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TEORIE A METODIKA PSYCHOLOGIE

YK 159.9

KOI'HUTUBHO-IICUXOJIOTUYECKHUE OCHOBBI ITPOLHECCA IIOHUMAHUA

A. M. Ka606op
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COGNITIVE-PSYCHOLOGICAL BASES OF THE UNDERSTANDING PROCESS

A. M. Jabbor

Doctoral applicant,
e-mail: alisher.jabbor@yandex.com,

International Islamic Academy of Uzbekistan,

Tashkent, Uzbekistan

Abstract. This article discusses the essence of the problem of understanding and research of foreign scientists on
the problem of understanding. The problem of understanding is also considered as an aspect of the components
that make up the basic mechanisms in the theory of the cognitive-psychological approach. The article analyzes
cognitive and psychological characteristics as an important factor in improving understanding.

Keywords: understanding; cognitive approach; psychological characteristics; personality; cognitive styles;

subject.

B nocnegHee BpemMs  KOTHUTHBHOE
HaIpaBJIEeHUE CTaJO CaMOCTOSITEIbHON Hayd-
HOM oOnacThio, U cepa wuccaegOoBaHUN B
3TON 00JacTu paciupsercss U yriayonsercs.
N3ydeHue 4enoBedecKoro si3bIka UMEET 0CO-
00oe 3HayeHHEe NpH HAOIIOJCHHWU 3a KOTHU-
THUBHBIMH CIIOCOOHOCTSIMH M HOMHUHATHBHEI-
MH OCOOCHHOCTAMHU Jojieil. B aTom ciyuae
MO>XHO Ha6J'IIO)IaTI> IMOHUMAHHUE U BOCIIPpHA-
TUE BHYTPEHHHUX 3aKOHOB S3bIKA YEJIOBEKOM,
B OCHOBHOM 4€pe3 TEKCT. B CBsI3U ¢ 3TUM MBI
paccMaTpuBaeM BOIPOCHI IOHMMAaHUSA U BOC-
MPUATUS TEKCTOB C MCUXOJIOTMYECKON TOYKH
3peHusl.

[IpoGnema B3aMMOCBSA3M MEXIY NOHUMA-
HUEM H IIO3HAHUEM 06cy>1<zLaeTc;1 C JaBHHUX
BpeMmeH. OHa He yTpaTujia CBOEH aKTyaJlbHO-
CTH JaXXC CCIrOoAHA U BO MHOI'IX OTHOLICHUAX
npotuBopeuuB. [loHnMaHue sSBIsSETCA OHUM
U3 OCHOBHBIX MCTOOAOB Haquoﬁ IIO3HaBa-
TEJIBbHON JEATENIBHOCTH B JIONOJHEHHE K
OTHCAaHUI0, OOBSICHEHUIO U WHTEPIPETAIIHH.
IlonuMaHne O3Ha4YaeT MOHUMAHWE 3HAYEHUs

KOHKPETHOTO SIBJIECHUS, €r0 MEeCTa B MHDE,

ero (yHKIMH B 1I€JIOM. DTO IMOMOTAET TOTY-

9uTh OO0Jiee TIIYOOKOE€ TMOHUMAaHWE CMBICIIA

ObITHs. CyIIecTBYIOT pa3inyHble Kiaccudu-

KAl BUJIOB, TUTIOB U YPOBHEH MOHUMAaHUS

B CcoBpeMeHHOM nureparype. Hampumep,

I'. U1. Py3aBuH BBIAEISET TP OCHOBHBIX THIIA

noHumanus [1]:

e T[IOHMMaHHWE, KOTOPO€ TPOUCXOJIUT B
mpoliecce OOIIEeHHsI Yepe3 SA3bIK B TUAJIO-
re. PesynpraT nmoHMMaHus WM HENOHU-
MaHHS 3aBUCUT OT BOCIPHUATHUS TEKCTa U
OT TOTO, KaKO€ 3HAYCHHUE 3arpy’KaroT CO-
OeceIHUKHU B CBOH CJIOBA;

e TIOHMMaHHE MepeBoja C OJHOTrO s3bIKa Ha
JIpyrou. 371ech OH MpEeIHa3HAYEH JJIsI BbI-
paXeHUs] U COXPAHEHHUsS 3HAUYEHMUs], BbI-
Pa’)XEHHOTO Ha JIPYIOM S3bIKE, C MCHOJIb-
30BaHUEM CJIOB POJIHOTO SI3BIKA;

® TIOHMMaHHUE TEKCTOB, NMPOU3BEIACHUN HC-
KYCCTBA U XY/I0KECTBEHHOU JTUTEPATYPHI,
a TakXke UHTepnperauus JIeUCTBUM U
JIBIOKEHUW JIIOJIEM B Pa3IMYHBIX CHUTYya-
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UsX. 37€Ch OJHOIO MHTYHUTHBHOIO IO-

HUMaHUSI CMBICJIAa HEIOCTaTOYHO. ITO

MEepBbIM ypOBEHb MOHMMaHUs. Btopoi

YpOBEHb MOHUMAaHUS TPeOyeT MpuBIeYe-

HUS JIPyTUX, B YaCTHOCTH, JIOTHUKO-

METOJOJIOTUYECKUX, AKCHUOJIOTMYECKUX,

KYJbTYPOJIOTHYECKHUX CPEJCTB U METOIOB

HCCIIEI0BAHMUS.

B mncuxonorudeckoM IMojaxojie MEpBHY-
HBIM OOBEKTOM SIBJISICTCS YEJIOBEK, a B BOC-
MPUITUHA TEKCTa, €ro MHIWBUIYaTbHOE TICH-
XHYECKOe COCTOSIHUE, OCOOEHHOCTH aHalu-
supytores 6onbire. T. A. JIpo3noBa u3ydaer
MMOHUMAaHHE TEKCTa Ha OCHOBE IMCHUXOJIOTHYE-
CKOTO OIbITa U oTpeAensieT ero yposau. Of-
HaKO OHa YKa3bIBa€T, YTO ATH YPOBHHU HE
BCEr/ia MPOUCXOIAT B Mpollecce MOHUMAaHMS,
TO €CTh, B TO BpeMs Kak 36 % HCHBITyeMbIX
HaOII0/1aK TOCTENEeHHBIN Mpollecc MOHUMa-
HUS, B OCTaJbHBIX CYOBEKTaX IMOHUMAHHE
MPOUCXOJMIIO B CMEIIAHHOM, XaOTHYECKOM
coctossHuH. HekoTopble M3 BBIIIETIEPEUHC-
JICHHBIX JTamoB OBLIM OMYIIEHBI, U TaKXKe
HaOII0JATNCh COKpallleHHbIe ciydan. M3me-
HEHUS B KOMMYHUKAaTUBHON (YHKIIUH BIUS-
10T Ha XOJ BOCIIPUSATUSA U MOHUMaHus. J[po3-
JI0Ba YTBEP>KJIAET, YTO XOJI IOHUMAHUSI 3aBU-
CUT OT WHAUBUIYAIBHO-TICUXOJIOTUYECKUX
0COOCHHOCTEH UCTIBITYeMBIX [2].

KorHuTuBHBIA MOAX0A K BOCHPHUATHIO
TEKCTa OMHUCHIBAET TEKCT KaK OpPraHU3aIMOH-
HYI0 4acTh auckypca. Korna uenoBek unraer
TEKCT, €0 3HAHUS, OTHOCSIIHECS K TIPEAMETY
ATOTO TEKCTa, CTAHOBSTCS 0OJiee aKTUBHBIMH,
¥ Ha ITOW OCHOBE CTAaHOBUTCS JIeTYe TOHH-
Matb TeKcT. lIperncraButenn KOTHUTHUBHOIO
HaIpaBJIE€HUs YyIEISIOT OOJbIle BHUMAHUS
CEMaHTUYECKON CTPYKTYype TeKcTa. XOTs KO-
THUTHUBHASI TEOPHUsS MHAMBUAA OJIU3Ka B3IJIS-
JaM  OPEACTABUTENEH  T'yMaHHUCTHYECKOU
LIKOJIBI, MO>KHO 3aMETHUTh, YTO B HEH ecTb
BAXKHbBIC PA3IUUHSL.

Amepukanckuii ncuxosior k. Kemnu
(1905-1967) ynomuHaeTcs Kak OCHOBATEJb
KOTHUTUBHOU Teopuu. [lo ero mHeHuro, ye-
JIOBEK TMOJYEPKUBAET, YTO OH XOYET 3HATh
TOJILKO OJIHO — YTO MPOU30LLIO U YTO MOXKET
CIIYYUTHCS B )KU3HU. OCHOBHBIM HCTOYHUKOM
JUYHOCTHOIO pa3BuTHA, Mo cioBam Kemiu,
SIBJISIETCSl coluaibHasi cpena. KorHuTuBHas
TEOpUs MOJUEPKUBAET BIUSHUE WHTEIICKTY-

aJbHBIX MPOIIECCOB Ha MOBEJCHUE YeIOBEKa.
C 9TOoil TOYKH 3pEHUsST KAKIAOTO CPAaBHUBAIOT
C YYEHBIM, KOTOPBIN MPOBEPSIET CBOM THUIIO-
TE3bI O MPUPOJE BEIEH, YTO TO3BOJISET EMY
MpeacKa3piBaTh Oyaymue coOwiThs. JIroOoe
COOBITHE MOXXHO WHTEPIIPETUPOBATH BCIIE-
nyt0. OCHOBHBIM TMOHSTHEM B 3TOM HampaB-
JICHWH SIBIIIETCSI TIOHATHE «KOHCTPYKT» (aHT.
“construct” — CTpOUTH, COCTaBIATh, CO3/1a-
BaTh). DTa KOHIICHIMSI OXBAThIBACT XapaKTe-
PUCTUKHU ONPEJEICHHBIX KOTHUTUBHBIX MPO-
[[ECCOB (BOCTIPUSITHE, TAMSTh, MEBIILICHUE,
peub). braromaps KOHCTpyKTam 4ejOBEK He
TOJILKO TTOHMMAET MHUP, HO U yCTaHABIMBACT
MEXJIMYHOCTHBIE OTHOIIeHHs. KOHCTPYKTHI,
JIeKaIue B OCHOBE ITUX OTHOIICHHMA, Ha3bI-
BalOTCS JIMYHOCTHBIMH KOHCTpyKTamu. KoH-
CTPYKT — 3TO OCOOBIA Kiaccudukarop, TO
ecTh IAabJOH KOTOPBIA ompenenser crnocod
BOCITPUSITUSL YEJIIOBEKOM ceOst 1 Ipyrux [3].

[IpHOpUTETHBIM 3JIEMEHTOM KOTHHUTHB-
HOTO TOJX0JIa SIBJISIFOTCS KOHCTPYKTHI JINY-
HocTu. OHHM, B CBOIO Ouepellb, UMEIOT JBa
YPOBHS:

1. bnok MpUOPUTETHBIX KOHCTPYKTOB —
3TO0 0K0JIO 50 OCHOBHBIX KOHCTPYKTOB, pac-
MOJIO’KEHHBIX HaJ KOHCTPYKTHOH CHCTEMOIA.
UemoBeK MHOTO UCTIONB3YET 3TH KOHCTPYKTHI
JUTSL B3aUMOJICHCTBUS ¢ APYTUMHU, TO €CTh OH
HAXOJWTCS B IIEHTPE CO3HAHUS.

2. bnox mnepudepuilHbIX KOHCTPYKTOB
COCTaBIISIET BCE OCTaJIbHbIE KOHCTPYKTHL. DTH
CTPYKTYpbl MOTYT BapbHpPOBAThCS OT He-
CKOJIBKMUX COTEH JI0 HECKOJIbKUX TBICAY, TO-
CKOJIBKY OHHU SIBJISIFOTCSI OTJICIBHBIMHU IIPO-
TyKTaMH.

UepThl JIMIHOCTH SBJITIOTCS PE3yIbTATOM
COBMECTHOM palOThl ATHX JBYX OJOYHBIX
KOHCTPYKTOB. CyILECTBYIOT JIB€ KaTeropuu
WHIWBHUIOB: KOTHUTUBHO CIIOKHBIN UYEIOBEK
(4emoBeK ¢ MHOXXECTBOM KOHCTPYKTOB) U
KOTHUTHUBHO TIPOCTOM YETOBEK (YENOBEK C
HEOOJIBIIUM ~ KOJUYECTBOM  KOHCTPYKTOB).
KOrHUTHBHO CIIOKHBIH YEIOBEK OTIMYACTCS
OT KOTHUTHBHO IPOCTOrO YeJIOBEKa CIENy-
IOIUMH Ka4eCTBAMU:

1) Tlcuxuueckoe 310pOBbE HAMHOIO JYYIIIC,
2) DdPeKTUBHO CHUMAET CTPECC;

3) CamoolieHKa JJOCTaTOYHO BBICOKA,

4) BpICTpO amanTHPyeTcss K HOBBIM CHUTYya-

musm [4].

~8~



KoruutuBHble CTHIM TaKKe WrparoT
BAXKHYIO pOJIb B TIOHUMAHUU TeKCTa. B cBs3u
¢ atuM B. M. AiutaxBep/i0B TOBOPUT O KO-
THUTHBHOM CTHJIC, TIOJTYEPKHUBAs, YTO B IO-
HUMaHUHM MUpPA €r0 MOJENIN UMEIOT CTPYKTY-
Py, KOTHUTHBHBIE CTWJIA UMEIOT WHIUBUIY-
albHbIE XapaKTEPUCTUKU U TPOTYyKTHUBHBIC
KOTHUTUBHEBIE criocoOoHoctu [5]. M. B. Pa-
Bud-Illep6o, ¢ aApyroil cTropoHsl, UHTEpIIpE-
TUPYET KOTHUTUBHBIE METOJIBI C TOYKH 3pe-
HUS JIMYHOCTHBIX KauecTB. B To ke Bpems oH
MOTYCPKUBACT, YTO KOTHUTHBHBIC METOIBI
3aBUCAT OT COIMAIBbHO-TICUXOJIOTUYECKUX
XapaKTEepUCTHK, a HE OT ICUXO(PU3NO0JIOTHYE-
CKMX acmnekToB [6]. MHorue THUIBl KOTHH-
TUBHBIX CTHJICH OBUTH M3YYCHBI B COBpEMEH-
HOM TCUXOJIOTMYECKON JIuTeparype. Mbl BU-
oM, uto M. A. Xomoanag u E. I1. Mabun ¢
HAyYHOW M TIPAKTUYECKOW TOUKH 3pEHUs
W3YYHIIU JIECSTh PA3IUYHBIX THUIIOB KOTHH-
THUBHBIX CTHIIEH. DTO:

1) mose3aBUCUMOCTS / TIOJIEHE3aBUCHMOCTbD;

2) y30CTh / IIMPHHA SKBUBATEHTHBIX TPAHMIL;

3) y3ocTh / mupuHa chepsl TOHATHIA,

4) PpUrHAHOCTH / THOKOCTH KOHTPOJISI TO3HAHUSI;

5) BBIHOCIIMBOCTH / HETEPIUMOCTh K Hepe-
aIbHOMY OTIBITY;

6) wHampassoIIre / 0030pHBIC KOHTPOJIH;

7) crioaxuBaHue / yCUITHBAHHKE;

8) uMITyJIbCUBHBIN / pe)IeKCUBHBII;

9) KoHKpeTHu3aIus / abCTPaKIKs OHSATHIA,

10) kOrTHUTHBHASI IPOCTOTA / CIIOKHOCTH [7].

B poccuiickoit ncuxonorun M. C. Ero-
poa, 1. H. Koznoga, B. A. Koara, E. T. Co-
koinoBa, A. B. ConoBbeB U Apyrue Hayanu
U3y4aTh KOTHUTHBHBIC CTUJIM, OCHOBAaHHBIC
Ha METOJOJIOTUYECKUX IOAXO0/Aax 3apyOex-
HBIX TE€OPHi, TOMUMO TEOPETUYECKOr0 H3Y-
YeHHs] KOTHUTUBHBIX CTUJICH OHM TaKxke 00-
paTHIM BHUMaHWE Ha UX MPAKTHYECKYIO 3Ha-
YUMOCTh. MHOECTBO MOJXOA0B U OmIpeje-
JICHW, CBSI3aHHBIX C W3YYCHHEM KOTHUTHB-
HBIX CTUJIEH, ToTpeboBao Oosiee riIy00KOro
u3ydeHus naaHHoro mnpeamera. JIx. Karan
u3y4dan (akTopbl, ONpeAesSIoue HHAUBU-
JyanbHbIC Pa3nuyusi B OBICTPOM BHEAPEHUH
npoluecca NPUHATUS PElIeHU B OTHOUICHUH
XapaKTePUCTHK MOTHBAIIMOHHOTO AaCIEeKTa
JMYHOCTH.

