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BiTanbHe CNoBO

Mixnaponna HaykoBa KoH(pepenuis “Well-Being Leadership Conference” (Bona x —
«Kongepennis 3 JlinepctBa ta [1o6poOyTy») Bke Ipyruii pik NHOCHUIb BiIOyBaeThCs y daci
MOBHOMAcCIITa0HOI pociiicbkoi arpecii mpotu Ykpainu. JIiZepcTBO B TaKUX yMOBaX CTa€ KPUTHUHO
BOXJIMBOIO HAaBUYKOIO, & JOCTIDKEHHS HOro ()eHOMEHy Ta BIPOBA/KCHHS KpalluX NpPaKTUK —
OTepTsM s 3a0e3MedYeH s 6Jaronoxyqyst i pe3smsIbeHTHOCTI MIAPHEMINB 1 IXHIX KOMaH]I.

[[poropiu KOH(EpEHI[iT OXOIUIIOE IIUPOKE KOJIIO BAaXJMBHX TEM: JIOCIIHKCHHS
napag0KCaIbHOTO SBUIIA, KOJIU CIIPOOU YHUKHEHHS €MOLIITHOTO BUTOPaHHS MOXYTh, HaBIIaKH, HOTO
MOCWIJTIOBATH; PO3pOOKY e(EeKTUBHUX CTpaTerii yHpaBIiHHS CTPECOM; aHali3 METOMIB, SKi
JI03BOJISIIOTh  TIPOBECTH TPOIIECH CKOPOYEHb Ta 3BUIBHEHb 3 MaKCHMAJIBHOIO IIOBAarow [0
MpaLiBHUKIB, MiHIMI3YIOUH HETaTHBHI HACTIAKH JJIs1 IXHBOT'O IICUXOJIOTIYHOTO CTaHy Ta npodeciitHoi
pemnyTarii; BU3HaYeHHs poJji Oi3Hec-JiZepiB y CTBOPEHHI BIAYYTTS CTaOUIBHOCTI Ta HOPMAaJIbHOCTI
IUI CBOIX KOMaHJ| Y 4ac TJ00aJbHUX KPHU3 Ta BiliHU; BUOIp MiAXOAIB 10 (GOpPMYBaHHS KyJIbTYpU
HiATPUMKH Ha poOOYOMY MICII; aHaJIi3 BIUIMBY MOBEIHKH JIiZIepiB Ha 330BOJICHHS pOOOTOIO cepent
NPaLiBHUKIB, 3 BUCBITJICHHSAM BIUIMBY MO3UTHUBHOTO JIiIEPCTBA HA YCILIHICTh OpraHi3alii; po3risin
0c00IMBOCTEH OE3MEKOBOTO MUCIICHHS; TECTYBaHHS METO/IIB PO3BUTKY CTIHKOCTI Ta aJJallTUBHOCTI B
KOMIIaHifAX, [0 JO3BOJISIOTH iM €(PEKTUBHO 0JIaTH II100aIbHI BUKIMKH; @ TAKOK BIUIUB XapaKTepy
JiepiB Ha IXHI CTpaTerii MOAOIAaHHS CTPECY i MOTHBALIIIO.

Hama koHdepentiist 06’ eqHana ¢paxiBiiB 3 pi3HUX raiy3ei, CTBOPUBIIH Ti€BY MIaT(opmy ams
OoOMiHy 3HAHHSIMH, JIOCBIZIOM Ta IHHOBAIIIMHUMH MiIX0JaMU. MU BIIEBHEHI, IO OOTOBOPEHHS IMX
BOXIIMBUX TEM CIPHUATHME PO3BUTKY HPOTPECUBHUX 1 €(PEKTHBHUX IIJIEPCHKUX MPAKTHUK, SKI
JOTIOMOKYTh CTBOPUTH OJIarOTOIYYHI, €KOJIOT14HI i MPOJYKTHUBHI CIUIBHOTH.

[TpoBenenns “Well-Being Leadership Conference” crtamo TuM MaliJaHUYMKOM, Ha SIKOMY
BJIAJIOCH IIUTICHO MOEHATH aKaJIeMiuHI HAMPAIIOBAHHS 1 MPAKTUYHI KEHCH, JOCBiJ YIIPABIIHIIB Ta
CTIIOCTEPEXXIIMBICTh HAYKOBIIIB 327151 3MILIHEHHS YKPaiHCBKOT0 Oi3HeCy, MIATPUMKH IXHIX KOMaHJ 1
MIOCUJICHHS 3arajibHOI CTIMKOCTI CyCcHiIbCTBA y OypeMHi yacu BiiiHH. A TOJIOBHE — IEPETBOPHUIIOCH HA
MOTHUBYIOUHH 3pa30K HE3ITAMHOCTI 1 BIAKPUTOCTI 10 MIXXKHAPOJHOI CIIIBHOTH.

3 enuboxor nosazor i 8OUHICMIO
komanoa Hayrxosozo komimemy koughepenyii.



AKYHUKHEHHSA “BUTOPAHHA” MPOBOKYE “BUTOPAHHA”

BigmosigHo no nmanux BOO3, moHaa mMoJOBHHA HACEJCHHS CBITY 3allydeHa M0 mpodeciitHoi
aisutbHOCTI un 1HIIo1 hopmu podotu. Cepen Hux Maibke 15% nopocaux mpare3aaTHOro BiKy MalOTh
JOCB1JT )KUTTS 3 IpoOiemMamu nicuxigyHoro 310poB’ st (WHO, 2022). 3a BucHoBkamu ekcreptis BOO3,
6e3 e(heKTUBHOI Ta HAJIEKHOI MIATPUMKH, JIFOJH 3 JOCBIIOM IICUXIYHUX PO3JIa/IiB MOXKYTh BiAUyBaTH
HEBIIEBHEHICTH IIOJI0 CBOET CIIPOMOYKHOCTI i KOHKYPEHTOCIIPOMOKHOCTI Ha pobodomy wmicti. Lle, y
CBOIO Yepry, BIUIMBA€ Ha IXHIO 3AaTHICTh O HPOAYKTHUBHOI POOOTH, BKJIIOYAIOYH JOCATHEHHS
pe3yJbTaTiB, KOOMEpalito, TPUHHATTS pillleHb Ta FOTOBHICTH 0 3MiH. BHACHIZOK IIbOTO MOXYTb
BUHUKATH TaKi SBUINA, IK a0OCEHTEI3M 1 Mpe3eHTei3M, 1110 0e3MmocepeIHhO BIUIMBAE HA TIEPCIIEKTUBH
30epexeHHs: a00 OTpUMaHHA POOOTH YH IMiBUILECHHS.

MarepiasibHi BUTpaTH Ta COLliabHI BTPATH Yepe3 KIIiHIUHI aCTIEKTH JCTPECUBHUX 1 TPUBOXKHUX
CTaHIB IOPOKY 3pOCTatoTh. JIt0/1u, SKi )KUBYTH 13 MCUXIYHUMHU PO3JIaJIaMH, YaCTO BHKJIIOYAIOTHCS 3
po6OYOro CepeIOBHUIIA, HE3BAKAIOYHN HA Te, 10 pOO0Ta MOXKE OyTH BaXKIIMBUM PECYPCOM JUISI IXHBOTO
BiTHOBJICHHS. BogHOYac, mpoOyieMu MCUXIYHOTO 37I0POB’ Sl HE € BUKIIOYHO OCOOUCTOIO MPOOIEMOIO:
BOHM MOKYTb BIUIMBATH Ha CiM’i, OIIKYHiB, KOJIET, FPOMAaJi Ta CyCIUIbCTBO B ILIIOMY.

He3Baxaroun Ha aKkTyaJbHICTb L€l MPOOJEMH Ta 3pOCTAHHS MOXKJIMBOCTEH JJIsI CBOE€YACHOI
JIOTIOMOTH 1 TMIATPUMKH, OUIBLIICTH JIFOJEH HAMArarThCs JIOJIATH KUTTEBI BUKJIMKU CAaMOCTIHHO.
Ananranisi 10 CKJIAJHHUX MXUTTEBUX OOCTaBHH YacTO 3MYIIye JtoJeil 0OMEXyBaTH YW YHUKATH
CHUTYyaIliii, JyMOK, CIIOTaJ(iB UM 1HIIUX MEPEXKHUBaHb, 11100 30epertu abo BiTHOBUTH BJIACHI PECYPCH.

VYHHUKHEHHST € TPUPOIHOI0 W MOLIMPEHOI0 CTPATEri€l0 pearyBaHHS JIOAWHU Yy CKIAIHUX
o0CTaBMHAX YM MPHU BIAYYTTI CHIBHOrO eMmouiiHoro muckoMdopry. Lle He nume ncuxosoridyxHa
peaxiiisi, ajne i eBOJIOLINHO OOrpyHTOBAaHUI MeXaHi3M, CIpPsAMOBAHUN Ha 30epexeHHs (Pi3UUHOro
Onaromnosyqus Uit BUXKUBaHHA. BinuyTTs noTeHuiitHOi HeOe3MeKn CIIOHyKa€e YHUKATH CUTYaIlii, sSKi
MOXYTbh NPHU3BECTH 10 TpaBM abo IHIMX HeratuBHUX HachiakiB. S. G. Hofmann 3a3nauae, mo
YHUKHEHHS, CIPSIMOBAaHE Ha 3HM)KEHHS €eMOLIIHHOTO CTpecy B YMOBaX HEKOHTPOJIbOBAHOI CUTYaIlI],
Mmoxke Oytu agantuBHUM (Hofmann, & Hay, 2018). Tak, crparerii onanyBaHHs uepe3 YHHUKHEHHS
PO3IIIANAIOTECS SIK 3aXHMCHA peakIlis, [0 CHOpSAMOBaHAa Ha IOCWJIECHHS BIAYYTTS KOHTPOIIO,
J03BOJISIIOUM  JIFOAMHI TPOTUCTOSATH MOTEHIIMHIA 3arpo3i Ta 3MEHINYBaTH PHU3UK HeOaKaHUX
HACIIJKIB y MailOyTHbOMY.

