ HUX CMEILIaHHbIE YYBCTBA — YIMBJIEHUE,
pamocTh, yMIJICHHUE, PACTEPSTHHOCTD M T.I1. Takske OHY TTOHUMAIOT, YTO
TOIapOK OOJIbIIIE TOBOPUT O HUX CaMUX, YeM O TPYIIIe WA TeMe Tpe-
HUHTA.

Y4uTeiBasi 3T0, MOXHO MPENJIOXKUTh yUaCTHUKAM U3TOTOBUTH ITO-
IapoK He TTapTHepaM I10 TpymIe, a caMuM cebe. Hampumep, m3 nucra
OyMmaru co3maTb COOCTBEHHYIO TpEXMEPHYIO a3M0OJieMy. DTO IIpolieaypa
OKa3bIBaeTCs yBJEKaTeJIbHOM IJIs1 BCeX YJIeHOB Ipymiibl. He 6buto OT-
MEUeHO HU OJHOTO ciydyast OTKasa clelaTh TaKylo aMOIeMy.

Tlpeumywecmea metona «PydHoii Tpya» — BOBJIEUEHHOCTb y4acT-
HUKOB B IIPOILIeCC CO3MaHMs IMOIapKa MM SMOJIEMBI, a TAKKe MHTEpeC,
KOTOPBIN BBI3BIBAIOT TPOU3BEACHMS U TTOXKEIAHUS IPYTUX YIACTHUKOB.

Hedocmamxu Metona «PydHoit Tpya»: 1) He BCeM XOPOIIO BUIHBI
MoJapKu WK 3MOJIeMbl Ha 9KpaHe, U OHU OTBJIEKAIOTCs; 2) MHOTUM
yJ4acTHMKaAM HACTOJIbKO BaXKHO TOAPOOHO OmMucaTh CBOE MPOU3Be/e-
HHE, 9TO UM TpeOyeTcsl 3HAUUTEITHHO OOJbIe BPeMEHHM IS TIpe3eH-
TallMi, KPOMe TOTO, KaXIbIii XOUeT TOBOPUTh M IyMaTh O COOCTBEH-
HOM TIPOU3BENEHMU, a HE O YYXKMX U TMOJyYUTh OOpaTHYIO CBSI3b Ha
coOcTBeHHOE TBOpeHue. Takas riy0boKasi BcTpedya ¢ caMuM co0oit (1o
BoipaxeHuto K. FOHra) zaMmemisieT 1TMHAMUKY TPEHUHTA, TTOCKOJIBbKY
COCPEIOTOYMBACT MePEKUBAHNS U Pa3MBITIUICHUS YIACTHUKOB Ha TOM,
YTO OTKPHIBAET UM CAMUM CO3MaHHOE UMY TMpou3BeaeHue. Takum o06-
pa3oMm, yrpaxHeHue «PydHoil Tpya» oKa3bIBaeTcsl Jaxe 6oJiee BOBIIe-
KaIlIMM, YeM 3TO He0OXONUMO B OHJIalfH-cecCuU OM3HeC-TpEeHUHTA.

BbiBOAbI

1. CambIM 3((PEKTUBHBIM U3 PACCMOTPEHHBIX METOIOB SIBJISIETCS
«CeaHC OTHOBPEMEHHON UTPhI» BEAYIIETO CO BCEMU YYaCTHU-
KaMM OHJIaH-TpeHUHTa. DTOT popmaTr obecreynBaeT BOBJIE-
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YeHHOCTh HanOOJIbIIETo yncia yaacTHUKOB (90%) v 3auHTepe-
COBaHHOCTb B pe3yJIbraTax.

2. Bropoe Mecto 1o apdekTuBHOCTH 3aHUMAaeT MeTos «CoBMeCT-
HO€ HCCenoBaHNe», B KOTOPOM YYaCTHUKAM IIpemiaraeTcs
00paTUTHCS K 3HAUMMOMY OIIBITY COOCTBEHHOM XKMU3HU. DTOT
dopmar obecrnieyrBaeT BOBJACYEHHOCTb YYACTHUKOB, ONHAKO
ITOCTaBJICHHBIC MJIST Pa3MBIIIJICHUS BOTIPOCHI MOTYT BBI3HIBATH
3aTpyaHeHus. Hampumep, He Bce MOTYT BCITOMHHUTH TJIaBHOE
JIOCTUXeHUe (B HACTOSIIEM UccaeqoBaHuu 9.9 %) Wiu riaBHbIA
MpoBaj cBoeii xkusuu (16.77%).

3. VYmpaxuHenue «PydHoe Tpym» 1mo3BossieT 3(p(PEeKTUBHO BOBJIEYb
YYaCTHMKOB, TaK KaK KaXIbI YeTOBEK IIEHUT CBOE TBOPECHUE,
OHO eMy moporo. B To ke BpeMms moapoOHBIN aHaIN3 WHIN-
BUIyaJTbHBIX MPOU3BEACHUI B OHJIaliH-(popMaTe 3aTpymHEH:
HEIOCTATOYHO XOPOIIO BHUIHBI YyXKWE€ TOXApKUA U 3MOJIEMBI,
GOJBITMHCTBY YYIACTHUKOB XOUYETCS TOBOPUTDH U IyMAaTh O COO-
CTBEHHOM TIPOM3BEICHUM AOJbIIE, YEM ITO MO3BOJISIET peria-
MEHT CECCUU OM3HEC-TPEHMHTA.
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N. Marlow

Recent advances in neuroscience starting in the previous decade e.g.
[Bargh et al., 2002; McLure et al., 2004; Zaltman, 2003] have demon-
strated beyond any doubt that the majority of human behaviour is driven
by brain processes that operate below conscious awareness.

The processes influencing this involuntary part of thinking, feeling
and behaviour, include memory, attention, perception, attribution of
meaning, emotional responses and decision making.

All these subconscious influences shape our behaviour and regularly
impact on the choices we make.

As professional researchers in the marketing and branding arena, we
have accepted the challenge of needing to understand these subconscious
processes in order to predict consumer behaviour more accurately. We
have realised that the singular reliance on traditional research approach-
es (e.g. focus groups, surveys etc.) only accesses conscious material. This
equates to collecting data from the ‘tip-of-the-iceberg’ when compared
to the rich seam of subconscious emotional and motivational processing
that ultimately determines our behaviour.

Anyone who has worked in market research will be familiar with the
potential ‘cloudiness’ associated with the typical responses from con-
sumers (whether qualitative from interviews or focus groups or quantita-
tive from Likert-style surveys). The uncertainty hidden in the research
results potentially arises from any or all of the following:

@ participants respond even when they don’t know what they think

@ people may not tell the truth (e.g. for fear of what others might

think — social desirability)
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@ people are bad at predicting their own behaviour

@ consumers rarely know the true reason why they have behaved

in a certain way

@ individuals often ‘second-guess’ what the researcher wants to

hear

My response to these potential sources of ambivalence has been
to invest in searching for new ways in which to elicit more reliable and
therefore more valid information from our research participants.

This has involved moving away from an exclusive reliance on ‘explic-
it data’ and the development of ground-breaking techniques to access
the sub-conscious (‘implicit’) drivers of human behaviour and decision-
making.

The following paragraphs outline the differences between ‘explicit’
and ‘implicit’ data and demonstrate how the use of imagery and re-
sponse times can be successfully integrated into research methodologies
that are currently over-reliant on Likert scales.

1. The Likert

A Likert (pronounced LIK-URT) scale is a psychometric response
scale used in traditional questionnaires to obtain participants’ pref-
erences or degree of agreement with a statement or set of statements.
These are used extensively in Market Research e.g. for measuring a
person’s attitude towards a brand and in Psychology e.g. for measuring
personality.

Respondents are asked to indicate their level of agreement with a
given statement by way of a numerical scale. This is most commonly
seen as a S-point scale ranging from “Strongly Disagree” at one end to
“Strongly Agree” at the other. Usually there is neither “Neither Agree
nor Disagree” in the middle 6. The data collected consists of explicit or
conscious responses, which have involved some degree of thought and
evaluation by the respondent.

Example of a typical Likert Scale

1 2 3 4 5
Strongly Disagree Neither Agree Strongly
. Agree nor .
Disagree Disagree Disagree
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At first glance this seems straightforward and by assigning a num-
ber to each response the degree of agreement or disagreement can be
‘calculated’ for individuals or groups by simple addition, and the aver-
age scores for groups compared statistically. This operation allows for
example Marketers to compare the attitude towards a particular brand
of different groups of consumers using their average attitude score. An
average high score means a positive attitude, and an average low score
means a negative attitude, and an average ‘average’ means an average
attitude!

In a similar way, Psychologists use Likert scales to measure psycho-
logical concepts such as ‘Intelligence’ and ‘Personality’. The procedure
is very similar to the one outlined above that Marketers use to measure
attitudes towards brands. However, in the example of Personality mea-
surement, a high average score might mean “strong on extraversion” and
a low score might mean “strongly introverted” etc.

Additional Likert items in the Personality Questionnaire would aim
to measure other personality traits such as Conscientiousness, Open-
ness, Agreeableness and Neuroticism and a comprehensive profile of an
individual’s personality is constructed [McCrae, 2005].

However, as pointed out by an increasing number of researchers
[Carifio, 2008; Dawes, 2008; Knapp, 1990; Allen, 2007], the charac-
teristics of the Likert scale make its use as an Attitude or Personality
measure inappropriate in many instances. The Likert ‘scale’ is not a true
scale in the mathematical or statistical sense. The Likert scale also has
several other inherent problems which make the use of any aggregated
data of questionable reliability and validity.

A 9-point critique of the Likert scale approach is set out in the fol-
lowing paragraphs:

1. You only have to imagine yourself responding to a Likert item
such as:

“I like the Fiat 500” (for Brand research) or “I enjoy being on my
own” (for Personality research)

How do you judge which number to circle? Is your level of agreement
increasing the same amount when you circle the ‘4’ rather than the ‘3’,
or the 5’ rather than the ‘4’? It is difficult for you (and everyone else) to
evaluate this ‘agreement gap’ accurately. Although the response levels do
have relative positions, we cannot presume that participants perceive the
difference between adjacent levels to be equal.
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2. This problem of unequal or indeterminate difference between the
response points is further complicated when groups of respondents are
considered. For instance the psychological difference between ‘Agree’
and ‘Strongly Agree’ might be greater than ‘Agree’ or ‘Disagree’ for one
respondent and the reverse strength of feeling for another.

3. This unequal or ambiguous psychological spacing between the
measurement points means that the Likert items on a questionnaire can-
not be treated as a true scale, with the attendant mathematical proper-
ties. The numbers on the Likert item are just a convenient way of label-
ling the responses in a hierarchical way; we know ‘5’ is larger than ‘4’,
which is larger than ‘3 ‘etc. but not by how much! If you circled ‘5’ for
liking the “Fiat 500” we cannot say that you like the brand 5-times more
than someone else circling ‘1°! This is because the Likert is not a true
scale with an absolute zero, and therefore ratio comparisons cannot be
made. (But Marketers do! And Psychologists do as well; even when the
Likert items refer to Personality dimensions).

4. The numbers on the Likert ‘scale’ are equivalent to the numbers
used to code other categorical data such gender, which is typically la-
belled ‘1’ for Male respondents and ‘2’ for Female respondents. Some
might argue that the 1:2 ratio is a correct evaluation of relative value of
the sexes! However, does it make sense to take the average of the two
categories? The resultant 1.5 makes no sense at all! The mean of ‘1.5’
does not exist as a category! In a similar fashion, when averages of Likert
scales are confidently quoted with 2-decimal places (for misplaced accu-
racy) e. g. 2.78; it too is meaningless because the original measurement
points do not belong to a true scale and there is no category for that
number. And yet Psychologists and Marketers confidently compare the
means of different groups of respondents and make predictive inferences
on what is statistically questionable data.

5. It has also long been acknowledged in the psychometric research
community [Guilford, 1954] that that the extremes of a Likert-type re-
sponse tend to get less used than the more central choices, e.g. ‘2°, ‘3°,
and ‘4’ are selected more often than ‘1’ or ‘5°. This is known as an “an-
chor effect” or bias towards “central tendency”. This may be because
respondents are naturally cautious or it takes less involvement (thinking)
to quickly circle the ‘middle’ options. A further possibility is that psy-
chologically, the intervals near the extremes e.g. from ‘2’ to ‘1’ and from
‘4’ to °5’, may be greater than those near the center. This bias of central
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tendency is alone sufficient to disqualify a Likert-type response as truly
interval.

6. The previous five paragraphs demonstrate the technical inad-
equacies of the Likert scale. Using such an instrument to measure at-
titudes or personality is akin to an attempt to measure height and width
using a ruler made of jelly! The results are simply unreliable and there-
fore cannot be trusted.

7. An additional, more specific criticism can be levied at the use of
Likert scales to measure Personality. Just what are psychometric person-
ality tests measuring? Drawing on an analogy from the world of art, we
can imagine being asked to evaluate two paintings, one by Picasso and
one by Turner; which is more beautiful?

Could we determine this by measuring the length of brush-stroke,
the thickness of paint, strength of refracted light etc. and then somehow
compare the two measurements? These would give us some data referring
to the physical differences between the two paintings. However, ‘beauty’
is not a physical entity; it is psychological concept that only exists in
the mind and therefore cannot be measured and calibrated by scales and
statistics. Can a Turner be 5-times more beautiful than a Picasso (or vice
versa)? The question seems ridiculous, and yet psychologists and HR
professionals regularly make such comparisons between groups of people
using ‘personality’ and ‘intelligence’ measures based on traditional Lik-
ert scales.

8. ‘Beauty’, ‘Personality’ and ‘Intelligence’ share the same property
of ‘emergence’ [Corning, 2002]. They are latent (psychological) con-
cepts which are difficult to define objectively and cannot be measured
on a linear scale; even if that scale purports to be psychometrically ro-
bust. The worlds of Art and Psychology are only understandable through
these ‘emergent’ properties, which (up till now) have resisted satisfactory
computer simulation [Frijda, 1967].

9. A further argument against the ‘scientific’ measurement of im-
plicit human qualities such as ‘personality’ comes from the discipline of
phenomenology. This approach was developed by Edmund Husserl in
the early-mid 20th Century, and attempted to articulate psychological
phenomena as subjective human experiences, rather than explain them
in terms of impersonal, objective and mathematical ‘facts’, available
only through our scientific measuring instruments [Husserl, 1970], such
as Likert scales.
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Following an example in David Abram’s visionary book [Abram,
1997], we can employ the examination of a piece of fine crystal as an
analogy to compare the ‘phenomenological’ and ‘scientific’ approa-
ches:

The phenomenological approach would describe the ‘sparkle’ of the
glass, the feel of the smooth surface, its ‘coolness’, listen to its resonance
when struck, the sense of its beauty and record the emotional response
that the piece evoked.

On the other hand, the scientific approach might be to weigh it,
measure its height and width and other dimensions, chemically analyze
the glass, perhaps break it into pieces to measure tensile strength, or dis-
cover the molecular structure etc

Clearly, there is a huge difference between the two approaches. Sub-
stitute ‘attitude’ or ‘personality’ for the crystal glass and as professionals
in the research industry we have to decide which of the two methods is
more useful. Which approach is more likely to collect data that will be
‘useful’ in helping to understand customer experience and/or in the ‘sci-
ence’ of predicting consumer behaviour?

Likert-summary

When considering the behaviour of employees or consumers, the
9-points above offer a general questioning of the usefulness and accu-
racy of the ‘mathematical/statistical’ approach, and in particular offers
a critique of the widespread use of Likert Scales as the backbone of the
majority of survey instruments. Taken as a whole, the 9-points outlined
must raise considerable doubt about the validity and reliability of the
traditional research methodologies.

It was the drive to remove this doubt that was behind the motivation
of Innovationbubble to explore different approaches of eliciting psycho-
logical data from organisational and marketing environments.

2. The image

The human brain processes images 60 000 times faster than it does
text. This should not surprise us because the visual is the most powerful
of our information senses and ontologically we learn to process imagery
far earlier than we learn to process words. In fact image processing is an
automatic evolutionary-based operation, whereby processing words in-
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volves a culturally-based and learned task. It takes more cognitive power
and time to make sense of words whereas images are automatically pro-
cessed with minimal effort.

Marketers have recognised this huge differential in the speed of pro-
cessing between text and images, and with the explosion of the use of
Smartphones visual marketing (images and video) is now the dominant
approach in the digital marketing business.

In addition to this advantage of speed of processing, images also have
the potential of being a much more emotional and compelling medium.
“Marketing without words enables you to tap into the underlying power
of images — emotions. Images cause people to react, and those reactions
are emotional ones.”

This practical evidence for the qualitative differences between the
processing of images and text from the world of Marketing is supported
by academic psychological research. For example, images are recalled
more easily than word stimuli [Defetyer, 2009], are easier to associate
with other words or images [Hockley, 2008] and are decoded for mean-
ing more quickly than words. Other research has shown that people can
remember more than 2500 images with at least 90 percent accuracy for
days after initial exposure.

To summarize, it is evident that visual content reaches an individ-
ual’s brain in a faster and more understandable way than textual infor-
mation. The human brain is hardwired to recognize and make sense
of visual information more efficiently than text-based data and images
evoke emotional responses more powerfully than words.

Given this image-superiority effect, the author undertook the task of
developing a set of new research instruments which were based upon the
radical approach of replacing the text-descriptors in existing psychomet-
ric designs with pictures.

The resultant personality measure, Neopic, has no Likert scales,
which are replaced with a unique image- based calibration system. The
images used were selected using a construct-rational strategy [Jackson,
1970]. NEOPIC scores have positive correlations with the traditional
NEOS questionnaire [Chamorro-Premuzic et al., 2013]. The results cor-
respond to those found by Paunonen et al. [Paunonen et al., 2001] when
developing their nonverbal clinical version of the NEOS.

Other researchers have since developed different versions of im-
age-based questionnaires. These include Visual DNA (2008), having
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produced a variant of the NEOS5 and Leutner et al. who have developed
a new creativity measure [Leutner et al., 2017].