[Iporecc n3ydeHus: KOTHUTUBHBIX CTHIICH
B TelITanbT-cepe MOKHO YBHIETh B HCCIIe-

Teorie a metodika psychologie Y

nosanugax I'. Yurkuna 1970 roma. B cBoux
B3IJISiJaX HA TIOHMMAaHUE apTUKYISIIMOHHBIX
HaBbIKOB ['. YUTKMH npoaHanu3upoBall TUIIBI
KOTHUTUBHBIX CTWJIEH  «I0JIE3aBUCUMOCTH-
HOJIEHE3aBUCUMOCTI. B 2004 roay
H. A. lllyHta npeanoxui KIacCU(PHUKALUIO
KOTHUTHUBHBIX CTWJIEM, OCHOBAaHHYI0 Ha HC-
cnenoanmsix I. Yurkuna, P. TDapanepa,
A. B. Koarn, /. bpoBepmana, [[x. Karana u
Jix. Kemmu. B 2001 romy I'. A. bepynesa
YTBEPKZIA€T, UTO OCHOBHOE 3B€HO BAYKHEHIIINX
KOTHUTUBHBIX CTUJIEH CBS3aHO C JIOTUYECKOU U
MOCTIEIOBATEIbHONM MHTEJUIEKTYAJIbHOU  Jiesl-
TeNbHOCTHI0. COTJIaCHO WCCIENOBAHUIO ITPO-
BeneHHomy B 2004 romy, M. A. XonoaHas
YTBEPK/IAl0T, YTO KOTHUTHBHBIE CTHJIU 3aBU-
CAT OT MPUHIMIA pacrpeneneHus QYyHKIUA
BHYTPEHHUX U BHEIIHUX MOHSITHUH [8§].

B 3aknro4eHuu MOXKHO CKa3aTh, 4TO HH-
TeprpeTamusi nTpoOiemMbl MOHUMAHUS B TICH-
XOJIOTUYECKUX UCCIEAOBAHUAX, CBSI3aHHBIX C
KOTHUTUBHBIM TIOJIXOJIOM SIBJISIETCSl KIJTFOYE-
BBIM aCIEKTOM U CIYKUT AJis oOecreueHus
MOCJIEIOBATEILHOCTH U 00beMa HCCIe0Ba-
HUM B oOnactu ncuxojorud. B mupoBoit
TICUXOJIOTHH OBLIO MPOBEEHO MHOTO HCCIIe-
JIOBaHUM, CBSI3aHHBIX C TEOPETHUECKUMHU H
MPAKTUYECKUMH aCMeKTaMu TIOHUMAaHUs W
€ro ICUXOJIOTMYECKOM CTOPOHOM, U IO CEH
JIEHb ATa Hay4Hast paboTa He ToTepsiia CBOeH
akTyanpbHOCTH. VI TO3TOMY HM3y4eHHE B3au-
MOCBSI3U MEXIY ICUXOJOTHUYECKUMH OCO-
OCHHOCTSIMH JIMYHOCTH M CTETCHBIO TOHHU-
MaHusi UM HMHPOpPMAIUH, MOXKET OKa3aTh
OOJIBITYIO TIOMOIITH TICUXOJIOTY.
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Abstract. Conflict is a natural phenomenon for any organization. As a result of competition and the desire to
take a leading position in the market, each company in one way or another is faced with contradictions in the
team. Organizational culture, of course, plays a crucial role in the organization. Conflicts are directly related to
the organizational culture that has developed in the enterprise. The strength and outcome of the conflict will de-
pend on its type. An unfavorable organizational culture existing in the organization can cause a conflict, which,
in turn, will lead to big problems in the organization or even to its closure. The problem of organizational culture
and its role in conflict management in the company is paid, little attention is paid. Relationships within the team,
staff motivation for the productivity and existence of the enterprise itself depend on a properly formed organiza-

tional culture.
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Organizational culture is a set of norms,
rules, values, a unified model of behavior and
development strategy of a company, a man-
agement style that exists in the organization
and allows you to create a common working
atmosphere, with the help of which it creates
a sense of belonging to the work team at all
stages of the enterprise’s activity, therefore, a
sense of responsibility for work [5].

Organizational culture is primarily aimed
at achieving all the common goals of the or-
ganization. It can also be called a hierarchical
system, where the highest point is the basic
ideas, after which there are already ideals,
values and, finally, artifacts [4, 16]. Organi-
zational culture can be represented as a sin-
gle, complex living organism that changes,
develops. Each employee who has his own
personal values, needs, makes his personal
contribution to the functioning and develop-
ment of the company. Therefore, organiza-
tional culture can be called a dynamic sys-

tem. General norms, values, attitudes of the
organization allow it to achieve certain suc-
cesses in the market, as well as to endure cri-
sis situations [5, 15].

In accordance with the prevailing com-
mon values, attitudes, beliefs, norms and
rules, the organizational culture controls the
relationship, as well as the behavior of em-
ployees in the company [2, 8].

There are various classifications of or-
ganizational culture; we will focus on four
types of organizational culture:

1. The hierarchical (bureaucratic) type of
culture is the most mature culture, which is
characterized by bureaucratic rigor, which en-
sures stable production. Here, much attention
is paid to the strategy within the company and
a consistent course of action in stable condi-
tions. This type of culture is also characterized
by integration, clear distribution of responsi-
bilities for solving problems, procedures and
rules of control within the organization.
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2. The market type of culture focuses on
profitability, outcome and on reducing trans-
action costs. It is characterized by high dy-
namism, quite aggressive competitiveness
and customer focus. With this type of culture,
the organization seeks to achieve high results
and take a leading position in the market. As
a rule, leaders with a market type of culture
are very demanding of employees, confident
in themselves.

3. Clan type of culture, the main purpose
of which is team building and personality
development. It is characterized by cohesion,
a sense of “we”, individuality, as well as val-
ues and common goals.

4. The adhocratic type of organizational
culture, the purpose of which is to provide
flexibility and a creative approach to activi-
ties in such conditions where there is a feel-
ing of uncertainty or overload of information.
With this type of culture, employees take
risks, sacrifice themselves for the sake of
work, are ready for change, committed to in-
novation and experimentation. Also, this type
is characterized by dynamic, entrepreneurial
activity, as well as forecasting. The leader in
adhocratic culture is risk oriented [17].

Each of these types has its advantages. A
variant of a mixed type of culture in the or-
ganization is possible, which in reality can be
observed most often.

According to experts, the organizational
culture can influence the staff through the
conditions and organization of labor, the reg-
ulation of labor activity, type of manage-
ment, etc. [2]. Also, organizational culture
plays a decisive role in the development of
conflicts.

Conflict (from lat. Conflictus — colli-
sion) — a contradiction that arises between
people or groups in the process of interaction
[1]. Any conflict is associated with individu-
al-personality characteristics between com-
peting people (attitudes, attitudes, values,
interests, experience, etc.).

Conflicts are perceived by all participants
in the interaction as a negative phenomenon,
entailing negative emotions, stress, experi-
encing, disappointment, loss [14].

In the specialized literature, four types of
conflict situations in the organization are
identified:

1. Intrapersonal — a conflict within the em-
ployee’s personality, which may be asso-
ciated with contradictions in work (fail-
ure to accept the situation, requirements,
etc.).

2. Interpersonal — a conflict between em-
ployees, which can affect the atmosphere
of the whole team, is associated with con-
tradictions in views, with individual
characteristics, competition, etc. A con-
flict can be between a manager and a
subordinate, or simply between employ-
ees. This type is most often found in or-
ganizations.

3. The conflict between the individual and
the group occurs if the employee does not
accept the requirements of the existing
organizational culture.

4. Conflict between groups — a natural phe-
nomenon in the organization, the cause of
which is the difference in views, results
[11, 12].

In any company, organizational culture is a
decisive factor in the development of the or-
ganization and in competition in the market. It
depends on her the internal atmosphere of the
company. Consequently, a culture can be either
positive (positive) or negative (negative).

With a positive organizational culture,
various problems and productivity are suc-
cessfully resolved, and also stimulates the
effectiveness of the company. There is a de-
sire for employees to develop in the activities
of the organization [6].

Negative organizational culture impedes
the successful development of the company,
its signs are disintegration, instability of the
enterprise. Such a culture contributes to re-
sistance and obstruction to a successful deci-
sion-making process [6].

The main criteria for negative culture are:
1. Own stay of an employee as a temporary

or accidental phenomenon. In this case,

the activity is beneficial, but not valuable
in terms of self-development.

2. The client’s personal characteristics are
not taken into account; chaotic and un-
systematic work is observed.
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3. Customer misinformation about the hall-

mark of a competitive company.

Luring specialists.

5. Excessive informal relationships among
employees, or, conversely, excessive
formal interaction, lack of interpersonal
relationships. Both that and that ad-
vantage negatively influences functioning
of the organization.

6. Unavailability of the search for an effec-
tive solution to the task, performing sim-
ple tasks.

7. The existence in the team of feelings of
hostility, indifference, avoidance. Em-
ployees avoid being proactive.

8. The company has conservatism, which
impedes development.

9. There is a remoteness of management
from subordinates [6].

Negative organizational culture contrib-
utes to the development of conflict, which can
lead to unresolved problems in the company.

It is worth noting that the leader plays a
decisive role in the organization. If the com-
pany has a negative management style, then
this negatively affects the development of the
organizational culture, since the leader is a
bearer of the values that the organizational
norms introduce. Under such conditions, em-
ployees, as a rule, lack motivation for activi-
ty, there are frequent disagreements, organi-
zational stress, negative emotions (for exam-
ple, anger), as well as feelings of anxiety and
helplessness. Consequently, labor productivi-
ty, the desire for development are reduced,
discipline violations, frequent layoffs are ob-
served [6].

Thus, we can conclude that the organiza-
tional culture, of course, affects the function-
ing of the organization and is a decisive fac-
tor in the development of conflict situations.
The internal atmosphere in the team, the em-
phasis on the individual characteristics of the
employee, and in principle on the relations in
the team, an effective management style,
contribute to reducing the development of
conflict situations and their competent reso-
lution. Each leader of any organization
should take this into account in order to pre-
vent the development of a negative organiza-
tional culture.
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For a consultant in the field of human re-
sources, it is necessary to have effective
methods for selecting and evaluating person-
nel. Each of the applicants has certain char-
acteristics, for example, age, gender, phy-
sique and others. Psychological characteris-
tics are divided into two groups: personali-
ty— as a character and cognitive compo-
nent — the ability to perceive, process, pro-
vide information.

The cognitive component cannot be diag-
nosed separately from the personality factor.
It is found that with high intellectual abilities,
a person has low stress resistance, fast fa-
tigability and a stably low pace of work. In
the working process, the effectiveness of
such an employee will be low despite the fact
that the diagnosis of cognitive abilities will
show a high result in intelligence [17].

The indicator of the level of development
of intelligence occupies a large place in the
evaluation system of candidates for a posi-
tion in the organization.

The coefficient of intellectual develop-
ment was first used in the works of the Ger-
man psychologist William Stern in 1912 and
was defined as the ratio of chronological to
psychological age multiplied by 100. The
indicator turned out to be stable, independent
of the person’s age [5]. During the experi-
ments, it was found that a person who suc-

cessfully coped with one type of task often

also successfully performed others, some-

times clearly different from the first tasks.

Later, by Charles Spearman, the term "gen-

eral intelligence” was singled out. General

intelligence occupies the highest level of the
hierarchy, which also includes several levels
of specific factors, this model of cognitive
abilities is often used in the selection of per-

sonnel [15].

There are several definitions of “recruitment’:

1. The primary substance of the recruitment
process;

2. A set of measures carried out in stages
and applied in order to establish suitabil-
ity for the performance of certain tasks
and responsibilities;

3. "Recruitment” is the creation of a list of
highly qualified employees for subse-
quent selection;

4. The process during which the organiza-
tion selects from the list of applicants
those potential employees who are best
suited to the vacant jobs [20].

Thus, recruiting is the process of attracting
candidates for work within the organization.

The organization and method of staff se-
lection in the organization depends on the
type of corporate culture.

So for organizations with a predominant
bureaucratic type, it is better to rely on the
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selection of personnel for the vacancy, and
for a participatory type of culture in the or-
ganization, the selection of personnel taking
into account the individual characteristics of
the applicant will be more advantageous.

It is worth paying attention to the stage of
development at which the organization is lo-
cated. At the stage of intensive growth, when
the company needs creative, proactive em-
ployees, it is better to take advantage of the
selection of personnel oriented to applicants.
At the stage of stable functioning, when
business processes are debugged, and job de-
scriptions are prescribed — for a vacancy. In a
crisis situation or during a period of stagna-
tion — select personnel for superior quality
indicators.

In the recruitment procedure, we can dis-
tinguish the main blocks:

» Competence and assessment of job re-
quirements.

This is an analysis of regulatory docu-
ments and job descriptions. The basic quali-
ties and skills that a candidate should possess
are determined. Much attention is paid to the
goals and objectives of the company at this
stage of its existence. No less important role
is played by the features of the existing rela-
tions in the labor collective.

* Development of requirements for a can-
didate applying for a position.

At this stage, a set of requirements for the
applicant is being developed. The complex
includes not only psychological, but also pro-
fessional requirements, they are determined
on the basis of job descriptions and regulato-
ry documents, as well as the labor market,
working conditions, wages.

One of the options for the personnel se-
lection model was developed by Professor A.
P. Egorshin and includes 15 elements [16].

1. Personnel data is appearance, gender,
marital status, age.

Sources: official profile, curriculum vi-
tae, interview, document on education, pho-
tograph.

2. Worker experience: public, life, state.

Through interviews and questionnaires.

3. Professional knowledge in specific
disciplines.

As a result of business games.

4. Professional skills: a set of managerial
work that an employee can perform.

Job interview and business game.

5. Personal qualities: a set of business
qualities and shortcomings of the employee.

Determined by psychological testing or
survey.

6. Psychology of personality: tempera-
ment, motivation, personality type, intelli-
gence.

The method of observation and psycho-
logical testing of the employee.

7. Health.

Medical diagnostics.

8. Level of qualification.

It is determined by the acquired specialty
and advanced training (if any).

9. Service career.

Based on an assessment of the employ-
ee’s potential and his interest in career
growth.

10. Hobbies.

They are determined by the method of in-
terview and questionnaire.

11. Bad habits: addiction to alcohol,
smoking, etc.

By questionnaire and observation.

12. Labor organization: transport, prem-
ises, technical equipment.

Set according to the standards of the or-
ganization of the workplace.

13. Remuneration: remuneration, salary,
bonuses.

According to the staffing and average in-
come of people working in this region.

14. Social benefits: food, branded cloth-
ing, travel, etc.

By interviewing the employee and aver-
age payments from the social development
fund.

15. Social guarantees: pension, benefits
in case of dismissal, disability benefits, in-
surance.

Comepetition for the post is a special pro-
cedure. The selection of candidates for the
position has several stages of interviewing and
other procedures and methods. As a result, the
manager decides to hire a candidate [1].

The consultant can help with the devel-
opment of job details and the required person,
and can also specify how to advertise a job.
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This may include the most common and cost-
effective method — using word of mouth, but
may also include using public or private em-
ployment agencies, or advertising in the local
press or radio, as well as through well-known
sites. Organizations can also use the Internet
to recruit staff. This gives the advantage that
advertising is cheap. The disadvantage of such
methods is that they can attract a significant
number of responses that require careful veri-
fication and processing [8].

Recruitment specialist must take into ac-
count the requirements for the selection crite-
ria for candidates for the position: sufficien-
cy, adequacy of the criteria, reliability, va-
lidity, completeness [10].

Validity is the conformity of selection
criteria to the requirements of the position
and the content of the work itself. Incon-
sistency of criteria to requirements and con-
tent leads to errors in the selection of person-
nel. For example, if punctuality will be set as
the most important criterion for hiring a
managerial position, then it is likely that a
person will not be able to cope with complex
organizational work that requires developed
logical and strategic thinking.

Completeness is when the selection crite-
ria contain all the characteristics necessary
for the job. For example, a managerial posi-
tion, relying only on seniority, not taking into
account the ability to interact with staff,
means putting the risk of hiring a person who
does not know how to organize the work
process.

Reliability is the stability of results ob-
tained using this criterion [20].

The sufficiency of the criteria is deter-
mined by the fact that the number of criteria
should be clearly indicated, too many will
not allow you to choose a candidate who
would be suitable for all selection criteria.

Russian companies use such personnel
selection methods as:

1. Interview [3].

This method makes it possible to analyze
the behavior of the candidate, as well as, using
diagnostic topics, evaluate his competence.

There are several types of interviews:

* An unstructured interview is a type of
interview in which open-ended questions are

Trendy v socidlni psychologii Y

asked. The candidate’s desire to talk more
about himself is encouraged, the situation is
as informal as possible, there is no clear
structure for the interview. The interviewer
sets only the direction of the conversation,
topics that are most important for the organi-
zation. For example, about the prospects for a
new position, the reason for leaving the old
place of work, the desire to achieve results in
this organization. Much attention is paid to
the ability of the applicant to correctly and
clearly express their thoughts, express inter-
esting ideas. However, due to the lack of
structure of this method, it is more difficult to
compare the answers of candidates. It is in
this approach that the “stress interview” is
most often used, its task is to assess the be-
havior and reaction of the applicant to the
stress factor (for example, if the interviewer
pretends to be annoyed or did not hear what
was said several times).

* A structured interview is a series of pre-
prepared questions that are the same for all
candidates directly related to the position. In
most cases, questions are divided into three
blocks: questions that determine the willing-
ness of the applicant to adapt to the require-
ments of work and new working conditions
associated with knowledge in the field of
work, modeling work situations. Since can-
didates are asked the same questions, this
simplifies the processing of results and the
final decision on hiring. However, the lack of
flexibility of this method is its drawback.

2. Testing [14].

There is a popular method for selecting
staff. It allows you to assess the status of the
applicant at the moment. With the help of
testing, you can find out the features of atten-
tion, memory, speed of work, the ability to
quickly navigate, personality traits, a tenden-
cy to learn, leadership potential, etc.