Crparerii yHUKHEHHSI MOXKYTb MPOSIBIIATUCS K y TOBEJIHIIl, TaK 1 Y 3aXUCHHUX PEaKIisiX, 110
BKIIIOYAIOTh THITOBI TIEPEKOHAHHS Ta eMOI[iiHI epeXuBaHHs. B yMoBax ajanraiiii 10 Haa3BUYaitHIX
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00CTaBHH, 31 3pOCTaHHSIM BPA3JIMBOCTI W YYTIMBOCTI 0 PI3HOTO POAY CTHUMYIIB Ta MOTCHLIHHUX
3arpo3, aKTHBI3y€ThCS CXWIBHICTh JIO 3aXHCHOTO pearyBaHHs, BKJIIOYHO 3 T'OTOBHICTIO YHHMKATH
(ABpamuyk, 2024a). Lle Moxe NpOSBIATHCA y MTOBEIIHKOBOMY YHUKHEHHI, KOJIM CBIJIOMO YHUKAIOTh
30BHIIIHIX HaraayBaHb IPO 3arpo3JIMBY a00 TpaBMaTHYHY HOJiI0 YM OOCTaBUHH, TakKi SIK PO3MOBHU
po TpaBMaTH4YHY MO0 abo JroAei 4u Mmicld, 0 BUKIMKAIOTH y MaM’sATi moailo (ABpaMuyk,
2024b).

VY KITiHIYHIA TCUXOJIOTIi ICHY€ TOHATTS «3aXHCHA MOBEAIHKAY, SKe, 3ACOLIBIIOro, BKIIOYAE
eMOIliliHe Ta KOTHITMBHE YHMKHEHHS, II0 € BapiaHTaMH MAaCMBHOTO YHHKHEeHHA. Lleit mexaHizm
nojisirae B MiHiMi3anii abo oOMEXeHHI BHYTPILIHIX NepeXuBaHb ab0 IyMOK, TOB’S3aHUX 13
HeOaxxaHUM (BKIIIOYHO 3 TPABMATUYHUM ) IOCB1I0M. 3aXHCHA TIOBE/IHKA BUMArae BUTpAT BHYTPILIHIX
pecypciB 1yl 3anmo0iraHHs MOTEHIIHHUM HACTIIKaM 3ITKHEHHS 3 TPUrepaMH TPaBMaTHYHOTO abo
HETMPUEMHOTO JOCBiY, BKIIOYAIOUN CIIOTaau Mpo HUX. KOTHITHBHE YHUKHEHHS — II€ TPOLEC, KOJIU
oco0a HaMaraeTbCsi YHUKHYTH JyMOK IIPO IOCh, 3200poHs0uYM co0i aymatu abo 3ragyBaTH LIOCh
abo KOroch, 1 HaMarar4MUcCh 3aBaHTAXKUTH ceOe HImUMH crpaBamu (ABpamuyk, 2024b). Onnum 3
TUIIOBUX TPHUKIAIIB KOTHITUBHUX CTpaTeriii YHUKHEHHS € pallioHadi3allisl Ta iHTeJIeKTyami3allisd,
KOJIM JIFOJIMHA HaMaraeTbCs JIOTIYHO BUIPABIATH CBOI A1l a00 MOYYTTS, ITHOPYIOUH EMOIIiiHI CTaHH
Ta crnpaxHi Hamipu. llle ogHMM BapiaHTOM 3aXMCHOI NMOBEAIHKM € COMATUYHE YHUKHEHHS, SKe
nependadae yHUKHEHHS (i310J0TIYHUX 3MiH, aCOI[IHOBAHMX 3 CHJILHUMHU EMOIIHHIMH CTaHaMHU a0o
TIIECHUM TUCKOM(POPTOM.

Takox BapTo 3rajiaT MpO YHUKHEHHS 3 «IiJMIHOIO» — CIpo0y YHUKATH YCBIJJOMJICHHS Ta
NEpeXMBAHHSA EMOLIWHUX CTaHIB 3a JOIMOMOIOI0 CTOPOHHIX 3ac00iB, TakuUX SK BXKHBAHHS
NICUXOAKTUBHUX PEUOBHH YM AJKOTOJNIO, HaJAMipHa (hi3MyHa aKTUBHICTH TOIIO. bararo crpareriid
OTIaHYBaHHS, SIKI BKJIIOYAIOTh MEXaHI3MHU YHUKHEHHs, HE 3aBXIU MOMITHI ozapa3y. Hanpuknan, He
NEPEA3BOHIOBATH KOMYCh, SIKIIIO € TyMKH, 10 pO3MOBa OyJie He3pYUYHOI0; cripoda OyTH HEMOMITHUM,
HE MPUBEPTATH JI0 ce0e yBaru; BiKIaJaTH CIIPaBH 4epe3 CTpax Ai3HATUCS MpaBlry (HANPUKIIAA, HE
WTH 10 cTOoMaTosora, Koiuu OOJMUTh 3y0); 3/M1MCHIOBATH MEHEI)KMEHT PIillleHb MOAAJ BiJ] CUTYaIlii,
HACIIJKU SIKUX MOXXYTh KOTOCh PO3JIOTHTH; MOYUHATU SKYCh CIIpaBy W ozpa3y BIJICTyNaTH, KOJIU
3pOCTa€ TPUBOTA.

[Torpu Te, M0 YHUKHEHHS NPUHOCUTH MOJIETIICHHS y KOPOTKOCTPOKOBIM MEPCHEKTHBI, 3
OTJISITy HA JOBTOCTPOKOBI HACHIJIKH, BOHO OIIIHIOETHCS siK ae3anantuBHe. Elizabeth Scott (Ph.D.)
OIUCY€ CTpaTerii YHUKHEHHs K HeaJanTuBHY (OpMYy IMOAOJAHHS, B SIKill JIOAWHA 3MIHIOE CBOIO
MOBEIHKY, II00 YHUKHYTH PO3yMiB, MIOYYTTiB a00 BUKOHAHHS CKJIAJHHUX 3aBJaHb. AMEPUKAHChKa
ncuxonoriyHa acomianiss (AITA) BH3Hauae YHUKHEHHS $K CTpATerir0 ONaHyBAaHHS CTPECOBOI
cHUTyallii, B SKill JIIOJUHA HE BHUpIIyE MpodiieMy Oe3mocepeiHbo, a, HATOMICTh, BiIBEPTAETHCS Bl
cUTyalii 1 BIJKITIOYAETHCA BiJ] ONPAIIOBAHHS 3arpo3IMBOi iH(popMartii.

CyuacHi TOCTiIKeHHS BKa3ylOTh, 1[0 BUKOPUCTaHHS CTpATerii YHUKHEHHsS 0OMEXye TOCBiX
JIIOAMHU Ta MOCWJIIOE MOYYTTS HEeBU3HAUEHOCTi. CipoOM YHUKHEHHS MOXYTh IiICUITIOBATH TPUBOTY
yepe3 HEMOJKIJIMBICTh KOHTPOJIIOBATH YBECh MPOLIEC Ta HACHIJKH, a MOBEIiHKA, CIOpPSIMOBaHA Ha
YHUKHEHHS, X04 1 3MEHIIye TArap, He Bupimye npoOnemy. Crparerii YHUKHEHHS MOXYThb
MIPOBOKYBATH KOH(IIIKTH Y CTOCYHKaX 1 MiHIMi3yBaTH COLIalbHY MIATPUMKY, CTBOPIOIOUH MIAIPYHTS
JUTS. HAKOMTUYCHHS 1HITUX TTPOOIIEeM.

3 orysity Ha akTyalbHI moii B YKpaiHi, HaZIMipHa 3aJIeXKHICTh Bijl CTpaTeriii yHUKHEHHS MOXe
MEPENIKOKATH IPUPOTHOMY BiIHOBJICHHIO MICIIs TpaBMaTHUHUX mofiil. EQexT «3amoBoneHHs» Bij
YHUKHEHHSI CTa€ OCOOJIMBO CHJIBHUM Yy TMEpioJy TOBTOPHOTO MEPEKUBAHHS CHMIITOMIB, IO
3aKpIIUTIOE HOTO SIK €BOJIIOLINHO 3HAYYIIMHA MEXaHi3M, THM CaMHUM POOJISTYH JIIOMHY BPa3IUBOIO 10
IHIIUX MPoOJieM 3 MCUXIYHUM 370poB’siM. OIHUM 13 aKTyaJbHHUX BHUKIMKIB € po0oTa B yMOBax
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00OMEKEHHX PecypciB Ta aJanTaliiHUX MOXIJIMBOCTEH, IO cHpusie npodeciiHoMy Ta eMOoUiiHOMY
BUTOPAHHIO.

Menia Ta MOIMIMPEHi COIialibHI YSBICHHS LIOJJ0 BUTOPAaHHS, AOCBIJ KOJET, SIKi MPAaLIO0Th B
yMOBaxX HaJ3BHYalHUX OOCTaBHH, a TAaKOX IMOMEpeIHill JOCBiJ] BUCHA)XEHOCTI YU BHUTOPAHHS
BIUTMBAIOTh HAa EPEKOHAHHS JIFOJICH 111010 BIACHUX MOXKJIMBOCTEH 3 IXHHOTO YHUKHEHH:. B3aemois
ux (GaxkTopiB CHOHYKae (OPMYBATH KOPCTKI MpaBUiIa Ha KIITAJIT: «I00 3armo0irTH BUTOPAHHIO, 5
HE TMOBMHEH HaJMIpHO CTpecyBaTH» al0 «si TIOBUHEH BiJCIIJKOBYBAaTH €MOLINWHI IPOsSBU
BucHaxkeHocT» (Tyrrell, 2010). Taki mparHeHHs MOXYTh MPU3BOIUTH A0 HAIMIPHOI MWJIBHOCTI Ta
(oxycyBaHHs Ha 03HaKaX (Pi3MYHOI Ta EMOLIHHOI BTOMH, SIKi € IPUPOJHUMHU y CKIIATHUX yMOBaX.