However, both of these measures have retained text-based questions,
and the images used, only appear to replace the numbers in the Likert
scales. For example, an image-based scale of ‘involvement’ might show
pictures depicting “toe-in-the-water”, “paddling” and “diving-in” etc.
as the graduated possible responses replacing “1”, “2” and “5” in the
original scale.

By contrast, the NEOPIC is entirely image based. The design was
developed specifically to elicit spontaneous responses, which are more
likely to represent the true underlying thoughts and feelings of individu-
als. This reduces the biases inherent in Likert scale responses, which are
contaminated with the ‘masking’ of social desirability etc.

The NEOPIC images are also more likely to elicit emotional respons-
es, and therefore reflect the complexity of an individual’s personality.

The NEOPIC® process is more engaging and motivating. (It is well-
known that traditional mathematical scales quickly become boring and
tiring after the first 100 items!) However, the NEOPIC® only takes 2—3
minutes to complete and therefore the data collected is likely to be more
reliable without the influences of tediousness and fatigue.

The use of images in the NEOPIC® process also has the advantage
of producing a holistic measure of personality, which is more useful in
organisational and marketing research. The output is a ‘fuzzy-sketch’ or
prototype of the respondent, which mirrors how we perceive and eval-
uate each other. We perceive ‘personality’ as an emergent property, as a
whole and not as a bundle of separate traits or dimensions.

Image-summary

The use of images in all forms of visual communication shows a
“superiority-effect” over text in the majority of situations. In particular
images reduce the contamination of response-biases inherent in Likert
scaling. Imagery also has the potential to convey more complex mean-
ings and emotions allowing researchers to capture a deeper understand-
ing of the respondents’ motivations behind their behaviour and deci-
sion-making. This is particularly useful support for asking the “why?”
research question (usually left to qualitative methods). Spontaneous
responses to image stimuli have the potential to reveal the ‘deep-driv-
ers’ that are typically skimmed-over by traditional text-based surveys.
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Finally, visual tests require less effort and concentration than tradition-
al psychometric tests; this encourages greater engagement and higher
completion rates.

3. The subconscious

Advances in the Neurosciences during the recent decade have clear-
ly demonstrated that the majority of our brain’s processing carries on
independently, below the control and awareness of our consciousness.
Researchers have variously estimated that between 80—95% of our be-
haviour is decided subconsciously. That means for 80—95% of the time
we are either unaware of what we are doing or why we are doing it! These
unconscious processes underpin the majority of our memory, our per-
ception, our thinking and our decision making. All of this mental-work
is colored by our emotions, which are also generated subconsciously;
and they too have a powerful and automatic all-pervading influence on
what we think and do.

It follows that in order to predict organizational or marketing behav-
iour with any degree of confidence; researchers must adopt strategies
that can access these subconscious, latent or implicit processes. Con-
tinued reliance on existing traditional techniques such as questionnaires
and focus groups is for the most part unreliable and of questionable va-
lidity. The traditional methods by definition can only access material
that the consumer is aware of, the 15% that has been thought about and
considered. This means that 85% of the information in the form of mo-
tivations, emotions etc. are lost!

The majority of marketing reports still consist of this conscious (ex-
plicit) material in the form of responses quantified in percentage terms.
The information that 50 or 60 or 90% of respondents reported this or that
decision, or indicated a future intention to buy brand A rather than brand
B etc., is valueless! The data is partial, contaminated with response biases
and it says nothing about the true drivers of past or future behaviour or
decision making.

From the mid 2000’s, some marketers and researchers in organiza-
tional behaviour recognised the problems associated with the traditional
survey methodology and responded in a variety of ways to try and ac-
cess the large amount of untapped subconscious data. The techniques
experimented with included the collecting biometric data such as heart
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rate, pulse or galvanic skin response; the use of EEG (measuring brain-
waves); MRI brain scanning; eye-tracking, and facial decoding.

Each of these methods is able to detect automatic human responses
that are controlled by the subconscious. They have been used in mar-
keting research with various degrees of success, but they suffer from two
important drawbacks. One is the need for extraneous equipment and the
difficulty of employing this unobtrusively outside a controlled laborato-
ry environment. The second disadvantage is the uncertainty about the
meaning of the data collected. For example, does an increase in heart
rate mean arousal being generated from excitement or fear; is that twitch
a sign of an emotional response or just a change in posture to feel more
comfortable etc.? There is perhaps a third problem; the average MRI
scanner costs more than £ 1million!

This collection of methodologies have now been somewhat super-
seded by techniques which have concentrated on measuring reaction
times. The theory behind reaction-time testing is summarised in the the-
ory of the two routes by which the human brain processes information.

The two routes are now commonly referred to as “System 1” (fast)
and “System 2” (slow) after Kahneman published his best-selling book,
“Thinking Fast and Slow” [Kahneman, 2011].

System 1 is an automatic process, almost instantaneous, and is re-
sponsible for our immediate responses to the environment and behav-
iour or decisions that need little thought. System 1 is responsible for in-
tuition, ‘gut-feelings’ and snap judgements. It is responsible for the way
we immediately evaluate a person that we have never met before, and
this pathway is also responsible for our everyday ‘unthinking’ behaviour
(habits), such as brushing our teeth, getting dressed or making a cup of
tea. For marketers, it is important to realise that the majority of consum-
er decision-making (based on brand-selection) is System 1.

System 2 is a much slower process. Behaviour and decisions made
via this route are made only after some conscious thinking and evalua-
tion. Typically, alternative actions and their probable consequences will
be considered using a variant of cost-benefit analysis. The final deci-
sion is arrived at after some conscious effort. System 2 represents our
deliberate, step-by-step thinking, in an attempt to produce the optimum
solution to a problem; it is our attempt at a logical and rational decision
making process.
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| 0 | 100 ] 200 | 300 [ 400 | 500 [ 600 | 700 | 800 | 900 [ 1sec| 11 | 12 |

Quick response Conscious response

Emotix measures  Traditional measures, e.g. questionnaires
Non-conscious Thought-about
Implicit Considered

Fig. 1. The Emotix unique process
and algorithm identifies implicit responses

Source: created by the author.

System1 responses are spontaneous and reveal what we are really
thinking and feeling. System 2 responses are those made after we have
had time to think and prepare an answer that we think is suitable. Organ-
isations and their marketing departments need to know the reality; they
need to access System 1.

The author has developed a unique on-line system (EMOTIX) that
is able to capture System 1 data (Fig. 1). This information is a ‘window’
into the respondents’ subconscious. Implicit thoughts and feelings that
customers hold about a brand, which usually remain hidden, are made
accessible.

Importantly, the reaction times collected can be converted into
strengths of association. It is therefore possible to produce brand-maps
and examine how different market segments implicitly think and feel
about different products or organisations.

The diagram in Fig. 2 is showing the relative strengths of association
of different characteristics with two different brands (Blue and Green).
This map represents what the respondents have stored in their heads
about the two brands and indicates which characteristics are likely to
have a greater influence on their future behaviour.
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Fig. 2. Example of brand map comparing 2-target brands, %

Source: created by the author.

Subconscious-summary

Emotix is a unique on-line system for capturing subconscious re-
sponses. It requires no additional equipment apart from an interface,
which can be provided through mobile devices. It is very flexible, with a
quick turn-around, and is cost-effective.

Although Emotix uses ground-breaking methodology, the theory
underpinning the process is sound and there are many research projects
showing how implicit measures are more predictive than their traditional
counterparts.

The Emotix process is very flexible and has been employed success-
fully in finding solutions across the following areas:

1. What characteristics are most strongly associated with different

brands (e.g. own vs. competitors?).

2. Brand tracking over time to confirm impact of marketing cam-

paign.
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1. Psychometric technologies.
End of the Likert scale?

3. How do consumers perceive brand packaging?

4. How does changing aspects of brand packaging impact consum-
ers’ responses?

5. Prototype testing.

6. Checking the alignment of the internal/external brand image of
organisations.

Conclusion

@ Testing for implicit/subconscious responses should now be an
essential component of mainstream organisational and market
research.

® The Emotix process is digitally based and can be accessed world-
wide and via mobile platforms.

® FEach Emotix project is bespoke, and designed in close coopera-
tion with the client.

® The process is highly flexible, offering quick turn-around times,
and is cost-effective.

® Emotix combines particularly well with qualitative methods
when that initial data is used to prime the collection of implicit
data.

@ Emotix offers any business the opportunities of radical solutions
through gaining deeper insights into employee and/or consumer
behaviour.
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[Meperosopbl
06 opraHM3aUNOHHbIX U3MEHEHUSAX
N NnepecTpomka KOrHUTUBHbIX
KOHCTPYKTOB pyKOBOAUTeNen

A.A. Kucenesa

Kak pa3BuBaTh KOMIAaHMIO, UTO AeJaTh, YTOOBI MPUPACTUTH CTa-
OMJIBHOCTD M YCIIEITHOCTH? DTH BOIIPOCHI Yallle BCEro aCCOLIMUPYIOTCS
¢ TeMOIf OpTaHU3alIMOHHOTO Pa3BUTHS, U HA UX pellieHUe MPETeHAYIOT
HECKOJIBKO CTOPOH: CaM PYyKOBOAMUTENb (BJIafesell, UHULIMATOP KOM-
MaHUM), IEPCOHAT KOMIAaHUM (MEHEIXXMEHT U PsSIOBble paOOTHUKM)
W MPUBJIEYEHHbIE KOHCYJIBTAHTHI, 11eib KOTOPbIX — CO3AaTh 1ieJIeco-
oOpa3Hble U3MeHeHUs. Bce yyacTHUKM, KaxKIblii CO CBOEH TO3MIINH,
WHTEPIIPETUPYIOT CIOXMWBIIYIOCS CUTYalLMIO, HAXOOST MPUYMHBI He-
yaaJ u MpearnoaaramT, Kakrie HeoOXoauMble TeMCTBUS CAeayeT COBEp-
LLIUTb.

ITouemy-To mpu OYeBUIHON HEOOXOMMMOCTU U3MEHEHUIl (0 Hel
YaCTO CBUNIETEIBCTBYIOT HECTAOUIBHOCTD, CTarHalMsl, 9KOHOMUYECKHE
MoTepU), KOMIAHUY TaK 1 HE pellatoTcs Ha 3allyCK OpraHU3allMOHHBIX
n3MeHeHui. [Topoit 3Toro He MPOMCXOOUT, Taxe eCIu CYLIeCTByeT pa-
LIMOHaJbHasi, 000CHOBaHHas mporpamMma neiicteuii. Kak BoooOIe Me-
Hs10TC opranu3aunu? biaarogapst yemy u mo kakoiu npuunHe? OTKyma
Oepercs fMHaMuKa?

M3MeHeHMs1 opraHU3alii MOTYT ObITh BbI3BaHbl BHEILIHEN CPEIOit,
M TOTJa OHU peakTHUBHBI, HAMMpaBJIeHbl HA afdarTaluio K UBMEHEHUSIM.
HNHorna, HanmpoTWB, UX MOXET WHUIIMHAPOBAThb camMa OpraHu3alus
(Torma u3MeHeHUs MPO-aKTUBHBI), TEM CaMbIM KOMITaHUS HaIMpaBsi-
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eT YCWJIMS Ha olepekalolee COOTBETCTBME BHEUTHUM TpeOOBaHUSIM.
IIpencrasienne 06 OpraHN3aIIAN 1 O TIYTH €€ Pa3BUTHUSI — 3TO OIHA U3
KJTIOUYEBBIX IETEPMUHAHT, OMPEASISIONIMX XapaKTep, TEMII, COCTOSIHIE
U eI TaKuX u3MeHeHui. [1pu peakKTUBHBIX MU3MEHEHUSIX KOMITAaHUSI
JIEUCTBYET BBIHYXKIEHHO, KaK OBl «IOTOHSsI» cOObITUSI. TaknuM obpa-
30M, eif TPUXOOUTCS TIe-TO OpaTh pecypc: SHEPTUSI MOXKET BOSHUKHYTh
OT CTpaxa ITOTepH, OT YCITOKOEHHOCTH, KOTa HAIIJIM BUHOBATOTO, KOT-
Ja YCUJIWJIM KOHTPOJIb WJIN 3apyYUIMCh aBTOPUTETOM BHEIIIHUX UMeE-
HUTBIX KOHCYJIBTAHTOB, TO €CTh YBEPEHUSIMU, YTO BCe OYIET B OPSIAIKE.
A BOT IIpH TIPO-aKTUBHBIX TEHUCTBUSAX KOMITAHUS TTOTyJaeT SHEPTUIO OT
WHULMATUBBI CAMMX YYaCTHUKOB OpPraHM3alluu, TO €CTb MCIIOJIb3YyeT
COOCTBEHHBII pecypc ISl UBMEHEHUIA.

CrnenoBareibHO, MPO-aKTUBHbIE UBMEHEHUSI KOMIIAHUHU BBITOIHEE,
MOCKOJIBKY OHU HE 3aMMCTBYIOT UyXXOM pecypc WIW HEeTaTUBHBIN pe-
Cypc, a IOJIy4yaloT €ro B 0OJblIeM O00beMe U ¢ OOJNbIIe TMHAMUKOI,
U K TOMY K€ 3TOT pecypc Mo CBoeMy KauecTBY TBOpUecKuii. Bto, 6e3-
YCJIOBHO, BaXKHO ISl caMoit opranusaiuu. [1oaroMy oqHO U3 3HAYU-
MBIX U3MEPEHMI 1T OpTaHM3aIMOHHBIX U3MEHEHUM — 3TO MX TIPO-
aKTUBHOCTb. Ternepb YTOUHUM TEepBOHAYAIbHBIN BOIPOC: MOYEMYy He
MPOUCXOAAT MPO-aKTUBHbIE U3MEHEHUS?

Bo3MoxHO, Takoe «0Oe3neiicTBHUe» WIN «OCTOPOXHOCTb» CYIIe-
CTBEHHO 3aBUCAT OT MHTEPIIpeTalMil CUTYyalluu Y4acTBYIOIMMU CTO-
poHamu. ITonpoOyem B 3TOM pa3o0OpaThcsl.

CornacHo Kennery I'epreny [I'epren, 2016], otHOMY U3 OCHOBO-
MMOJIOXXHUKOB HAMpaBjeHHUsI COIIMAJIbHOTO KOHCTPYKIIMOHM3Ma, IT0-
BeIeHNE B COLMAILHON pealbHOCTU TPAKTHYECKH ITOJTHOCTHIO 00Y-
CJIOBJICHO HAIlIUM TIpeACTaBJIeHUEM O Hell (cM. omoOHee 0 KapTUHE
mupa [Kommanckuit, 1990], cemanTuueckom mnpoctpaHcTtBe [Ile-
TpeHko, 1988], crpykrype 3HaHuit [IIIsHkK, 1982]). B ocHoBe Hale-
ro TIPEeNCTaBICHUS JIEXKUT CUCTeMa KOHCTPYKTOB O peaibHOCTU. [Tox
KOHCTPYKTOM ITOHMMAIOT HEKYI0 KOTHHUTHUBHYIO CTPYKTYpY, KOTOpast
3aKperIsieT 3HaueHUe, CMBICT 00beKTa JJIsl yYacTHUKA B3auMoseii-
ctBusd. OgHa U3 0COOEHHOCTE KOHCTPYKTa B TOM, YTO OH CO3HaeT
WHTEPIIPETALINT 1 IPYTHe KOHCTPYKTHI, a TAKKE caM TTOCTOSTHHO BOC-
MPOU3BOAUTCSL Ojarogapss 3TUM MHTeprpeTanusM. [TosaToMy KoH-
CTPYKTBHI — 3TO XKUBOE, TMHAMMYHOE OTpakeH!Ee OTHOIIECHUSI, TTO3H-
LIMK U OyIyIIero MoBeAeHUs YeoBeKa B ONPeAeIeHHOM COLIMabHOM
KOHTEKCTE.

382



3. MNeperoBopbl 06 OPraHN3aLMOHHbIX U3MEHEHUSX
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HampuMmep, onuH M3 TaKuX KOHCTPYKTOB — 3aMBbICE]l OpraHu3a-
mum [Bmacos, 2003]. ITo muenuto I1.K. BrmacoBa, opraHm3zamnuio Kak
CHUCTEeMY HallpaBJsieT, COOCTBEHHO, 3aMbIcesl OCHOBaTes1 (MHULIMATO-
pa) kKomnaHuH. B cTaTuke 3aMbIcell MOXKHO TIPEICTAaBUTh KaK CUCTEMY
OCO3HAHHBIX WM HEOCO3HAHHBIX (MHTYUTHUBHBIX) KOHIIETITOB, KOTO-
PBIMU TTOJIB3YETCS] MTHUIIMATOP TIPY ONIMCAHUU Oyayleit opraHu3aluu.
Mu1 He OyneM yrnyOJsaThCsl B MIPUPOAY 3aMbICiIa, IIOCKOJIbKY OHA J10-
BOJIBHO CJIOXKHA U yXe MoIpoOHO u3jiokeHa aBTopoM ujaeu [Biacos,
2003].

B IMHTBUCTHKE XOPOIIO MU3BECTHO TTOHITHUE KOHYenm — SI3bIKOBOI
SKBUBAJICHT KOHCTPYKTA, TO €CTh ero (pukcalus B peuu, sizbike. B co-
BPEMEHHBIX pab0Tax Mo COLMAIBHBIM HayKaM MBI BCTpeYaeMCs C TaKu-
MM TMOHSITUSIMU, KaK COLIMAIbHOE KOHCTPYMPOBAHNUE, CHMBOJIMYECKII
uHTepakuuoHu3M [Turtn u np., 2008], meTadopuyecKmii MOIXo K 10~
HUMaHUIO opranu3anuii [Miomiep, 2005], peKOHCTpYKIIMSI OpraHu3a-
uoHHOI peanbHOcTU [Tomarnnek, 2008]. Bce 3T MOHSATHS CBSI3aHEI C
uaeeit 0 BO3MOXHOCTHU U, TJIABHOE, MPOAYKTUBHOCTY CEMaHTUYECKUX
OINMMCAaHWM W KOHCTPYMPOBAHMS PAa3IMIHBIX 3HAUYCHUI, OIpemeIsio-
KX 6a30BBIi CMBIC]I, OCHOBHBIE MEXaHU3MbI UASHTU(MUKALIUN YIaCT-
HMKOB CO CBOEI OpraHU3aluei.