It is conditionally possible to divide tests
into categories:

* Personal. They are aimed at identifying
the character traits and personal characteristics
of the respondent. These include the Kettell
multivariate personality questionnaire, the
MBTI test and the Myers-Briggs typology, as
well as tests for aggression, self-control abil-
ity, professional skills and qualities.
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* Intelligent. They are used to identify the
level of education and intelligence, tests for
memory and attention can also be included
here. An important indicator for hiring a
managerial position will be the result of the
level of analytical thinking, which is under-
stood as the ability to systematize and ana-
lyze large amounts of information. Also, im-
portant parameters will be knowledge of the
native and English languages, the ability to
communicate logically and consistently, have
sufficient vocabulary, and understand the op-
ponent’s statements.

* Interpersonal relationships. This in-
cludes tests for conflict, leadership style,
communication style with people, the ability
to compromise. Particular attention is paid to
the tests for conflict, as relationships in the
team affect the effectiveness and efficiency.

* Professional. Used to determine the pro-
fessional skills of the candidate.

Recently, automated tests have become
more popular, job seekers pass them on a
computer. Later, the computer processes the
test results and produces a qualitative and
quantitative result [9].

3. Profile (questionnaire) [7].

This method is used to collect and ana-
lyze the personal data of the applicant, such
as last name, first name, gender, age, qualifi-
cation, professional skills.

The questionnaire questions are formu-
lated neutrally and suggest any answer or
lack of answer. The content is approved by
the organization and varies depending on the
position, often, the higher the position, the
more complicated and more detailed the
questionnaire. It may contain data on the
number of days of work at the last place of
work, the number of passes, etc. [2].

4. Polygraph [3].

This is one of the most expensive meth-
ods for selecting personnel. It allows you to
establish whether the applicant gives true in-
formation about himself or is trying to distort
something. The device measures physiologi-
cal parameters, such as respiratory rate, car-
diovascular activity, etc. The questions asked
are clear, understandable to the applicant,
suggesting a definite answer and do not con-
tain emotional criteria (“dislike” — “like”).

5. Graphological method [6].

This is a controversial and less common
method of selecting personnel. It involves the
study of the relationship of the psychophys-
iological state of a person and fine motor
skills. With this method, it is believed that it
is the brain that directs both our conscious-
ness and the subconscious, he is also respon-
sible for motility. The brain determines our
ability to think, concentrate, perceive, also
energy, flexibility, sociability, accuracy, ped-
antry, initiative, stress resistance, etc. Thus,
the results of the analysis are a comprehen-
sive psychological portrait.

The attractiveness of the graphological
method lies in its low costs, but its ambiguity
and a high degree of risk should be taken into
account. This method can be used in the early
stages of selection, but due to the high prob-
ability of error, it does not have decisive sig-
nificance when hiring.

6. Assessment center [1].

This is a comprehensive evaluation tech-
nology. She does not have any one clearly
structured model, the system is dynamic and
not stereotyped, she has many options de-
pending on the specifics of the position or
company. During the assessment, the candi-
date performs tasks that simulate situations in
the workplace, thus demonstrating his per-
sonal and professional qualities.

7. Analysis of personal data.

In conjunction with the above selection
stages, it provides the following information:
does the level of education meet the selection
criteria for the position, is the candidate
ready for overtime work, is there any experi-
ence in this field, etc. [11].

Personnel selection methods can be ac-
tive and passive, and the sources of staff re-
cruitment can be external and internal.

Active methods of selection — they are
usually resorted to when the demand for la-
bor, especially skilled labor, exceeds its sup-
ply on the labor market. First of all, this is
establishing contacts with those who are of
interest to her as potential employees. It is
usually carried out directly in educational
institutions. Take over employees from com-
petitors, through state employment centers
and through private intermediary firms. It is
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comparatively cheaper to attract employees
through personal contacts of working per-
sonnel. Perhaps through presentations and
participation in job fairs, shaping your image.

Passive methods of personnel selection
are resorted to when the supply of labor in
the labor market exceeds demand. One of the
varieties of passive methods of attracting
staff is the placement of announcements of
vacant positions, requirements for candi-
dates, and conditions of remuneration.

The external selection tools that are most
often used include:

1. Announcement in the media.

2. Departure of the organization’s em-
ployees to educational institutions.

3. Advertisements.

4. State employment agencies.

5. Employment agencies.

The decision to hire a candidate is the most
important point, the result of the selection pro-
cess, it should be as objective as possible.

The following options for a conclusion
on hiring are possible:

e Absolutely suitable — these are the
people who most successfully cope with
work tasks. Conditionally suitable — perform-
ing their work they can make a mistake that
does not greatly affect efficiency. Definitely

unsuitable — Mistakes too much reduce
overall performance [13].
e Suitable, unsuitable, uncertain

forecast [4].

e The greatest benefits when enrolling
in the number of trainees. Recommended for
admission on a common basis. Recommend-
ed only for high results in competitive ex-
ams. Not recommended [19].

e Recommended. Conditionally
ommended. Not recommended [15].

Recruiting and evaluating staff in an or-
ganization can be a daunting task, but when
you use the right method, the results will pay
off. The key to effective staffing is how true
the selection will be.

A review of the current methods present-
ed in the article can help organizations im-
prove the quality of selection, and ultimately
increase organizational productivity while
retaining these new employees.

rec-
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B ycnoBusix nepexona K MHHOBallMOHHOM
MOJIeTIM PKOHOMHUKH CTpPaHbl 0COOYIO 3HAYM-
MOCTh HPUOOPETAET YEIIOBEUECKUH KamuTail
[3, 7]. KonkypeHTOCTIOCOOHOCTh COBPEMEH-
HBIX NPEJIPUATHN B 3HAUUTEIIBHON CTETNIEHU
OTpesIeIsAeTCS UX CIOCOOHOCTBIO T€HEPHUPO-
BaThb, BHEAPATH U HCIOIb30BaTh JOCTHKECHHUS
Hay4YyHO-TEXHUYECKOTO  Iporpecca,  OCy-
LIECTBIIATh TEXHOJOTUYECKHE U YIPaBIEHYE-
CKH€ MHHOBAIlUU, UCTOYHUKOM KOTOPBIX SIB-
JsieTCsl BOIUIOIICHHBIN B paOOTHUKAX TMpea-
npusATUsL 4enoBedeckuit karmmrtan [1]. Dop-
MHUPOBAaHHE M HAKOIUIEHHE YEJIOBEYECKOTO
KaruTana MPOUCXOAMT 3a CUET MHBECTHUIH,
K KOTOpPBIM OTHOCSTCS BEC BMJIbI 3aTpar B
JEHEe)KHOM WM MHOM (opme, HarpaBICHHbIE
Ha pa3BUTHUE JIOACH, COTPYAHUKOB OpraHH-
3aIliH, UX TATAHTOB M BO3MOXKHOCTEH [2, 5].

YenoBedyecknil KaruTajl — COBOKYITHOCTh
3HAHWM, YMEHHI, HABBIKOB, HUCITOJIb3YHOIIUX-
Csl IS yJIOBJIETBOPEHUS MHOTOOOpa3HBIX TO-

TpeOHOCTel yenoBeka M OOIIeCTBa B IIEJIOM.
Bnepsele TepmuH ucnosnb3oBan  Teomop
[lyne [6], a ero mocinenoBatens — [dpu
bekkep pa3Bui 3Ty Huzaew, oOOCHOBaB 3(-
(EeKTUBHOCTh BJIOKEHHH B UEJIOBEUECKUU
KanuTal U cPopMyIHpPOBaB IKOHOMUYECKUMA
MOAXO0J K YeJIOBEYECKOMY MOBEACHHUIO.

B xoxe Hamero mucciegoBaHusi MBI MpeI-
MTOJIOXKHUJIM, YTO YEIOBEUYCCKUH KaIrUTaa MO-
KET BBICTYNIUTh PECYpCOM YIIPABJICHUS CO-
BPEMEHHOW OpraHU3alliy MPH yCIOBUH aHa-
JIM3a yPOBHS PAa3BUTHSI YEJIIOBEUECKOTO Karu-
Taja mo cieayrImuM GakTopaM: COlUaTbHO-

nemMorpaduuecKui, COIMAJIbHO-
SKOHOMUYECKHH, COIHMaIbHO-MEHTAJILHBIMN,
WHCTUTYIIMOHAIBHBINA, MPOU3BOJICTBEHHBIN,

MHTETPALMOHHBIN, 3KOJIOrTMueckuil [4], uTo
MO3BOJISIET BBIJICTSATH TMPOOJIEMHBIC 30HBI
YIOPABICHUS] OpPraHU3alueldl Ha YpOBHE OT-
JENBHBIX COTPYAHUKOB U TPYIII.
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OMIMPUYECKOE HCCIEIOBAaHUE IPOXOIH-
10 Ha OO0 «M My, 310 (habpuka mebenu,
ocHoBaHHas B 2011 romy. Ona pabortaer B
r. MockBe ¥ UMEET HECKOJIbKO IIOYPYMOB B
r. Cankr-IlerepOypr. [Iponykuus npeanpus-
TUs peanusyercs uyepe3 MuTepHeT-marasus u
B HECKOJBKMX BBICTABOYHBIX 3ajaX B
r. Cankr-IlerepOypr.

@UHAHCOBOE COCTOSIHUE SIBIISIETCS CTa-
OWJIHHBIM.

B HayuHOl nuTepaType BBIIEIEHBI Cle-
JYIOIIIE TPYMIBI (PaKTOPOB, OT KOTOPHIX 3a-
BUCUT (HOPMUPOBAHHE YEJIOBEUECKOTO Karu-
Tajga: COIMaIbHO-IeMOorpaduueckuii, coIu-
aJIbHO-3KOHOMUYECKHH, COIIMAJIBHO-
MEHTaJIbHbINA, WHCTUTYUHOHAJIBbHBIN, MPOU3-
BOJCTBEHHBII, MHTETPAllMOHHBIA, 3KOJOTH-
yeckuil. MBI UCTIOIB30BAIM JaHHBIE (DaKTO-
pBI IIpU OpPraHU3aliy U IPOBEICHUM HUCCIIe-
JIOBaHUSI.

OO611ee KOIMYECTBO PecroHIeHTOB 50 co-
TpyanukoB npeanpustus OO0 «M My». beuio
MIPOBENIEHO AHKemuposanue Mo pe3yiabTaTaM
KOTOPOTO OBLIO BBISIBJICHO CIIEAYIOIIEE:

Ha npeanpusitun padotaer 33 My YUHBI
u 17 xeHuuH pa3HbIx Bo3pacTos ot 18 1o 50
ner.  Takum  oOpa3oM,  cOLHATIBHO-
Aemorpapuyeckuii ¢akrop OnaromnpusT-
HBI — HA TPENNPUSITUU MPEACTABICHBI BCE
BO3pacTa, 4To O0OECIEeYMBAET IPEEMCTBEH-
HOCTb Tepeayu MpoQecCHOHANIBHON KOMIIe-
TEHTHOCTH BHYTpH opranuzamuu. Y 30 %
COTPYIHUKOB €CTh JIeTH, | JeByIIKa IIaHU-
pyeT 0epeMEHHOCTb.

AHanu3 ctaka paboThl Ha JAaHHOM IIpej-
npustuu (Tabnuma 1) nmokaseiBaer, 4To C€O-
HMUAJbHBIA (PAKTOP HAXOIUTCS TOJBKO B
cTamuu  (opMUpOBaHMS, TOCKOJNBKY Ha
OPEeNNpUsITUA  CYHIECTBOBaja  JOBOJBHO
CHJIbHAsI TEKy4eCTh KaJpoB, KOTOpas Oblia
OCTaHOBJICHa U CTAaOWJIM3UPOBAHA TOJBKO
IBa rojaa Hazad. JlaHHBIM acmekT moka
OCTaBIISIET aKTyaJbHOW mpobiemoit dopmu-
pOBaHMs COLMAJIBLHO-MEHTAJBLHOr0 (aKkTo-
pa, KOTOPHIM MOKAa3bIBAET MPHUBEP>KEHHOCTH
NepcoHasia OpraHu3alum.

Tabnuya 1
KoanuecTBo 4esioBek, padoTaloNIuX B KOMIAHUU B 3aBHCHMOCTH OT CTaKa padoThl
Crax paboThl Or 2 mec. Ot nonyroaa Ot roga Ot nByX JEeT
JI0 TIOJyro/ia JI0 To/1a JI0 JIBYX JIET u 6onee
Kon-Bo 12 7 25 6
YeJ0BEK

JKoHOMHUYeCKHH (aKTOpP NpPOSABIAETCS
Ha JIOBOJIBHO BBICOKOM ypoBHe: 60 % co-
TPYAHUKOB 3HAIOT, KaK OMNPEIENAeTCs UX 3a-
paborHas mnata. 64 % yHOBIETBOpPEHBI U
yBEpEeHbI B 3aBTpamiHeM jgHe. 70 % «3a» To-
ro, 4YToObl BBECTHM HEMaTEpPHAIbHOE CTUMY-
aupoBanue 1 30 % «IpoTHBY.

HNHCcTUTYUMOHAJBHBIA (AKTOP TPOSB-
JSI€TCSL B TOM, YTO TOJBKO 24 % coTpynHu-

KOB [IOHUMAIOT CTPAaTErHi0 KOMIIAHUH, CMEJIO
BBICKA3bIBAIOT CBOM UJIEU U MPEITIOKEHUS.

HNuTerpanmonnnlii  gaxrop dopmupo-
BaHUS U Pa3BUTHUS YEJIOBEYECKOTO KaruTajia
UCCIIEIOBAJICS HaMU C MOMOIIb0 MHozo-
VPOBHE20 JNUYHOCMHO20 ONpOCHUKa «Aoan-
mugnocmyvy. Pe3ynbTar 1no mkaisam TPETbEro
u yetBeptoro ypoBHs MJIO mpencraBieH B
Tabnuue 2.
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Tabnuya 2
Pe3yabTaT 1o mkaJjiaM TpeTbero u 4yerseproro yposust MJIO
Crennl | [ToBenenueckas | KommyHukatuBHblli | MopanbHas JIngnocTHBIN
perymsinus (ITP) | motenmman (KIT) HOPMAaTHUBHOCTh | adanTallHOHHBIN
(MH) MOTEHIUAT
(JIAIT)
1-3 12 yenosek 7 4eIOBEK 10 yenoBek 9 yenoBek
4-6 34 gyenoBeka 38 uenoBek 32 yenoBeka 36 yenoBex
7-10 4 yenoBeka 5 4yenoBek 8 yenoBek 5 yenoBek
KauecTBeHHBII  aHANM3 TOMYyYEHHBIX KaK CJIEACTBHE HU3KOW 3(PPEKTUBHOCTH
JaHHBIX: Pe3ynpTaT uccienoBaHMs MO LIKa- KOMIIAHUH.

JlaM TPETHETO U YETBEPTOr0 YPOBHS HAYMHa-
eTcsd C M3y4yeHMs IOKaszaTellell IHoBeJaeHYe-
ckoil perymsiuu (I1P). /lannble B Tabnuue
CBUJIETEJILCTBYET O TOM, YTO B KOMIIAHUH
000 «M M» nBanuaTh 4YeThlpe NPOLEHTA
COTPYAHUKOB 00JaJal0T HU3KUMH IOKa3are-
aamu [IP. V HuX BbIpaxkeHa onpenenéHHas
CKJIOHHOCTh K HEPBHO-TICUXMYECKUM CpBbl-
BaM, OTCYTCTBHUE a/IEKBaTHOCTU CaMOOLIEHKH
U aJIEKBAaTHOTO BOCHPUATHS JAEHCTBUTEIHHO-
cti. COTpyIHUKHM C HU3KMMH IOKa3aTeJsIMU
TpeOYyIOT OOJBIIOr0 BHUMAHHUS CO CTOPOHBI
yIOpaBJICHUS NEPCOHAJIOM. SIBISAACH ICUXU-
YECKH HEYCTOMYMBBIMU, OHHM MPEJCTABIISIIOT
yrpo3y Ul LEJIOCTHOCTH HOPMaJbHOTO MO-
panpHOTO (hOHA BO BCEH KOMITAHUHU.

bonbiuasg yacte — TpuALATE BOCEMb IIPO-
LIEHTOB COTPYJHUKOB O0JIaJalOT CpPeAHUMHU
WIM BBICOKMMH IIOKa3aTeIsIMH IIOBEIEHYE-
CKOHM peryisinuu. DTO CBUAETEIbCTBYET 00
YCTOMYMBOCTHU B IOBEJEHUYECKON PEryJssaiui,
BBICOKON a/IEKBaTHOW CaMOOLIEHKE U peallb-
HOM BOCIPHSTHH JEHCTBUTEIBHOCTH.