3a mogemtio Tomaca BopkoBIis, 101, BiTYyBalOYH CUIIbHE 3aHETIOKOEHHS, CXUJIbHI IPAarHyTH
nepeadavyBaHOCTI, IO 1HOJI MPU3BOAMTH 0 NUCHYHKLIHHOrO mependaueHHs Ta iHTeprpeTanii
3arposu (Sibrava, & Borkovec, 2006). Lle nposBisieTbcs B aBTOMATUYHUX JTyMKaX Ha KIITANT «sI HE
3MOXY CIIPAaBUTUCHY a00 «IKIIO 51 He Oyay poOuTu Xoda O 1I0Ch, s 3HOBY BUTOpIo». Taki TyMKH
MOCWIIOIOTh BITYYTTSI TICHXOEMOIUHHOrO AUCKOMQOPTY, L0 CHpPUSE YHUKHEHHIO CTPECOpIB:
0oOMeXeHHIO pOOOTH, 3MEHIIICHHIO aKTUBHOCTI, MiHiIMi3alii crinkyBanHs Tomio (Tyrrell, 2010). Le,
CBOEIO YEProro, CTUMYJIIOE PalliOHAJI3alli0 MTOBEAIHKOBUX BapiaHTIB YHUKHEHHS.

Pe3ynbraToM € 3HIKEHHS CIPOMOXKHOCTI JOBIPSTH BJIACHUM NEPEKOHAHHSM Ta OLIHIOBATH
cBOi 31i0HOCTI. BHYTpIilIHS HEBNEBHEHICTh Ta BUMOTJIUBICTh 0 ceOe MiJACHIIOITh aBTOMATHYHI
JTYMKH, 3MYyIIYIOYH 30CEPeHKYBATUCS HAa O3HAKaX (PI3UYHOI Ta eMOIIHHOT BTOMH JJIsi MaKCUMi3allii
KOHTPOJIIO HaJ co0or0. YacTime BUHUKAIOUH, 116l JOCBiA MPU3BOJAUTD 0 aBTOMATUYHOTO 3aITyCKY
MEXaHi3MIB YHMKHEHHS, 10, Y CBOIO 4epry, MiJCHIIIOE BUCHAKEHHS ICUXOJIOTIYHUX PECYpCiB,
HEKPUTUYHY OLIIHKY BJIACHMX MOXIJIMBOCTEH Ta CTa€ MPUYMHOIO BUTOPAaHHS Ha poOOYOMY Micli
(Tyrrell, 2010).

[Ipodeciitna nisIbHICTH B yMOBaX 00MEKEHUX PECYPCIB Ta aJalTallifHIX MOKIMBOCTEH y yaci
BIlHU cIlpuse eMoIliiiHoMy Ta mpodeciiiHomy Buropanttro. Ctparerii yHUKHEHHS, X04Y 1 MOXYTb
TUMYACOBO 3MEHIINTH EMOILIIMHUH TATAp, Y JOBIOCTPOKOBIN MEPCIIEKTUBI IPU3BOIATH JI0 MOCHICHHS
TPUBOTH Ta ICUXOeMOIiiiHoro auckomdopty. Lle BinOyBaeTbcss yepe3 HEMOXKIMBICTH MOBHICTIO
KOHTPOJIIOBATH CHUTyalil0 Ta ii HACHIAKM, IO MiACUIIOE TOYYTTS HEBM3HAYCHOCTI Ta 3HIKYE
3[IaTHICTh €()EKTUBHO BUPIIIyBaTH MPOOJIEMH. Y HUKHEHHS TaK0XX MO>KE MPU3BOIUTH O KOH(IIIKTIB
y CTOCYHKax 1 3MEHIIEHHS COLIaJIbHOI MIATPUMKH, IO € BAXIJIMBUM PECYpCOM sl TOJOJaHHS
ctpecy. lle 0coOmMBO KpUTHYHO Yy MpodeciiHOMYy KOHTEKCTi, ¢ e(eKTHBHa KOMYHIKAIlis Ta
OIATPUMKA KOJET € KIIOYOBUMH Ui 30epekeHHs po0ouoi MPOAYKTUBHOCTI ¥ eMOLIHHOTO
Onaromonyyusi. BukopuctaHHs cCTpaTerii yHHKHEHHS CTBOPIOE TOPOYHE KOJO, JI¢ TMOCTiiHa
(OKyCyBaHHS Ha YHUKHEHHI CTPECOBHX CHUTYallii MPU3BOJUTH O BHCHAXCHHS TCHUXOJOTIUHHIX
pecypciB Ta 3HKEHHS KpUTHUYHOI OLIHKY BIIACHUX MOKJIMBOCTEH.

OTox, B yMOBax poOOYOro CEpelOBHUINA, HAKOMWYECHHS CTPECy depe3 HEeBH3HAUEHICTh MU
OOMEKEHHSI TOCBiJly, MiICHITIOETHCSI BHYTPILIHS HEBIIEBHEHICTh 1 BUMOIJIUBICTH 710 cebe, a BTpara
COLAIbHOT MIATPUMKH MOKE OCUJIUTH BIAYYTTS 13071111 Ta CIPUSTH BUTOPAHHIO.

AKTHBHI CcTpaTerii NMOJOJaHHA IUCTPECY B YMOBAaX BOEHHOTO dYacy, L0 MOXYTb OyTH
KOPHUCHUMH y MIPEBEHIIIT BUTOPAHHSI, IEPII 33 BCE, MOKYTh BKIIIOYATH YCBIZIOMJIEHY CaMOpeQIIeKCio
Ta BU3HAYEHHS 3BHYOK, SIKI MICTATh y cOO1 YHUKHEHHS, aHalli3 IXHOT HEaJallTUBHOCTI Ta HACII IKIB.
BaxnBo 3BepTaTu yBary Ha CUTYyallli, IKi «BMUKAIOTb» PEKUM YHHKHEHHS, 1 MIpKyBaTH PO iXHE
BUPILLICHHS MOCTYTOBO, MOETAHO. BMIHHSA KOMYHIKYBaTH NP0 KOH(MIIIKTH MOXKE CTaTH KIIFOYOBUM
acIieKTOM, IO CIPHUATHME HIATPUMII Ta OOMIHY JIOCBIIOM y CKJIQAHHMX oOcTaBMHaX. BomgHowac,
BOXJIMBUMH 3aIMIIAIOThCS PEKOMEHJAMI] 111010 (Pi3MYHOTO HABAaHTAXKEHHS, SIKE JOMOMArae 3HITH
CTpeC, a IOCHKCHHS PI3HUX MNUIIXIB «3BUIBHEHHS BiJ €MOL» 03BOJSE 3HAMTH HANOLIBII
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e(eKTHBHI CIIOCOOU JJIs1 KOXKHOI OKpEMOi JIIOMHH. SIKII0 MEepCOHAIBHOTO JIOCBILY UM pecypcy He
JOCTaTHbO, BAXXJIMBHUM KPOKOM € 3BEpHEHHs 3a JOMOMOroro a0 (axiBid 31 chepu NCUXIYHOTO
310pOB’sl.
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XAOC VS. HOPMAJTBHICTb Y YACI BIMHMW.
POJ1b BISHEC-J1IOEPIB Y CTBOPEHHI HOPMAJIbHOCTI

Harmme nocnimkeHHs (MpoBeIeHe CIIBLHO 3 KoyieraMu 3 YHiBepcuteTy OpXycy) TOKYMEHTYE
JIOCB1JT YIIPaBIiHHS KPU3010 cepen Oi3Hecy B YKpaiHi mija yac BiHU. ['070BHE 3aBIaHHS IMOJIATAE B
TOMY, 100 JOTTOMOI'TH PO3yMIHHIO KPU30BOT'O YIPABIIHHSA B YMOBAaX BOEHHOT'O Yacy, 110 € 3HAYHOIO
MipOIO HEJIOCTaTHBO JOCIIKEHOI0 00JI1aCTIO Y CBITOBIH ynpaBiiHChKIN Hay1li. B MixkHapoiHii Hay1i
3yCTpi4a€eThCsl UMK psiA cTaTeil Mpo BIUIMB BIWCHPKOBUX KOH(JIKTIB Ha TpaHCHAI[IOHAIbHI
MikHapoaHi kommanii (Hamp. Kulikov, 2023), npoTe HeBenMka YacTMHA — MPO MiANPUEMIIB Ta
0i3HecH, SKi TPaIoTh Y KpaiHaxX, ae BinOyBaeThes BikiHa (Sytch, 2023; Obloj, 2023). Ha ocHoBI
1HTEpB’10 3 BIaCHUKaMH Ta KepiBHUKaMH 20 yKpaiHCHKUX KOMIIaHi|, 110 OXOIUTIOIOTh Pi3HI CEKTOpHU
it reorpadiro kpaiHu, MU (OPMY€EMO YSBJICHHS MpPO YHUCICHHI €JIEMEHTH, fKi M0-0COOIMBOMY
XapaKTepU3yIOTh 1 BIAPI3HAIOTH BIMHY SIK THIT KPU3H, BKIIOYHO 3 HEBIJJOMOIO KiHIIEBOIO TOYKOIO. 32
OCTaHHI 2 POKH MH JOBIIATUCh PO MiAXOIM YKPATHCHKUX MEHEIKEPIB A0 i€l KPU3H, SIK BUKIUKU
3MIHIOIOTBCSL 3 YacoM, 1 sIKi HOBI KOMIETEHTHOCTI MOTPiOHI YKpaiHCHKOro Oi3HECy 31 3MIHOIO ITHX
BUKJIHMKIB. OIMH 13 pe3yJIbTaTiB, OMMCAHU B LIl CTATTi, CTOCYEThCA poJli Oi3HEC-TIiIepiB y CTBOPEHHI
HOPMAJIBHOCTI TIOCEPE]T Xa0Cy.