Hampumep, Muccust KOMITAHUM — 3TO HE YTO MHOE, KaK KOM-
MakTHoe, MeTachopruieckoe U3JIoXKeHUe MpeaHa3HaYeHUs KOMIIaHUM.
Miojutep TIpUBOIMT TIpUMEp TEpPenUChIBaHUS MeTadOophl 300MapKa
KaK «MecTa, Tle XMBOTHBIE COIEPKATCS B HEBOJIE» HA «MECTO M3yye-
HUS, TYTEIIECTBUI ¥ TTO3HAHUS TTPUPOILI» C LIEIbI0 U3MEHEHUI B CO-
crossauu neil B HammonanbeHOM 300mapke I'epmanum [Miomnep, Ku-
3ep, 2005]. baarogapst Takoii ceMaHTUYECKOI PEKOHCTPYKIIUY YIaI0Ch
BO3POIOUTDH 300IapK M MPEBPATUTh €0 B 3KOHOMUYECKM BBITOMHBIN
MPOEKT.

besycioBHO, 6a30Bble KOHLIENTH U MeTadOpbl — 3TO OTpaxkeHue
HAIIleTo TIPEACTABICHUS, KyabTypbl. OHM BBICBEUMBAIOT MEXaHU3MBI
«COILIMAJILHOW BCTPOIKM» BO BHEIIHIOIO cpeny. IIpencraButenu pas-
HBIX KYJBTYp BHOCSIT pa3jIMYHOE colepXaHue B 0a30Bble KOHIIETITHI,
Kak, HallpuMep, B MCCIETOBAHUN pa3InInii B HAIIMOHATLHOM CO3HAa-
HUM HOCUTEJIe HEMELKO U pyCCKOM KYIBTYpPbI U SI3bIKA.

OMnupunyeckue uccienopanus [Biaacos, 2003] B obmacTtu opraHu-
3allMii MOKa3bIBAIOT, YTO UHULIMATOP U OCHOBHbIE PYKOBOIMUTEIU KOM-
MaHuil UMEIOT XOpOoIIo pa3paboTaHHBIN ammapaT TaKMX KOHIIETITOB.
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Y coOCTBEeHHMKOB KOMITAHUU allliapaT BKIo4YaeT 54 KOHIIEITa, a'y py-
KOBOIUTEIIEH CpeqHETO 3BeHa — 26. DT0, 6€3yCI0BHO, BIUSET HA BO3-
MOXXHOCTU PYKOBOAUTENEH pa3sHbIX YPOBHEN MO-pa3HOMY OIMCHIBATh
U BJIMSITH HAa OOHY U TY X€ Cpemy.

O Ttakux KoHcTpyKTax rosopwa [x. Kemmm, vcrnonb3yst TepMUH
«JIMYHOCTHBIE KOHCTPYKTHI» [Kemmu, 2000], o mogpasymMeBaeMbIX 3Ha-
Husx rosopua @. bommap [Bommap, 2015], 0 CMBICTIOITPOU3BOACTBE —
criocob6ax MHTepHpeTalu U co3gaHusl cMbicia — rosopu K. Beiik
[Beiik, 2015]. DT paboThl 0OBEIMHSIET TE3UC O TOM, UTO CMCTEeMa 3Ha-
HUI1, KOHCTPYKTOB U CITOCOOOB MHTEPIIPETALIU OIIPEACIISIOT JEACTBUS
B peaJIbHOCTU U, OoJiee TOTO, JIOAU CKJIOHHBI CO3AaBaTh CBOU UMILIU-
LIUTHBIE TEOPUU PEaAIbHOCTHU (CKPBIThIe KOHCTPYKTHI) KaK HEIMPOTUBO-
PEYMBYIO U OOBSICHSIONIYIO PEaIbHOCTh KapTUHY.

Tak, Hanpumep, D. Kupxiep nucal 06 UMIUIMLIMTHBIX TEOPUIX
nepconana [ Kupxaep, Pomnep, 2008]. 1o maHHBIM €ro MCCIEIOBaHUIA,
PYKOBOAUTENb, KOTOPBIA CUMTAET CBOI MepCcoOHa ClIabbiM, CKIOHHBIM
K JICHU U HYXIAIOIIMMCSI B KOHTPOJIE M HECIIOCOOHBIM Ha CaMOCTOSI-
TeJIbHBIE 1IeJiecOOOpa3Hble AEHMCTBUSI, YCUJIMBAET KOHTPOJb, HE Iie-
HUT MHULIMATUBY M CO3[AET 3aBHCUMBIE OTHOIIEHUsI, TIOCTPOCHHbIC
Ha BHEIIHEe# (B oTIMYMe OT BHYTpeHHel) MmoTtuBanuu. M, Hao060poT,
PYKOBOIUTEIb, KOTOPHIA pacCcMaTpUBaeT IepCOHAN KaK IIEHHBIN 1 ca-
MOCTOSITENIbHBINI, 00Jiee «OCHAIEH» IJisI (OpMUPOBAHUS TTPpodeccuo-
HaJIbHOI, OPraHM30BaHHONM KOMAaHIBI, CIIOCOOHOI K CaMOCTOSITE/Ib-
HBIM 11€J16CO00Pa3HBIM JEUCTBUSIM.

Takum 06pa3oM, KOHCTPYKTHI WJIM UMILUIULIUMTHBIE TEOPUHU O TIep-
COHaJle, OpTaHM3ally, PEATbHOCTH KaK pa3 1 ONpPEAesaIoOT pelleHne
0 «3allycKe» WM, HAllpOTUB, caboTaxe OpraHU3allMOHHBIX U3MEHE-
HUI.

Kakue 3To KOHCTPYKTBI, KAKOBO UX ColepXKaHUe, KaK UMEHHO OHU
BJIMSIIOT Ha pellieHMs TTpearpruHuMaTeeii?

OTHU BOIIPOCHI HAC MHTEPECOBAJId B KOHTEKCTE IIEPErOBOPHOIL
MPaKTUKW OPraHM3alMOHHBIX KOHCYJIBTAHTOB U BialesIblieB KOMIIa-
HUIA, ITIOCKOJIbKY peIlIEHUE O 3aKII0YEHIUM KOHTPaKTa Yallle BCEro ObLIO
OITOCPEIOBAHO HEKMM JIATEHTHBIM «O0IYMBIBAHUEM», TTOPOI IJTATETb-
HBIMU MOJTYAJIMBBIMU T1ay3aMU U CKPBITBIM CONTPOTUBIeHUEM. [Tpruem
caMM pyKOBOIUTEIN HE OCO3HABAJIM CBOETO COIPOTUBJICHUS.

MpbI MpoBeIu CEPUI0 HEOMHOKPATHBIX ATHOTpachruuecKux Hab e
HUI1 32 MIEpEeroBOpaMM O CTPATETUM PA3BUTHS MIPEOIIPUSTUS U BbISIBU-
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JIA cJIeayloliue KOHIENThl, KOTOPbIE 9KCIUIMIIMTHO WINM UMILUIMIUTHO
CONEPXXaJIUCh B MEPEeroBopax. ATO TaKue KOHLENThl, KaK: UMeHeHue,
CoYUanbHas cnpageoau8ocms, 6aazonoayuue, npago UMy HA A00ei U
0bcmoamensbcmea, KOMnemeHmHOCHb.

OTcyTCTBUE PEKOHCTPYKIIMY 3HAYEHUS] WJIM UTHOPUPOBAHUE TUX
KOHILIENITOB MPUBOAUIO K OTTOPXKEHUIO U BBIXOAY PYKOBOOUTEIEH U3
KOMMYHMKalMu. be3ycioBHO, 3TO HEMOIHBIN MepedyeHb TOTO, YTO MO-
JKeT MHTepecoBaTh U 0ECITIOKOUTDL PyKOBOAUTENEH, OnNHAKO 3TO HAaubo-
Jiee 4acTo BCTpeyarolre KOHCTPYKThl. OHU MPEeACTaBSIOT TPYIHOCTh
JJIsS1 yYY4aCTHUKOB TI€PEroBOPOB, TaK KaK OHM (DaKTUUYECKU CKPBIThI OT
HETOCPEACTBEHHOro HaOJIONEHUSI U JaXe <«3aMacKUpOBaHbI», IIO-
CKOJIBKY MX OOCYXIEHUE PYKOBOAWTENIW YAaCTO CUMTAIOT HELETECOO-
OpasHoli TpaToii BpeMeHU.

Tak, uzmenenue st pyKoBoautesieid U COOCTBEHHUKOB — 3TO 6Hel -
Hee, HACUAbCMBEHHOE BAUSHUE HEKOU YYICepOOHOU epynnvl Uau cpedbl,
Komopas 0053ameabHo ompuydaem u He NHOHUMAem npupody camoil opea-
Huzayuu. Ilpu s3mom cama opeanuzayus He umeem pecypca K U3MeHeHU-
AM U 8bIHYHCOeHa npubeeams K éHeunum mepam. OCHOBHbIX YHACMHUKOS
OpeaHU3ayUU, BKAIOUASL CAMO20 COOCMBEHHUKA, NpUdemcs nepedensviéams
u «1omame» ux npupody. Camu a00u He CHOCOOHBL NPOU3BECMU 3HAHUSL,
KOmopble NOMO2YM UM peuiums co6CmeeHHble npodaembl.

Ha Ham B3misii, Takoe HETaTUBHOE OTHOIIEHHWE K U3MEHEHUSIM
CBSI3aHO C OITACEeHUEM MOTEPSATh KOHTPOJIb Hall OPraHU3allMOHHON -
HaMMKOM U, KaK CJIeJICTBHE, CBOIO BIACTb. MOXHO MPEAINONI0XKUTh, YTO
BHEIIIHEEe BO3ACKCTBME OKpallleHO OTPULIATEIbHO He ciydyailHo. bes-
YCJIOBHO, MpeaNnpuHUMaTeIn paboTaloT CKOpee B arpecCUBHOM, YeM B
JIpYXeCTBEHHOM cpene (PhIHOK Tpyada, MOJUTHKA rOCyIapCTBa, BbICO-
Kasl CKOpOCTb udMeHeHuit). OnHako TeM 0oJjiee BaxKHO OBICTPO OpPHEH-
TUPOBATHCS U UMITIOPTUPOBATH (3aMMCTBOBATD) U3 CPEbl BCE MOJIE3HOE
u npuMmeHumoe. [ToaToMy Bpsial Jiv TaKOe OTPULIATEIbHOE OTHOIIIEHUE
€CTb JIOTUYHas U pallMoOHaJIbHasl YCTAHOBKA, BO3HUKIIIAS B pe3yJibTaTe
BHEILHUX 00CTOSITENLCTB. CKOpee, 3T0 CyObeKTUBHASI BEpa B KOHMPOb
KakK croco0 yCHenrHoro MOBEAEHUS U OTPUIIATEIbHOE OTHOIIEHUE K
HeonpeoeaeHHbIM, XOTS U MOTeHUMATbHBIM, OOCTOSITEIbCTBAM. B aTOM
clyvyae LIEHHOCTU BJIACTU U 0€30MaCHOCTY JOMUHUPYIOT Haj LIEHHO-
CTSMU JOCTUXEHUI U caMopean3aiivu.

Takum obpazom, 6e3 TpaHchOpMallUM KOHCTPYKTA U3MeHeHUs: KaK
BBIHYXXICHHOTO U OMACHOTO KOHCTPYKTMBHAasi KOMMYHMKaLKsI 00 op-
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raHMW3alMOHHBIX MU3MEHEHUSIX MajoBeposiTHa. OHa peajbHa TOJBKO
pu pedIeKCUN ¥ KOPPEKIINK TTO3UIINHA COOCTBeHHMKA. BaxkHo, uTo-
Obl PYKOBOAUTENh 3aHSII MPO-aKTUBHYIO MO3ULINIO, MO3UINAI0 YeI0-
BeKa, CITOCOOHOTO U HayaTh, M IPEKPATUTh NeHCTBHS U, TIIAaBHOE, 13-
BJICYb TIOJTB3Y M3 CUTyalluu. Buanmo, Takas nmepecTpoiika KOHCTPYKTa
MOTpedyeT TepaneBTUYecKoil paboThl WJIM KaK MUHUMYM CeMaHTU4e-
CKOro npeoOpa3oBaHMUsI.

Crenyronuii KOHCTPYKT — cnpasedaueocms. C HUM COMNPSIKEH
KOHCTPYKT 6saeonoay4ue. Kak mpaBUIo, OHM OXBaThIBAIOT BCIO cepy
COITMAJTEHOTO, OTPaXkaroT 6a30BbIe YCTAHOBKM COOCTBEHHMKA OTHOCH-
TeJIbHO MPOU3BOJCTBA U pacIipeae/eHus 00IeCTBEHHbIX OJar.

Yartie Bcero pyKOBOIUTEIN CUUTAIOT, UTO UCMOUYHUKOM Oaae He 56-
ASIOMCA camu ardu, ckopee, Mo mexHuueckoe 060pydosanue, mexHo-
JA02UU, YHUKAAbHAA UHGOpMayus u OeHveu. YuacmHUKU OpeaHu3ayuu,
KaK npasuno, umeiom K pecypcam oepanu4enusiii docmyn (Hanpumep, He
UMeom 803MOJICHOCIU 6351Mb deweablil Kpedum uiu npuobpecmu Hogoe
obopydosanue). Ilpuuuna 3moeo 6 HecnpageoAusoM, KOPPYRUUOHHOM
ycmpoliicmae camoeo obujecmea, 20e cuavbible nobdexcoarom caabwix. Ilpu
2mom 6oaee cunvHble 00513aHbl 3a00MUMBCA 0 MeHee 00eCneHeHHbIX CA05IX.
Ilosmomy u cama opeanusayus He 00AXHCHA ObIMb KPUMUYHA K MAA0ID-
gexmuenbim compyonukam. B mepy cun u 603modxcHocmeli 0Ha 00ANCHA
Ux no00epicusams U 8bleOHAMb AUWDb 8 PEOKUX CAYUASX.

Ha Hamr B3misin, B OCHOBE KOHCTPYKTA 01a2onoayque JIEKUT TT03H-
LIS caMOro YeJloBeKa, ero OTHOIleHUe K deguyumy, npobreme M T.II.
YTo OH MpearnovyuTaeT aenaThb B CUTYalluu, KOTJa UCTIBITHIBAET Aedu-
mut? EcTh i 3ampeT Ha aKTUBHOCTh B «100bIUe» pecypca? Kak Obuin
OTCTPOEHBI PECYPCHbIC OTHOIIIEHUSI B CEMbE: PECYPC paccMaTpUBAaCs
KakK IOCTYITHBII, KOTOPBIM MOXKXHO OBIJIO TIOJYIUTH IO TIpaBUJIaM, WIIN
Xe OH OBLT MHCTPYMEHTOM MaHUITYJISLINU, JaBICHUS, BIACTH U TIO-
yrHeHus1? OnATb-TakKu, KOPPEKIIMsI 3TOr0 KOHCTPYKTa HOCUT CKOpee
TepaneBTUYECKMI XapaKTep, OHAa BO3MOXHA B KOHCYJIbTALIMOHHOM
MpakTUKe WIU CEMaHTUYECKOM MPeoOpa3oBaHH.

W mocnaegHuit BaXXHBIM M MHTEPECHBIM KOHLIENT-TIOCPEIHUK B
reperoBopax — xomnemenmuocms. OO ITOM KOHIIETITE KaK 0 bapbepe
CBHIETENTbCTBYIOT TaKMe BBICKA3bIBAHUS, KaK, HAIpUMep: «Y Hac JI0-
CTaTOYHO OIThITA, YTOOBI CAaMUM CIIPABUTBCS C CUTyallueit», «Bbl He
CITOCOGHBI OyIeTe BHUKHYTh B HaIlly CITEIU(PUKY, TOTOMY 4TO BBl —
He CIeUUaNUCThl B Hallleil 00JlacTu», «...deM BbI mokaxere, uTo Bbl
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JIydlle pa3dupaeTech B HallleM OM3Hece?» M TOMY MOJmOOHBIEC BBICKA-
3BIBAHUSI.

Kax npasuno, 6 smom cayuae pykogooumenu cuumarom, 4mo uH-
gopmayus doaxcHa 6bimov 04eHb NPeOMemHOll U KOHKPeMHOU, NoAe3Hbl
MOAbKO NpsiMble, AUHElIHble C853U, A U364eUb UHPOPMAUUIO U3 KOCEEHHBIX
UCMOYHUKO8 NPAKMUHECKU HeBO3MOICHO: OHA Oydem abcmpakmHou U He-
npaxkmuynoii. CoocmeenHbvie peuieHus 00AXCHbL OblMb NPABUALHBIMU, HO
KaK NOHAMb UX NpasuabHOCmy — HescHo. Tloomeepicdenue mocym dame
MoAbKO asmopumemsl U yeaxcaemoie a00u (podumenu, «aKyivl Ousne-
ca», 6oeamole 3Haxombie). Coenramo 861600 CAMOMy HA OCHOBE NPAMOU
00pamHoil c8a3uU «<npoda — peaxkyus — KOPPeKyus» He803MONCHO. 3HA-
HUs HeAb3sl U36AeUb CAMOMY, HOMOMY 4INO OHU NPUHAOAENCAM ABMOPU-
MemHOMY HOCUMENID, OH MOXCem UMU Nodeaumucs, ecau 3axo4em. Bce
Opyeue a100u, Ha06opPoOm, paccmampusaromes KaxKk KOHKYpeHmbl, MHeHUe
KOMopbiX HA00 ONpogepeams, ¢ HUMU CROPUMb U mpebosams 0oKa3a-
menvcma.