Tak xe TpeOylOT BHUMaHHs YEThIpHA-
JaTh IPOLEHTOB PECHOHJEHTOB C HU3KUMU
MOKa3aTesIMM  KOMMYHHKAaTUBHOTO TOTEH-
mmana (KII). Huskuii ypoBeHb KOMMYHUKa-
TUBHBIX CIIOCOOHOCTEH, CBUAETEILCTBYET O
3aTpyJlHEHUU B IIOCTPOCHHM KOHTaKTOB C
OKpPYKAIOIIMMH, BO3MOXKHBIX MPOSBICHUIX
arpecCUBHOCTH, MOBBIIIEHHON KOH(IMKTHO-
cti. Bee 310 MOXkeT cnocoOCTBOBAaTH BO3-
HUKHOBEHHUIO OOJBIIOT0 KOJIMYECTBA KOH-
GIMKTHBIX CUTyalMid B paboueM mpolecce u

Oco0yto TpeBOory B pe3ylibTaTax Hccle-
JIOBaHUS BBI3BIBAET aHAJIN3 MOPAJILHOW HOP-
matuBHoctu (MH). JIBaguaTeh mnpoOLIEHTOB
COTPYJIHHUKOB C HU3KUMH Nokazatesnsmu MH.
B cBoto ouepenpb 3T0 BEJET K HU3KOMY ypOB-
HIO COIMaNiu3allii, HeaJleKBaTHOW OIICHKE
CBOET0 MECTa U pOJIU B KOJUIEKTHBE, OTCYT-
CTBUHM CTPEMIICHUS COOII0OIaTh OOIIEIPUHS-
Tble HOpPMBI. TakuM COTpyZHUKAM CBOM-
CTBEHHO CTaBUTh IO/ COMHEHHE IMPUKA3bI
HAYaJIbCTBA, XaJIATHO OTHOCUTHCS K IMOCTAB-
JICHHBIM 33J]a4aM.

Crnenyommm HAET aHaIU3 JIMYHOCTHOTO
ananranuoHHoro mnoreHnuana (JIAIT). Bo-
CEMHAJLATh IPOLEHTOB COTPYAHHUKOB KOM-
NnaHuM o0alaloT HU3KUMHU MOKa3aTeIsIMU
JIAIIL. Oto rpynna coTpyIHUKOB CO CHUKEH-
HOM ajanTanuend. JTa rpyrmna obnaaaer npu-
3HaKaMH SBHBIX aKIEHTYyallMil XapakTtepa H
HEKOTOPBIMH NpHU3HAKaMHU IICUXOMATUH, a
IICUXUYECKOE COCTOSTHUE MOYKHO OXapakTe-
pu3oBaTh Kak morpanuuHoe. [Ipouecc anam-
TalMy NPOTEKAET TsHKeN0. Bo3MOXKHBI HEpB-
HO-TICUXHYECKHUE CPBIBBI, AJIUTEIbHBIE Hapy-
meHus: (QyHKIMOHAIBHOTO cocTostHus. Ilep-
COHAJI 3TOM TPYIIIBI 00JIa1al0T HU3KOW HEPB-
HO-TICUXMYECKOM  yCTOMYMBOCTBIO,  KOH-
(GAMKTHBI, MOTYT JIOTTYCKaTh JEIMHKBEHTHBIC
noctynku. OCHOBHasl 4acCTb COTPYJHUKOB —
COpPOK OJIMH 4YeJIOBEK, 00JIaZjaloT HOpMallb-
HbIM U BBICOKMM YPOBHSIMH JINYHOCTHOTO
ajlanTaquoHHOro noreHuuana. CoTpyaHUKH
3TUX TPYyMNI JOCTATOYHO JIETKO adalTHPYIOT-
Csl K HOBBIM YCIIOBHSIM JI€ATEIbHOCTH, OBICT-
PO BXOZAST B HOBBIH KOJUIEKTUB, JOCTaTOYHO
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JIETKO W aJIeKBaTHO OPUEHTUPYIOTCS B CHUTY-
anyu, OBICTPO BBIPAOATHIBAIOT CTPATETHIO
cBoero moseeHus. Kak mpaBmiio, HE KOH-

(GuMKTHBL, 007a1al0T BBICOKOW SMOLIMOHAIIb-
HOM YCTOMYMBOCTBIO.

Tabnuya 3

Pe3zyabTrarsl MJIO no mkajgaM BTOPOro ypoBHs

Crensl Actenndeckue pe- | [Icuxotnueckue pe- | MHTerpatuBHas OIICHKA
aKIIMM M COCTOSIHUS | aKIMM M COCTOSTHUSA | «Jle3amanTanoHHbIe
(mkama AC) oHH (mkaua I1C) HapyLIECHUsD»

(mxana JJAH)

1-3 3 yeyloBEKa 1 uemoBek 2 yejioBEKa

4-6 43 yenoseka 40 gyenoBek 41 yenoBex

7-10 4 yenoBeKa 9 yenoBek 7 4eIoBEK

Huzkuii ypoBeHb B aCTEHWYECKUX peak-
nusx (AC) mabmromaercst y Tpex COTpYAHH-
Kax WIN [IECTU MPOLEHTOB OT O0ILEro KOoJH-
9YecTBa OINPOIICHHBIX. ¥ HUX MOXET HaOI0-
JIaTbCsl BBICOKHMM YpOBEHb CUTYalMOHHOU
TPEBOKHOCTU. BO3MOXHBI ~ paccTpoiicTBa
CHa, WIIOXOHIpHYECKass (UKcarus, MOBBI-
IIEHHAsT  YyTOMJISIEMOCTh,  HMCTOIAa€MOCTb,
C1aboCTh, PE3KOE CHIKEHHE CIIOCOOHOCTH K
MPOJOIKUTETFHOMY (DU3MUECKOMY WU YM-
CTBEHHOMY HAINpsIKEHUIO, HU3KAas TOJIEPAHT-
HOCTh K HEOJIAronmpHsTHBIM (aKTopaMm Ipo-
(eccuoHanbHONW JIEATEIBLHOCTH, OCOOCHHO
TIPY YPE3BBIYANHBIX HArpy3kax, appexkTuBHAS
JTa0MIBHOCTD € MpeoliIaJaHueM MOHMKEHHO-
O HACTPOEHUS, CJE3JMBOCTb, THETYIIAs
0€3bICXOHOCTh, TOCKA, XaHJpa, BOCIPHUITHE
HACTOAIIETO OKPYKEHHS M CBOETO OyIyIIero
TOJIBKO B MPAayHOM CBETE€, OTCYTCTBHUE MOTH-
BaIlMU K MPOPECCHOHATBHON JeITEIbHOCTH U
npyrue. TeM He MeHee, Y JeBHOCTO YEThIPEX
MIPOIIEHTOB COTPYJHHKOB KOMIIAHWU 3HAYe-
HUS ACTEHWYECKOW pEaKIMU M COCTOSHUS
CpPEIHETO WIIM BBICOKOTO 3HAYCHHS.

Y omHOro pecrnoHaeHTa HaOIIOA0TCs
HU3KHE TIOKA3aTeNN MCUXOTUIECKUX PeaKnuit
u coctostaust (I1C). D10 MOXKET MPOSBIATHCS
B BBIPOXCHHOM  HEPBHO-TICHXHYCCKOM
HaNpsDKEHWH, UMIYJIbCUBHBIX — PEaKIusX,
MPUCTYNIaX  HEKOHTPOJMPYEMOTO  THEBa,
YXYAIIEHUN MEXIUYHOCTHBIX KOHTAaKTOB,
HapyIIEHHH MOPAJIbHO-HPABCTBEHHON OpH-
€HTAlluU, OTCYTCTBUHU CTPEMJICHHS COOIIIO-
JaTh OOIIENpPUHSATHIE HOPMBI TIOBEACHUS,

TPYNIOBBIX M KOPIOPATUBHBIX TpeOOBaHUM,
JIETUKBEHTHOM  TIOBEACHUH, YPE3MEPHOU
arpecCUBHOCTH, O37TOOJEHHOCTH U TOJI03PH-
TEJTHLHOCTH.

AHanu3 nokasaresnei Je3a/lanTaluoOHHbIX
Hapymenuii (JJAH) moka3zan, 4ro HU3KHE TO-
kazarenu JIAH BbISBIEHBI y IBYX COTPYAHU-
KOB KOMIaHuu. JlJis HUX He3aMeIUTEIbHO
TpeOyeTcst mnpodeccHoHaNbHAss KOHCYJbTa-
s A7 TIOJy4YeHUs] KOMIUIEKCHOM TCHXO0JI0-
TUYECKOM MOMOILIH.

Jlnst omieHKM 3Ko0JIorn4eckoro gaxkropa
(GOpMUPOBAHUS U PA3BUTHUSL YEIOBEUYECCKOTO
kanuTana osu1 ipoBeeH Onpocuux CAH.

[lo pe3ynpTaTaM HCCIEIOBAHUS MOXHO
yBUETh, uTO aTMoc(epa B kommanuun OO0
«M M» noctatodyHo OmarompusiTHas IS
pPa3BUTHS YEJIIOBEUECKOTO KamuTaia.

CaMouyBCTBHE — 3TO KOMILIEKC CYyOBEK-
TUBHBIX ONIYIEHUN, OTpaKarolIUX CTEIEHb
Gbu3MONIOrMYecKoil U TMCUXOJOTHYECKON
KOM(OPTHOCTH COCTOSIHUSI YEJIOBEKa,
HamnpaBlieHUe MbIciell 4yBcTB U T. 1. Camo-
YYBCTBHE MOKET OBITH TPEJCTABICHO B BUJIC
HEKOTOpOoW 0000maroeil XapakTepUCTUKH
(rumoxoe/xopoliee cCaMO4yBCTBUE, 00OJPOCTD,
HEJIOMOTaHUe U T. II.), @ TaKKe MOXKET OBbITh
JIOKAJIM30BaHO 1O OTHOUIECHUIO K ONpe/esIeH-
HbIM ¢dopMaM oOmIyHieHHs (OUIyLIEHHE IHC-
KoM(popTa B pazIMYHbIX YaCTAX Tena). Y
16 % coTpynIHHUKOB HAOMIOAETCS HU3KHUE
3HAYEHMS TIOKA3aTesii CaMOYYBCTBHUS JTO
HanpsSMYIO O3HA4YaeT, 4TO y COTPYAHHUKOB
CHUWXEHAa O0O0JpOCTh, TOJABJICHBI YYBCTBA,
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BO3MOXKHO OIIYIIAeTCs TUCKOMMOpPT B TeJe.
68 % OmpoOLICHHBIX MMEIOT CPEJHUE 3Haue-
HUS [OKa3aTess 3HAYUT, YTO OHH yMEPEHHO
001pbl, B IPUIIOJAHATOM HacCTpOeHHUU. Bbico-
KHe 3Ha4eHHsI OBbUIM BBISBIEHBI y 16 % 3TO
MOKA3bIBAET, YTO PECIIOHACHTHI BBICTIAJIUCH U
TOTOBBI K paboTe.

AKTHUBHOCTb — OJTHa U3 cep MpOsBICHUS
TEMIIEpaMEHTa KOTOpas OIpenesieTcss WH-
TEHCUBHOCTHIO U 00BEMOM B3aUMOJECHCTBUS
yesioBeka ¢ (pu3nuecKkor U COIMaIbHOU cpe-
noil. IIo 3TOMy mapaMerpy 4eloBEK MOXKET
OBITh WHEPTHBIM, MACCUBHBIM, CHOKOWHBIM,
WHHUIMATHBHBIM, AaKTHBHBIM WJIH CTPEMHU-
TenbHBIM. Huzkue 3HadeHusi ObUIM BBISBIIE-
Hbl y 20 % pecnoH/IeHTOB, OHM IACCUBHBI
Kak (pU3NYECKH, TaK U ncuxudecku. CpeaHue
3HAYEHUS BBISBIEHBI y 62 % pPECIIOHIEHTOB.
[Tokazarenb oTpakaeT CHOKOWCTBUE IO OT-
HOILIEHUIO K TpymIe U Ju4HOCTH. 18 % uHu-
[UATUBHBI U CTPEMUTENIbHBI IO OTHOIIECHUIO
K paboTe, KOMMYHMKAaTHUBHBI B COLIMAJILHOM
cpeze.

Hactpoenne — cpaBHUTENBHO MPOAOJIKH-
TEJbHBIE, YCTONYMUBBIE COCTOSHUS YEJIOBEKa.
OHO, OyayuM BBI3BAHHBIM OIPEICICHHOM
OPUYMHOM, KOHKPETHBIM ITOBOJIOM, HPOSIBIIS-
eTcsl B OCOOCHHOCTSIX AMOLIMOHAIBHOTO OT-
KJIMKa 4YeJOBeKa Ha BO3ACHUCTBUS JHOO0OTO
xapakTepa. HactpoeHue mMMmeeT HM3KHM MO-
kazatenb y 20 % pecnonaeHToB. Takum pe-
CHOHJECHTaM OOBIYHO TOCKJIMBO Ha pabouem
MECTE€ WM MOXET ObITh, CTPAIIHO, BOJHH-
TEJIBHO MO OTHOLICHHIO K KaKOMY-JIHOO 00b-
exty. 50 % uchbITbIBaET pajoCcTh OT HAXOXK-
JIeHHs Ha paboTe, OHU BOBJIEYECHBI B Pa3iny-
HBIE€ MpoLEecChl KOoMIaHuU. Bricokue 3Hadve-
Hus BbIsBIeHBI Yy 30 % corpyaHukoB. Hx
SMOILIMOHANBHBIN (OH Bcerga MPUIOIHAT,
OHM BCETJa 3aUHTEPECOBaHbl B pealln3aliu
ueH, a TakKe HaxXoAsITCS B OXUAAHUU HO-
BBIX LIEJIEU U 3a/1a4.

Takum 00pa3om, TPOBEICHHBINH aHAIU3
no (Qakropam (HOpMUPOBAHHS M Pa3BUTHAL
YeJIOBEYECKOT0 KamuTajaa MO3BOJIMII BBISBUI
HarpaBJIeHUs] pabOTHI C IEPCOHAJIOM Ha pas-
HBIX YPOBHSIX U cpepax yImpaBJICHUS.

ITockonbky baxTops COLIMAJIbHO-
neMorpaduueckuii 1 YKOHOMHUYECKUN Haxo-

Trendy v socidlni psychologii "

ISTCSL B 30HE OJarompuUsTHOTO Pa3BUTUA
HEOO0XOIMMO TPONOIDKATh PadoTy, YAENss
BHHUMaHHUE DPa3BUTUI0O HEMAaTepHAIbHON MO-
TUBAIUH.

WHTErparimoHHbBIN M SKOJOTHYECKUH (ak-
TOPBI HAXOJSTCS B CTAIMH aKTUBHOTO Pa3BH-
TUSI, OJIHAKO, aHAM3 TOJYYEHHBIX JaHHBIX
MO3BOJIWJI  BBISIBUTH TPOOJIEMHBIE 30HBI Ha
YPOBHE OTJENIBHBIX COTPYIHUKOB W TPYIII.
MHorue BOIpOoChl MOKHO PEIIHUTh NP Opra-
HU3AIMA KaJpOBOMl CITY>KOBI WIIM TOJHOIIEH-
HOTO OTJIeNIa 10 YIPABJICHUIO TEPCOHATIOM C
BKJIFOYEHHEM ILITATHOTO IICUXOJIOTA.

Haubonee mnpobremHbIME —(aKTOpamu,
TpeOyIOIIMMH  LIeJIeHaNpaBiIeHHOH paboThI
SIBIITFOTCSI COIIMATbHO-MEHTATBHBIA M HHCTHU-
TYLHOHAIbHBIN (haKTOPHI.

[IpousBoicTBEeHHBIN  (HaKTOp HUCCIIEI0-
BaTh HaM HE yAaJlOCh, IO3TOMY BOIIPOC KOM-
TUIEKCHOM OIIEHKHM YeJIOBEYECKOro KamuTasa
OCTaeTCs aKTyaJbHBIM.
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Abstract. The article is devoted to the problem of socialization of preschoolers’ emotion understanding. The
study object is the emotion understanding as a component of children’s emotional competence. The study subject
is the changes in children’s emotion understanding in the context of social interactions. The author reveals the
contribution of parents and peers as agents of the socialization of emotions in the development of preschoolers’
skills of emotion recognizing and emotional knowledge skills as well as highlights the qualitative aspects of so-
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...dopMupoBaHNE [EHHOCTH OTHOIIIC-
HUI C JPYIrHUMH SBISCTCS OJHAM U3
YCIIOBUM, OCHOBAHHEM JUIsI COBEpIIEH-
CTBOBaHMUSl KaK TOHHMMAaHUS, 3MOIUO-
HAJIBHOTO  BOCHPHUATHS  (COUYBCTBHS,
COTICPEKHMBAHUS) JAPYroro 4YeloBEKa,
TaK U COOTBETCTBYIOIIETO MOBEACHMUSI.
H. U. Henomuawas

Ilonumanue smoyuti — pacro3HABaHUE
SMOLMOHAIBHBIX MPOSABIEHUN IPYTUX JIFOEH
Y BBISIBJIEHUE BO3MOKHBIX IPUYUH U MOCIE-
CTBHUII BO3HHUKHOBEHUS SMOIIMH — COCTaBJISI-
€T, HapsAy ¢ MepekuBanueM U 3(HHeKTUBHOM
KOMMYHHUKaIuen smouuid, ad@deKTUBHYIO
COLIMAJIBHYIO KOMIIETEHTHOCTH JeTel [9], un-
TEHCHUBHO PAa3BUBAIONIYIOCS B TMEPUOI JO-
LIKOJBHOTO JIETCTBA B KOHTEKCTE COIMANIb-
HOTO B3aMMOJICUCTBUS, YCIICITHOCTh KOTOPO-
ro 3aBUCUT OT MPHUHATHUS, MEPBOHAYAIBHOU
OIICHKH, MHTEPIPETAINH, TOHUMAHUS U yde-
Ta peOEHKOM SMOIIMOHATBHBIX COOOIIEHUI
MapTHEpa — B3POCIIOTO WM CBEPCTHHKA.