Pociiicpka BiiiHa — 11e He BiliHa 3a pecypcH (ix y Pocii 6araro). Bona He [u1st 3aXOIUIEHHS MICT
(Mu 3HaeMoO, B sikoMy cTaHi micta B 2023-2024 pokax mepexoAsTh 10 OKYIaHTIB: Maii’ke MOBHICTIO
3pyriHoBaHuMHU). @paniy3skuii nonitonor Hikons Tensep BBaxae, mio [lyTiH He nepeciiaye »01Hoi
«TIO3UTHBHOI» I11J11, IKY MM MOXeMO co0i ysaButu. Lle BiifHa Ha 3HUIIEHH:, HOBE BapBapcTBO XXI cT.
«["0710BHUM BOpOTOM MyTiHI3MY € 3aKOH. Oco0IMBO — MiKHaponaHe npaBo. [lyTiHI3M yHIKaIbHUN
TUM, 110 BiH HE Ma€ Ha METi CTBOPEHHS albTEepHATHUBHOTrO mopsaky. LlIBumimie, BiH mparse 1o
CHCTEMaTHYHOTO 3HUILEHHS Oy/Ib-sIKOT0 NOPsAKY». ToOTO, CTBOPEHHS Xaocy.

Haii0inp1 BiMOBITHUM BU3HAYEHHSAM KPH3H, sIKa BiI0OYBa€ThCs B YKpAiHi, HAa HAIy TyMKY,
€ xapakrepuctuka Kapmna Beiika (1993), sikuii onucye Taky Kpu3y K «KOCMOJIOTTUHUI emizony. Came
BU3HauYeHHs Beilika BpaxoBye, fK BiiiHYy CHPHIIMalOTh JIOAW, KOTP1 JKUBYTH 1 MpPALIOIOTh y 30HI
6oitoBux niit. «KocMooriyauii emni3oll, B IKOMY JIFOJM PanToBO i TTHOOKO BiI4yBalOTh, 110 BeecBiT
Oinbllle HE € pallioOHaIbHOK, BIOPSAKOBaHOK cucteMoro. Illo poOuTe maHwWii emi3o[ TakuM
MPUTOJIOMIIIIUBUM — PYHHY€ETHCS HE JIUILE BIAUYTTS MOPAIKY, ajie i 3aco0M I HOro BiTHOBICHHS

(c. 633).


https://hbr.org/2023/02/leading-a-business-in-ukraine-during-the-war
https://www.sciencedirect.com/science/article/pii/S0007681323000952?dgcid=author
https://www.jstor.org/stable/2393339?origin=crossref

KpusoBe miiepcTBO BKIIIOYA€E TaKi KOHKPETHI 3aBJaHHA, IK OCMUCIICHHS KPU3HU, IPUHHATTS
MPaBUIBHUX PillIeHb MO0 11 BUPILICHHS, OKPECICHHS KPU3H IS 3alliKaBICHUX CTOPiH, PO3B’ A3aHHS
Ta BIJHOBJICHHSI HOPMAJILHOTO (PYHKIIIOHYBaHHS Oprasisaiii, a TakoX ypoku 3 kpusu (Boin Ta iH.,
2005). OnHak, BUKOHAHHS TaKUX 3aBIaHb TAKOXK 3aJICKUTH BiJ] JIIIEPCHKUX SIKOCTEH Ta eMOIIIITHOTO
inTenexty (Mitroff, 2004).

BinmoBigHo 1o mociOHWKaA 3 HociipkeHHs Kpu3oBoro Jigepcta (DuBrin, 2013), Baxiusi
OCOOWCTICHI SIKOCTI KPHU30BHX JIiJIEPIB BKIIOUAIOTH CTpPATETiYHE MHCICHHS, 3[aTHICTh HAIUXaTH,
BUSIBJISITH CyM Ta CHIBUYTTS JO TPUBOT 1 MPOOJIEM CBOiX KOMaHJ Ta CHiBPOOITHHUKIB, 3a0e3neuyBaTu
JTUPEKTUBHE JIIZIEPCTBO (BXKHUTTS PIIIyduX Jii AJIsl BUIIPABICHHS CUTYallii) 1 6araTo KomyHikauii (c. 5-
10).

BripogoBx ABOX POKIB MU NMPOBEJH SKICHE MHOXHHHE KEWC-T0CIIPKEHHS 1010 KPU30BOTO
YIpaBIiHHSA YKPaiHCHbKMMU KOMITAHISIMH TIi/1 Yac BIHU, K€ IPYHTYETHCS Ha HAMIBCTPYKTYPOBAHUX
iHTEepB’10 3 KepiBHUKamMH 20 yKpaiHChKMX KOMMaHii. [HTepB 10 MpoOBOAMIKCH ABIYil: MEpIINi pa3 —
BIIPOAOBXK JUMNHSA-BepecHs 2022 poky, Apyruil payHa — BIpoAoBxk jucronana 2023 — GepesHs
2024 poxy. OnutyBaHux Oyj0 BiZiOpaHO HUIAXOM MIJIECIPAMOBAHOI BHUOIPKH, /i€ TOJIOBHUMHU
KpuTepisiMu OyJTu BUKOHAaBYI MEHEKepH a00 BIACHMKH 13 ciMOMa 4M OuIble pOKaMH JOCBiTY
poOOTH B CBOIH raiy3i, y BiIOMUX YKpPaiHChKUX MPUBATHUX KOMIIAHISX, KOXKHA 3 SIKUX MAa€ HE MEHIIIE
30 cniBpoOiTHUKIB. 20 KOMIaHii NpeacTaBiAl0Th pi3Hi cekropu exoHomiku (IT, BUpoOHUITBO,
iaBectuuii, HORECA, cinbchke rocnogapcTBo, JOTICTHKY), a TAKOXK pi3HI perioHn Ykpainu. Jleski
pO3TalIoBaHi y BIJHOCHO Oe3MeuHilniid 3axigHili yacTMHI YKpaiHM, YacTHHa — Ha JCOKYNOBaHIH
[TiBHOUI, 1HIII PENIOKYBAJUCh Yy 3aXifHI perioHu abo 4acTKOBO 3a KOPJOH, a YMMAaJO — BTPATHIU
yacTUHM nignpuemMctB Ha Cxoxai ta IliBaHi mig yac okymarii. Y cix OonuTaHux 00’ €IHy€ Te, 110 BOHU
JisUTM B YMOBAX BHCOKOTO PiBHS pU3UKY i HEBU3HAUEHOCTI B YMOBAaX BiiHH.

OpxHe 13 3anmuTadp B APYyroMy payHi JOCIiIKEHHs OyJo Mpo poib Jijaepa Ui MpaliBHUKIB
3apa3 — TOOTO Yepe3 Maiike 2 pOKU MICHsI TOTO, SIK PO3MOYaIOoCh MOBHOMACIITAOHE BTOPTHEHHS, 1
IUBUIbHI KHUTENl YKpaiHH CTaJId CBIAKAMH BEJIHUYE3HUX PYHHYBaHb, MaiKe BCl MEPEKUIN BTPATY
KOTOCh B POJMHI 4M cepel OMM3bKUX Jpy3iB, a BeJMKa KUIBKICTh TpoMajasH Oylu 3MyIIEHi
€BaKyHOBYBAaTUCh, IEPEIKIKATH, THUMYACOBO EMITPyBaTH. 3arajaoMm, TeMa CTPECy cepesl MpaliBHUKIB
Oyna ay>ke 4acTo 3raJlyBaHOIO Ccepe/l TEMepilllHiX BUKIUKIB JJs1 KOMIIaH1i Ta opraHizariil.

HanzsuyaitHO BaKITMBUM JIJIsl JZIEPCTBA ChOTOJHI, HA TyMKY PECIIOHACHTIB, € OCOOUCTHIA
npukiaaa. J[exro 3 HUX 3ragye Mpo HbOTO HA MOYATKy MOBHOMACIITAOHOTO BTOPTHEHHS, 1HIII —
TOBOPSATH PO OCOOUCTHI MPUKIIA 3apas.

«3apas nioepcmeo — ye npuxiao. Tu macw 6ymu nopsoy. [Pecnonoenm Nel(]

«Ponw nidepa, ocobaueo nio uac HesusHawenocmi, cmpaxy — Oymu 0ocmposom cmadiibHocmi,
300p06020 2ny30y, [moeo], 3a wo MON*CHA MPUMAMUCS, MAd HA WO CHUPAMUCL NI0 YAC BILUHUY.
[Pecnonoenm Ne5]

«dasamu npuxnao eneenernocmi, gipu il nozumugy. Xoua, iHKOIU yetl NO3UMUS 0yiHce CKIAOHO
3 cebe euuasniogamu. Ane 6ce 00HO NOMPIOHO NPAYIBHUKIE 3APAOACAMU, HAOUXAMU, BCENAMU
bauenns moeo, wjo ece 6yoe dobpe. Moocauso, s xomis 6u, woob i MeHe XMocb MaxK NIOMpPUMYBABH.
[Pecnonoenm Nell]


https://www.cambridge.org/core/books/politics-of-crisis-management/D91A08EC1089E0463A1BEDBF244176FA
https://www.cambridge.org/core/books/politics-of-crisis-management/D91A08EC1089E0463A1BEDBF244176FA
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1ikaBo, 1110 JesIKi pECIIOHACHTH, BiJIIOBIJAI0YN HA 3aIIUTAHHS MPO TETIEPIIIHIO poJib Oi3HECY,
TOBOPWJIM PO HBOTO, AK MPO cepeloBHIle CTaOLIbHOCTI. | K mpo Micue MIATPUMKH HE JIUIIEe
€KOHOMIYHOT0, aJie i (Pi3MYHOro Ta MCUXOJIOTIYHOTO OJIaromnoIyddst JHOACH.