Takast KOHKypeHTHasl, KpUTUYHAsI U 3aKphITast MO3ULIMS, Ha HAIll
B3IVISIA, CBSA3aHA C TIPENCTaBJIEHHEM O CTaTUIHOCTH, HEM3MEHHOCTH
3HAHWM U caMOli CUTYyallMu, CTpaxe U OTPULIAHUU HEOIPEAeIeHHOCTH,
BHYTpPEHHE# 3aBUCMMOCTU OT MHEHMS aBTOPUTETA U CTpaxa OIIMOOK.
OTO NPUBOAUT K OECCUIINIO B CUTYallMU BBICOKOI HEOTPEIeIeHHOCTH,
CJIOXKHOCTH, HEOMHO3HAYHOCTH, KaK CJIeCTBUE, K HETMOKOCTH, TorMa-
TUYHOCTY M KOHKYPEHTHOMY ITOBEICHUIO.

Kak BUOMM, B 3TOM 3HaYeHUW KOHLIENTHI U3MEHeHue, cnpaged-
AUBOCMb, KOMHEMeHMHOCMb WMEIOT, CKOpee, HEeraTUBHBIM 3MOIIMO-
HaBHBIN oKpac. OHU MPOTUBOPEUYMBHL: TaK, HaIlpuMep, N3MEHEHUSI
HEOOXOAMMBI, HO IIPU 3TOM OOJIE3HEHHBI U TPOTUBHBI TPUPOJIE YIaCT-
HUKOB opranusanuu. [1oatomy npubderaTs K HUIM HYKHO YK€ B CAMBIX
KpaitHux ciydyasx. O0paTuM BHUMaHKE, YTO B 000MX KOHLIETITaX JIIOAU
BTOPOCTENEHHbI, HEPECYPCHBI, 3aBUCUMBbI. OHU SIBJISTIOTCS TACCUBHBIM
CJIEIICTBUEM, 2 HE IPUYIMHOM 00CTOATETLCTB. [1pr 3TOM pyKOBOIUTENH,
Kak MpaBujo, He 3aMevaloT IMHAMWYECKO MPUpPOabl CaMOii OpraHu-
3anuu. Hampumep, B MX IpeACTaBICHUN PECYPC CKOpee 3aUMCTBYETCS
IIe-TO, OH BPSII I CIIOCOOEH TTOSIBUTBCS B Pe3y/IbTaTe YCWINI caMuX
moaeii. CaMu JTI0AU HEU3MEHYMBBI, CTATUYHBI U JIMIIb MOBTOPSIIOT 3a-
paHee U3BECTHOE.

Takoe n3HaualbHOE MpeacTaBlieHWe 0 0a30BbIX IS OpraHU3alUU
KOHIIETITaX He TOJIbKO He TO3BOJISIET OpraHu3allii OBJIaAeTh MPOIYK-
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TUBHBIM IIOBEICHUEM, HO U OTHAJSIET OT HEro, IIPUBHOCUT BBICOKYIO
cedbecTonMocCTh. [IpakTyecky MBI MeeM Je10 ¢ 0a30BBIMU CTEPEOTH -
aMu, KOTOphIE IJIUTEJIbHOE BpeMsI He nmepecMaTpuBainch. OHU Kope-
HSTCS B IpeACTaBIEHUM COBPEMEHHBIX PYKOBOIUTEIEH 00 yCTPOICTBE
o01iecTBa, KOTOpOE OHU IIPOM3BENIM paHee, W IBHO HE COOTBETCTBYET
COBpPEMEHHOI CUTyaluu. 3AeCh TaKKe MOXKHO YBUIETh CBSI3U U ¢ 6a30-
BBIMHM KYJIETypaJIbHBIMU IIPUHLIMIIAMH, OPTAHU3YIOIIMMU Hallle CO3HAa-
HHeE, 0 KOTOPBIX roBopmiia AHHA BexxOuiika — daranmusm, opreHTaus
Ha «aBOCh», CTPEMJICHIE K MOpaIl3allMid OTHOIIIEHUI U TIOMCKY BUHO-
BaThIX [ Bexouiika, 1996].

TakuMm ob6pa3zoM, KaK HECOMHOKPATHO OTMEYaJIoCh B paboTax, CBsI-
3aHHBIX C OpPraHM3allMOHHBIMM M3MEHEHUSIMU, KOHCEPBAaTUBHOCTh
MOJEIM CaMOr0 MHMILMATOPA CYIIECTBEHHO OTpaHMYMBAET M3MCHE-
HUS M OpraHM3allMOHHOE pa3BuTHe. «B 00I11eM, BCe CBOMUTCS K TOMY,
YTO HEOOXOOMMO B3KCIUIMIUPOBATDL CKpbimble CYyOseKmugHble meopuu,
YTOOBI B pe3yJIbTaTe MOJIYYUTh BO3MOXHOCTh X nuddepeHINpPOBaTh,
KOPPEKTUPOBATh U MEpecTpanBaTh MO3UIINIO pyKoBoauTes» [IebepT,
Pozenmtunb, 2006]. IlepecTpoiika KOHCTPYKTOB — OIWH U3 3TAIlOB
OpraHM3alOHHBIX M3MEHEHMI, KOTOPKIiA 00s3aTeIbHO HEOOXOIMMO
YYUTHIBaTh, BHUKAsl B CYyTh COIIPOTUBJICHUS U IIEpecTparBasi 3aKpbIThIe
MpeNCTaBIICHNSI B OTKPHITHIE IUISI €CTECTBEHHOTO IIPUHSITHS U pa3eie-
HUS TIPEAJIOKEHUA.

Ha nam B3, mpencTtaBieHHbIE KOHILEITHI M MX COAEpXKaHUE
He TIOJIHBI U TPEOYIOT IOMOJIHUTEILHOTO MU3YYCHUS JJIsI BBISIBIICHUS
MPOTUBOPEUYMIA U (OPMUPOBAHUSI PEATHLHOIO COAepXKaHUs IIporpamMm
MOATOTOBKM PYKOBOIUTEIEH M IEUCTBUIA B 00J1aCTA U3MEHEHMS COBpE-
MEHHBIX OpraHu3aLyii.
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4

The problem of coaching
effectiveness evaluation: creation
of instrument for personal
efficiency measuring

N.V. Antonova, E.A. Razgon

Coaching Psychology is a very rapidly developing area of applied
business psychology. The founders of Coaching Psychology were An-
thony Grant [Grant, 2001] in Australia and Stephen Palmer [Grant,
Palmer, 2002] from the UK. Psychologists working in the field of coach-
ing research and practice joined the initiative. Prior to define coaching
psychology we should define coaching as a practice.

There are several approaches to the definition of coaching.

The first is the instructional approach. It claims that coaching con-
cerns the immediate improvement of performance and development of
skills by a form of tutorial instruction [Parsloe, 1995]. According to this
approach, coaching is very close to the educational process.

The second approach is facilitating approach. According to this
approach, coaching is the art of facilitating the personal performance
and development. This approach is the most popular nowadays among
coaches [Downey, 1999].

The third approach came mostly from the psychotherapy as a lot of
psychotherapists started to practice coaching. It is called “therapeutic
approach” to coaching. In fact, psychologists adapted therapeutical ap-
proaches to coaching, the most popular of them are: solution focused
brief therapy, cognitive behavioural therapy, rational emotive therapy,
multimodal therapy. Thus, therapeutical goals, such as correction of ir-

390



4. The problem of coaching effectiveness evaluation:
creation of instrument for personal efficiency measuring

rational or limiting believes, were also included into the coaching pro-
cess [Green, Grant, 2003].

Basing on these definitions of coaching, Grant and Palmer defined
coaching psychology as follows: “Coaching psychology is for enhancing
well-being and performance in personal life and work domains under-
pinned by models of coaching grounded in established adult learning or
psychological approaches” [Grant, Palmer, 2002]. A. Grant also claims
that “Coaching psychology can be understood as being the systematic
application of behavioral science to the enhancement of life experience,
work performance and wellbeing for individuals, groups and organi-
zations who do not have clinically significant mental heath issues or
abnormal levels of distress” [Grant, 2001]. It is connected with other
psychological disciplines such as sport psychology, counseling psychol-
ogy, organizational, and health psychology. The creation of coaching
psychology stimulated the investigations of the coaching process and
results.

The main directions of investigation in the field of coaching psy-
chology are: 1) the distinguishing between different psychological prac-
tices such as counseling, coaching and so on [Latham, 2007]; 2) the
comparative studies of different theoretical approaches in coaching
[Green et al., 2006]; 3) the effectiveness of different coaching tech-
niques and approaches [Cavanagh et al., 2005]; 4) the effectiveness of
coaching application in organization [Bozer, Sarros, 2012; De Meuse
et al., 2009].

Coaching effectiveness and its evaluation

The investigation of coaching effectiveness is very important prob-
lem as using instrument with unknown effectiveness is non-ethical for
psychologists. But as for coaching it is very difficult to organize the valid
and ethical investigation because of confidentiality of the process, on the
one hand, and the lack of appropriate measuring instruments, on the
other hand. Meta-analysis made by Theeboom and others [Theeboom
et al., 2013] was aimed to provide the answer to the question if there any
beneficial effects of coaching within an organizational context. The re-
lationships between coaching interventions and several individual-level
outcomes that are relevant for both individuals and organizations were
examined. The results showed that coaching had significant positive ef-
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fects on performance and skills, well-being, coping, work attitudes, and
goal-directed self-regulation [Theeboom et al., 2013]. In general, these
results showed that coaching is an effective tool for improving the func-
tioning of individuals in organizations.

The lack of systematic investigations of coaching effectiveness leads
to the scepticism about it [Bozer, Sarros, 2012]. Most of coaching inves-
tigations are provided by practitioners who have not qualified in research
methods. It’s the cause of the prevalence of quantitative research in this
field. It can be descriptions of the coaching process and outcome with-
out any theoretical framework [Latham, 2007]. Qualitative researches
are strongly necessary to prove the coaching effectiveness. Most qualita-
tive investigations are devoted to usage coaching in organizations and use
sociological or economical instruments. For example, some investiga-
tors use ROI (return of investment) to show economic effectiveness of
coaching in organization [De Meuse, Dai, Lee, 2009]. Grant [Grant,
2012] criticized the financial approach, because: (1) the ROI calculat-
ed applies only to the specific engagement, (2) the causal link between
coaching and financial outcomes is tenuous, (3) the indirect costs of
coaching tend to be ignored and (4) such approaches ignore the non-fi-
nancial benefits of coaching. To prove the psychological effectiveness of
coaching, some researchers use individual and organizational variables
such as stress level, well-being, reflection, mindfulness, organizational
commitment and others [Spence et al., 2008; Luthans, Peterson, 2004;
Green et al., 2006].

Leedham [Leedham, 2005] developed the famous Kirkpatrick mod-
el created for the evaluation of training effectiveness. He described a
four-level pyramid called “coaching scorecard”:

1) Foundation factors: the coaching process and coaching environ-

ment.

2) Inner personal benefits: clarity and focus, confidence and mo-

tivation.

3) Outer personal benefits: skills and behaviour.

4) Business benefits: results.

Grant (2012) suggested that more universal measures of coaching
effectiveness than ROI may include: organizational engagement, de-
creased stress levels, and wellbeing. Obviously these variables refer to the
inner personal benefits. Thus, coaching psychology is mostly interested
in (2) and (3) groups of variables (inner and outer personal benefits).
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Laurence and Whyte developed the model of executive coaching

effectiveness evaluation which they called “Clocktower Model” [Lau-
rence, White, 2014]. It includes 6 levels (“floors of tower”) of evaluation,
each level implies the particular evaluation methods.

1) Purpose (alignment);

2) Motivation (intervention planning);

3) Coaching environment (coach management);

4) Behavior (feedback);

5) Outcomes (metrics);

6) Investment return (ROI formulae).

One of the most popular variables which is claimed to be developed

using coaching is personal effectiveness. Personal effectiveness is usually
understood as possibility to achieve personal goals using less resource
[Covey, 2004]. Covey defined the personal effectiveness as a P/PC-bal-
ance, where P is desired result and PC — recourses and meanings which
are necessary to get this result.

Covey defined seven habits of highly effective people.

The first group of habits is personal habits:

1) Proactivity;

2) Outcome-oriented mindset — “begin with the end in mind”;

3) Effective planning — “rut first things first”.

The second group includes the interpersonal habits:

4) “Win-Win thinking” — cooperative attitudes;

5) “Seek first to understand, then to be understood”, empathic
communication,;

Table 1. Covey’s model of personal effectiveness
and psychological equivalents of its variables

Covey’s model variable Psychological equivalent
1.  Proactivity Locus of control
2. Outcome-oriented mindset Goal-oriented
3. Effective planning Self-organization
4.  Win-win thinking Self-confidence
5. Emphatic communication Empathy level
6. Synergy Cooperation
7. Constant self-development Motivation for self-development
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6) Synergize — innovative problem-solving skills;

7) The seventh habit Covey calls “Sharpen the Saw”, it means the

constant self-developing.

The Covey’s model of personal effectiveness is practical but has a
lack of theoretical background and to use it for personal effectiveness
evaluation is quite difficult.

We developed the Covey’s model and found psychological equiva-
lents of the Covey’s model variables (Table 1).

We used this model for the elaboration of the personal efficiency
evaluation instrument.

The development of instrument
for coaching effectiveness evaluation using
the personal efficiency model

Purpose: creation of simple but valid instrument to measure personal
efficiency as the indicator of coaching effectiveness.

Methods

The development of a methodology consists of several stages:

1) Development of the questionnaire that measures the level of per-
sonal effectiveness based on the data collected;

2) Interview of the experts on the relevance of the questions to the
main blocks;

3) Checking the retest reliability of the questionnaire;

4) Checking of the inner consistency of the questionnaire;

5) Testing the questionnaire as a tool for assessing the effectiveness
of coaching.

Stage 1. Development of the questions
Sample: 18 people aged 18—49.

Procedure

The respondents were presented with a questionnaire, which con-
sisted of 8 main blocks. The first seven blocks in it were devoted to the
components of personal efficiency, and the eighths one was a socio-de-
mographic block. In each of the first seven blocks, the respondent was
asked to define the main concept, that is, one of the constructs of per-
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sonal effectiveness. After that, the respondents were asked to write 4—7
behavioral characteristics that are inherent in a person who has this skill
highly developed.

After this, the definitions that were given by the respondents were
analyzed using the content analysis method and as a result, a definition
of this competency was compiled from them. Results in the form of words
that described behavioral characteristics were evaluated by frequency of
occurrence, and words with a synonymous meaning were grouped to-
gether. Thus, the most common behavioral characteristics were identi-
fied, for each block of 7—8 basic characteristics that formed the basis of
the questionnaire for experts.

In order to derive a definition of each of the components of per-
sonal effectiveness, we analyzed 18 definitions given by respondents. As
a result, the following definitions of the main components of personal
effectiveness were obtained:

® Responsibility is a person’s quality, which implies that in mak-
ing a choice, responsible people based on their life values, take
responsibility for their actions, words and obligations to others.

® Purposefulness is a person’s ability to set a clearly formulated
goal, to realize the concrete steps to achieve it and to complete
these steps.

@ Self-organization is the ability to independently organize your
time in such a way as to achieve your goal on time. One of the
main components of this skill is discipline.

@ Self-esteem is an adequate assessment of one’s strengths and
weaknesses, as well as the coordination of a person’s actions to
his personal internal principles and values.

® Empathy is the ability to understand the feelings of other people
and the ability to empathize with them.

@ A penchant for cooperation — openness to productive work with
other people, during which they strive to come to a mutually
beneficial solution.

® The desire for development — the desire and ability of a person
to develop their professional and personal qualities/skills.

In addition to the definitions of basic concepts, the result of the anal-
ysis of this data is a list of behavioral markers for each of the core compe-
tencies, which indicate that this competency is developed at a high level.
This list is presented in the Table 2.

395



Part V. Business-psychological
technologies

Table 2. List of basic behavioral markers for each competency

Competency Behavioral markers

1. Responsibility Take responsibility for your actions
Initiative
Focus on results
Energy
Prudence
2.  Determination Discipline
Clear goal setting
Perseverance
Self motivation
Ability to prioritize
Determination
3. Self-organization Composure
Ability to prioritize
Punctuality
Responsibility
Keeping a diary (time management)
Ability to break a plan into goals
Discipline
4. Self-respect Adequate self-esteem
Availability of principles and values
Ability to say no
Independence from the opinions of others
Sociability
Respect for others
Having a goal and a plan for achieving it
5. Empathy Sensitivity
Willingness to help the interlocutor
Attention to a change in the emotional background
of the interlocutor
Emotionality
Sympathy
Kindness, gentleness, calm
Understanding of Non-Verbalic signals
Avoiding Egocentrism
6. Cooperation Compromise
Openness
Ability to hear others
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The end of Table 2

Competency Behavioral markers

Understanding the motives of the interlocutor
Skill to work in team
Ability to find a common language
Acceptance of team interests
Ability to communicate actively
7. Self-development The desire to learn something new
Openness of new information
Search for a new
Reading self-development books
The ability to allocate time for training
Activity
Curiosity
Self-analysis of actions
Positive attitude towards change
Willingness to engage in self-development to the detriment
of free time, personal interests

Thus, we got the operationalization of seven basic concepts to the
level of concrete examples of behavior.

After we get the operationalization of the basic concepts, we can
begin to construct statements that will reflect each of these behavio-
ral markers. Based on this, we developed the statements for the ques-
tionnaire. In order for the methodology to evenly include all compo-
nents at this stage of its development, we compiled 7—8 statements for
measuring each component of personal effectiveness. Thus, we got
49 statements that are suitable for measuring personal effectiveness
in accordance with the theory of S. Covey and the data obtained by
questioning.