OO6miast TeHACHIMS Pa3BUTHUS B 3TOT BO3-
pPacTHOM TEpUON PACNO3HABAHUS TUUEBOU
axcnpeccuu smoyuti [7; 9; 11] 3akmrouaercs B
MOCTETNIEHHOM Tepexoae oT auddepennna-
[IUU DMOIUI Ha OCHOBAHWH UX BAJICHTHOCTH
u OoJiee yCIENIHOTO ONO3HAHUS JETHMH BBI-
paXEHHUs PaIOCTH IO CPABHEHHIO C BBIpaXKe-
HUEM OTPHIATEIBHBIX AMOLUN (B CBS3H C
HEOOXOJMMOCTBIO yueTa MpH UX UACHTH(U-
KalliM JKCIPECCHBHBIX HM3MEHEHHH BO BCEX
30HaxX JUIA, a HE TOJHKO B HIDKHEH 4acTH,
r7ie JIOKAIM3yeTCs BEAYIIUH TpH3HAK DJKC-
MIPECCUU PAJOCTH — YIBIOKA) — K BBIJCIICHUIO
0oJiee TOHKUX Pa3TUYnil MEXIY JTUCKPETHBI-
MU SMOIHSIMH: PAJIOCThIO, TIEYaIbl0, THEBOM,
CTpaxoM, yIUBJICHHUEM, OTBpAIICHUEM (B TIO-
psaaKe YOBIBaHHS IO CTENEHH TOYHOCTH
UIeHTU(DUKAIIN).

Poct smoyuonanvuoti oceedomnennocmu
JIOIITKOJIbHAKOB OCYIIECTBIISICTCSI B HaIpaB-
JICHUH DPa3BUTHUS MOHUMAHHS BHEIIHHUX, CHU-
TYaTUBHO OOYCIJIOBJICHHBIX TPUYHH BO3HHUK-
HOBCHHSI PA3UYHBIX HIMOIMUOHAIBHBIX CO-
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CTOSIHUW Y MOHMMAaHMSI SMOIINI, OCHOBAHHBIX
HA JKETIAHMSIX U YOSKICHUSX.

OMOIIMOHAIBHO  KOMIIETEHTHBIE  JIO-
MIKOJIBHUKA C PAa3BUTOM CHOCOOHOCTBIO K
pPacro3HaBaHUIO JIMIIEBON 3KCIPECCUU IMO-
LU, OCBEIOMJIEHHBIE 00 YMOIIMOIEHHBIX CH-
TyallUsiX M MPUYMHAX BO3HUKHOBEHUS 3MO-
OUHA y JIpYrux JIOJEH 3aHUMAIOT BBICOKHE
CTYNEHU CTaTycHON auddepeHunanuu B
TpYIIEe CBEPCTHUKOB, YaIlle JIEMOHCTPUPYIOT
MPOCOLMATIbHBIE PEaKIUN Ha SMOIHOHAb-
HbIE TIPOSIBJIICHUSI IE€TEH U B3POCIIBIX, UMEIOT
MPEUMYIIECTBO B YCTaHOBJICHUU U MOAJEP-
J)KaHWW TO3UTHUBHOTO B3aUMOJIEHCTBUS CO
CBEPCTHHKAMH, a TaKxke Ooliee BBICOKUMN
YPOBEHb aJIallTalluH K IIKOJIE.

HecmoTpss Ha mnpuopuTeTHOE 3HAYEHUE
pasBuTHA Yy peOCHKA CIMOCOOHOCTH K TIOHH-
MaHUIO COOCTBEHHBIX OSMOIMH U 3MOLUO-
HaJIBHBIX COCTOSIHUM OKPY>KAIOIIMUX JUISI €ro
YCTENIHOM a/lanTaliid B COBPEMEHHOM COIH-
OKYJITYPHOM TIPOCTPAHCTBE, 3a4acTyi0 B
MPAaKTHKE JOLIKOJBHOTO 00pa3oBaHUS aK-
LIEHT CMEIAeTCs] Ha MHTEIJIEKTyallbHOE pas3-
BUTHE JI€TE€H U pEIICHHE 3aJa4 MOATOTOBKU
JTOTIKOJIbBHUKOB K IIKOJBHOMY OOYy4YeHHIO, a
pa3BUTHE SMOIMOHATBHON cephrl CBOIUTCS
K TICUXOJIOTO-TIEJarOTHYE€CKON  KOPPEKIIUU
HSMOIIMOHANILHBIX HAapyIIeHU# neTeit (cTpaxu,
TPEBOKHOCTh, arpeccusi, TUIEPAKTHUBHOCTH)
MOCPEJICTBOM HTPOTEpANH, CKa3KOTEPAITHH,
apTTepanuu U Jpyrux METOO0B.

Cnenuduka NETaroruueckoro ydacTus
B3POCJIOTO B PAa3BUTHM Yy JETEH NOHUMAaHUs
SMOIMH W BapUaHTHl TMPAKTHYECKOTO HC-
MOJIb30BaHUsl PA3NUYHBIX (OPM U METOAOB
COBMECTHON 00pa3oBaTeNbHON JesATEIBHO-
CTHU TeJarora ¢ A€ThbMHU Pa3HbIX BO3PACTHBIX
Pyl B 3TOM HANpaBJIEHUU COLUAIBHO-
SMOIIMOHAJIBHOTO Pa3BUTHUSL JIOIIKOJILHUKOB
JIOCTaTOYHO MOJPOOHO PAaCKPBITHI HaMU B
psane nmyOnukamuii [cMm. 2; 3], mosromy B
JAHHOW CTaTbe Mbl AKIIEHTUPYEM BHUMaHUE
Ha [pobneme coyuanuzayuu NOHUMAHUS
dembMu 3Moyutl, paccMaTpuBasi B OOIIUX
yepTax BKJIaJ 3HAYMMBIX B3POCIBIX, MPEXK/IEC
BCEr0, POAMTENCH, U CBEPCTHUKOB B pa3BU-
THE Yy JIOIIKOJIbHUKOB HaBBIKOB pacliO3HaBa-
HUST DMOLIMM M DMOIMOHAJILHOU OCBEIOM-
JIEHHOCTH.

Trendy v socidlni psychologii "

B mmpoxom 3HaYeHUH MOJ COYUATLHBIM
e3aumooelicmeuem TIOHUMAETCSI COBOKYII-
HOCTb TPOIIECCOB )KU3HEIEATEIHHOCTH, B KO-
TOpbIE BKJIFOYAETCSl YEJIOBEK, CYLIIHOCTHOMN
XapaKTePUCTUKOW KOTOPBIX SIBISIOTCA B3a-
MMHBIE UW3MEHEHHUS B3aUMOJICUCTBYIOIINX
CTOPOH B pe3ylbTaTe B3aUMHBIX BO3JCH-
CTBUH W BIUSHMN. B mepuos nercrsa npouc-
XOJUT AaKTHUBHOE (OpMHUpOBAHUE TO3UINH
«51 m o0miecTBO», KOTOpasi OPUEHTUPYET pe-
OeHKa Ha COIMANbHBIE KOHTAKThI, YCBOCHHE
COIIMAJIBHBIX HOPM M IIEHHOCTEH; MOSIBIISIETCS
no3uius «51 B o01iecTBe» U CBsI3aHHBIE C HE
IIPOLIECCHI CAMOCO3HAHUS, CAMOOLIEHKH U CO-
OTBETCTBYIOIIHE HMOIIMOHAIBHO-
JUYHOCTHBIE NIEpeKUBaHus [6].

B sTOT mepuos 1OMKOIFHUKN OCBAUBAIOT
BOKHEWIIIME  KOMIIOHEHTBI  COILIMAJIBHOTO
onbpiTa [1]: TO3HABaTENbHBIA KOMIIOHEHT,
PacKpbIBAIOIIUN COLUAIBHYI0 HHPOPMUPO-
BaHHOCTh peOeHKa O MPUHATHIX B OOIIECTBE
HOpMax M crnoco0ax MOBEIEHUs U OTHOLIe-
HUH, popmax BbIpaXEHHs] SMOIUI U YYBCTB;
KOMMYHHKATHBHBIN u MOBE/IEHYECKO-
JeSITeNIbHOCTHBIN KOMIIOHEHTBI, BKJIIOYAl0-
e MHorooOpasue (GopM COIHaAIBHO Iiene-
co00pa3HOro B3aUMOJECHCTBUS C HCIIOJIB30-
BaHHEM BepOalbHBIX M  HEBEpOaJIbHBIX
CPEICTB KOMMYHHKAIIMH, a TaKKe KYJIbTyp-
HbIX (OpM U CHOCOOOB MOBEACHUS U JAes-
TEIbHOCTH, C TOMOIIBIO KOTOPBIX pPeOEHOK
aAKTUBHO BBIPA)KAET COOCTBEHHBIE SMOIMH U
YyBCTBAa B KYJIbTYPHOM COOOIIIECTBE.

B npouecce pazButHs B3aMMOOTHOILICHHUM
pebeHKa ¢ COIMAIbHBIM OKpY>KEHHUEM IIpo-
UCXOIAT CYIIECTBEHHBIE W3MEHEHUS B €r0
aMoOIMOHANIBHOU cepe [4]:
® T[IOCTETNIEHHO MEHseTcsl coiepxaHue ad-

(eKTOB, YTO BBIpAXXKAeTCsl B MPOSBICHUU

0CcOOBIX (OpPM COTMEPEKUBAHUS, COUYB-

CTBUS JIEUCTBUSIM M SMOIIMOHAIBHBIM CO-

CTOSIHUSIM JPYTOTrO JINIIA;

e MeHseTCd (YHKIMOHAIBHOE MECTO ad-
dexTa B 00IIEeH CTPYKTYype MOBEIACHUS,

U TOSIBIISIIOTCS ONEPEKAIOLINE IMOLINO-

HaJlbHbIC TIEPEKUBAHMS, TPEIABOCXHU-
IIAarIIMe IIOCICACTBUSA BBIITIOJIHACMBIX
JICHCTBHH;

® U3BMCHACTCA CTPYKTypa S5MOIHMOHAJIbBHBIX
IMponeccoB, B COCTaB KOTOPBIX IIOCTC-
ICHHO BKIOYAKOTCA Ppa3IM4YHbIC I103HA-
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BaTeJIbHBIE MPOLECCHl, YTO MPUBOIUT K
BO3HUKHOBEHHUIO CHHTETHYECKHX IMOIIH-
OHAJIbHO-THOCTUYECKUX KOMIUIEKCOB TH-
na ap(eKTUBHBIX 00pa3oB, MOJCIUPYIO-
IUX A7 peOeHKa CMBICI OTpeeIeHHBIX
COLIMAJIBHBIX CUTYallUM.

[IpoGnema commanmu3alu 3MOLMOHATb-
HOM KOMIIETEHTHOCTH JIOIIKOJIHHUKOB B
YCIOBUSIX CEMBU IIMPOKO M MHOTOACIEKTHO
u3yueHa 3a pyoexom (Hampumep, [10-13]);
HEKOTOpbI€ JaHHbIE O BIUSHUM KadecTBa
B3aMMOOTHOIIICHUIN pOJUTENe (MaTepeit) ¢
JETbMH CTapIIero JOMIKOIHLHOTO BO3pacTa Ha
pa3BUTHE CIIOCOOHOCTU pedeHKa K pacrno3Ha-
BaHUIO AMOILIMN TONyYeHBl TaKXKe B OTeYe-
CTBEHHBIX MCCIICIOBAHUAX [5].

Pooumenu xax acenmwvl coyuanuzayuu
oMOyull BHOCST BKJIQJ B Pa3BUTHE Y JETEH
CIIOCOOHOCTH pacro3HaBaTh JIMIIEBYIO 3KC-
MIPECCHI0 3MOITUN TIOCPEICTBOM MOJICTUPO-
BaHUS COOCTBEHHOM SMOIIMOHAJIBLHOW 3KC-
MPECCHH, SMOIMOHAIBHOTO KOYYHHTa U pe-
aKUM{ Ha SMOIMOHANBHBIE MPOSBICHUS Je-
TEH, MOICPKUBAOIINX TEPSKUBAHUS pe-
OCHKa WU TPETSTCTBYIOIINX ONpeaeIeHHBIM
(hopMaM dMOIMOHAIEHOTO pearupOBaHUS.

Ponutenu, cnocoOHbIe IOIEPKUBATH OT-
HOCHTEIIHHO TIOJIOKHUTEIBHBIN 3MOIMOHATb-
HBIi ()OH HACTPOEHHUSI B CIIOKHBIX OOCTOS-
TEJIbCTBAX W JIEMOHCTPUPOBATH MPH HEOOXO0-
JTMMOCTH YMEPEHHO BBIPAKCHHBIC OTpPHIIA-
TEJIbHBIE 3MOIIMH, CONEHCTBYIOT (hopMUpoBa-
HUIO aJIeKBaTHBIX MPEACTaBICHUN aeTeld 00
AKCIPECCUBHOM BBIPQKEHUU IIHUPOKOTO JHa-
Ma30Ha 3MOIMA W WX COOTBETCTBHH OIPEJIe-
JICHHOMY COIIMAIbHOMY KOHTEeKCTy. Harmpo-
TUB, TMPOSBICHHE MaTEePhl0 B XOJIE B3aUMO-
NeicTBUS ¢ peOEHKOM MHTCHCHBHBIX Hera-
TUBHBIX AMOILMI, OCOOCHHO THEBA, IPEIAT-
CTBYET IOHUMAHHIO JICTbMU CUTYAIUH U MPU-
YHH BO3HUKHOBEHUS SMOIIHIA.

OnTuManbHble 3MOIMOHATBHBIE U TOBE-
JICHUYECKHE peakUuu OJM3KUX B3POCIbIX H
CTapIINX CHOJMHTOB HA TOJOXKUTEIbHBIE U
OTpHUIIATENIbHBIE SMOILMOHAIBHBIE TMPOSIBIIE-
HUS JeTeil 00YCIOBIMBAIOT pPa3BUTHE Yy JIO-
IIKOJIbBHUKOB ~ HABBIKOB ~ 3MOLIMOHAJILHOM
OCBEJIOMJICHHOCTH U SMITATUYCCKUX PEaKIIHid
Ha DSMOIMOHAJbHBIE NEPEKUBAHUS JPYTUX
JOJIEH.

[Ipsimoe Bo3neiicTBHE Ha pa3BUTHE Y JAO-
MIKOJBHUKOB OCBEJOMJICHHOCTH 00 3MOIMAX
OKa3bIBa€T POAMUTENBCKUHA SMOLIMOHATIBHBIN
KOYYHMHI — BepOaibHOE OOBSICHEHUE CYIIHO-
CTM KOHKPETHOH 5MOLMH U €€ CBS3H C
HAOJII0JaeMBbIM COOBITUEM HJIM IKCIIPECCHUB-
HbIM TIOBEJICHHWEM, INPHUBIICYEHUE BHUMAaHUS
pebenka kK HamOoyee 3HAYMMBIM 3KCIIpPeC-
CHUBHBIM IPHU3HAKAM TOH WJIM MHOW 3MOIMH,
OKa3zaHue peOEHKY IOMOIIM B IMOHUMaHHUH
COOCTBEHHBIX 3MOIIMOHAIBHBIX IEPEKHUBaA-
HUI 1 yIIpaBIeHUH HETaTUBHBIMU SMOIIMSMU,
a TakXe aHaJlu3 YIPaBJIsSeMbIX KOMIIOHEHTOB
LIEJIOCTHOT'O COLIMAJILHOTO B3aUMOJIEHCTBUS.

BaxxHbIM KOHTEKCTOM O0OyueHus nereil
HaBBIKAM HMOIMOHAIBHON KOMIETEHTHOCTH
SBJISIIOTCSL Pa3roBOpbl 00 AMOLMSAX, CHEIH-
(uKa KOTOPBIX 3aKIIOYAETCsS B JUCTAHLIMPO-
BaHUM peOEHKA OT NEePeKUBAEMBIX IMOLUI U
COCpPEIOTOYEHHH Ha WX HWHTEPIpETaINH,
OlIEHKE U peduieKCHu MPUYMH BO3HMKHOBE-
HUS U MOCJEICTBUN 3MOIIMOHAIBHOIO pearu-
pOBaHus.

CucremaTyeckoe ydacTue MJIIAAIINX
JIOUIKOJIBHUKOB B Pa3roBopax 00 3MOIMO-
HAJIBHBIX COCTOSTHHSIX C MaTE€PhI0 M YACTUIHO
C CHOMMHraMM B KOHTEKCTE SMOLIMOHAIBHO
OKpAILEHHBIX 3MU30/10B MOBCETHEBHON KM3-
HU OIpeJenseT B CTapllieM JOIIKOJIbHOM
BO3pacTe YCIEUIHOCTh paclo3HaBaHUs JE€Th-
MU 0a30BbIX AMOIMH JPYTUX JIFOACH MpHU pe-
IIEHUH 33Ja4 Ha MPHUHATHE SMOLMOHAIBHON
NEPCIEKTUBBI, a TaKXKe MO3BOJISIET OCO3HATH
CyOBEKTHBHOCTh AMOLMI — pa3HMIy B BOC-
NPUATHH JIIOJBMH OJJHHX U TEeX K€ IMOIIHO-
TeHHBIX COOBITHH.