«Poboma mae 3apaz mepanesmuuynutl eghekm: Oonomazae 00AM 3MiHUMU HOKYC i
CAPAMYBAMU CBOK0 €Hepelio HA me, WO BOHU MOJICYMb KOHMPOIIO8AMU, Me, W0 BOHU MONCYMb
cmeoprosamu. st T0OUHU 0ydice 8aANCIUBO NPAYIO8AMU HAO YUMOCH, OAMU pe3yibmam, nooavumu
yetll pezyrbmam i 6ymu 6USHAHUM 3a Hb020, 8I0ceamKyeamu tioeo. I ye me, wo pobums 6isnec. Ilnan
npooasicis, AKUll 6U GUKOHAU, NPOOVKM, AKULL 6U GUSOMOBUIU, 3A0060ICHUL KIIEHM — Yyce ye 0aE
nosumueHny emoyiro. A eeascaro, wo ye, 6e3ymoero, oonomazae. OKpiMm eKOHOMIUHOI 6ue00U, ye
donomaeae niompumysamu QizuyHe ma ncuxonociyne oiazonoayuus modeuy. [Pecnonoenm No4]

J1exXTo 3 pecroH/ICHTIB YiTKO BUISE, 10 B TIEP10]T Ty’>KE TPUBAIOi HEBU3ZHAYEHOCTI MMOTPIOHO
3pO3YMITH, Ha 110 TH MA€II BIUIMUB, 1 cCaMe Ty COPSIMOBYBATH YCi 3yCHILIS.

«Mos ponv — npo HamxHeHHs, RIOMPUMKY, NPO pamku i dopozoskas. Ceocto nocmasoio, s
xouy nokazamu (i, cnooisaiocs, ye uxo0umy), wo mu NOBUHHI pooumu c8or pobomy sk ciio. Ha me,
HA WO MU MOXNCEMO BNIUBAMU, MU NOBUHHI enausamu skHaukpawey. [Pecnondenm Ne§]

«Bce oono oani mpeba 6ymu cminueum ma pyxamucs. K minoku 3ynuHUMocs, 6ce noume
naoamu. Tax, MOX#CIUBO Y HAC He HAOINbUWL NepCheKMUEHe MAUOYMHE, dle ye HIYUM He 00NoMOodice.
Mu maemo pobumu me, Ha wo enausaemo, wo 6 Hawux curax. Tpeba mesic IHWUM YIO CMITUBICMb
nepeoasamu: KiicHmam, napmuepam...». [Pecnonoenm Nel§]

3arasioM, 30BHIIIHIM KOHTEKCT Ay’e BIUIMHYB Ha TEBHI MPOLIECH B3a€MOJIIi Ta KOMYHIKallii,
SIK BCEpEIMHI OpraHi3aliif, Tak i Ha30BHI 3 MAPTHEPAMHU.

om0 xomyHikamii BcepeauHi, KEpIBHUKM 1 BJIACHUKH TOBOPSTH MPO MOTpedy OiNbIIoi
TPAHCHAPEHTHOCT] pIllIeHb, YAaCTUX MOSCHEHb, YOMY caMe Taki pillleHHS NpuiiMaioThcs. bararto
ONUTAHMUX BiJ3HAYAIOTh 3MEHIICHHS (POPMAJBHOCTI, Oiblle JeNeryBaHHs HMPUHHSATTS pIlIeHb BiX
TOI-MEHEKMEHTY JI0 CEpEeIHBOI JTaHKH.

«dyoice ckopomuecs wisax Komyuikayii ma nputinammsi piwens. 1 osopumo npo npobremu
00pa3zy i npamo, cmano npooykmusHiwe. Komynikayii cmanu wupumu, 0invws emoyiunumu (1oo0u He
bosmubcs naakamu, cepoumucy) i weuouwumuy. [Pecnondenm Nel5]

«3apasz s cninkylocs 3i ceoimu 100bMuU HAOazamo Oinvbuie, HIdC ye OYI0 00 6MOPSHEHHSLY.
[Pecnonoenm Nel(]

«Mos nidepcoka ponv nonseae dinvuie 8 HAOAHHI NIOMPUMKU, HINHC VY KOHMPOi. PakmuuHo2o
GdopmanvHoco KOHMPONO HaAbOAzamo MeHuie, MOMY WO 00U YOMYCb Gi0UYeaomv Olibule
gionosidanvHocmi 3apas, Hixc pawiute. Tooxc ece uwacmiuie Mu npocmo 206opumo. H namaearocs
donomoemu ma Oenezysamu Oinvuie. 3apaz y Hac € Oazamo pi3HUX NPOeKmis, Oe panmom
KepisHUYMeE0 cepedHbOi TaHKU CMA€E 8I0N0BIOANbHUM 3a NeBHY 8aNcaugy yiib abo saxcausuii KPI, i
ye OilicHO Odonomaeae noOAUUMU pe3yIbmamu, AKUX JH0U 00CA2aomb, 8i0N08IOATbHICIb, SKY
bepyms Ha cebe, i 6u3HaHHs, ke ompumyromsy. [Pecnonoenm Nel4]
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He menm BaximBo Oyino 3po3yMITH, IO caMe JIO3BOJISE JiJAepaM MiATPUMYBATH CBii
eMOLIIHMI CTaH. AJ)Ke HaTXHEHHs 1HIIMX BUMAarae eBHOTO Pecypcy.

«Ilesni 000pi cnpasu merne Oydce emoyitiHo nepezapsaoxicaioms. Konu 6auuw neped cob6oio
CKIAOHY 3a0ayy, mo 32a0yeul XJ10nyie ma 0iguam, ujo nepedysaoms 3apas y HA0CKIAOHUX YMOBAX, |
oopa3zy 3oupaecuicsay. [Pecnonoenm Nel6]

Hyxe moxmiOHi iHTepmpeTalii IIbOro TBEPKCHHS MOKHA MOOAUYUTH Yy BEIHKIH KIJIBKOCTI
MIPOBEICHUX IHTEPB’10.

«Bitina 3azocmproe cenc ma cmax scumms. Xovewl 3HAMU, WO KOHCeH OeHb Mmu pooul
NpABUIbHI pei, NPUHOCULWL KOPUCMb, He 8i0Kiadacu Ha nomim. Lle € maka cnpagicHicmy sHcummsl.
3apaz mu ne macw npasa Ha xanasy, Macui i00ABAMUCH NO-MaKcuMymy. A xouy pobumu npoekmu-
cumsonuy. [Pecnonoenm Ne5]

[TizcymoBytouH, BapTO 3a3HAUMUTH, 11O Micis iHTepB’10 y 2022 pori, crocTepiraiach rneBHa
JIIOAMHOIIEHTPUYHICTh KEPIBHUKIB Ta BIACHUKIB Oi3HECY, PO SKY BOHU TOBOPUJIH, SIK TIPO PE3yJIbTaT
MOBHOMACIITA0OHOTO BTOprHeHHsA. SIk Gaummo, e OyB He OJHOMOMEHTHHHM NOpHB, a TEBHUU
JAEPCHKUM MiJXiM, KUK CIIOCTEPIra€Thbesi BXKE TPUBAIMHA IepioJ] 4acy, 1 SKUH 3aKpIIUTIOETHCS.
JlinepcTBO TpPUKIAZOM, AaKTHBHA IIOCTiHA MpO30pa KOMYHIKalis, aKTUBHE JeleryBaHHI
MOBHOB@)XEHB Ta BIJIOBIJAILHOCTI, HA/IAHHS CEHCY BChOMY, 110 BiAOyBa€ThCS — HOBI 3aj1a4i 1epen
YKpailHCBKMMHU  TIANPUEMIEIMH  Ta KEpIBHUKAMM B  yMOBaX, KOJM HEBU3HAYEHICTH 1
HEMPOTHO30BAHICTh CTAJIM HOPMOIO SKUTTS IS MUTBHOHIB YKpaiHIIiB.
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NIOAUHOLIEEHTPUYHUI MIAXIA
A0 CKOPOYEHDb TA 3BIJIbHEHb MNMPALIBHUKIB

KoHuenmiss TIOAMHOLEHTPUYHOCTI  (JIFOJMHOOPIEHTOBAHOCTI) TIPYHTYETbCS Ha  1€AX
ryMaHi3My, «SKi BUPaXar0Th CTaBICHHS J0 JIOAMHU SIK 10 HAMBHIOT I[IHHOCTI, BU3HAIOTH ii THICTh
1 mpaBa Ha cBOOOy, IIACTs, BCEOIUHUI PO3BUTOK 1 MposB cBOiX 3ai6H0CTEN» (TodTymn, 2014).

Po3kpuBaroun ceHC JIOJMHOIEHTPUYHOTO MAX0Ay Y cdepi npodeciiHuX B3a€MOBITHOCHH,
BapTO 3raJlaT Mpo oro ocHoBomnojoxHukKa. ['oBapa Kipcxenbaym B orisiioBiii TeMaTuuHii CTaTTI
“The History of Person-Centered Approach” (Kipcxenbaym, 2003, 2004) 3a3nauae, mo icTopis
PO3BHUTKY JIIOJUHOLEHTPUYHOTO Miaxony 3apojukyerbes y CILIA B 1940-x pokax y mpamsx Kapna
Pomxepca,  aMEpUKAaHCBKOTO  IICUXOJIOTA,  SIKHH  1OYaB  BUKOPUCTOBYBAaTH  TEPMiH
KIIIEHTOLICHTPUYHHI» 11 OMHCY CBOTO MIAXOAY JO KOHCYJBTYBaHHS 1 IICHXOTeparii.
[Tepeocmucmoroun BucHoBKH . Kipcxenb6ayma ta BucnosmoBanns K. Pomxepca, iuroBai y Tii sxe
crarti (Kipcxenbaym, 2003, 2004) mogo CyTHOCTI METOAY, MOXKHA BHIUIMTH KJIIOYOBE:
KIIEHTOLIGHTPUYHUN TMiAXin O0a3yeTbcs Ha TinmoTe3l Npo 3AaTHICTh JIIOAWHU (KIIIEHTA) J0
CaMOYCBIJJOMJICHHS i IEPCOHATBHUX 3MiH y HAPSMKY CaMOAaKTyalli3allii Ta 3piIoCTi; 3aBJaHHSAM K€
TeparneBTa € (OpMyBaHHS CTOCYHKIB, IO 0a3yloTbcs Ha emraTii, 0€3yMOBHOMY IO3UTUBHOMY
CTaBJICHHI Ta KOHIPYEHTHOCTI, SIKi CHPUATUMYTh YCBIJOMJICHHIO KIJII€HTOM BIJIACHHM IIOYYTTIB,
PO3YMIHHIO CBOiX MOTPeO 1 BUKJIMKIB Ta PO3BUTKY BJIACHOT OCOOMCTOCTI.