Stage 2. Expert survey

Four experts participated in the second stage. Respondents were
provided with a questionnaire consisting of seven blocks. At the begin-
ning of each block, a description of the component of personal effec-
tiveness was given, to which it is dedicated and then 7—8 statements,
which, based on an analysis of the previous ones, were behavioral mark-
ers, characteristic of those people who have this skill is highly devel-
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oped. In addition to the direct statements, the reverse statements were
also used. The main task of the experts was to evaluate on a scale from
1 to 5 how well the statement is suitable for assessing the component of
personal effectiveness.

Stage 3. Cheking
of the retest reliability

To check the retest reliability of the methodology, testing was con-
ducted with a difference of 1 week on the same audience of students — 1
course of students studying in various areas. In total, 41 people took part
in this study and 61 questionnaires were completed. Among all respond-
ents, 20 people completed this questionnaire twice. Accordingly, we se-
lected them for further use.

This stage of the study was conducted with the involvement of mas-
ter students who studied a course in psychology as part of a compulsory
elective course. Students were asked to fill out a questionnaire and in
order to be able to identify them, they filled out a form based on their
personal phone number, which looked like this:

+7 — (***) _owkk _ _

Accordingly, the identifier of each respondent was the last 4 digits of his
number.

To assess the retest, as mentioned above, we used the results of a
survey of 20 people whom we interviewed again with an interval of one
week. For data analysis, the IBM SPSS 23.00 statistical data analysis
package was used. Before analysis, preliminary work was carried out
with the data. For the analysis of retest reliability, the Spearman-Brown
coefficient was used, which demonstrates the closeness of the answers of
two tests.

H1: The new test version is parallel to the original.

In other words, the new test version shows the same values as the old
one. In our case, the coefficient data will demonstrate that the second
measurement data reproduces the first measurement data. When calcu-
lating this coefficient, it is important to control that the number of ques-
tions in the test is the same, which in our case is fulfilled, since we collect
data using the same methodology. An acceptable Spearman-Brown ratio
starts at 0.7. Spearman-Brown index for our data is 0.868, which indi-
cates that our technique has a very high retest reliability.
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Stage 4. Checking of the internal
consistency and factor structure of the instrument

Sample: 408 people (256 women and 153 men). The two largest
groups of respondents by educational level are those who have complet-
ed their specialty (134 people) or those who have completed their un-
dergraduate (79 people). Next in terms of the number of respondents is
a group of people who have completed 11 classes (79 people) and those
who have a master’s degree (91 people). The group of respondents who
graduated from a secondary specialized institution (34 people) came out
a bit smaller, followed by a group of candidates of sciences (10 people),
a group of those who graduated from grade 9 (6 people) and the small-
est — doctors of science (1 person). By age, most of the respondents fell
into the group of 21—40 years old. If you describe the sample as a whole,
then it is dominated by women, aged 21—40 years, who have from 4 to 6
years of university education.

For our sample, the standardized index of alpha — Crombach’s is
0.720, which suggests that all statements are aimed at evaluating the
same indicator, in our case, personal effectiveness. Since the alpha —
Crombach coefficient shows that our scale is homogeneous, but may not
have a homogeneous structure within itself, we conducted a factor anal-
ysis in order to check whether it really contains seven components that
were originally laid in it. We carried out factor analysis using the prin-
cipal component method. If we collect factors by groups of statements,
then it turns out that in each of the 7 groups, statements prevail that were
laid down to test one of the components of personal effectiveness. Thus,
after factor analysis, we get seven factors that are similar in meaning to
the original seven components that we used to develop the methodolo-
gy. These data confirm the original theoretical model. However, some
statements, initially included in one component of personal effective-
ness, ended up in a different factor. As the result we got the final text of
questionnaire to measure the personal efficiency.

Stage 5. Approbation
of the instrument in coaching.

Sample: 5 people. These people took a coaching course lasting about
3 months. We combined two measurements with the obtained instru-
ment: one at the beginning of the coaching course and the second at the
end of the course.
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We could not get the statistical data because of small sample, but
quantitative analysis showed that all the variables increased after the
coaching course.

Conclusions

1. The instrument of personal efficiency measurement is reliable
and can be used in further investigations.

2. The instrument of personal efficiency measurement can be used
for personal coaching efficiency evaluation.

Limitations

Limitations are due to the characteristics of the sample. It is neces-
sary to check the effect of the tool on other samples, and also use it to
assess the effectiveness of coaching on a larger number of respondents.
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5

Meta-technologies
of business consulting

M.R. Arpentieva, A.V. Kosov,
Yu.V. Klepach, T.L. Khudyakova

The purpose of the study is to analyze the basic principles or me-
ta-technologies of business consulting. The training of modern business
consultants is a process that relies not only and not so much on the trans-
lation of professional knowledge and skills (technologies), psychologi-
cal education, but also the transfer of values and associated meta-tech-
nologies — education. In addition to universal values and professional
spiritual, moral and ethical imperatives, principles or meta-technologies
of business consulting play an important role in this process. Unfortu-
nately, this issue remains one of the least studied and developed, de-
spite the many approaches, business consulting school models. Business
consulting, in our opinion, is a helping socio-psychological practice of
optimizing business relations. Socio-psychological business consulting
is a complex, polymorphic phenomenon associated with the help of dif-
ferent groups of clients in solving problems of their relationships with
themselves and the world: intrapersonal, interpersonal, intragroup and
intergroup, intraorganizational and interorganizational functioning, de-
velopment and restoration (habilitation and rehabilitation). It includes
diagnostic issues, identified problem areas of the organization, manag-
ers and employees, and support / coaching, marketing consulting, ad-
vertising and marketing improvement, PR management, recruitment
and retraining / advanced training / training and business games for
personnel development, that is, HR management. It also includes is-
sues of management consulting / consulting or personnel management,
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conflict resolution and the organization of cooperation, team building
in the workforce / team. The scope of business co-counseling includes
the functions and research of the functions of managing human relations
and corporate culture and the scientific organization of labor, includ-
ing time management, management of the structure of the labor activity.
Business consulting includes the same work with personal, group and
organizational crises and work with organizational development, inno-
vations, futuropractors and foresight of the organization and business /
industry / market, etc. A separate area of business consulting includes
negotiation technologies and mediation. Recently in business consult-
ing a lot of attention has been paid to the problems of self-learning /
self-developing organizations and organizational missions. The tasks of
this practice include decision-making management and igrotechnika,
situation management / problem management or problem management.
An important direction of business management is the development
of strategies and opposition to aggression, “business sharks”, etc. Ty-
pology of types of business consulting, as described by I.A. Prigogine
and Yu.N. Lapygin, shows a huge variety of his tasks, technologies and
forms [Lapygin, 2004; Prigozhin, 2003]. Socio-psychological business
counseling as an edological (helping) practice, a sphere of professional
activity, is formed at the “junction” of managerial and organizational
psychology, psychology of large and small groups, clinical psychology
and psychotherapy, psychosocial counseling and social work [Arpentie-
va, 2015; Durkheim, 1992]. Clients in the context of socio-psychologi-
cal, including business counseling, as opposed to clinical psychological
counseling and psychotherapy focused on the problems of the person-
ality as such, are not considered as patients suffering from dysfunctions
of mental processes (activities) or, moreover, organic the causes of their
violations, needing the help of a psychotherapist, but as clients seeking
to correct more or less pronounced, conscious, extensive and profound,
problems of social functioning and development tions which are shown
for individual and group subjects to imagine themselves and / or oth-
ers of their subjects, the world as a whole (in the internal or external
to the individual or group level) to optimize its being and relationships
as businesses. Thus, clients can strive to reduce dissonance or deforma-
tion, restore harmony and develop themselves and relationships with
the world in the context of business objectives, realizing themselves and
enabling others to realize themselves. In carrying out its own tasks, so-
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cio-psychological business counseling allows overcoming the truncation
of diagnostics and assistance (treatment) in medical psychotherapy and
psychiatry, in classical socio-psychological counseling and social work,
in pedagogy and pedagogical counseling. For all of these approaches and
practices, practical and theoretical reductionism is somehow typical as
ignoring the social and psychological factors of impairment and reduc-
ing the counseling and psychotherapy to art related to specific people and
situations. Business consulting is addressed to the system (multi-level,
multi-component and dynamic) understanding of more or less universal
and unique problems of business relations and problematic business sit-
uations. It is very important to take into account the socio-psychologi-
cal aspects of helping people who demonstrate certain signs of violations
or difficulties (general or partial socio-psychological incompetence) in
their relations with society, business organizations, individuals, them-
selves. Modern concepts of socio-psychological business counseling op-
pose the “object” and fragmented, successful and static approach to a
person, organization, problems of everyday and crisis reality, limitations
and errors, which transforms the dialogue. This significantly expands the
range of problems and clients that can be helped, changes the context
itself, semantic accents, consideration of clients’ problems as a process
of enhancing and supporting the processes of self-realization and mu-
tual realization of members of communities and organizations. Also very
important is the search for meta-technologies and general principles of
socio-psychological business consulting as a practice of applying sci-
entific knowledge and methods of research and modeling of the real-
ity being studied. Many clients who have received “situationally effec-
tive”, results-oriented immediate assistance, after some time encounter
delayed results of such assistance, some of which, as practice of urgent
approaches shows, are destructive towards the individual and their social
connections, organization and management, to business.

Main bullets

The problems that customers encounter in business relationships
can be described as problems related mainly to violations and difficul-
ties in understanding business situations, themselves or others around
them — not only in professional-business, but also in intimate-personal
relationships. These difficulties are localized on value-role, conceptual-
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semantic and directly interactive levels of business activity: in the sphere
of relations of business entities to themselves, people and the world, in
the sphere of ideas about themselves, people and the world, their under-
standing of actors, as well as in the sphere of influence people at each
other, power-transformative relations. From the point of view of social
psychology as a science, business consulting is a specially organized dia-
logue aimed at improving the quality of life of a business organization
and its members, as well as increasing the haste of business and harmo-
nization of business relations, psychological support for the development
of the individual, organization and business, and also to the correction of
errors and problems of functioning and development, disharmony intra-
personal, interpersonal, intragroup and intergroup (interorganization-
al) plans. At the same time, in modern, integrative business consulting
models (systemic and strategic approaches, paradoxical and provoca-
tive counseling, procedural and participatory / evergetic approaches),
research and development of people’s attitudes to themselves and the
world and activation of internal resources of clients’ self-development, as
opposed to the preceding, becomes the focus traditional models of tech-
nology assistance and expert correction of personal and organizational
“deficiencies": the answers to the question “why” and “who” is more
important than the answer to answer the questions “how” and “under
what circumstances”. Assistance in understanding and transforming
problems, central to traditional, scientistic models, plays an auxiliary
function within this model. In the most modern models and approach-
es, two trends are combined: a metatechnological and spiritual-moral
analysis of helping relationships. In a concrete situation, in real practice
of helping relationships, these two tendencies merge into a single whole.
Such a merger does not take place simply and painlessly: practitioners
associated with the medical tradition continue to try to keep the priority
of technologies and the never-ending quest for a “substrate” of psycho-
logical and mental disorders; and practitioners turned to the sociological
tradition, try to interpret what is happening with the client in terms of the
impact of the “social environment”, circumstances, and also to limit the
development of specific technologies of assistance. The study and forma-
tion of business-metatho-technologies is consulted and its spiritual and
moral comprehension, as well as attempts at spiritual and moral com-
prehension of human life, remain sporadic and, with the exception of a
few independent trends, such as religious-oriented, paradoxical-provoc-
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ative, system-strategic, procedural democratic and participatory — often
remain outside the purview of the majority of clients and specialists. The
science and practice of advisory psychology “forgives” experiments to
the most famous representatives of these trends, admiring the charisma
and individuality of the latter, however, traditional models continue to
dominate in everyday practice, “moderated” by elements of existential-
humanistic models. Helping relationships themselves continue to be
an area related more to art: as outlined in the studies of the followers
of K.R. Rogers and many other schools base principles are not closely
related to technologies of different approaches [Rogers, 1961]. That is
why the goal of our research is to correlate the principles of counsel-
ing in different areas and schools, to form ideas about consulting meta-
technologies that are common to different approaches, paradigms and
traditions. The idea of meta-technologies allows to combine reflecting
primarily the moral and ethical aspects and principles of counseling and
its technologies and technological methods.

Theoretical analysis of the concept of meta-technology shows that
meta-technology can be viewed as arbitrary, carried out by the subject
within the framework of his current desire for development, self-reali-
zation, the process of influencing the technology that transforms it in
order to increase the productivity and efficiency of life. Being a me-
ta-technology, this group of technologies should contain a mechanism
by which the subject inductively acts on the external and internal envi-
ronment, transforming it in accordance with the goals of development.
Meta-technology is an instrument of inductive influence on the space of
psychological technologies, including those that provide its (life) activity
and development. Metatechnology increases the efficiency (accelerat-
ing, enhancing the effect) of a person’s impact on the external and in-
ternal environment. Technologies are developing slowly, and, due to the
multiplicity of the different resources and limitations available to each of
them, produce slower and less pronounced results. As for psychological
counselling and psychotherapy, helping a person as a soul to another
person, a soul, the integrating concept with which almost all technolo-
gies and schools of help are explicitly or implicitly associated is the con-
cept of love, specified in the practice of helping relationships, as mutual
understanding or understanding of a person by a person / group, organi-
zation, etc. The process and the result of understanding what is happen-
ing by the subjects of business consulting themselves, each other and the
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world around them. The notion of mutual understanding is revealed by
various theorists and practitioners in a system of more or less generalized
meta-technological principles (meta-technologies), allowing to achieve
a state of harmony as a dialogue with the world. Meta-technological per-
spective of understanding business consulting allows you to combine dis-
parate ideas and models into a single complex, to introduce in business
consulting not just value-semantic, but spiritual and moral aspects of
being a person, organization, community. Man and organization begin
to be seen as cosmic realities, whose life includes love and suffering, rise
and crash, order and chaos, development and involution, violations in
the development and being of which are mistakes and lessons, correcting
and learning which they educate and educate themselves and others.,
improving business — improving the world. A person is able and needs to
reflect on himself and the world, to improve, to achieve the opportuni-
ties that he possesses as a cosmic being, to achieve cosmic identity — the
life of the soul, and to overcome the limitations that everyday circum-
stances impose, to overcome the existing identity, the limitations of life
his “rational body". On this path, socio-psychological business counsel-
ling is already emerging as a practice of spiritual and moral development;
it is trying to go beyond the “mental” nature of traditional and human-
istic models into a “supermental”, in a love relationship. That is why
such models are difficult to implement. Being models that transcend the
boundaries of the traditional rational and even rational, they show to
man, humanity, real, but not less fantastic artefacts of “healings” and
development that are inaccessible to those who walk “under the law” of
reason and reason. “But if you are driven by the spirit, then you are not
under the law” [The Bible 2010, Galatians 5:18]. Meta-technological
comprehension opens the way to universal approaches and the “golden
rules” of correction and development of business and its subjects, which
is impossible at the previous levels and the previous understanding of
helping relationships.

Second-order bullets

From the point of view of a modern business consulting model, there
are several sources that exacerbate the breakdown of relations between a
business organization and its members with themselves and the world,
leading to organizational, managerial, mental and psychosomatic disor-
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ders, collapses, crises, diseases, accidents and “broken destinies “, other
forms of suffering and dysfunctions:

1) egocentrism, manifested as selfishness and concentration on
desires (“continuous growth”, “leadership in the field”, etc.), ignoring
one’s own needs and states, as well as the states and needs of surround-
ing organizations and people, communities, overdeveloped feeling self-
importance and significance, “mission”, leading to states of “insensitiv-
ity” and the behavior of people and organizations by the type of cyclic
autostimulation, in which attempts at self-maintenance are overlapped
by self-destructive behavior, destructive and auto-destructive behavior
ie, including substance abuse and suicides;

2) alienation and psychological (inter) dependence of people and
organizations against the background of undeveloped empathy, giving
rise to a tendency to aggressive and alienated behavior, multiple and deep
conflicts with others, sociopathic disturbances and feelings of isolation,
perversions in the area related to the excessive emphasis of the “power”
relationship “Subordination”, for example, sado-masochism, etc.;

3) insincerity of relations between people and organizations, as-
sociated with the phenomenon of “double connection” and targeted
manipulation (Maccabiallism), distortion of communication and rela-
tionships, resulting in acute, traumatic crises, “accidents” and “breaks”
of relations in the lives of people and organizations, as well as chronic
mental and psychosomatic disorders, the fixation of hamarticheskie life
scenarios among members of the community (organization);

4) life denial as dissatisfaction among people and organizations with
themselves, around people and the world, rejection and intolerance to-
wards others, prevalence of competitive-consumer, modifying relations
of interaction strategies, aggressively dictatorial or depressive and as-
thenic forms of response to the world that “cannot be improved” and
does not seek to be “improved” [Viilma, 2004; Viilma, 2007].

The states of acceptance and love, empathy and reflection, as well as
congruence, authenticity largely arise “automatically”: a person compre-
hends the essence of love and the fact that love is not constant comfort,
on the contrary, it implies more or less significant tests, and “Gifts of
fate” [Viilma, 2004], she is not the end, but all being, she is not permis-
siveness, but freedom and responsibility, she is the integrity of life, not
the division into good and bad, etc. A person and an organization also
comprehends that it is easier not to wait for help, but to render it your-
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self: to the same or even more needy people and groups [Lapygin 2004;
Prigozhin 2003]. The purpose of a business is not the maximum profit
for the sake of profit, power, etc., but the service of societies, a joint, if
possible harmonious, development.