BbnaronpusiTHOE BIMSHHE HA YCIEITHOCTD
pacro3HaBaHUsl SMOLIMOHAIBHBIX COCTOSIHUM
OKa3bIBa€T BKJIFOYEHHOCTh JOIIKOJBHUKOB B
ONMU3KUE OTHOIIEHHS HE TOJBKO C POJHUTEINS-
MU, HO ¥ C HIUPOKUM KPYIOM UYJIEHOB CEMBH.
HanportuB, ypoBeHp NOHHMMaHUS PEOCHKOM
COOCTBEHHBIX SMOLMOHAIIBHBIX MEPEKUBAHUI
3aBUCHT OT HAJIUYUS SMOILMOHAIBHOTO KOH-
TaKTa C MaTEPbIO WIN OOOUMHU POIUTEISIMHU.

OcoO0blil BKJIaI B Pa3BUTUE Yy JOUIKOJIb-
HUKOB HABBIKOB DPACIO3HABAHUSA SMOLUN U
NOHUMaHMUA MPUYNHHO-CIICICTBEHHBIX CBS-
3eil SMOLIMOHAIBHOIO PEAarnpoOBaHUsl BHOCIT
CBEPCMHUKU  KAK — A2eHMbl  COYUATUIAYUU
omoyuti [8; 10].
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Kak wu3BecTHO, MHTEpec K CBEPCTHUKY
JIOCTaTOYHO PAHO CTAaHOBUTCS OJHOW U3
BaXHEHIIMX COLMOTEeHHBIX MOTpeOHOCTEMH
Jered. B omimunMe OT acCUMMETPUYHBIX H
OJIM3KUX JETCKO-POAUTENHCKUX OTHOLICHHIH,
B3aMMOJIEHICTBHE CO CBEPCTHUKOM MOJIEIH-
pyeT ocoOblil THI COIMATILHOTO B3aUMO/IEH-
CTBHSI JIOAEH («CYOBEKT-CyOBEKT»), TO3BO-
75151 peOeHKY 0CO3HATh CMBICT HE3aBUCHMBIX,
ABTOHOMHBIX JCHCTBUI 4YEIIOBEKA B YCIIOBU-
X €ro COIMAIbHBIX KOHTAKTOB.

YHUKaJIBHBIA BKJIAJl POBECHUKOB B pas-
BUTHE y JOIIKOJbHUKOB MOHUMAHUS 3MOLUN
00yCJIOBJIEH B INEPBYIO OYEpPEIb MX HKBHBA-
JEHTHBIM  CTaTycOM, [O3TOMY TIpyIIa
CBEPCTHUKOB, 110 CPABHEHHUIO C POJIUTEIISIMU
U JETbMU APYTHX BO3PACTHBIX TPYIIII, UMEET
HEKOTOpPOE TMPEUMYILIECTBO B IOHUMaHHUU
SMOLMOHAIBHOW KM3HU CBOUX POBECHUKOB
BCJIE/ICTBHE CXOJICTBA COLMAIIBHON CUTYyalUH
pa3BUTUSL U OJMHAKOBOW OIIEHKH COOBITHIA,
BBI3bIBAIOIINX ONpPEAEIEHHbIE IMOLINH.

Bocnpusitue JINLIEBOM JKCIIPECCUU
CBEPCTHUKOB B PA3JIMYHBIX CUTYalUAX COLU-
aJbHOTO B3aUMOJICHMCTBUS, B TOM YHCIE B
KOHQJIMKTHBIX CUTYyallMsIX, IO3BOJISIET pe-
OCHKY MOJYyYUTh HH(POPMALMIO O HEBEp-
OaJIbHBIX CHOCO0aX BBIPAXKEHUS HMOIHO-
HAJIBHBIX COCTOSIHWM, O MOCIEACTBUAX Iepe-
JKUBAHHUSI TIOJIOXKUTEIIBHBIX U OTPULIATEIBHBIX
HMOLIMH, a TaKXKe O BapuaHTaX pearupoBaHUs
JpYyrux JeTei Ha ero COOCTBEHHBIE HMOIIUO-
HaJIbHbIE MPOSIBICHUS U ACUCTBUS, C yUYETOM
KOTOPOIl OCYIIECTBIISIETCS] BBIOOP COLIMAIBHO
11eJIECO00Pa3HOTO CTMoco0a B3aUMOACHCTBUSA
pe0OeHka co cBepcTHUKaMH. BaxkHo U TO, 4TO
HaOroaeMbie PEOCHKOM MPUMEPHI SKCTIPEC-
CHUBHOI'O IOBEJEHUS POBECHUKOB MOIYT IIO-
OyIUTh €ro K KOPPEKTHON HWHTepIIpeTaluu
OTJIENIbHBIX JJIEMEHTOB JIMIEBONW IKCIIPECCUU
MapTHEPOB KAaK MHIUKATOPOB TOW WJIM WHOU
SMOLIMM B 3aBUCHUMOCTH OT CHUTYyaTHUBHOTO
KOHTEKCTa.

B 3akirouenue xotenoch Obl 0OpaTUTH
BHUMAaHHE HAa KAYECTBEHHBIE ACIIEKThI COLM-
QIBHOTO B3aUMOJICHCTBUSL peOeHKa, cojei-
CTBYIOILIME POCTY €r0 3MOLUMOHAIBHOU KOM-
HETEHTHOCTH.

Ha wam B3ruan, esaumooeiicmeue co
83pPOCNbIM CTAaHOBUTCS OJHUM W3 3HAUMMBIX
YCIIOBUN TOHHMaHUS JETbMH COOCTBEHHBIX

Trendy v socidlni psychologii "

OMOIMH, €CIM OCYIIECTBIIETCS B (opme

JIMaJIora, OCHOBY KOTOPOTO COCTaBIISIOT:

e gepbanuzayusi — Pacro3HaBaHUE W CIIO-
BeCHOE 0003HAaUYE€HHE B3POCIBIM MUMHUE-
CKHUX, ABHUI'aTCIIbHBIX, (I)I/I3I/IOJIOI‘I/I‘IGCKI/IX
¥ HMIPECCUBHBIX MPU3HAKOB 3MOIHO-
HAJIBHOTO COCTOSTHUSI peOeHKa; 00Ccyxie-
HHE BO3MOXKHBIX IPUYUH BOSHUKHOBEHHS
HIepESIKUBAHUS;

® npuHamue SMOIMOHAIBHBIX COCTOSHHIA
peOcHKa M MpH3HAHUE €ro MpaBa Ha Iie-
PEKHUBAHUEC KAK IMOJOXUTCIIbHBIX, TaK H
OTPULATEIBHBIX YMOLHIA;

® n000epicKa B3pPOCIBIM  TepEKUBAHUI
JIOIIKOJIFHUKA W OIEHKAa aJeKBaTHOCTH
€ro peaxiiy Ha ONpEeeNCHHYIO 3MOIIHO-
TeHHYIO CUTYAIHIO C YUYE€TOM COIHaIbHO-
KyJbTYPHBIX HOPM BBIPAYKCHUS SMOLHH.
B3zaumooeticmsue pebenka co ceepcmuu-

Kamu TaKKe MOXKET CHOCOOCTBOBATH pa3BU-

TUIO y HEro HaBBIKOB PACIIO3HABAHUS IMO-

Ui ¥ OCBEJOMJICHHOCTH O TPHYUHAX BO3-

HUKHOBEHMS SMOLIMI, OJTHAKO Pa3BUBAIOLLIUIA

XapaKkTep TaKOro B3aMMOJCHCTBHUS BO MHO-

roMm 6y,[[eT 3aBUCCTH OT IIO3UIIUMU II€Aarora o

OTHOIICHHIO K JIETCKMM KOHTAaKTaM, KOTOpas

3aKITI0YAeTCs B IEJICHANPABICHHONW U CUCTE-

MaTU4ecKkol paboTe MO pasBUTUIO Y JI0-

IIKOJIBHUKOB  OMOYUOHATbHOU OPUEHMAYUU

Ha c6epCcmMHUKA KaK 3HAYUMOTO JPYTOro.
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Abstract. The article presents the results of a study of indicators of the motivational sphere of students studying

in universities and colleges.

Theoretical analysis allowed us to conclude that the motivational sphere of the personality can be considered as a
kind of core formation, the “core” of the personality, which includes orientation, value orientations, attitudes,

interests, goals, needs, a set of motives (dispositions).

An analysis of the results of the study revealed some differences in the indicators of the motivational sphere:
motivation to avoid failures, the level of satisfaction with financial situation, the need for interpersonal relation-
ships, self-realization, as well as in the indicator of the general meaningfulness of life.

Keywords: motivational sphere of personality, motivation to avoid failures, motivation for success, hierarchy of

needs, meaningful life orientations.

[Ipobnema MOTHBAIMK YEJIOBEKA JIOJITHE
rogbl OcTaércsi OJHOW M3 LEHTPAJbHBIX B
NICUXOJIOTHH JIMYHOCTH. [lpnuém, HECMOTpS
Ha TO, YTO 3Ta TeMa BeCbMa ILIUPOKO Ipell-
CTaBlieHa B paboTax Kak 3apyOeKHBIX, TaK U
OTEYECTBEHHBIX YUEHBIX, UHTEpEC K Hel He
ocnabeBaeT, 4To 00YCJIOBIMBAETCS 3alpoca-
MU HpakTUKu (00pa3oBaTeNbHON, MIPOU3BOJI-
CTBEHHOM, yNIpaBIEHUYECKOH U T. 11.)

[Ipobnema MOTHBAaIIMOHHOW Cdepsl JTUY-
HOCTH COBPEMEHHOTO CTyJeHTa u e€ hopMu-
pPOBaHUS CTAHOBUTCS OCOOEHHO aKTyaJbHOM
B IICHUXOJIOTUYECKON HayKe B HACTOSIINX
YCIIOBUAX OOIIECTBEHHOTO DPAa3BUTHA, T. K.
NepeoreHka 3HAYMMOCTH MHOTHX II€HHOCT-

HBIX OPUEHTHPOB, MEPEOCMBICIIEHUE CBOETO
MecTa B 00IecTBe, IPUHATHE Ha ce0s1 OTBET-
CTBEHHOCTH 3a pPE3YyJbTaThbl >KHU3HEIEATENb-
HOCTH CKpPBITBI B MOTMBAaxX JUYHOCTH U Tpe-
OYIOT HE TOJBKO MO3HAHUS, HO U YIIPABIICHUS
uX (hOpMUPOBAHHUEM.

Kax ormeuaercst aBTopaMu, «OTCYTCTBHE
€IMHOW TEOpUHM MOTHMBALMOHHOM cepsl
JIMYHOCTH HE TO3BOJISIET OTBETUTH HA MHOTHE
IICUXOJIOrO-TIEIATOTUYECKUE 3aIIPOCHI, CBS-
3aHHBIE C OCOOCHHOCTSIMHU YCIIEIIHON peaju-
3allUM NOTEHIMAIBHBIX BO3MOXKHOCTEM yda-
muxcsi, odecreyeHueM KayecTBEHHOW MOJ-
TOTOBKH COBPEMEHHOIO CIELHUAINCTa, ajal-
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Tanueil u uaeHTuduKanuend B YCIOBUAX CO-
uanbHOU HectabuasHOCTHY [10, c. 3].

MortuBannonHasi cdepa JIUYHOCTU pac-
CMaTpPUBAETCSI COBPEMEHHBIMU aBTOPAMHU KaK
HEKOE CTEep>KHEBOE OOpa3oBaHHE, «SIIPO»
JUYHOCTH, B KOTOPOE BKIIIOYAIOT HAIMpaB-
JICHHOCTh, IIEHHOCTHBIE OpUEHTAINH, YCTa-
HOBKH, MHTEPECHI, IEJIH, MOTPEOHOCTH, CO-
BOKYITHOCTh MOTHBOB (JIUCIIO3UIIUN).

Teopernueckuii  aHaJU3  IICUXOJIOTO-
MeJarornyeckoil JuTepaTypsl Mo mnpodiaeme
HCCIeA0BaHUs MMOKa3ajl, 4TO BeChMa 3HAYM-
TENbHOE KOJIUYECTBO pPabOT COBPEMEHHBIX
HCcCcIeoBaTeNied MOCBAIIEHO BOMpPOCaM MO-
TUBAIlUU TIOBEJCHUSA WM JEATEIHLHOCTH 4Yello-
BeKa, MPUYEM CYIIECTBEHHYIO JOJII0 Tpej-
CTaBJISIOT pabOTHl MO MOTHUBAIMU Y4e€OHOM
e TETLHOCTH.

OpnHako, THaBHBIM 00pa3oM, BHUMaHHE
uccienoBaTesiell CocpeioTOYEHO Ha MOTHBA-
LMY TIKOJILHUKOB U CTYAEHTOB By30B (Ma-
TioxuHa M. B., 1984; Mapkoga A. K., 1990;
AdanaceeBa H. B., 1999; IlsetkoBa P. U.,
2007; Jlapuna E. A., 2009; AutponoBa I'. P.,
Iumkuaa C. M., 2015; MensuukoB B. E.,
2016; Mamnsuesa JI. B., CycmoBa 10. A,
2017 n np.). B 10O xe BpeMsi HEAOCTATOYHO
paboT, OCBAMIEHHBIX M3yYEHUIO MOTHBAIIH-
OHHOH cQepbl CTYAEHTOB, OO0y4aloUIMXcs B
oOpazoBarenbubix opranuzanusx CIIO (Be-
ayta O. B., 2011; ba6er B. E., 2019).

Takum oOpazom, mpoOieMa ucclieaoBa-
HUS 3aKJII0YACTCS B CYIIECTBYIOIIEM MPOTH-
BOPEUHU MEXKIY YTBEPXKICHHEM BaKHOCTH
M3y4YeHUsT MOTHBAIMOHHON cdepbl oOyuaro-
IUXCSI M HEIOCTATOYHOCTBIO HCCIE0Ba-
TEIbCKUX, AHAIUTHUYECKUX pPabOT, TMOCBS-
MIEHHBIX MOTUBAIIMU CTYJIEHTOB KOJUIEIKEH,
TEXHUKYMOB, a TaK)K€ CPaBHUTEJIHLHOMY aHa-
JU3y MOTHBAIMOHHOHN CQEephl CTYACHTOB BY-
30B U CY30B.

Llenp uccnenoBaHusi — U3YYCHHUE MTOKA3a-
TeJe MOTHUBAIIMOHHON c(epbl y CTYACHTOB,
oOydaromuxcss B 00pa3oBaTeNbHON OpraHU-
saruu CIIO, u cTyneHToB, 00ydJarommxcs B
00pa3oBaTeNbHON OpraHW3alKi  BBICIIETO
oOpa3oBaHMs sl JAJIbHEWUIIEr0 MCIONb30-
BaHUS JIaHHBIX B pa3pabOTKe KOPPEKIIHOH-
HOW MporpaMMbl, HaIpaBJICHHOW Ha MaKCH-
MU3ALHUIO ESTEIBHOCTH CTY/ICHTOB.

OOBEeKTOM HccIIeI0BaHuUs BBICTYIAET MO-
TUBAIlMOHHAs cdepa auyHOCTH. Ilpeame-
TOM — OCOOCHHOCTH IOKa3areseil MOTHUBaIu-
OHHOM c(epbl CTYIEHTOB, OOYYaIOUINXCS B
KOJUTEZKax U By3ax.

B ocHOBY uccieoBanus ObLIO MOJIOKEHO
MPEONIOKEHNE O CYIIECTBOBAHUU pa3iu-
YMil B MOKa3aTelsiX MOTHUBALMOHHON cQepbl
y CTYIEHTOB, 00y4YaloIuXCs B KOJUIEIKAX U
BYy3ax.

B uccrenoBaHuu HCMONb30BANICS METOJ
TECTUPOBAHUSI C MPUMEHEHUEM CIICAYIOIINX
METOJUK: TecT-onmpocHUK T. Dnepca g
U3yYeHHUs] MOTHBAIMM W30€raHus Heyaady;
TecT-onpocHuk T. Dnepca g U3ydyeHus: Mo-
TUBAIlMM K Yycrexy; Mmertoauka «Mepapxus
MOTPEeOHOCTEM» B MOAU(pUKAITIT
N. A. AxunnunoBoit  («IIupammuga moTped-
HOCTe»); TeCT «CMBICIOKU3HEHHbIE OPUEH-
tarmu» JI. A. JleontbeBa. [{ns cratuctude-
CKOIl 00paOOTKM HaHHBIX MPUMEHSIICS KpH-
Tepuil @ Pumiepa.

B uccnenoBannu npunsuin ydactue 108
cTyneHToB. Bospact ucneityembix ot 18 1o
21 ner. IloaBeiOOpKa CTYJIEHTOB YHUBEpPCHU-
TeTa cocTraBuja 54 yelnoBeka, NpeuMylle-
CTBEHHO CTYJI€HTHI BTOpOTo Kypca. McnbITy-
embple oTOupanuch Ha 0a3ze IleHzeHckoro
rOCyJapCTBEHHOTO TEXHOJIOTHYECKOTO YHH-
Bepcurera U IleH3eHCKOro rocyaapcTBeHHO-
ro ynuBepcuteTa. [loaBpIOOpKa CTYIEHTOB
KOJIJIeJXKa cocTaBuiIa 54 uenoBeka, Mpeumy-
LIECTBEHHO CTYIEHThI TpeThero Kypca. Hc-
nbITyeMble oTOupanuch Ha Oase IleH3eHcko-
ro arpoIpoMbIIIeHHOro Koyemka u Koi-
Jnemka Texnoaoruueckoro IlensI'TY.

OOpaTtuMcs K pe3ysibTaTaM UCCIICIOBaHUS.