K. Pomxepc 1 oro xojeru mpoJoBKyBaJld PO3BUBATH 3aCTOCYBAaHHS KJII€EHTOLEHTPHUYHOTO
miaxoay B pi3HUX cdepax — OCBITI, Oi3Heci, TBOPYOCTi, OCOOMCTHUX CTOCYHKAaX, JiJE€PCTBI,
MDKKYJIBTYPHIH KOMYHIKallii, a TaKOoXX y BHpIIIEHHI MUKIPYNOBUX KOH(QUIIKTIB 1 HaBITh Y
MDKHAPOHIM MUPOTBOPUi MiSTIBHOCTI.
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ABtop nyOmikamii “Seven Ways to Become a Human-Centered Business” B menia Forbes
Jxxon Hotre (Hotte, 2023) BU3HAuYae JTIOAMHOOPIEHTOBAaHMN Oi3HEC SK «OpraHizallito, sika Hajae
MPIOPUTET OJIArOMOTYYYIO Ta 33J0BOJICHHIO CBOIX CIIBPOOITHUKIB, KIIIEHTIB 1 rpoMaj 3aranom. Llei
TUM Oi3HECY BU3HAE, IO JIFOJU € CEPLIEBHHOIO0 HOTO YCIIiXY, i MparHe CTBOPUTH CEPEIOBUIIE, SKE
CIPUSTHME JIOBIpi, CIIBYYTTIO Ta 3MICTOBHHM B3aeMO3B’si3kaM. CHiBpOOITHHUKM, HiAPSAHUKU 1
NapTHEpU MLIHYIOTbCS SK OCOOM 3 YHIKQJIbHUMHU TaJlaHTaMH Ta MEPCIEKTUBAMH, a KIIEHTH
PO3MIISIAIOTHCS K IOCH O1TBbINE, HiXK MPOCTO TPAH3aKIi(». 3a0X0UeHHS 10 KOMYHIKaIlil (CTBOPEHHS
CepeoBUINa JJIsi TPAHCIIAPEHTHOTO Jiajiory), PO3BUTOK €MIIaTii, moOyJoBa B3a€MOBITHOCHH,
BU3HAHHS CHUJIBHHMX CTOpPIH OCOOMCTOCTI, MIATPUMKA MpodeciiHOro 3poCTaHHS, 3a0XOUYEHHS 0
OamaHcy MiX poOOTOIO Ta OCOOMCTHM >KUTTSM (30KpeMa, 4epe3 BiAIMOBiIHY OpraHizaiiio mpari),
TAepCTBO Yepe3 BIACHW MpukiIang — 1e Ti cmocodu, siki Jxon Horrc (Horre, 2023) BBaxkae
NPIOPUTETHUMHU JIJIs1 KOMIIaHi|, 10 MparuyTh OyTH JIOAUHOOPIEHTOBAHUMH.

AKTyanpHICTh JIIOJUHOIICHTPUYHOIO MiAX0Ay B Oi3Heci ¥ ympaBiiHHI KOMIIaHiIMHU
3YMOBJIIOETBCS HE JIMIIE HEOOX1THICTIO peIeKTyBaTH Ha 3aralbHOCYCIUIBHI TPEHAU PO3BHUTKY, SIKi
CBiIYaTh MPO JIOACHKHUIA PO3BUTOK SIK INI00ATBbHY I[IHHICTB, ajle TAKOX TICHUM B3a€MO3B’SI3KOM MIXK
JIOAMHOLIGHTPUYHUMHU TPAaKTUKaMU Ta eQEKTUBHICTIO 1 PO3BUTKOM oOprasizamiil. BimuayTrs
MEPCOHAIBHOT Peai3oBaHOCTi, MIJBUIICHHS pPIBHSA 3aly4eHOCTI JIONEH y MJOCSATHEHHS UiIen
opraHizanii, MOCHJICHHsS 3TypTOBAaHOCTI KOMaHJ, 1HAWBIAYyaJdbHOI Ta TIPYMOBOi MPOJYKTHBHOCTI,
(bopMyBaHHS CepeIOBHUIIA sl IPOSIBY PI3HOMAHITTS W 1HKIIIO3UBHOCTI, IOCUJICHHS OpraHi3aliiiHol
3MATHOCTI JI0 BJIOCKOHAJEHb Ta iHHOBAIlil, MOKPAIICHHS iMIJUKY KOMIIAHII 1 3a]y4eHHs TaJaHTIB
TOIIO, € MPSIMUMU U OTMOCEPEAKOBAHUMH €(eKTaMH YIpPaBIiHHA Ha 3acagax JIOAMHOIEHTPUYHOCTI,
AK1 3HAXOJATh CBO€ BiOOpa)keHHs Y (DIHAHCOBUX pe3ysibTaTaxX KOMIIaHId Ta CHPHUSIOTH CTIMKOMY
PO3BUTKY Oi3HECY.

Jlnst opraizanii, siki IparHyTh AOCSITaTH BUAUMUX Oi3HEC-pe3yIbTaTiB yepe3 KyJIbTUBYBaHHS
JIOAMHOLIGHTPUYHOI KYJbTypU B OpraHizamii, BaXJUBO JOTPUMYBATHCS TOCIIJOBHOCTI Ta
CHUCTEMHOCTI y TPUHHATTI YNPaBIiHCHKUX pillleHb, 00 3aJeKIapoBaHi I[IHHOCTI Pi3HOIUIAHOBO
MPOSIBJSUTUCS Y JiSUTBHOCTI OpraHi3allii, OXOIUIIOI0YH Pi3Hi aCMEKTH JOCBiTy MpaliBHUKIB, 30KpeMa,
Ha eTari 3BuIbHEHHs. Po3yMitoun moBary 10 0cOOMCTOCTI, BU3HAHHS ii T1THOCTI i IipaB Ha CBOOOY 1
CaMOBUPAXEHHS, 3JaTHOCTI /0 TO3UTUBHUX 3MIH Ta PO3KPUTTS OCOOMCTOrO MOTEHIHaly sK
OCHOBOIIOJIOXKHI ~MPUHLIUNYU  JIIOJUHOIEHTPUYHOTO MiAXO0AYy, CHOPMYITIOEMO Taki KIHOYOBI
peKoMeHaallli 10 MPaKTUKU CKOPOYEHB 1 3BUIbHEHB MPAalliBHUKIB!

- PO3BUTOK OpraHi3auiiHoi (yHKLIi MPOrHO3yBaHHS Ta IUIAHYBAHHS 3ayYeHHS JIIOJCHKUX
pecypciB IS OTIEPEKeHHST HaIMIPHOTO HAiMy MPAIiBHUKIB 1 3aBYaCHOTO BUSBICHHS MOKITUBUX
CKOPOYCHb Ta 3BUILHEHB;

- Opraisailis Ipo1eciB, OPIEHTOBAaHUX Ha (POPMYBAHHS PE3EPBHOTO CKIIATY 3 THX MPAlliBHUKIB,
SK1 MOTPAIUISAIOTH 1]l CKOPOUYCHHS, 3 MOXIIUBICTIO 3JIy4€HHs TaKUX CIIBPOOITHUKIB 1O BHYTPIIIHIX
NPOeKTiB a00 *k mepekBaiikamii 1 aKTyalbHUX CHEIiaTbHOCTEH;

- IPO30PICTh Ta YITKICTh MOJITHK 1 MPOLEAYP II0A0 MPAKTHUKH CKOPOUEHHS Ta 3BUILHCHHS B
KOMIIaHii, 3 SKMMH OJIHAKOBO MalOTh OyTH O3HAaHOMJICHI SK MpAIiBHUKH, TaK 1 ixHI Oe3mocepenHi
KepiBHUKH. CaMi X MOJITUKYA MalOTh BPaXOBYBATH IHTEPECH yCIX CTEHKXOJIEPIB MPOIIECy: KIIIEHTIB,
MpaLiBHUKIB, MEHE/DKEPIB CTPYKTYPHUX MiAPO3ALTIB 1 PyHKIIIH, opranizauii B Iiiomy;

- IPOBEICHHS PETYJIAPHHUX MPAKTHK OLIIHKH KOMIIETEHTHOCTEH, MPOAYKTUBHOCTI i OTEHIII ATy
MPaLiBHUKIB JUISI IXHROTO PO3BUTKY Ta peaiizallii MOTeHLiady B MOTOYHIA oprasizamii um 3a ii
Mexamu. HeBif’eMHOIO CKIIQJOBOIO Yy ILOMY MPOIIECi € BUKOPUCTAHHS IHCTPYMEHTIB 3BOPOTHOTO
3B’S13KY. 3BOPOTHIH 3B’ 130K CIPHUsI€ YCBITOMIICHHIO MPalliBHUKAMHU CBOiX TOMUJIOK, HEJIOMPALIIOBAHb
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a00 X HEBIAMOBIIHOCTI TXHIX OCOOMCTHX IIUICH Ta HiJIel opraHizaiii, 10, TAKUM YHHOM, CTBOPIOE
MOJKITUBOCTI JUTsI IONIEPEKCHHSI 3BUTHHEHHSI 200 K JI03BOJISIE IIOIUHI MITH 3 T1IHICTIO;