However, a person and an organization often try to preserve “glass-
es” of ignorance, adjusting themselves to conformity with perceptions
and patterns of behavior that have nothing to do with the reality of his
world and the reality of spiritual, moral, socio-economic, personal-
psychological and psychosomatic health. Passively expecting help and
support from the world, they limit their own resources and responsibili-
ties, hindering the improvement of business relations, overcoming a dif-
ficult situation, based on the ideas of success and failure, normal and
abnormal, effective and inefficient, productive and unproductive, about
power, love, experience, about acquiring consumption and about serving
donation, about dictatorship and hard imposing and about participatory
and consensus, about conciliation and compromise and upholding “their
line” uncompromising stubbornness on health and disease, of happiness
and suffering, etc. The actively changing such business organization and
its representatives understand that the responsibility for disruption of
functioning and obstacles to development and activity in resolving prob-
lems related to the resolution and prevention of organizational crises and
gardens in business lies with itself: the world’s help is necessary, but only
because does not block internal resources, and does not mask the inac-
tion of the individual and the organization itself, and does not even con-
tribute to weighting the existing limitations and problems. As K. Dur-
kheim writes: “Essence’s carrying capacity is well-manifested when
we can part with what it holds and holds. Only if we always leave what
makes us rich in the world, the Essence will give us again and again”
[Durkheim, 1992, p. 16]. What are the paths or “meta-technologies” of
this process? Answering this question, the holy elders of Optina call for
“doing deeds of love”: even if the soul of a person seems to him and
those around him “barren”, doing “deeds of love”, a person gives her a
place in his life, inside himself: “If you find that there is no love in you,
but you wish to have it, then do works of love, although at first without
love. The God will see your desire and diligence and will put your love
in your heart” [Optinskiy, 2012, p. 324]. In the psychological language,
the expression “do the work of love” means: to care for, share with each
other and caring for each other, donating time and energy to each other,
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to help the world around us; endure each other and the burden of life
as such (to maintain “tolerance for uncertainty”, to exercise “coping”,
to show “resilience”, going through crises, to develop “the ability to let
go” difficulties, other people and themselves, giving events and people
“explain themselves”); respect yourself and others (to maintain dignity
and honor in relationships, correct your own mistakes, and not only and
not so much the mistakes of others; everyone has the will and freedom to
change and stay sick or healthy, happy or unhappy, lucky and unlucky,
a pariah or a star — at the same time it goes along with others: without
others, help and help from them, development will not take place. This is
the “meta-technology” of the modern, post-humanistic model of busi-
ness consulting: they do not give a guarantee read-only immediate result,
but they always give birth to more than what a person can “count on”. It
is also important to note that relations of mutual aid should be the lead-
ing mode of help. In modern counseling, the most famous is the tetrad
of client relationship principles, highlighted in the school of C. Rogers
[Rogers, 1961]. If we consider the peculiarities of their manifestation in
different areas — the dimensions of business advisory relations, we can
formulate a number of business consulting meta-technologies. The basic
(ethical) principles of psychological counseling were related to C. Rog-
ers and his students with the main characteristics of everyday interactions
(relationships) [Rogers, 1961]. Daily business relationships — their most
common patterns — were viewed by researchers as disharmonious, de-
sacralized (anomic) and disruptive and hindering the development of a
person’s relationship, organization with itself and the world. This is an il-
lusory relationship, highlighting the external “ostentatious”, “seeming”,
distorted reality, and not internal. Differences between relationships and
interactions is everyday life and in counseling are reflected in Table 1.

Consider now the “relational” dimension or intention of business
consulting (Table 2). It is important to note that self-help and mutual
assistance, voluntary, disinterested, including non-professional, service
to others is an important resource for overcoming crises of business, or-
ganization, and person. “Deeds of love” allow you to experience your
own importance and necessity, competence and wisdom, surprise and
vital interest, a sense of belonging and independence.

Thus, helping relationships are not as asymmetrical as it is common-
ly believed: all its participants are developing, although in different ways
and in different ways. This is the brief essence of business consulting.
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Table 1. Relationships and interactions
in everyday life and counseling

Relationships and interactions
in everyday life (pathogenic)

Relationships and interactions
in counseling

Conditional acceptance as rejection,
hate or alienation, intolerance,
intolerance, the other and I act

as a means of achieving the goal,
disrespect, personal contact as a contact
of social masks and roles (“Image”)

Evaluative understanding, non-
reflective, unconscious, barriers

and blockades of understanding —
unaware understanding of what

is happening, hypothetical
understanding, connection

of understanding with the causes

and underlying ideas and experiences
underlying experience (experience
reproduction)

Insincerity, deceit, inconsistency
with oneself and the world,
permanent conflict, self-efficacy

and social inefficiency, incongruence
and inauthenticity

Concreteness as depersonalization

and lack of orientation, communication
with phantoms of one’s own experience,
irrelevance as fatality, discontinuity

and fragmentation of interaction,
depersonification as alienation

and personal non-representation

Unconditional acceptance,

love and tolerance (tolerance),

I and the other — act as goals,
respect, the vision of God in oneself,
friend and world, transpersonal
contact as a contact of inner entities
(“Essence”) — soul — people

Non-judgmental understanding,
empathy, the gift of sympathy

and reflection, awareness overcoming
and studying blockades and barriers

of understanding, emergence of
understanding, finitism of understanding
(connection with results, including

goals of understanding) (accumulation
of experience)

Sincerity, honesty, integrity, conformity
to oneself and to the world, the ability
and desire to resolve conflicts,
self-efficacy and social efficiency,
congruence and authenticity

Concreteness as personalization —
turning to a specific interlocutor,

the subject matter of the discussion, its
non-factor, continuity and integrity,
personification as personal
representation, involvement in dialogue
with the interlocutor

The next intention is transformative (Table 3). Transformative intention
characterizes the peculiarities of the relations of power, acceptance and
influence on the world and from the world. For business in the mod-
ern world, this is one of the most problematic intentions of interaction:
humanity has practically no established “culture of violence”, like the
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Table 2. Love (“relational intention”)

Relationships and interactions
in everyday life (pathogenic)

Relationships and interactions
in counseling (developing)

Inadequate functioning and refusal
of self-realization, egocentrism
and envy, existential emptiness.

Lack of implementation, lack of internal
and external borders, the accumulation
and correction of errors, “blind

spots”, “sins” and other personal

and interpersonal problems

Betrayal, excessive trust or distrust,
lack of verification and change —
unwillingness to change and correct,
indulging the sins of others,

desires (individual and collective),
conspiracies, etc., dependence of life
on the surrounding social world.

Hierarchy and rivalry, relationships

as overcoming obstacles and creating
obstacles for oneself and each other
(passive and active aggression — anger,
frustration and revenge, a desire to win
at any cost, even after losing), retaining
anger and impossibility of concentration

Helping “poor”, downgrading
“upstarts”, compensation, preferences
and other means of “equalizing
rights”, “democracy”, “legitimacy”

and “justice”, dividing people into “big”
and “small”, Iona or Icarus complexes,
complexes inferiority and bloated
self-importance, codependency,
value-destroying relationships —
desacralization and corruption, fictions
and anti-fictions of relationships,
principle of desires

Self-realization, full functioning,
freedom from envy and egocentrism,
other personal problems like
realization, existential fulfillment,
service as a realization of destiny, unity
of personal and social interest and
interest of the soul

Confidence, verifiable and verifiable,
readiness to correct and change, refusal
to indulge in the sins and mistakes

of others, “sympathize” with those who
destroy themselves and others, refusal
from collusion

“Second democracy” as a change
of the world through itself and low law
as a change from the bottom up

Confrontation and cooperation,

and cooperation as an aid

in the implementation of others

(joint development), mutual gain,
absence of anger, releasing anger,
tension without aggression, productive
aggressiveness as a concentrated effort

True relationships (non-positive),
resacralization, self-worth and value

of others, the ability to distinguish
between the “worm” and “God”

in oneself and others, facilitation,
activation, mediation and mediation,
changes in attitude (values), relations
are necessary, meaningful, developing,
supporting values, purity of relations,
fasting, moral culture, ignoring fictitious
differences and attention to the essential,
reality principle
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Table 3. Power (“transformative intention”)

Relationships and interactions
in everyday life (pathogenic)

Relationships and interactions
in counseling

Incompetent use of incentives

and punishments, the use of power
“for the sake of power itself”

or the fear of power and the avoidance
of punishment and rewards, the desire
to “keep the pendulum” of events

and properties, highlighting only

one part of reality and ignoring

the other, avoiding thoughts about
the consequences and causes,
dedication by desires, “administrative
delight” as enjoying power, “field
behavior”, reeling between the positions
of the master and the slave

Coercion and fear of power,

forced helplessness or delirium

of omnipotence, asymmetry

and manipulation, non-confirmation
and refusal to confirm others, active
and passive aggression like bullying /
stalking and gas gliding, enjoying
and alleviating your fears — life

and death from the sufferings of others,
unwillingness to ask for forgiveness
from yourself and peace

Ownership and possessiveness, fear

of scarcity, division into victims

and conquerors. slaves and masters,
pariahs and stars, relationship relations,
everyday betrayal as accusations of use,
deception, etc., the breaking of others’
secrets, gossip — persecution, excessive
affection, jealousy and co-dependence
and exploitation, fear and attempts of
invasion and fear — attempts

Competence in the use of punishments
and rewards, the use of confrontation
(“do not care about the client’s soup™)
in the form of paradoxical and silent
frustration-support, strengthening

and extinction (taking into account
and using the integrity of life

and its “pendulum” and reflexive
transformation mechanisms), use

of synergistic and finitist phenomena
(paralleling and hysteresis, mutual
amplification, self-unfolding of events)

Constructive — goal-oriented and
value-given (protecting) aggression,
awareness of life and recognition

of aggression, readiness to ask
forgiveness from oneself and the world,
awareness of the fears of life and death,
as well as choice, forced spontaneity
and confirmation of the awareness

of power by the client, confirmation

as self-assertion and approval

of the world — maintaining the merits
of others and yourself

Professional relationships and mutual
disclosure, respect for someone else’s
space and time, concealing client’s
secrets and protecting one’s own
secrets, lacking fear of scarcity (“love
and time are opposites”, etc.), rejecting
accusations against others and myself,
from betrayals and the preservation
of the love and support of the other
regardless of the circumstances

and the “benefit”;
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The end of Table 3

Relationships and interactions Relationships and interactions
in everyday life (pathogenic) in counseling

of intrusive presence (persecution), lack Translation of responsibility, freedom
of self-worth as responsibility, covering of “sins”
and voluntary sacrifices as means

of “getting out of the circle of revenge”
(ignoring or accepting “stopping”),
absence of conviction and covering

of sins, clearing them from acceptance
and asking of the past (“I washed away
I am your sin ”)

Wines and revenge, appropriation

of power and responsibility,

its usurpation or denial of responsibility,
“legal discussions” about the sins

and mistakes of others, pride

and the asymmetry of responsibility,
blaming others and myself,
condemnation and self-condemnation A culture of violence and a culture
as destruction and self-destruction of freedom, the ability to omit

The absence of a culture of violence and the ability to be free

and a culture of freedom,
deformation of the relations of power
and the inability to let go of control
over oneself and the world

“culture of freedom”. Influencing the world, business often doesn’t
count with anything but its own benefits. Business consultants of vari-
ous ranks in pursuit of haste also often cease to reckon with something
other than their own interests. The desire for power to change the world
and change, for comfort and unhindered multiplication of resources and
development spheres, is paramount, counseling is modified and loses its
psychological content, desacralized and primitive. An example is numer-
ous studies, “monitoring”, courses, “coaching”, focus groups, trainings
that imitate serious work and offer calming and “anesthetizing” ersatz
changes to campaigns and their members.

The next intention is dialogic or understanding (Table 4). In the
framework of this intention, meta-technologies are being implemented,
answering the question of how it is possible (development) to under-
stand oneself and the world, what are the ways of this understanding and
mutual understanding. Similarly, A. Langle, C. Durkheim notes that
development and healing are possible only when the subject learns to
understand himself and his failures “as blockages of self-realization, in
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Table 4. Competence ("understanding intention”)

Relationships and interactions
in everyday life (pathogenic)

Relationships and interactions
in counseling (developing)

Dreams of ignorance, illusion

of omniscience and narcissism,
illusions of justice, etc., imitation

of ignorance, defocusing and stereotypy
(“heuristic” and moral anomy)
reduction of information, closeness

of openness to education and training
in relation to oneself and others,
narrowing the limits of competence
“disintegration”, burnout

and professional deformations, fear

of understanding as loss of support,
“poking the nose in their affairs”,
forcing self-disclosure, striving

to “catch” a client and remain
inaccessible to oneself, fear

of destruction of one’s own experience

Refusal of innovations or pseudo-
innovations

Sacrifice and creation of a scapegoat,
collective reprisal of a scapegoat
(“identified patient”) in order

to feel the sense of power and “pay”
for one’s own sins, unconsciousness
and its imitation for impunity,
triumph of ignorance and hatred

for “too clever” and others different
from the “gray mass”, non-
acceptance or complete dependence
on the opinions of others, the desire
for immediate understanding,
interrogation and disintegrating
analytics (“interpretation

from the ceiling”), fragmentary
understanding

Openness to education and training

in relation to oneself and others, insight
and “scientific ignorance”, openness,
focus, value or spiritual knowledge
(“spiritualized mind”), including insight,
awareness and expansion of competence,
acceptance of new knowledge with love
without fear of losing forever vital pillars,
“request for access to information”

and “waiting for self-disclosure”,
“mutual disclosure”, initiative

for self-disclosure and accessibility

of the consultant, value and confidence
in their own experience

Openness to innovations, essential
changes (development)

The skill of non-doing, inaction,
silence — silence, trusting the client

as an expert and following him,
meta-understanding, stopping

the cycle of violence with an effort

to understand what is happening
(“effort to understand”), responsibility
for understanding, rejecting
unconsciousness in favor of vegetation,
wisdom, clarity within and outside

of a person, development

without rhinestone and constant
consideration for the fears of others,
“taking into account” the opinions

of others, the absence of coercion

and commitment of understanding,
slowness, integrating impressions,
their return to the client, systematic
comprehension
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Relationships and interactions
in everyday life (pathogenic)

The end of Table 4

Relationships and interactions
in counseling (developing)

Ecstatic distance and ethical
impassability, life of desires and norms
are the basis for understanding

life — past and future, waiting

for a miracle, searching for magical
means, abandoning one’s own

efforts to understand, not being

ready to understand and avoiding
understanding, fear of uncertainty

and frustration from uncertainty,
narrowing the context of foreign
understanding, obsessive
indoctrination and flight into health,
experiments of the consultant

over the client and the world, alienated
knowledge and skills

Inability to speak directly and sincerely,
inability to speak politely and observe
ethical norms of dialogue,
demonstration of “spirituality”,
“freedom from prejudice,” etc., stalking
as an attempt to control someone

else’s “image”, psychopathization

and sociopatization

Aesthetic distance, tolerance

for uncertainty, joint creative search

and routine work of reflection

and awareness, aesthetic appearance,
determine the understanding of the value
and needs of the present, broadening

the context of comprehension, refusal

of indoctrination and work in the field
of concepts and ideas of the client

or paradoxical indoctrination

as initiation of the recheck of doctrines
client by the client, the client’s

and consultant’s experimental knowledge
is hidden knowledge that is relevant

in the dialogue

The ability to speak directly and

call a spade a spade, honesty,
politeness and tact, — adherence

to the ethics of dialogue, help

in finding comprehension, increment
of information, dialogue, the ability
to recognize mistakes and “defeats”
in dialogues with psychopaths and other
amateur “phantoms” (“Sit quietly

on the threshold of your home,

and sooner or later the corpse of your
enemy will be carried by”).

which his own transcendental Essence should manifest”. While a person,
a group, an organization is looking for ways of self-realization only in
self-affirmation in the outside world, the experience of unity with other
people and groups, cooperation, unity with being remains only a prereq-
uisite and condition for the Essence of all things, reality, being-in-world.
Uniting with the world and achieving understanding of how transpar-
ency is the beginning of integration with being [ Durkheim, 1992].
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Table 5. Life orientations

Relationships and interactions
in everyday life (pathogenic)

Relationships and interactions
in counseling (developing)

Dissatisfaction with life, life negation,
limitation, lack, a lack of reverence
for life and ingratitude, the prevalence
of competitive-consumer, modifying
relations of interaction strategies,
aggressive dictatorial or depressive
and asthenic forms of reaction

to the world, lack of confidence

is fussing

Organizational, professional

and personal deformations, corruption,
deprofessionalization, transgression,
psychosomatic and mental disorders,
burnout and disharmony of world
outlook and life activity

Misfortune, intermittent and broken
identity, uselessness and rejection,
insignificance,

“Hunger games” — social cannibalism,
self-centeredness and marginalization,
“Patchwork” of consciousness

and values (faith)

Alienation from the world, weakness
and dependence, the desire

to dictate to the world, the primacy

of legal arbitrariness, the separation
and asymmetry of the professional
and non-professional world, the world
of “our own” and “others”, etc.

Pleasure to live, life affirmation,
excess, gratitude, reverence

for life and the universe, its parts,

the prevalence of cooperating

relations, social service relations,
commercialization does not turn

into commodification, equal

friendly and optimistic-quiet forms

of responding to the world, confidence,
no fuss

Development, overcoming difficulties,
resistance to corruption, growth

of professionalism, transcendence,
internal peace and confidence

in the harmony of the world,

the harmony of life

Happiness, harmony, integrity

and continuity of life and being,
participation as participatory, social
service and mutual assistance,
experience and awareness —

the experience of necessity, value
and love

Unity with the world, dialogue

with the “world soul”, nature

and society, family, family, others, self,
the primacy of the ethical foundations
of life, harmony and interconnection
of professional and non-professional
world
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Summary

Traditionally, there are three leading dimensions of business advi-
sory relationships: power, competence, love. Each of these dimensions is
associated with one or another intention of business advisory relations:
transformative, dialogical and relational. Within each of these inten-
tions, the basic principles of business consulting manifest themselves,
as has been shown, as certain meta-technologies or groups of meta-
technologies. In addition, these principles can be considered in rela-
tion to the life activity of a business consultant and the client as a whole,
as “life metathechnologies” (Table 5). Thus, the previously identified
meta-technologies are possible in the general system of specialist’s life
orientations.
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Coaching as a technology of conflict
resolution in the organization

R.V. Ivanov, O.V. Mavrin

Currently, coaching is one of the most developing areas of activity
due to its innovativeness and prospects. However, despite numerous
studies in this field, its scientific affiliation has not yet been fully deter-
mined, that is, what scientific field is more relevant for coaching [Timo-
thy, 2000]. Coaching is most often used and researched within the con-
text of an organization, what creates an illusion of its greater importance
for management, however, there are other types of coaching, for exam-
ple, life coaching, which indicates its great importance for psychological
science. Nevertheless, regardless of their scientific affiliation, coaching
has repeatedly proved its effectiveness in various scientific fields, what
indicates the relevance of its research, and the repeatedly proven success
of its application in the organization determines the choice of the topic
of this study. To date, huge results have been achieved in the field of
coaching: there have been described its essence, types, main directions
of implementation; coaching is well studied as a technology of devel-
oping personnel training, as a method of training management person-
nel, etc. [Parsloe, 1992; Downey, 2003]. For example, J. Whitmore sees
coaching in Russia as a new approach to management in the organiza-
tion as a whole [Whitmore, 2005]. S.A. Bardakov positions coaching as
the most effective and modern tool for professional and personal devel-
opment, that increases efficiency and activates potential within an indi-
vidual [Bardakov, 2012].