AHanmu3 pe3ynbTaToB, MOJIYYEHHBIX IPH
INPUMEHEHUU METOAMKH «MoTuBanus K u3-
Oeranuto Heynau» T. Dnepca, mokasai, 4yTo y
CTYJICHTOB U3 00eux MOABBIOOPOK (BY3 /
KOJUIE/K) TpeodiaaeT CpeaHHil YpPOBEHb
MOTHBallMM K n3beranuro Heymad (59 % u
56 % cootBeTcTBeHHO). Takue CTyIAeHTH He
0osITCsl OIMOUTHCST B CBOEH paboTe, HO MpH
JIOMYIIEHUH OIIMOOK COXPaHSIOT CIIOKOM-
CTBUE U CTpeMJICHHE MX uchpaBuTh. Huskas
MOTHBAIM K 3alIMTe Npeolriagaer y CTy-
JEeHTOB BYy3a (26 % omnpoiieHHbIX). B nannom
cllyyae CTYIEHTOB, HE OOSIIMXCS OKa3aThCs
HENPaBbIMU WM HE OOSILIUMUCS JOMYCTUTh
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omuOKy, B By3e OOJIbIIIE 3HAYMMO OOJIBIIIE.
Torma kKak y CTYAEHTOB KOJUIEIKEH OKOJIO
TPETU PECHOHJEHTOB XapaKTepU3YIOTCSA BbI-
COKHM U CJIMIIKOM BBICOKUM YPOBHEM MOTH-
BallMu K u3beranuto Heynad (29 % pecrnon-
neHtoB). Kak cimeactBue 3TOro, JaHHbIE UC-
OBITYyeMble TPEANOYUTAIOT MaJblid, WIIH,
HA000POT, Ype3MepHO OOJIBIION pPHCK, TIe
HeyJa4ya He yrpoXkaeT MPecTKy. Y HUX, Kak
MpaBUJIO, BEICOKUN YPOBEHB 3aIIUTHI U CTpa-
Xa repes HeCUaCTHBIMU CiiydasiMu. J[oMUHU-
pOBaHHUE y CTY/IGHTOB MOTHBA M30€TaHUs HeE-
yZa4 IPUBOJIUT K 3aHIKEHUIO CAMOOIIEHKH 1
3aHMKEHUIO YPOBHSI PUTSA3AHUH.

[IpumeHeHue sl CTAaTUCTUYECKOM 00pa-
0OTKH HaHHBIX KputTepus ¢ duiiepa Takxke
MO3BOJINJIIO OOHAPYKUTH JOCTOBEPHBIE pas-
JUYUST B YPOBHE OPHUEHTHUPOBAHHOCTH Ha
CTpaTeruio K M30eraHuio HeyAau: 1o rnokasa-
TETI0 HU3KOM MOTHBAIMU K 3amiuTe (Q*,;
=1,945 mpu p=0,05) U CAUIIKOM BBICOKOMY
YPOBHIO MOTHBAIlMM K H30€raHuio Heyaad
(@*5yn = 3,366 npu p=0,01). Huskass moTu-
Ballsl K 3aluTe npeolianaeT y CTYACHTOB
BYy3a, TOTJa KakK y CTYJICHTOB ccy3a mpeo0bia-
JIaeT BBICOKUHU M CIMIIKOM BBICOKHMM YPOBEHb
MOTHBAIIMU K U30€raHuio Heyaau.

Jlig nonydenust 6osee TOUHbIX pe3yibTa-
TOB aHAJIU3 YPOBHS MOTHUBALIMU K U30ETaHUIO
HEeyJa4 MPOBOAUTCS COBMECTHO C aHAJIU30M
MOTHBAllUA K YCIEXy, YTOOBI C TMOMOIIBIO
npopabOTKU BHYTPEHHUX MOTHUBOB IEPEOPH-
EHTUPOBATh JIMYHOCTHBIC YCTAHOBKH, T. €.
MEPEKIIIOUYNTh MOTHB «H30ETaHUs Heynauy»
Ha MOTHUB «K yCIIEXY», UCXO/s JTUYHOCTHOTO
noTeHIuana 4enoseka. s aToro ObLT ocy-
IIECTBIIEH aHAINU3 PE3YJIbTATOB, MMOJYYEHHbIX
C NpPUMEHEHHEM MeTOoAuKH «MoTuBauus K
ycrexy».

AHanu3 Mo3BOJIWJ CHENATh BBIBOJI, YTO B
0o0enx TOArpyImax pecrnoHAeHToB (By3 /
KOJUIIK) CPEAHMI ypOBEHb MOTHBAIMHM K
yCcrexy XapakTepeH JUIisl MPUMEPHO IMOJIOBU-
Hbl onpoieHHbIX (48 % u 52 % cooTBeT-
CTBEHHO). BeposTHO, Takue CcTyIeHThl MHOTO
paboTaroT AN JAOCTHIXKEHHUS ycmexa, CTpe-
MATCSL K ycrexy. OHU IpeanoyuTaroT cpel-
HUU WIN HU3KUM YPOBEHb PUCKA.

B xomnemxax 33 % wucnbiTyembix o0Ja-
JIAI0T BBICOKMM YPOBHEM MOTHUBAIIMH K yCIIe-
xy. Tak xe y 15 % wucneiTyembIx B KoJjuie-

Diskurzy pedagogické psychologie Y

JDKax CJMIIKOM BBICOKHH ypOBEHb MOTHBA-
UM K YCIIEXY, YTO TOBOPUT 00 MX CKPOMHBIX
Hazexxaax Ha ycmneXx. OJHaKo, MpUMEHEHHE
Kkpurepus ¢ duiiepa He MO3BOJIWIO OOHAPY-
KHUTh JJOCTOBEPHBIE pa3iNuus B YPOBHE OpH-
SeHTUPOBAHHOCTH Ha CTPATETHIO K JOCTHKeE-
HUIO ycTiexa MKy JBYMsI MOABBIOOPKAMH.

AHanu3 pe3ysbTaToB UCCIIEJOBAHUS AKTY-
aJIbHBIX 0Aa30BBIX MOTPEOHOCTEN MOKa3al, YTo
YPOBEHb YAOBJIETBOPEHHOCTH IO TAKUM TOKa-
3aTensaM, Kak MaTepuaibHOE MOJN0XKEHHUE, MOo-
TpeOHOCTh B 0€30IaCHOCTH, MOTPEOHOCTH B
MEXITUYHOCTHBIX CBS3SIX W MOTPEOHOCTH B
YBOKEHUH Y CTYAEHTOB 00EMX IOJIBHIOOPOK
MpUOIM3UTENBHO OJIMHAKOBBIN. B 00oux ciy-
qasx Mpeo0JiaaeT YacTHIHas yJOBJIETBOPEH-
HOCTh. Y CTYICHTOB KOJUIE/DKEH BBISBICH
YPOBEHb IIOJIHOW HEYJOBJIETBOPEHHOCTH B
MOTPEOHOCTH B MEXJIMYHOCTHBIX CBSI3SIX, KO-
TOpBIM Xapakrepusyrorcs 11 % nucnbITyeMbIX.
VY cTyneHTOB By3a JaHHBIA TMOKa3aTelnb He
BBISIBJICH. BEposSTHO, BCe HCIIBITYEMBIE B BY3€
mu00 YacTUYHO, JTUOO TONHOCTHIO YAOBIIE-
TBOPSAIOT 3Ty MOTPEOHOCTb.

B nokasarene morpebHOCTH B camopea-
JIU3aluu 00HApYKUBAETCS PA3IUYUE B YPOB-
HSX YAOBJETBOPEHHOCTH YKa3aHHOM MoO-
TpeOHOCTH Y CTYZICHTOB By3a M cCy3a. Y CTy-
JICHTOB By3a Mpeo0JiagaeT yacTUYHas U 1oJI-
Hasi YJOBJIETBOPEHHOCTh B MOTPEOHOCTH B
camopeanuzaruu (89 % UCIBITYEeMBIX ), TOTIa
KaK y CTYJECHTOB cCy3a MpeobiaaeT MoyiHas
HEYIOBJIETBOPEHHOCTh JAHHOW MOTPEOHOCTH
(67 % ucneityemplx). Takue gaHHBIE MOXKHO
TPAaKTOBaTh KaK 3aTpyJHEHHE, WM HEBO3-
MOKHOCTh PEaJM30BbIBAaTh ce0si B TBOpUE-
CKOM TpyJ€, aBTOHOMHHM W B TIPUHITHU 00-
[IUX peIIeHUH. Y I0BIETBOPUTH JaHHYIO TO-
TpeOHOCTh MOKHO Yepe3 y4yacTHe B TBOpUe-
CKUX WJIM HAy4yHBIX KOHKYypCax, MEpomnpusi-
TUsAX. BO3MOXXHO, 3TO CBSI3aHO C T€M, YTO B
BBICIIMX y4YeOHBIX 3aBEACHUAX JaHHOE
HaIpaBJIEHUE Pa3BUTO JIy4llle, YeM B CpeHe-
CHEeLMAIbHBIX Y4eOHBIX 3aBeACHUsAX. MHO-
rHe CTYJCHTHI BBICHIMX Y4YEOHBIX 3aBEICHHI
YYacTBYIOT B OOJIBIIOM KOJIMYECTBE PA3IUy-
HBIX HAy4YHbIX, TEXHHYECKHUX, TBOPYECKUX
MEPONPUATHHA, YTO OTKPHIBAET BO3MOXHOCTb
B YJIOBJIETBOPEHHUH MOTPEOHOCTH B camopea-
mu3anud. Bo3aMoXXHO, B cpeiHeCIeInaIbHbIX
y4eOHBIX 3aBEJCHUSAX dTa cepa MeHee pas-

~ 33 ~



Y Akademickd psychologie Ne2 2020

BUTA, YTO HEJAOCTATOYHO MOTUBUPYET CTY-
JICHTOB JJISI Y9aCTHs B HEH.

[Ipumenenue kputepust ¢ dumepa mos-
BOJIIJIO OOHAPYKHUTH JIOCTOBEPHBIC PA3TUIHS
B TIOKa3aTelie «IOJHasl YAOBIETBOPEHHOCTD
MaTepHUaIbHBIM TOJIOKEHUEM»  (3HAaYCHUE
0*yn = 4,47 npu p=0,01): cTyneHTH By3a
0ojiee yAOBIETBOPEHBI CBOMM MaTepUallb-
HBIM TOJIOKEHHEM, YEM CTYACHTHI KOJIJIeIKa.
OpHaKo MpH 3TOM ISl CTYICHTOB KOJIJIeIKa
0ojiee XapakTepHa 4YacTH4YHAas YAOBIETBO-
PEHHOCTH CBOMM MaTEePUATBHBIM TOJIOKECHHU-
eM (3HaueHue O* ;= 4,63 nmpu p=0,01).

ITo mokasaremnto y10BIETBOPEHHOCTH TIO-
TPeOHOCTHU B MEKINYHOCTHBIX CBSI3AX TaKXKe
OoOHapy>KEHBI JOCTOBEPHBIC pa3IHuus: s
CTYJIEHTOB YHUBEpCHUTETa Oojiee XapakTepHa
TOJTHASL yJIOBJIETBOPEHHOCTh MMH (3HAYCHHE
¢*5ym= 3,87 ipu p=0,01).

Taxoke CTyIeHTaM yHUBEpcHUTETa Oolee
MpHCYIIa TOJIHAsg W YacTU4YHas YJOBIIETBO-
PEHHOCTh MOTPEOHOCTH B caMopeaIn3aluu
(3HaueHust O*,,; COCTABUIA COOTBETCTBEHHO
3,11 u 5,99 npu p=0,01).

AHanu3 pe3yabTaToB, MOJNYYEHHBIX MpU
WCTIOJNB30BAaHUU METOIUKH  «CMBICIIOKHU3-
HEHHbIC OPUEHTAIMNY) OOHAPYKUJI, UTO B TO-
KaszaTelle «LEeNH B XKU3HW» Yy CTYAECHTOB 00e-
WX TIOJIBEIOOPOK (BY3 / KOJUIEIK) Mpeodiaaa-
eT cpeanuit ypoeHs (63 % u 63 % cooTBeT-
CTBEHHO). DTO O3HA4YaeT, YTO OOJBIINHCTBO
CTYJIEHTOB M3 00EuX BBIOOPOK CTaBAT MEpenl
co0oil peasibHble LIEJIM U CTapalOTCi UX J0-
cTUrHyTh. HO y CTyIEeHTOB ccy3a Tak ke
MIPUCYTCTBYET BBICOKUN YPOBEHb TOKA3aTEIIS
«lenu B xxu3HM». OH XapakTepusyer CyOb-
€KTOB HE TOJIBKO IIEJIeYCTPEeMJICHHBIX, HO H,
BO3MOXXHO, CYOBEKTOB, IUIaHBI KOTOPBIX HE
HMMEIOT pealIbHOM OMOpHl B HACTOSIIIEM U HE
MOJKPEIUISIFOTCS. JIMYHOW OTBETCTBEHHOCTHIO
3a UX pean3aluio.

MOTHBAaLIMOHHBIN IIOKA3aTENb «YIOBJIE-
TBOPEHHOCTh caMopealin3alieil» BeIpakeH Ha
cpenHeM ypoBHE Y 93 % ONpOIIEHHBIX CTY-
JICHTOB BYy3a, TOTJla KaK y CTYJEHTOB CCy3a
67 %. DTO TOBOPHUT O TOM, YTO OOJbILIEE KO-
JMYECTBO CTYICHTOB BYy3a YJIOBJIETBOPEHBI
IIPOUJCHHBIM OTPE3KOM JKHU3HM. Y HUX IIpU-
CYTCTBYET OIIYILIEHUE TOT0, HACKOJIBKO MpO-
OYKTUBHA W OCMBICIIEHA TMPOXKHTAs YacCTh
KU3HU. BO3MOXKHO, UTO JaHHOE OOCTOSTENb-

CTBO MOXHO OOBACHUTH 3a4acTyl0 BBIHYX-
JICHHBIM BBIOOPOM MecTa y4EOBI AJIsl CTyICH-
TOB Koiuiepked. He cekper, 4ro MHorue
MIKOJIBHUKHM YXOJAT Tocie 9 kmacca, 4ToObI
n3oexatb EI'D. B To e Bpemsi, CTyIEHTHI
BY30B 00Jiee OCMBICJICHHO MOAXOJST K BHIOO-
py CHenuaibHOCTH (HAmpaBJICHUS MOJArOTOB-
KH), a TAKKE BBICIIETO y4eOHOTO 3aBEICHUSI.

«JIokyc KOHTpOJS — s MPHUOIUIUTEIBHO
coBmaaeT y obOenux MOJBBIOOPOK, mpeobia-
JaeT CpeIHUIl ypOoBEHb MOKa3aTessi MOTHBa-
nuoHHoi cdepsl (70 % u 63 % cooTBeT-
CTBEHHO). DTO TOBOPHUT O TOM, YTO B 00EHX
BBIOOpKax TMpeoOajgarommee 4Yuciao CTY/ACH-
TOB pEaJIbHO OIIEHUBAIOT CBOU CHJIBI B TO-
CTAHOBKE II€JIEW Ha JAJIbHEHIIYIO KU3Hb, Y
HUX TPUCYTCTBYET YBEPEHHOCTh B CBOMX CH-
nax. [To 22 % omnpoieHHbIX U3 00enux BbIOO-
POK HMEIOT HHU3KUH YPOBEHb IO JaHHOMY
nokazareno. OHM He BEpSAT B CBOHM CIOCO0-
HOCTH KOHTPOJHMPOBATh COOBITHUS COOCTBEH-
HOM ku3HU. 15 % pecnoHIeHTOB U3 By3a U
8 % pecnoHIEHTOB U3 cCy3a UMEIOT BBICOKHIA
YPOBEHB ITOKA3aTellsl, YTO 03HAYAET UX IMPEJ-
CTaBlieHHE O cebe KaK O CHIbHOI JMYHOCTH,
oOnanaromiel JocTaTouHOM cB00010i BBIOO-
pa, 4TOOBI MOCTPOUTH CBOIO XKU3Hb B COOT-
BETCTBHU CO CBOWIMH IEJISIMU U TIPE/ICTaBIIC-
HUSIMU O €€ CMBICIIE.

B mokaszarene «JIOKyC KOHTpOJS —
JKU3HBY TaK K€ MpeoliagaeT CpeaHui ypo-
BeHb (78 % u 67 % COOTBETCTBEHHO). Y
15 % ompoIeHHbIX CTYIEHTOB BY30B 1 33 %
OTIPOIIIEHHBIX CTYACHTOB KOJIJICIKEH BBISB-
JIeH HU3KWH YPOBEHB 110 JTaHHOMY ITOKa3aTe-
JT10. DTO MOXHO TPaKTOBaTh KaK MX Tpe-
CTaBIIEHME O TOM, 4YTO >KH3Hb YeJOBEKa
HEMO/BJIACTHA CO3HATEIbHOMY KOHTPOIIIO,
4yTO CBOOOJAa BBHIOOpAa WILIIO30pHA, M Oec-
CMBICTIEHHO YTO-JIHOO 3arajasiBaTh Ha OyIy-
miee. 7 % pecrnoHIeHTOB U3 BY30B 00J1aal0T
BBICOKMMH OaijlaMM MOTHBALIMOHHOW c(epbl
U yOeXJEeHbI B TOM, YTO YEJIOBEKY JaHO KOH-
TPOJIMPOBATh CBOIO KHM3Hb, CBOOOJHO MpPH-
HUMAaTh PEIICHUs U BOIUIOIIATH UX B KU3Hb.