- IPO30pa KOMYHIKaIlisl, PO3BUTOK HABHYOK 3/I0pPOBOi KOMYHIKaIlii Ta eMOLIHHOTO 1HTEIEKTY
SK 3araJbHOOpPraHi3aliifHOT KOMIIeTeHIIi € BKpail BaXKIMBUMH, 30KpeMa, Ha eTali CKOpOUYEHHS i
3BUIPHEHHS MpAIliBHUKIB, a/yKe JJ03BOJIMTh 3HU3UTH PIBEHb HAINpPYId, BITUYTTS CTpaxy Ta
HEBU3HAYEHOCTI 100 MAaHOYyTHHOTO, 1110 MOXYTh BUHUKATH B KOMaHJaX y 3B’s3KY 31 3BUIbHEHHSAM
okpemux ii uneHiB. Jlns mpamiBHUKAa — II€ TaKOXX MOXIIUBICTH OTPUMATH 370POBY MOpAJIbHY
HiATPUMKY B €MOLIIIHO CKJIQAHUI TepioJl, YCBIIOMHUTH BJIACHI IIOMIJIKHA YA OOMEKEHHS OpraHi3aiii.
[ToBinoMIICHHS IPO 3BUIBHEHHS YacTO € CKIaJHUM MOPAJIbHUM BHKJIUKOM 1 JJIs JTiIEpiB, TOMY iXHE
HaBYAaHHS BHKOPHCTAHHIO BIJIMOBIIHUX I1HCTPYMEHTIB KOMYHIKalii CHPUATHME EKOJOTIYHOCTI
B3a€MO/Ii1 Ta MPOILAHHS 3 PAILliBHUKOM;

- 3apOBA/DKEHHS 1  MIATPUMKAa pUTYyaliB  MOpPOINAHHSA €  BaXJIMBOIO  YaCTUHOIO
JIOAMHOLIGHTPUYHOI KyJIbTYpH B KOMIIAHISIX Ha €Tami CKOPOYEHHs Ta 3BUIBHEHHS, sKa 3/aTHa
CIIyTyBaTH J0OPOI0 MiATPUMKOIO 3J0POBOTO TCHXOEMOILIMHOTO KJIIMaTy B KOMaHAaX, CHPUSIOUN
€KOJIOTIYHOMY PO3CTaBaHHIO MPAI[iBHUKA 3 KOMIIAHIEIO;

- MPOBAKEHHSI KOMIICHCAIIMHOT TOMITUKK ¥ COIianbHOI MIATPUMKH TpPAIiBHUKIB Ha eTari
CKOpOYCHHS 1 3BUIbHEHHS. Ha mpakTuili 1e Moxe NpOosBIATUCH dyepe3 30epexeHHs: abo 4yacTKOBE
30epexeHHs 3apoOiTHOT TUIATH M Yac mepeOyBaHHs y pe3epBHOMY CKJIa/li, KOMIIEHCALIiHI BUILJIATH
IpU 3BUTBHEHI, MIATPUMKY Yy TOLIYKY HOBOi pPOOOTH, peKOMeHAalii Ajs HOBUX pPOOOTOIABIIB,
KOHCYJIbTYBaHHS 11010 BEKTOPY MPo(eciiHOro pO3BUTKY TOILO.

3BUIbHEHHSI TpAIiBHUKIB Hece JUIs OpraHizalii HHU3KY YIPaBIiHCHKMX BHKIIMKIB Ta
penyTauiiHuX pU3KKiB. 3aCTOCYBAaHHS JIOAMHOIICHTPUYHOTO MiJX0/Ay Ha JAHOMY €Talli XKHUTTEBOTO
UKy TpaliBHUKA, 30KpeMa, JOMOMOXKE MEHEIKepaM CTBOPIOBATH M MiATpUMYBAaTH Oe3NedHe i
JIOBipUYe CcepeoBUILE, YHUKAIOUH HEIraTUBHOTO BIUIMBY (DaKTy 3BUIbHEHHS OKPEMHUX IMPAlliBHUKIB HA
KOMaHJIHY pOOOTY, 3HW)KYE MMOBIPHICTh HETAaTMBHUX BIATYKIB NMPO KOMIIAHIIO Ta MOTIpHICHHS
pernyTauii poOOTOAABLA, MiJBUILYE IMOBIPHICTH MOBTOPHOIO HalMy mpariBHUKIB. Kpim Toro,
JIOAMHOLICHTPUYHUNA TIAX1J CIIPHsIE€ PO3KPUTTIO JIIJEPCHKOTO MOTEHLIANy KOMIaHii, pO3BUBAIOYH
YECHOTH 1 pUCH KepIBHUKIB, SIKI HEOOXiIHI /Ui CHCTEMHOI'O PO3BUTKY BCi€i opraHizariii.
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EMPOWERING LEADERSHIP:
CMNPUAHHA KYJ1IbTYPI NIATPUMKN HA POBOYOMY MICLI

B cywacHoMy CBiTi, IO CTPIMKO 3MIHIOETHCS, KOMIaHIi 3IIITOBXYIOTHCS 3 YHCICHHUMHU
BUKJIMKaMH, SKI BUMAaraloTh HOBHX JIJEPCHKUX MiAXOJIB B HANpsSMKY YIpaBIiHHA JIOIbMH. B
VYkpaiHi cuTyamisi yCKJIaTHSEThCS BUKIMKAMH BIHHU, €KOHOMIUYHUM CIAJOM, MirpamiiiHIMH
npolecaMu, 3HWKEHHAM piBHSA 100poOyTy. BriacHuku Oi3Hecy, KEpiBHUKM BHILOI JIAHKH, JiHIHHI
MEHEeJKepH UIyKaloTh HOBI IHCTPYMEHTH Ta MiIXoau abu 30epertu Oi3Hec, yTpUMaTH MEpCOHA,
HAJICKHUNA PIBEHb NPOAYKTHBHOCTI, 3aJy4E€HOCTI, ICHUXOJIOTIYHOIO Ta EMOLIHOro 1o0podyTy
¢axiB1iB HA pOOOYOMY MiCIIi.

Crimparouuch Ha pe3yabTatu fociimkeHns «[lorpedu B HaBYaHHI Ta pO3BUTKY MEHEDKEPIBY,
sike OyJI0 MPOBEACHO YKPAiHCHKOIO areHII€l0 3 IHBECTHIIIN B TIOACHKUH Kamitan «APT» y 2023 pomi
cepen KepiBHHKIB Ta BiacHUKiB Manoro (21%), cepemnboro (16%) i Bemmkoro OizHecy (62%)
(AnbximoBuu, Kot, 2013). 3a ocraHHi 2 pOKM CIPHUHHATTS pOJIi JiJepa Ta PO3YMiHHS LIHHOCTI
JIOACBKOTO KalliTally MPOWIUIO BEJIUKY TpaHCPOpMALilo cepell KEpiBHHKIB, SKI YHPaBISIOTH
KoMmmaHiAMu W komannamu B Ykpaini. Tak TOII-10 ympaBmiHCHKMX KOMOETEHIH, sIKi, BUAUTIN
PECTIOHJICHTH, 1I€ YIPaBIIiHHSA 3MiHAMH, JiI€PCTBO, CTPATETisl, YIPABIiHHA EPCOHAIOM, KPUTHUYHE
MUCIICHHSI, TIPUMHSATTS pillleHb, aJaNTHBHICTh 1 CTIMKICTh, €()EKTUBHE CHUIKYBaHHS, eMOILIHUN
1HTENeKT, mo0ya0Ba noBipu. Ha nmuTtanHs, AKki HaBUYKH OyayTh HEOOXiaHI yepe3 3-5 poKiB, yHaCHUKU
JOCIIKSHHS BiIMITHIN: BIIPOBAXKEHHSI IHHOBALIIN, YIIPAaBIiHHS HEBU3HAUCHICTIO, MIKKYJIBTYPHUN
IHTETIeKT, yNpaBIiHHA TIOpUAHUMHU TI00ATbHUMHM KOMAaHIAMH, €MOLINHHUNA 1HTENEKT, yIpaBIiHHSA
BITHOCMHAMM,  JICJIETYBAaHHS,  yNpPaBIiHHA  KOH(MIIKTAMH, O KUTTECTIHKICTh, CHUTyaTHBHA
CaMOCBIIOMICTb, BMIHHS HaBYaTHCh, YBaXHICTh, JIOJAUHOLCHTPUYHICTh, paJiKalibHa BiJBEPTICTb.
Ile cBimuuTH TPO TE, IO OUIBIIICTh BUAUICHUX KOMIIETCHIINH CTOCYIOTHCS HAIPSIMKY JIJIEPCTBA Ta
yIpaBIiHHSA TepcoHaloM. B mporueci iHTepB’10 3 (POKyCHMMH Tpymnamu, JiAepH BigMidaid, IO
TpaaulliiiHi MOJeNi JiAepcTBa, siKi 0a3yloThcs HAa KOHTPOII, i€epapxXiuHiil CTPYKTypi, A€ KEpiBHHUK
npuiiMae BCi BaXIIMBI PILICHHS 1 HEce MOBHY BIANOBIAAJIBHICTH 32 PE3yJbTaTH, HE MPAILIOIOTh TaK
e(EeKTHBHO, SIK paHile.

Jlis HayKOBIIB Ta Oi3HEC-TIPAKTHKIB II€ CTABUTDH 33Jauy 3 MOIIYKY HOBHX JI€BUX MOJEIEH
JiiepcTBa, AKI THYYKO aJaNnTyBaTUMYThCS Y 3MIHHE i KpHU30BE CepeIoBUINE, HA1al0ul KepiBHUKAM
e(eKTHBHI IHCTPYMEHTH ynpaBiiHHs JroabpMu (Jlecnsk, PosxxnectBencrkuit, Cooko, 2022).
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OpHa 3 TakuxX Mojeneil — Ie MoJeNb HaauxXamyoro abo MiITPUMYIOUOro JiJepcTBa.
[TpoBonsiuM JOCHTIKEHHS A1 KHUTH «Yac, TanaHT, eHepris», mapTaepu komnanii Bain & Company
Maiixn Mankinc Ta Epik ['apToH BUSBMIM, 1110 HATXHEHHI MPALliBHUKU BABIYI MPOIYyKTHBHIII, HIX
npocto 3aaoBodeHi (Garton, Mankins, 2017).

Taxuit migxin 10 ynpaBimiHHSA (OKYCyeTbCs Ha 3a0e3MeueHHI CriBpOOITHUKIB aBTOHOMIEIO,
pecypcamMu 1 MIATPUMKOIO, HEOOXITHUMHU JIJIsl IPUMHATTS pIlIeHb Ta MPOSBY IHIIIATHBHU y CBOIH
po6orti. Lleit cTuib nigepcTBa KOHTPACTYE 3 TPAJULIHHUMHE (3BEPXY — BHU3) MIAX0IaMH, 320X0UYIOUH
OUTBII MiATPUMYIOUE POOOUE CepeOBUIIIE.