Within the framework of this study, we tried to draw attention to the
following problem: at most Russian enterprises, coaching is used as a
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universal method for increasing the success and effectiveness of their
employees. We believe that coaching is effective in all spheres of person-
nel management in an organization, and especially in the field of con-
flict resolution.

Materials and methods

The following methods were used in the study:

1. General methods — analysis and synthesis, comparison of
sources from special literature devoted to the study of coaching
as a way of resolving conflicts in an organization;

2. Special-scientific methods — the situational analysis method,
and game methods.

This study refers to the primary research type, that is, during its con-

duct the authors independently collected and interpreted the data.

Methodological approaches to the study of coaching were the fol-

lowing:

1. Innovative coaching, or the development of system thinking in
the course of analysis of conflicts in an organization;

2. Dialectical analysis, or the recognition and resolution of con-
tradictions, the overcoming of delusions, the integration of an
individual’s personality, which sometimes is torn apart by the
so-called “dual nature” of man: natural and social, natural and
artificial, that is, attempts to understand, accept and work out
the true determinants of conflicts in the organization under con-
sideration.

Results and their discussion

To conduct an analysis of the conflict management system in the
interaction between the staff of the “Grand Hotel Kazan” and the cli-
ents, it is necessary to identify the reasons for their occurrence. These
include: failure to perform or improper performance of hotel services;
untimely informing guests about changes in terms of service; inadequate
or inaccurate information about the hotel product; drafting and signing
of a contract infringing on the rights of a consumer.

Thus, it is more expedient to carry out the necessary analysis relying
on the identified reasons. An interrogation of the Grand Hotel Kazan
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clients was conducted for the analysis of the system on management of
conflicts in interaction between the hotel staff and clients [Antsupov,
2005]. The following results were obtained in the course of the inter-
rogation. The number of clients satisfied with the service at the Grand
Hotel Kazan was 74%, what can be considered a very serious indicator,
that is, clients are satisfied with the level of service. At the same time, the
number of respondents who were indifferent to the quality of service was
19%. In turn, there were found 7% of those clients who had been unsat-
isfied with the service of Grand Hotel Kazan. This category of clients
is the most dangerous in terms of organizing conflicts when interact-
ing with hotel staff. Here, the most significant is highlighting of negative
service sides by them, as they will indicate the most frequent causes of
conflicts with the hotel staff.

Analyzing the obtained results, it can be specified that the greatest
dissatisfaction of clients (65%) is caused by the tedious design of rooms
in the Grand Hotel Kazan.

The dullness of the decor elements, which is identified as a short-
coming by 13% of the subjects, was due to the designers’ orientation to
unobtrusiveness of design, minimalism and functionality, that is, orien-
tation in the design to representatives of the business environment. In
addition, the abundance of decorative elements in the rooms can cause a
backlash, and also cause clients’ dissatisfaction and subsequent conflict
in the interaction between hotel staff and clients.

Concerning the 10% of the respondents dissatisfied which were
identified as a shortcoming, the reason for the conflict with them is clear
and frequent cleaning of the rooms, which is also a controversial issue.
According to the internal regulations of the “Grand Hotel Kazan”, room
cleaning process should be virtually imperceptible by its nature to clients
and the use of specialized tools for cleaning can significantly reduce the
time spent on it.

Next, the managing directors of the Grand Hotel Kazan (5 people)
were interrogated. Analysis of results of that interrogation showed that
the most frequent causes of conflicts in the interaction between the
Grand Hotel Kazan staff and their clients are biased claims of clients
(80% of respondents) and lack of service due to staff errors (20%).

After reviewing the results of the interview with the hotel staff, an
analysis was made of the identified reasons for conflict situations, de-
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pending on the stage and service of the hotel, with which clients interact
[Leonard, 1998].

We believe that it is necessary not to create a universal algorithm
for the behavior of hotel employees in a conflict situation for this orga-
nization, but to develop a system for disclosing their internal potential
for settling conflicts. In this regard, we propose, first of all, to hold a
conversation with each employee about which part of the hotel they feel
themselves, to find out from them whether they believe that their actions
affect the effectiveness of the activity of the entire organization; ask them
to mark their place on the sheet of paper with the organizational structure
of the hotel drawn up there and to display connections from themselves
to other units and clients. It is necessary to form a clear understanding at
the Grand Hotel Kazan employees of their place in the staff structure of
the organization and understand the importance of their actions for the
whole hotel [Koval, 2009].

After that, a general meeting of employees should be held. It must be
done at a convenient time for each of them, so that they would be relaxed
and calm. It is also necessary to ask them to identify the most problem-
atic areas in interaction with clients and the probable types of conflicts
associated with them. Next, it is necessary that every employee of the
hotel to identify their role in preventing each of the types of conflicts that
they had identified, and what they could do within their competence to
prevent a conflict; what did they do and what they missed; and how the
situation could develop if they followed the established job description
[Bazhanov, 2011; Gallwey, 1974; Simonova, 2011a; Simonova, 2011b].

‘We propose to hold the organizational dispositions, and it is neces-
sary to make these dispositions in two forms [Brod, 2005]. According to
the first variant, a disposition is held in the context of a specific situa-
tion, where a particular employee, a participant in the conflict, occupies
a place appropriate to them in a real situation and behaves identically to
the way they behaved in reality. As a result, there is a high chance that the
employees themselves will be able to detect errors in their behavior. This
will allow the employees to develop their potential for finding a compro-
mise in the conflict situation and differentiating their own emotions and
experiences from working moments [Gostev et al., 1996].

The next variant of the disposition is that at which the employee who
was a participant in the conflict in the actual situation occupies the posi-
tion of an outside observer who objectively assesses the behavior of each
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participant in the disposition, while other employees play through the
conflict situation that has happened to that employee, improvising with
expressions and behavior, but preserving essence of the conflict. This
will allow that employee to see the situation “from the outside” and as-
sess whether he/she fully used his/her knowledge, skills and know-how
to prevent the conflict that had occurred [Gallwey, 2000; Garipova,
2007]. Carrying out this variant of the disposition raises the attention of
the staff to trifles and the desire to keep the “cold mind” in the conflict,
and act rationally.

Since according to the questioning results for the clients of the
Grand Hotel Kazan, the tedious design of the hotel rooms was noticed as
a shortcoming by 65% of the respondents, therefore, this problem needs
to be thoroughly studied. To solve it, it is necessary: firstly, to monitor
the most frequently chosen numbers; secondly, to conduct their subdivi-
sion into several groups: the rooms to be decorated in a classical style —
calm noble tones, a combination of light pastel — cream, pale yellow,
slightly greenish — walls with warm brown tones of noble parquet wood
and furniture. Thirdly, make up a catalog with pictures of room design
and reflect it on the Grand Hotel Kazan website.

The latest measure proposed to improve the conflict management
system concerning the interaction between the Grand Hotel Kazan staff
and clients is the elimination of conflicts related to property damage. In
this area, it is necessary to toughen the checking of hotel room condi-
tion after clients leaving them and when they reside in the hotel for the
presence of damage to property. Upon that, the check should be carried
out by two persons — the shift manager and the maid who maintains the
room. If the staff is not enough to better check the numbers, it is neces-
sary to increase its number due to new employees.

The implementation of these improvement measures should not be
carried out in the form of prescriptions that are mandatory for imple-
mentation, but in the form of ideas of the employees themselves, pro-
posed and adopted at the general meeting. In other words, when dis-
cussing these issues, the coach should thus raise the issue and guide
the reasoning of the employees so that they can come to this decision
themselves, perhaps it will even be more perfect than the one suggested
above. We also hold the opinion that, besides all the above, the coaching
program for the employees of this organization should contain elements
of formation and development of corporate identity for employees. This
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is necessary in order to encourage the employees to perceive themselves
as part of the company so that when choosing a strategy of behavior in a
conflict situation they would be guided not only by preserving their own
honor and dignity, but also the prestige and reputation of the hotel in the
eyes of a client.

Also, when using coaching as a way of resolving conflicts at the
Grand Hotel Kazan, we propose to take into account the fact that both
hotel guests and employees in a conflict situation may use different types
of psychological defense, especially the use of substitution and projec-
tion. In order to minimize the negative consequences of their use, it is
necessary to conduct a special training session for employees. The the-
oretical part of the lessons includes acquaintance with the essence of
psychological defenses, the variants of their mechanisms and their dis-
tinctive features. As a practical part, the employees of the Grand Hotel
Kazan first learn the mechanisms of psychological defense used by the
characters of the plot and learn to work with those mechanisms, that
is, they offer different options for resolving the conflict situation, taking
into account the mechanism of psychological defense used by a guest.

Further, there must be a visualization, where the employees play a
certain conflict situation took place in their practice, and independently
conduct the analysis under the guidance of a coach. The participants in
the conflict, the reason, and the anticipated expectations of its outcome
on each side, the ways to resolve the conflict used by each of its partici-
pants, their psychological defense mechanisms, and strategies for behav-
ior in the conflict should be thus identified.

During this analysis, the coach uses leading questions for constant
sending employees from the Grand Hotel Kazan staff to search for the
most effective and less expensive ways to solve the conflict, for example:
“How do you assess the effectiveness of your actions in the conflict on
a scale of one to ten?", “What prevented you from working at 100%?",
“What difficulties did you have in the psychological or professional
character when choosing the mode of behavior in the conflict?", “What
guided you in choosing the strategy of behavior in the conflict?"

As a result of using coaching as a way to resolve conflicts in the
Grand Hotel Kazan, we predict a rapid reduction in the frequency of
their occurrence, not only in interaction with clients, but also in vertical
and horizontal interpersonal relations between employees of this orga-
nization.
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Conclusion

Summing up results of the research, we would like to emphasize that
coaching, as a method of resolving conflicts in an organization, is not a
one-time measure to improve the performance of its employees. Coach-
ing is a consciously implemented model of the organization manage-
ment that will allow not only to achieve mutual understanding between
the employees and clients of the hotel but will help to better reveal the
personal and professional potential of its employees, and this will not
be the result of following the prescribed rules, but the result of self-mo-
tivation and self-determination, focusing on professional and personal
self-improvement [Bardakov, 2012; Garipova, 2007].

Within the framework of the analytical part, the most frequent con-
flicts in the Grand Hotel Kazan organization were considered. The con-
ducted survey of the Grand Hotel Kazan clients and interrogation of its
managing staff showed that the service to guests at the Grand Hotel Ka-
zan is at a high level. The company’s management takes a wide range
of actions to prevent the emergence of conflict situations in interaction
with clients. However, there are several shortcomings that complicate the
management of conflicts, including the absence of a clear regulation of
the personnel in the event of a conflict with a client and a number of
preconditions for the emergence of conflicts, namely the uniform design
of the rooms in the “Grand Hotel Kazan”; sameness in the ornamental
furnishing of rooms; cleaning of rooms which is a bit obvious for clients;
12-hour time for settlements; damage to property.

The proposed coaching program for implementation of some rec-
ommendations in the analyzed organization assumes both a group and
an individual form of work. In addition, this program assumes both the
theoretical education of personnel in the field of the nature and types
of conflicts, the methods for their resolution, the mechanisms of psy-
chological defense and the specifics of their manifestation within the
conflict, but also practical training in the form of exercises. The Grand
Hotel Kazan employees learn to analyze the potential conflict situations
that have occurred with them in order not to determine the originator of
their occurrence, but to find the best way to solve them and the likeli-
hood of their prevention.
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Building trust vs manipulation
in business negotiations

T Yu. Bazarov, M.S. Karpov

We decided to start this article from surprisingly afar and touch upon
issues more native to the subject of Philosophy rather than works relat-
ing to Psychology of business negotiations. However, it is the complex
implementation of knowledge from various fields of scientific research
and empirical facts arising from real-life experience of business nego-
tiations that, from our point of view, should lay a foundation for a new
middle-range theory [Merton, 1968] describing negotiation process in
every aspect of its key interactions and demonstrating, at the same time,
high practical applicability.

And we start with a fairly obvious statement indicating that our world
is fractal: a small number of elementary particles and a few fundamental
laws governing their interaction create an infinitely complex universe.
Crowns of trees, riverbeds and coastlines are just a few examples of frac-
tal structure of complex systems where each successive level in the hi-
erarchy is, in fact, a scale replica of the previous one. But these are all
phenomena of the tangible world.

And what about fractality of conceptions? Take, for example, Py-
thagorean concept of Harmonies of the World: a few millennia later it
was embodied on a totally different dogmatic level in string theory that
claims to be a universal theory comprising quantum mechanics and the-
ory of relativity, which, in turn, draws its mathematical inspiration from
acoustics and mathematical equations discovered several centuries prior
to its appearance. Or take famous scientist Maxwell who, having discov-
ered the fundamental unity of electric and magnetic interaction forces,
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unified them with a new, the then new and totally artificial variable into
a single equation that described electromagnetic field and who by means
of these purely theoretical constructs discovered electromagnetic waves,
the existence of which was experimentally proved by Hertz almost twen-
ty-five years later. And the list could go on.

But what if we assume that fractality of our world extends to the Hu-
manities? What if fundamental scientifically grounded and time-hon-
oured principles of negotiation have already been known to science? The
only hitch is that such knowledge is scattered across a variety of mul-
tiple theoretical concepts and is now used to solve totally different issues.
Meanwhile, having transferred this knowledge to the world of negotia-
tions we can find a key to a deeper insight into this complex process.

What can modern science offer us in this regard? No doubt Psy-
chology and Neuroscience have made a major breakthrough in the last
half a century. Well, but what about implementation of mathematical
achievements for the purpose of optimal game strategy research or look-
ing for anything useful stemming from other scientific disciplines that
comprise thousands years of human experience in transactions conclu-
sion or, for example, in civil law that originated from a distant epoch of
ancient Rome where private law managed to survive through centuries
and various formations and is still studied by all lawyers on a mandatory
basis? What do these phenomena have in common and why do they,
despite being used to describe different manifestations of human activ-
ity, complement each other, while representing specific examples of the
fundamental laws of human civilization evolution and, perhaps, at the
same time turn out to be a key helping us to solve mystery of successful
negotiations and building long-term partnerships?

We are unlikely to be able to present a comprehensive answer to all
these questions in this article. However, we will definitely try to justify a
simple thesis: development of a trust-based partnership is a Pareto-op-
timal strategy for business negotiations enabling us to maximize benefits
of all the participants to such negotiations as compared to deployment of
manipulative strategies aimed at immediate profit gaining at the expense
of one of the negotiating parties.

Let us recall one of the cases from author’s personal experience.

The story took place in the early 2000s. The Russian economy was
still growing at a fantastic pace, and the M&A market was an evident
beneficiary of this growth as even prices for third-tier stocks could in-
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crease by tens and hundreds of percent annually. Participants of this
market demonstrated vital interest in new deals and kept on looking for
more opportunities to buy undervalued shares. Corporate wars turned
out to be the best supplier of such assets: these wars initiated by com-
panies infamous for corporate takeovers forced their victims to sell their
shares for alms due to the legal and financial risks borne in the event of
a loss in such a conflict.

And so, one day, several owners of an engineering institute which
was under a threat of a hostile take-over asked one of the managing part-
ners of a company known for making investments in distressed assets
for help. However, they were not businessmen, rather quite mature and
deeply honored scientists, infinitely far from the business world and see-
ing their Institute not only as a place of work and a source of income, but
the meaning of their lives for many decades. Meanwhile, there was only
one thing the raiders were interested in: the buildings occupied by the
Institute could easily be converted into offices. Needless to say, that in
those days scientific research was deemed to be totally unprofitable and
was nothing of interest for the raiders. Having realized this, the group of
scientists concluded that selling shares to these people would put an end
to their scientific research and de facto ruin the most important part of
their lives. And they would spare no efforts to protect their rights and val-
ues. However, they had no experience in standing their ground in such
a stressful environment: they were scared and disoriented by strident
rhetoric, manipulations and continuous psychological pressure exerted
by the raiders who threatened them with bankruptcy and prosecution or
who would send their people claiming that the game was up and the only
way to secure at least a tiny chance to continue scientific research at the
Institute was to sell the shares at rock-bottom prices.

The above-mentioned partner of the investment company, having
instructed his lawyers to carefully examine the situation, concluded that
at that moment the shareholders of the Institute were not really in dan-
ger. However, seeing the deteriorating financial performance of the In-
stitute, he realized that in a year and a half the situation would turn into
a critical one, and then as a result of bankruptcy, they would face a risk
of losing not only the Institute itself, but all their money.

And he faced a dilemma: 1) he could either tell the scientists the
truth thus calming them down and losing even a remote chance of taking
advantage of their plight and buying their assets massively discounted,
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or 2) he could resort to manipulative strategies and by doing so increase
their stress levels in an attempt to beat them to their knees hoping that
they will offer him to buy their shares because selling their shares to the
raiders would seem to be even a greater evil. But the latter option didn’t
stand much of a chance, because numerous months of the corporate wars
made scientists accustomed to the idea that all consultants and investors
they turned to did nothing but threw a scare into them for the sake of
getting evident material benefits. Therefore, if our protagonist had tilted
toward the second option, he would have been one of many, queueing in
the long line of those willing to fatten up on the scientists.