I[Io mokazatenmo  «pe3yIbTATHBHOCTH
’KU3HU WIH YAOBJIETBOPEHHOCTh CaMoOpeau-
3anueiy oOHapy)KeHBbI JIOCTOBEpHBIC Pa3iv-
YUs: CpeAM CTYJIEHTOB BYy3a 3HaYMMO MEHb-
1Ie TeX, KTO MO0 He yJOBIETBOPEH AOCTHI-
HYTBIM PE3yJbTaTOM, JHUOO MOJHOCTHIO YJIO-
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BJIETBOPEH (3HAYEHHE (*,y; COOTBETCTBEHHO
2,40 u 4,19 mpu p=0,01) u Gonbiie TeX, KTO
UMEET CPEeIHUN YpOBEHb YIOBIETBOPEHHO-
CTH yKa3aHHOM XapaKTEpUCTUKOHN (3HaueHUE
0*yn = 4,86 mpu p=0,01) mo cpaBHEHHUIO C
OIPOIIEHHBIMU CTYJIEHTaMH KOJUIE KA.

CraTucTHuecKkuii aHamu3 ¢ MPUMEHEHUEM
kpurepuss ¢ Duiepa Takxke IOKa3ana, 4TO
JUTIsL CTYZICHTOB By3a 0oJjiee XapaKTEpHBI BbI-
COKHE U CpellHUe TIOKa3aTeIn 00IIeil OCMBIC-
JICHHOCTH >KU3HHU, TI0 CPaBHEHHUIO CO CTYJIEH-
TaMU KoJIe/Ka (3HaueHue ¢*,,,; = 4,9 mnpu
p=0,01).

Takum o0pa3oMm, rumore3a O TOM, YTO
CYIIECTBYIOT pa3Inyusl B TOKa3aTeNsIX MOTH-
BallUOHHOM cQepbl Yy CTYIEHTOB, oOydaro-
HMXCS B 00pa3oBaTelbHOW OpraHU3alNU
CIIO, u crtyneHToB, oOy4aroumxcsi B o0pa-
30BaTEJIbHON OpraHU3alliu BBICIIET0 OOpa-
30BaHMsI, TAKWE KaK MOTHUBAIUS K U30ETaHUIO
HEeyJa4, MOTHBAIUS K YCIeXy, MaTepHallbHas
MOTHUBHpPYIOIIAs MOTPEOHOCTh, MOTUBUPYIO-
11asi TOTPeOHOCTh € caMOpealln3alui, MOTHU-
BUpYIOIIasi MOTPEOHOCT, B 0O€30MaCHOCTH,
MOTHUBHUpYIOIIAs TOTPEOHOCTb B MEXIIHMY-
HOCTHBIX CBSI3iX, MOTUBHMpYIOIIas MOTpeo-
HOCTb B YB&XKEHHHU, LENb >KU3HH, INPOLECC
JKU3HU, PE3YJbTAT KU3HU, JOKYC KOHTPOJIS —
s, TOKYC KOHTPOJISI — )KU3Hb, OCMBICIICHHOCTb
JKU3HU, HAllUIa CBOE YacCTHUYHOE IOATBEp-
KJICHUE.
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sa3bIKe, e-mail. B craTbsx Ha aHIIMH-
CKOM s3bIKE€ AyOnIupoBaTh Ha3BaHUE,
aBTOpa W MecTo pPabOThl aBTOpa Ha
apyrom si3bike He Hano. [locne mpo-
IyIICHHON CTPOKHM CJIEAYET aHHOTa-
s Ha aHrauickoM (600—800 3HakoB)
U KJtoueBbie ciioBa (5—10) Ha aHTTIUM-
ckoMm s3bike. [lociie mnponyiieHHON
CTPOKM II€YaTaeTcsi TEKCT CTaThH.
['paduku, pucyHku, TaOIMIBI BCTaB-
JSIOTCS, KaK BHEIPEHHBIM OOBEKT
JIOJKHBI BXOIUTH B OOIIUNA O0OBLEM Te-
3ucoB. Homepa Oubmuorpaduueckux
CCBUIOK B TEKCTE JAIOTCS B KBaJpar-
HBIX CKOOKAaX, a UX CIHCOK — B KOHIIE
TEKCTa CO CIUIOIIHOW HYMEpAaIUEN.
WNcTtouyHuku u nureparypa B CIIHCKE
NEPEUUCIAOTCS B al(paBUTHOM MO-

psZIKe, OTHOMY HOMEPY COOTBETCTBYET
I nucrounuk. CCBUIKM pacCTaBISIOTCS
Bpyunyto. [lpum HeoOxogmmocTu m0-
MyCKalT TMOJCTPOYHBbIC CHOCKHA. OHHU
JOJKHBI OBITH O(POPMIIEHBI TaKUM K€
mpUPTOM, KaK U OCHOBHOM TEKCT.
O0BbeM cTaThbu MOXKET COCTaBIATH 4—
15 crpanun. Csenenus 00 aBTope
pacnoJiaratoTcs IMocjie TEeKCTa CTaTbu
¥ HEC YYHMTBIBACTCS TPH IMMOJICYETE 00b-
emMa myOnuKanuu. ABTOPBI, HE UMEIO-
M€ YYEHOMN CTENEHHU, MPEJOCTABISIIOT
OT3BIB HAYYHOTO PYKOBOJMTENS WIIU
BBITIUCKY 3acenanus kadeapbl 0 peKo-
MEHJIAITUU CTaThH K Iy OJINKAIUH.

Matepuanbl TOKHBI OBITH MOATO-
TOBJICHBl B TEKCTOBOM pEIaKTOpe
Microsoft Word, TmiatenbHO BbIBEpe-
Hbl U OTpeJakTupoBaHbl. Mst (aiina,
OTHpaBISIEMOro 1o e-mail, UMeTh BUJ
AIIC-®UNO, nanpumep: AIIC-TIetpos
NB wmu APS-German P. ®aiin co cra-
TheW JOJKEH OBITh C pacIIUpEeHUEM
doc unu docx.

Ceenenust 00 aBTOpE

damunus, uMsl, OTYECTBO

VYueHas cTeneHsp, CIeUuaIbHOCTD

YueHoe 3BaHUE

Mecto paboThl

JIOKHOCTB

ORCID (ecnu ectb)

JlomamHui aipec ¢ MHAEKCOM

CotoBblii TenedoH

E-mail

HeobxonuMoe KOJIWYECTBO IiedaT-
HBIX DK3EeMILISIPOB
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IJIAH MEXKIYHAPOJHBIX KOH®EPEHIIUNI, TIPOBOAUMbBIX BY3AMHA
POCCHU, ABEPBANKAHA, APMEHUH, BOJITAPUU, BEJIOPYCCHH,
KA3AXCTAHA, Y3BEKUCTAHA U YEXUU HA BA3E
VEDECKO VYDAVATELSKE CENTRUM «SOCIOSFERA-CZ»

B 2020 TOAY

JlaTa

HasBanmne

10-11 cents10ps 2020 .

[TpoGnembl coBpeMeHHOT0 00pa30BaHuUs

15-16 centTs0ps 2020 1.

Hosrie MOJAXO0/Abl B DKOHOMUKE 1 YIIPAaBJICHUN

20-21 cenrs6ps 2020 r.

TpagunuroHHas U COBpEMEHHAs KyJIbTypa: HCTOPUS, aKTyaJIbHOE MOJIOKEHHE U
MEePCHEKTUBHI

25-26 centsi6ps 2020 r.

[IpoOneMbI cTaHOBJICHUS MPOQPECCHOHANA: TCOPETUUCCKUE IPHHIIUIIBI aHATIM3a U
MIPaKTUYECKUE PEIICHUS

28-29 centsi0ps 2020 r.

OTHOKYIBTYpHAsI UACHTUYHOCTh — (DAKTOP CaMOCO3HAHHMS OOIIIECTBA B YCIOBHSIX
rio0au3anuu

1-2 oxTs16ps 2020 .

I/IHOCTpaHHLIﬁ SA3BIK B CUCTEMC CPECAHCIO U BBICHICTO O6pa3OBaHI/I${

12-13 oxtsa6ps 2020 T.

I/IH(l)OpMaTI/I?;a]_[I/IH BBICHICTO O6p330BaHI/I$IZ COBPEMECHHOC COCTOSAHUEC U NTEPCIICK-
THUBBI pa3BUTHUS

13-14 oxts6ps 2020 T.

I_IGJ'H/I, 3aJa41 U ICHHOCTHU BOCIIUTAHUSA B COBPEMCHHBIX YCJIOBHUAX

15-16 oxts6ps 2020 T.

JInaHOCTE, 001IIECTBO, TOCYAAPCTBO, MPABO: MPOOIEMBI COOTHOIICHUS H B3aUMO-
IEUCTBUSA

17-18 oktsa0ps 2020 r.

TGHI[CHLII/II/I Pa3BUTHA COBpeMeHHOI\/’I JIMHTBUCTHKH B 3IIOXY FJ'IO6aJ'II/I33LII/II/I

20-21 oxkts6ps 2020 r.

COBpeMCHHaﬂ BO3pacTHasA MCUXOJOrusA: OCHOBHBIC HAIIPaBJICHHUA U IMEPCICKTHBBI
HUCCICAOBAHUA

25-26 oktsa6ps 2020 r.

CO]_II/IEUILHO'BKOHOMI/I‘IGCKOG, COLUAIIBHO-TTOJIUTHICCKOC U COIUOKYJIBTYPHOC pa3-
BUTHC PCTHOHOB

1-2 HOs10ps 2020 T.

Penmurus — HayKa — O6H.[eCTBOZ HpO6J’ICMLI 1 NEPCHCKTHUBBI BBaHMO,I[CﬁCTBPISI

3—4 Hos16ps 2020 .

[Mpodeccronanmm3m yautens B HHGOPMAIIIOHHOM 001IIecTBe: TIPoOIeMbl hopMu-
POBaHUsSL ¥ COBEPIICHCTBOBAHUSL.

5-6 HOs16ps 2020 .

AKTyaIbHBIE BOITPOCHI COITMANIBHBIX UCCIICIOBAHUN M COIIMATBHON pabOTHI

7—-8 HOs16ps 2020 T.

Kraccuueckass ¥ COBpeMEHHas! JIMTeparypa: MPEeMCTBEHHOCTh U MEPCHEKTUBBI
O0OHOBJIEHHS

15-16 HOs6ps1 2020 T.

ITpobnembl pa3BUTHS TMIHOCTH: MHOTOOOpa3ue MOIX0H0B

20-21 nosiops 2020 .

[ToAroToBKa KOHKYPEHTOCIIOCOOHOTO CIIEIMANNCTA KaK LE)lb COBPEMEHHOTO 00-
pa3oBaHHus

25-26 Hos10pst 2020 T.

I/ICTOpI/Iﬂ, A3BIKUA U KYJIBTYPBI CJIABAHCKHUX HAPOJOB: OT UCTOKOB K I'pAAYyHIEMY

1-2 nexabps 2020 r.

HpaKTI/IKa KOMMYHUKATHBHOI'O MOBEACHU B COIUAJIIBHO-TYMAaHUTAPHBIX UCCIIC-
JOBaHHUAX

3—4 nexabpst 2020 .

HpO6J’[eMH 1 MCPCHCKTUBLI PA3BUTUS SKOHOMUKHU U YIIPABJICHUS

5-6 nexabpst 2020 .

Be3onacHocTh yenoBeka 1 o0IIecTBa Kak MpodieMa COIMaNbHO-TYMaHUTapHBIX
HayK
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NHO®OPMAILUA O HAYYHBIX KYPHAJIAX

Ha3zpanue Ipoduin Mepuoany- Hayxomerpuueckue 6a3bl HNmnakr-pakrop
HOCTh
Hayuno-metonnueckuii 1 | ConuansHo- Mapr, e PUHI] (Poccus), e Global Impact
TEOPETUYECKUH KypHAT TyMaHUTAapHbII HIOHbB, e Directory of open access Factor — 1,721,
«Counocdepa» CEHTAOPS, journals (IIIBewst), e PHII - 0,075
zneKadpb e Open Academic Journal
Index (Poccusi),
¢ Research Bible (Kuraii),
¢ Global Impact factor (AB-
CTpainus),
e Scientific Indexing Services
(CIIA),
o Cite Factor (Kanana),
e International Society for
Research Activity Journal
Impact Factor (Muaus),
¢ General Impact Factor (1u-
wst),
e Scientific Journal Impact
Factor (Muaus),
o Universal Impact Factor
Yemickuit Hay4HbId | MynpTunucuu- DeBpaib, e Research Bible (Kurai), e Global Impact
KypHaI TUTHHAPHBIH Mai, e Scientific Indexing Services | Factor —0,915
«Paradigmata aBrycT, (CaiA),
poznéni» HOs6pB e Cite Factor(Kanana),
e General Impact Factor (Un-
wst),
¢ Scientific Journal Impact
Factor (Mumuis)
Yemckuit Hay4yHbIA | DKOHOMHUYECKUI Mapr, e Research Bible (Kuraii),
JKypHa HIOHb, e Scientific Indexing Services
«Ekonomické trendy» CEHTSAOPB, (Cl1A),
Aexabpb e General Impact Factor (Un-
Jist)
Yemckuit HayuHblii | [legarormueckuii DeBpaib, e Research Bible (Kurai),
KypHAI Mai, e Scientific Indexing Services
«Aktualni pedagogika» aBrycT, (CLIA)
HOSIOPb
YencKkuiHayIHBIKY - . | Mapr, e Research Bible (Kuraii),
Haj Hemxonormaeckuid HIOHb, e Scientific Indexing Services
«Akademicka CeHTSIOpB, (CHIA)
psychologie» nexabpb
Uenickuif Hay4HbId U . | despaip, e Research Bible (Kurai),
npaxTiteckuii wypuan | COUMOTOTHHCCKHH | )y « Scientific Indexing Services
«Sociologie ¢lovéka» aBrycr, (CHIA)
HOSI0pB
Yemickuii Hay4yHbli W | OUIOIOTHYECKUA DeBpaib, ¢ Resecarch Bible (Kurait),
AHATMTHYECKHUI KypHAIT Mai, e Scientific Indexing Services
«Filologické aBrycT, (CIIIA)
védomosti» HOSIOPH



http://www.citefactor.org/
http://www.citefactor.org/
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PUBLISHING SERVICES
OF THE SCIENCE PUBLISHING CENTRE «SOCIOSPHERE» —
VEDECKO VYDAVATELSKE CENTRUM «SOCIOSFERA-CZ»

The science publishing centre «Sociosphere» offers co-operation to everybody in prepar-
ing and publishing books and brochures of any kind:
= training manuals;
» autoabstracts;
= dissertations;
= monographs;
= books of poetry and prose, etc.
Books may be published in the Czech Republic
(in the output of the publication will be registered
Prague: Védecko vydavatelské centrum «Sociosféra-CZy)
or in Russia
(in the output of the publication will be registered
Ilenza: Hayuno-uzoamensvckuii yenmp «Coyuocghepa)

We carry out the following activities:
= Editing and proofreading of the text (correct spelling, punctuation and stylistic errors),
= Making an artwork,
= Cover design,
= |SBN assignment,
= Print circulation in typography,
= delivery of required copies to the Russian Central Institute of Bibliography or
leading libraries of Czech Republic,
= sending books to the author by the post.

It is possible to order different services as well as the full range.
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U3JATEJBCKUE YCJIYI'Y HUL « COLIUOCPEPA» —
VEDECKO VYDAVATELSKE CENTRUM «SOCIOSFERA-CZ»

HaquO-I/IS,Z[aTCHBCKI/II‘;I HCHTP ((COHHOC(bCp&)) OpUIrjiamacT K COTpYAHUYICCTBY BCCX KC-
JAarOUX IMOATrOTOBUTh U U31aTh KHHUT'Y H 6p0[HIOpBI JIF000T0 BUaa:

= yyeOHbIe mocoous,

= apropedepaThl,

" JHCCEepTAINH,

= MOHOrpaduH,

" KHHTH CTUXOB H MIPO3BI U JP.

Knuru moryt ObITh U37aHbI B Yexun
(B BBIXOJIHBIX JAHHBIX U3JaHUS OyAeT 3HAYUTHCS —
Ipaza: Védecko vydavatelské centrum «Sociosféra-CZy)
i B Poccun
(B BBIXOJTHBIX JIAHHBIX U3JIaHUS Oy/IeT 3HAYUTHCS —
Ilenza: Hayuno-uzoamensvckuii yenmp «Coyuocghepay)

MBI OCYIIIECTBIISIEM CIIEIYIOIINE BUIBI PabOT.

"  peNaKTUPOBAHHME M KOPPEKTypa TeKcTa (McmpaBiieHne opdorpaguiecKkux, MyHKTyaIu-
OHHBIX U CTHJIMCTUYECKUX OIINOOK),

"  M3TOTOBJICEHUE OPUTHMHAI-MAaKeTa,

= U3aiH 00I0KKH,

= npucBoeHue [ISBN,

" [eyaTh THpaXka B TUMIOTpadum,

= oO0s3aTenbHas OTChUIKA 5 AK3EMIUIIPOB B Beaymue onbdauorexkn Yexun nimm 16 sx3eM-
IUISIPOB B POCCUICKYIO KHIKHYIO [TAJIATy,

"  OTCBUJIKA KHUT aBTOPY.

Bo3MoskeH 3aka3 kak OTACJIBHBIX YCIIYT, TaK KaK ITOJIHOI'0O KOMILICKCA.
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