And he made a very unexpected decision for a very common situa-
tion of those days: he told the truth and reassured the scientists, saying
that their way of life was under a threat not because of the raiders, but
because of poor financial performance of their institute and that that was
something up to them to fix and offered them free assistance to be pro-
vided by his lawyers to resolve possible legal issues with the aggressors.
The scientists left elated. 30 days later, owing to the above-mentioned
legal assistance, the corporate war was over, and the scientists lost touch
with the protagonist.

One would think that the decision he made was devoid of sense from
the point of view of business logic for he missed a remote chance to get
quite a solid income. However, as it emerged later, he merely bartered an
opportunity of getting opportunistic earnings for such an invaluable asset
as trust. And the objective laws of human society evolution reimbursed
him for such behavior not only in terms of giving him a sense of moral
ascendancy, but also in terms of quite tangible material profits.

Ten months later, these scientists came back to him with an offer to
purchase institute’s shares on condition that he would make a commit-
ment to modernize scientific laboratories and allocate money for their
operation in the long term. As a result, an extremely profitable deal for
both sides was concluded. And having done so, our protagonist asked his
new partners about the events that had taken place in those ten months.

It turned out, that following the advice received, they really worked
hard to make business work, but after months of struggle in a foreign
field, they realized that they had much more propensity for solving sci-
entific issues. Their lame endeavours to save the sinking ship of their
business boosted their awareness level so that without any external in-
tervention it became obvious to them that they could no longer keep the
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situation under control and had to sacrifice most of their assets in order
to preserve the most important thing for them — the opportunity to pur-
sue their scientific research. And in that case they would need not only
a competent and resource-rich counterparty, rather a partner they could
trust. And the only person among their acquaintances meeting these cri-
teria was the protagonist of our short narrative.

But let us have a look at this case from another angle: can we say that
there are formal distinctions present in influence techniques implement-
ed to develop partnership and trust, and trivial manipulations aimed at
gaining immediate profits at the expense of one of the parties?

After all, the protagonist of the story told above was well aware that
such sincerity demonstrated to potential counterparties could contribute
to their affinity towards him, and the mutual exchange rule would trig-
ger a feeling that there was an unsettled debt as they paid nothing for the
services provided by the lawyers.

And here we get back to existence fractality which, from our point of
view, manifests itself in negotiation processes in deployment of similar
influence for totally different purposes.

All manipulative techniques are basically designed to exploit the
area of the unconscious in our brains so that the manipulator could con-
sciously benefit at the expense of the other party. There is one thing all
manipulators have in common: they fear conscious and critical attitude
applied to their actions. They aspire to keep their negotiating partner un-
der control through his spontaneous responses and therefore tend to take
aggressively any attempts aimed to rationalize their actions. They need to
be on the ball all the time.

Conversely, deployment of influence techniques aimed at trust de-
velopment implies absolute openness and awareness of the fact that such
techniques are being used and of the purpose of their use. Long-term
partnership cannot be maintained if there is no trust, and trust cannot be
maintained if there is no understanding regarding principles and values
of another person, and most importantly if there is no practical evidence
arising from partner’s behavior and proving that his values and principles
indeed reflect his inner guidelines, not only affecting but rather defining
his behavior especially in case of conflict concerning his personal self-
interests.

In fact, trust means letting your partner be on the ball by measuring
up to such principles. In this respect, awareness is a marvelous ally of
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trust enabling us to validate compliance of counterparty’s actions with
the declared principles. In that case, partnership is not reduced to al-
truistic response in terms of business relations. Our experience indicates
that business relations based on shared values put into practice and part-
ners’ awareness of their benefits arising from such cooperation are the
most stable ones.

But what if our speculation regarding primacy of trust over manip-
ulation in terms of negotiations is nothing but abstract moralizing and
these are those opportunistic manipulators who rule the day in real life?

And once again we turn to fractality of this world and Roman law,
which has survived through the millennia of human history and succes-
sions of various social formations, each relying on its own basic prin-
ciples of equality, good faith, free will, rationality and justice. Just like
fundamental laws of physics, deeply rooted into neural networks of our
brains, these abstract concepts predetermined evolutionary trend of
Homo Sapiens. And Roman law was the first to put them into writing
in the course of human history. And then natural selection came into
play, allowing societies and states adhering to these principles to win the
evolutionary race of supporters of other legal systems based on different
values and principles, ranging from antique laws of Ancient Egypt and
Mesopotamia to early-medieval laws of the barbarian states etc. It is due
to Roman law that all modern legal systems protect parties behaving in
good faith and punishing those abusing rights of their partners by means
of withholding or providing with misleading information or taking ad-
vantage of their plight.

Humanity has gained an undeniable competitive advantage over all
other animal species due to its intelligence and ability to develop com-
plex social structures aimed at long-term cooperation for the good of
collective benefit. In the course of natural selection all other types of be-
havior were eliminated for the reason of being less effective. Our empiri-
cal observations suggest that the more successful a businessman is, the
more concerned he is about his reputation and maintaining trust with his
social circle. In such an environment, implementation of manipulative
techniques among individuals with well-developed empathy and a high
awareness level will only result in waste of their social capital.

Now it’s high time we refferred to fractals again: back in 1937, Ron-
ald Coase in his article “the Nature of the Firm” [Coase, 1937] gave
an economic rationale explaining why people established partnerships,
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companies and other organizations but not just limited themselves to re-
peated conclusion of bilateral transactions with unknown contractors.
In fact, it is all about transaction expenses emerging from transactions
concluded with strangers who believe that apart from the actual price, we
incur informal expenses such as collecting and processing information,
negotiating and decision-making, keeping control and expenses arising
from legal protection of contract execution.

These costs can be reduced through establishment of various kinds of
partnerships. And once again the rational advantage of a trust-building
strategy over manipulative opportunism is obvious. This being said, I
recall our conversation with an extremely successful investor from Sili-
con Valley. When asked whether from his point of view startups would
often deceive investors, he answered: “Rarely would they do it if ever.
Cheating is extremely unprofitable — it’s a small world and information
spreads quickly, having done that they will be unlikely carry on business
like nothing is wrong."

And finally, our evidence would be incomplete if we did not bring
mathematics to our side as the most exact science, and never recalled the
iterated prisoner’s dilemma (IPD), first introduced by Robert Axelrod
in his book “The Evolution of Cooperation” [Axelrod, 1984] in 1984. In
this book, he describes a tournament, participants to which have to make
a choice between cooperation and betrayal over and over again, bear-
ing the previous results in mind. However, the participants to it are not
real people, rather computer strategies developed by scientists that had
been invited by Axelrod. These strategies are different from each other
in terms of algorithmic complexity, initial hostility, ability to forgive and
SO on.

Axelrod discovered that playing the game for a long time among
multiple players implementing various strategies, greedy strategies in
the long run would result in nothing good, whereas their more altruis-
tic counterparts did much better in terms of their own interest. This is
an illustrative example demonstrating a possible mechanism of evolu-
tion, where selfish behavior is turned into altruistic behavior through the
mechanisms of natural selection.

Moreover, the most fruitful strategies helped Axelrod identify the
crucial interaction principles within the framework of this dilemma
and such principles can now be implemented in the negotiation process
[Axelrod, 1984, p. 122]:
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1. Don’t be envious. People tend to resort to the standard of com-
parison that they have available — and this standard is often the
success of the other player relative to their own success. This
standard leads to envy. And envy leads to attempts to rectify any
advantage the other player has attained. In this form of prison-
er’a’s Dilemma, rectification of the other’s advantage can only
be done by defection. But defection leads to more defection and
to mutual punishment. So envy is self-destructive.

2. Don’t be the first to defect. The single best predictor of how well
a rule performed was whether or not it was nice, which is to say,
whether or not it would ever be the first to defect.

3. Reciprocate both cooperation and defection. The extraordinary
success of TIT FOR TAT leads to some simple but powerful ad-
vice: practice reciprocity. After co-operating on the first move,
TIT FOR TAT simply reciprocates whatever the other player did
on the previous move. This simple rule is amazingly robust. TIT
FOR TAT not only won the tournament itself, but did better than
any other rule in hypothetical future rounds.

4. Don’t be too clever. too much complexity can appear to be total
chaos. If you are using a strategy which appears random, then
you also appear unresponsive to the other player. If you are un-
responsive, then the other player has no incentive to co-operate
with you. So being so complex as to be incomprehensible is very
dangerous.

This means that mathematical analysis also proves that negotiation
strategies based on simple and transparent principles, aimed at trust and
partnership development in the long term prevail over their selfish and
opportunistic alternatives. Only under one condition though: altruists
should be able to give recompense for unfair behavior. This is what dis-
tinguishes successful partnership strategies from their enthusiastic alter-
natives, seeking universal harmony and enthusiastic acceptance of any
behavior of their interlocutor guided by the “win-win” logic. On the
contrary, we believe that aspiration to spur counterparty to adoption of
a partnership-based communication model encourages us to reinforce
his behavior aimed at cooperation, and punish him for destructive and
selfish actions, including punishing through the conscious use of ma-
nipulative techniques. And of course, we cannot but accept the fact that
in a particular transaction your partner’s benefit might exceed your own
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benefit for, as fractality of this world teaches us, this circumstance boosts
our chances of getting even more benefits next time.

But where is that fine line between a manipulator and a subtle nego-
tiator willing to build trust? It seems that, as we have already mentioned,
it is drawn in fundamental human values. A successful negotiator shall
have his own unshakeable principles, first of all, regarding integrity, Bo-
nae Fidei (lat.), proved on a regular basis by means of objective actions
and influence techniques synchronized with them and aimed at building
a long-term trust relationship.
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Generative games
in the aviation business

A. V. Zakharov

Leading international airlines make acceptable level of flight safe-
ty the main priority and constantly introduce innovative experience,
borrowing it sometimes from other industries. The international civil
aviation community (ICAQO, IATA) recommends to focus on the com-
petencies development in flight crew training.

One of the competencies development methods recommended by
the international aviation community is generative games [Zakharov
2017, p. 135]. As practice has shown, game-based training has a pos-
itive effect in several situations: during flight crew transition training
on the A-320/B-737 etc., specifically in the process of mastering the-
oretical knowledge before training on the simulator (FFS); as part of
human factor / CRM training and in joint pilot and flight crew train-
ing.

Generative Games for Safety

According to current international recommendations the system of
continuous flight crews training is aimed at maintaining 8 core compe-
tencies (Airbus uses 9):

Application of Procedures.

Communication.

Aircraft Flight Path Management, automation.
Aircraft Flight Path Management, manual control.
Leadership and Teamwork.
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Problem Solving and Decision Making.
Situation Awareness.

Workload Management.

Knowledge (Airbus).

Thus five competencies are related to non-technical (CRM Skills),
which are difficult to develop through automated training. Therefore,
we propose using generative games that form understanding through
the knowledge consolidation and interaction. An important element of
the crew generative scenario is the addition of their own experience and
its practical implementation that leads to consolidation of knowledge.
At the same time, group expertise is also developed, taking into ac-
count the individual characteristics of the participants. Different crews
will play different scenarios and this leads to absolutely different results
from the point of view of flight safety.

In the aviation business, generative games are used to increase pre-
paredness to handle extreme situations by accelerating the formation
and further maintenance of the PROFESSIONAL flight expertise,
which increases reliability. Being professional aviator is inextricably
linked with the spiritual principle. Pilot has to develop special per-
sonal qualities that will be crucial in the sky: humanity, responsibility,
conscientiousness, self-criticism... everything that breeds truth, good,
love, peace [Ponomarenko et al., 2017a, p. 5].

® The project “Using game techniques in the training of aviation

personnel” has showed that the use of generative games has a
good learning effect.

® The game “SAFA Inspection” was used during the special

ground (joint) training of pilots and flight attendants.

® The “Limitations” & the “Pilot Career” card games were used

during/before the conversion for Airbus 320 or Boeing-737.
® The game “Flight” was held as part of the Recurrent CRM
Training.

® A version of board game has currently developed — the “Com-
mander of the Aviation Squadron”, which will serve as an in-
troduction to the specifics of pilots career.

@ In the future, we plan that it will form the basis of a profession-
al game for flight crews.

© o N
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Ground & Simulator Training:
using Generative Games/Scenario

We identified the following stages for the use of generative games
during the flight crew ground and simulator training:

1) Transition from theoretical knowledge to the cognitive skills for-
mation in the course of the CBT training program before simu-
lator training (FFS).

2) Forming the PROFESSIONAL IMAGE during aviation career
while undergoing retraining or recurrent training.

3) Modeling of the actual situations that took place in the Airline
(for example, the inspection situation), in order to understand
the reasons for the ineffective interaction during the joint train-
ing (pilots and flight attendants).

4) Providing preparedness for non-standard and emergency situ-
ations during additional ground and simulator training in the
framework of corrective measures.

When conducting ground training participants sit around the table
playing board game. The facilitator conducts a short briefing, explaining
the main purpose and rules of the game. Before the game starts, the par-
ticipants choose from the proposed roles of the crew members, inspec-
tors and passengers, depending on the scenario. The facilitator distrib-
utes cards assigning roles (black card for negative attitude and red card
for positive attitude). The game begins with the first instruction given by
the facilitator.

During the game session pilots participate in the interaction process
and observe it at the same time.

Everyone plays his/her role and sees the consequences of his/her ac-
tions at the end of the game.

In the process of discussion participants see how interaction takes
place, when and for what reasons it becomes successful or unsuc-
cessful. A collective experience is formed through the observation,
which depends on the quantitative and qualitative composition of the
group.

During the game, the participants’ emotional state gradually chang-
es towards positive. Usually very skeptical at the beginning experienced
instructor-pilots are very pleased with results at the end of the game and
evaluate the game as a useful training method.
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The game generates a chain of situations that require decision-mak-
ing either by the Captain or the flight attendants. For example, the Cap-
tain may decide to land below the minimum altitude due to a passenger
having a heart attack on board or a scandalous situation in the cabin that
caused the flight attendants to tie the passenger to the seat. Thus, the
decision-making skill is also developed in the game reality.

Conducting joint exercises helps to see the generating interaction
when the Inspector appears on board the aircraft. Considering that both
pilots and flight attendants work in their areas of responsibility, the game
allows you to see errors made due to insufficient English knowledge and
the shortcomings of the interaction between the flight and cabin crew.

In general, we can confirm about the recommended competencies
development in the course of the game. The basis is the participants’
interaction in the game situation, taking into account their own scenario.
Setup cards (bad/good) usage can be associated with linking person’s
behavior with a pure/impure Spirit. On the one hand, everyone can play
bad card in order to understand if this attitude is comfortable (emotion-
ally acceptable) for them, and on the other hand- to realize how this be-
havior looks from the outside and develop its own strategy of interaction.

Simulator training also includes generative scenarios. The instructor
takes the situation to the plane of success by reinforcing the pilots “safe
behavior” skill.

During the simulator training session (Line Oriented Flight Train-
ing — LOFT), both the instructor and the trained crew work were ob-
served. The instructor “plays” for all the personnel with whom the crew
works: a technician, a dispatcher, a senior flight attendant, etc.

More than 30 simulator sessions were conducted and it was revealed
that the A-320 instructors use the approved scenario of simulator train-
ing and rigidly stick to it during the training.

The scenario is as follows: traditional flight from Tel-Aviv to St. Pe-
tersburg (TLV — LED). There is a storm front at the departure airport
that does not allow return and landing, so the crew after failure and in-
ability to continue the flight in the RVSM zone, has a choice to either
fly to the reserve airport (Larnaca) or return, provided the weather im-
proves. Landing is with weight excess, conducted manually. If the crew
decides to fly to the Russian border (Rostov), the instructor usually gives
a new instruction “the passenger is feeling sick” and the plane continues
to fly to the reserve airport.
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The instructors of the B-737, B-747 and B-777, operated by the Air-
line, are more creative in organizing flight simulation and provide pilots
with a route, including radio communication in Russian or English. For
example, the instructor offers the crew at the preflight briefing to choose
the flight route: Tel Aviv — Vnukovo (TLV — VKO) or Vnukovo — Min-
eralnye Vody (VKO — MRYV). The first option involves the radio com-
munication in English, the second — in Russian. In the example below
the crew chooses radio communication in Russian, i.e. second route.

After conducting simulator training according to LOFT scenarios,
the instructor’s staff evaluates the flight crew members for 8 competen-
cies (Table 1).

Summary

Taking into account the domestic experience and international prac-
tice of conducting ground and simulator training for the flight crew, the
existing flight training standards in the Airline, and also understanding
the importance of professional pilots development in the flight environ-
ment, we can draw the following conclusions:

1. Generative games are a method of forming understanding based
on the knowledge consolidation. They can be used by Instruc-
tors during both ground and simulator training.

2. The flight reliability increase through generative games is
achieved due to the preparedness of crew members to act in ex-
treme conditions and to accelerate the formation, as well as to
further maintenance of the PROFESSIONALS IMAGE in avi-
ation.

3. The participants emotional state changes during the game ses-
sions. The recommended competencies are being developed
based on the interaction according to participants own scenario.

4. Spiritual development, as the foundation for professional pi-
lot, occurs in the game situation with the help of setup cards,
through the behaviour understanding of a person with a pure /
impure spirit.

5. Scenario generation during flight simulation depends on the in-
structor’s professional level: a “strong” instructor spontaneously
generates a simulation training scenario, without being tied to
the template.
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6. The crew member’s professional development happens through
the Instructors understanding of pilot capabilities and consoli-
dation of the generated situation into the successfully acquired
skill.

7. Knowledge generation through game-based training used as In-
structor’s technique will help to form pilot’s “safe behavior” and
maintain an acceptable flight safety level of the Airline.
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JIOTUX pa3BuUTHUs U obpa3oBaHMsl KalyXXCKOro rocyiapcTBEHHOIO
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