KrouoBumE acniektam, Ha SIKi MOKE CIIUPATUCH KEPIBHUK, MOXYTh OyTH:

ABTOHOMiIs: Jlinepu Halal0Th WieHaM KOMaHI1 CBOOOy IPUIMATH pillIeHHS Ta BUPIIIyBaTH
poOJIeMH CaMOCTIIHO, CIIPUAIOUN BIAYYTTIO BIANOBIAAIBHOCTI.

IiaTpumka: Jlizepu NpornoHyOTh pecypcu i MOKIIMBOCTI /17151 HABYaHHS.

Josipa: Jlinepu OyayioTh KyJIbTYypy JOBIpH, € CIIBPOOITHUKM BiAUyBalOTh BIIEBHEHICTh Y
CBOIX 3110HOCTSX 1 MATPUMII 3 OOKY KEpiBHHUIITBA.

CniBnpaus: Jligepu, siKi HaJalOTh NOBHOB@KEHHS, 3a0X0YYIOTh KOMaHIHY poOOTYy I
BIIKPUTY KOMYHIKallil0, CTBOPIOIOYH BIAKPUTE poOOYE CEPEOBHUIIIE, 1€ IIIHYETHCS BHECOK KOXKHOTO.

Busnanus: Jlizepu BU3HAIOTh Ta BUHArOpO/KYIOTh BHECOK CHIBPOOITHHKIB, IMiABHILYIOUU
JOSTBHICTD 1 MOTHBALIIIO.

SIK BOpOBaWTH TaKUi CTUJIb JIiIEPCTBA B CBOI IIOACHHIN poOOTi:

BceraHoBiieHHs YiTKHX 04iKyBaHb: UiTKO BH3HAYATEe poJii, 000B’SI3KHU Ta 1L, II00 HAJATH
pPaMKH, B MEXax SKHX CIIBPOOITHUKH MOXKYTb JiSITH aBTOHOMHO.

3a0e3neyeHHs1 pecypcaMu Ta HaByaHHsM: Hanaiite cniBpoOiTHMKaM iHCTpYMEHTH Ta
TEXHIKH, Uepe3 HaBYaHHS i PO3BUTOK, HEOOX1/IHI JUIS TOCSITHEHHS pe3ysbTary.

3aoxoueHHst BiAkpuTOi KomyHikamii: CrpusiiTe KynbTypi BIIKPHUTOTO Jiajory, Je
CHiBpOOITHUKY BiI4yBaloTh ce0e KOM(OPTHO, MPOMOHYIOTH 1/1€i Ta HaAal0Th 3BOPOTHUH 3B’ SI30K.

JeneryBaHHs Ba:KJIMBHX 3aBdaHb: JlaBaiiTe CHiBpOOITHMKAaM CKIIATHI 3aBIaHHS, SKi
J03BOJISIIOTH iM MPOJIEMOHCTPYBATH CBOI MOKJIMBOCTI.

Busnanus ycmixiB: PerynspHo Bu3HaBaiiTe Ta BigMidalTe JOCATHEHHS, 1100 MiICHUIUTH
MO3UTHUBHY MOBENIHKY 1 pe3yJIbTaTH.

OTxe, HaguXa4e Ta MATPUMYIOUE JIiIEPCTBO HA/la€ TIOBHOBAYKEHHS 1 MOJIATA€ Y CTBOPEHHI
BIJIKpUTOTO POOOYOTO CEepeOBHINA, /1€ CHIBPOOITHUKM BiT4yBalOTh cede IIHUMH Ta 3JaTHHMH
3poOUTH CBiff BHECOK B yCHiX oprasizauii. BrmpoBapkeHHS LOro CTUJIIO JiJIEpCTBAa BHMAarae
KOMIIIEKCHOT'O CY4acHOTO MiJAXO0y, SIK A0 JTOCIiIKEHb, TaK 1 10 HAaBYaHHS i PO3BUTKY KEPiBHUKIB, 3
ypaxyBaHHSM ICHYIOUHX peaiil Ta moTped Oi3Hecy.
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SHAPING SUCCESS: THE IMPACT OF LEADERSHIP BEHAVIOR
ON EMPLOYEE JOB SATISFACTION

Abstract

In this presentation, we examine the pivotal role that leadership behavior plays in shaping
employee job satisfaction across various organizational settings. With a spotlight on transformative
and transactional leadership styles, we explore how leaders’ actions and decisions directly impact the
morale, engagement, and satisfaction of their teams, which will lead to overall well-being of
employees and will have positively impacts the mental health

Key points include:

1. Understanding leadership behavior and its impact: introduction to various leadership styles
and their direct effects on job satisfaction. We delve into how these behaviors influence employees’
day-to-day experiences and long-term engagement.

2. Job satisfaction as a pathway to better mental health: analysis of empirical research that
connects job satisfaction with improved mental health outcomes. This section highlights how satisfied
employees tend to experience lower levels of work-related stress, anxiety, and depression.

3. Real-world examples of effective leadership: presentation of case studies demonstrating
successful leadership strategies that have boosted both job satisfaction and mental health. These
examples will illustrate actionable insights into how leaders can create more supportive and fulfilling
work environments.

4. Strategies for leaders to enhance job satisfaction and mental health: practical guidance for
leaders on fostering an environment that promotes high job satisfaction and supports mental health.
This includes communication techniques, emotional intelligence, effective feedback, and recognition
practices that contribute to a healthier workplace culture.

Keywords: leadership behavior, job satisfaction, well-being, leadership styles, mental health,
workplace culture.
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BEE3MNEKOBE MUCJIEHHSA NIAEPIB Y YACI BIMHU

besneka nikonu He mepecrae Oyt 6a30BOI0 MOTPeOOIO JIFOIWHU, OJHAK HWHI, KOJTU Ha TIi
0e3npeleICHTHOTO 3pPOCTaHHS 3arpo3, CBIT Jedajil 4acTilie 3ilITOBXYEThCS 31 3pOCTAIUUM
nedinurom Oe3neku, BUHHMKae riioOaibHa eckanaulis nmonuty Ha Oesmeky. «besmeka morpelye
ocobnmBoro crnocody wmucineHas» (Schneier, 2008) cTBeppKye OIWH 3 KIACUKIB 3aCHYBAaHHS
0e3MeKo3HaBYOro Miaxony Ha TepeHax kibepoOesmeku, bproc Ilnaitep. Bin OyB mepmmm, XTO
nepedoKycyBaB MOTJsiq Ha Oe3MeKy 3 BUSBICHHS 3arpo3 Ha MOIIYK croco0iB yOesmeueHHs. [nes
[IIHaepa mpo Te, L0 TOCTifHa KOHLEHTpAIlisl Ha 3arpo3ax MOXe MPU3BOJAUTU 0 3HUIKECHHS
MPOAYKTUBHOCTI IiJ] yac poOOTH Ta 1032 HElo, 3HAMIIUIA TPUXUIIBHUKIB 11032 cheporo KibepOe3neKH.
CkepoBaHICTh yBaru Ha Oe3melli Mae MPOTHIICKHI e(EeKTH, a TAKOXK aKLEHTYE yBary Ha Ba)JIMBOCTI
€MOIIIIfHOTO CIIPUHHSATTS IILOTO SBHIA Ta AKTHBAIII1 MOTUBAI[IHHUX YNHHHKIB.

VYnpaBaiHCbKHUNA MEepCcoHal, 3a3BUYaii, Ma€ IUpIIE YABICHHS MPO MPIOPUTETH yOe3neueHHs,
MOPIBHSHO 31 CHIBPOOITHUKAMHM, 1 TOMY Ui HUX PO3BUTOK OE3MEKOBOIO MHUCIIEHHS € 00’ €KTUBHO
oOrpynToBanuM. BopHowac, Tpeba 3BakaTu IOHAWMEHIIE HA [JBa BaXJIWBI aCHEKTH:
HasBHICTB/BIICYTHICTh JIIJEPCHKUX SKOCTEH MOXKE MOCHUIIIOBATH/TIOCIA0IIOBAaTH, BiAMOBIIHO,
PO3BHUTOK 0€3MEKOBOTO MUCIEHHS YIPABIIHIIB, a BiICYyTHICTh OpPTraHi3aliiiHOl KyJIbTypu CHUIBHOTO
0€3MEeKOTBOPEHHS — 3HEIIHIOBATH HAJ0aHHS O€3MEKOBOTO MHUCIICHHS JIiIePiB.

TpamumiiiHuMu  3acaiHUYMMH  O3HAKaMH OE3MEKOBOTO MHCIEHHS € TependadyeHHs,
3anmo0iraHHsl Ta pearyBaHHsS Ha 3arpo3u pi3HOI MPUPOAM, BUAIB, GOPM MpPOSBY, IHTEHCUBHOCTI U
MmaciuTaly BIuMBy. BonHouac, oco0nmuBoCTIMU 0€3MEKOBOI0 MUCIICHHS JiiepiB € (POKYCyBaHHS Ha
MPOAKTHUBHOCTI, TOOTO Ha MOIIYKY CHMOCOOIB 1 Ji€BUX 1HCTPYMEHTIB Ui CTBOPEHHS O€3MEeYHOro
CepeoBUINA Ta YMOB AisTBHOCTI.

Jlns yBUpa3HEHHS 1i€i 0COONMBOCTI, BapTO CKOPUCTATUCS METOJOM KOHTpacTyBaHHA. [o
npuknany, Joshua Goldfarb (Goldfarb, 2022) naBoguts 10 03HaK KepiBHUKIB CIYKO O€3MeKH, YU
clabKiCTh, SIK JiAEpiB, HA WOro AYMKYy, MOXE HE JIMIIE NEeMOTHBYBATH, aje 1 JeMopaji3yBaTu
nianernux. Lumu gecsTbMa O3HaKaMHM €: HECIIPOMOXKHICTh MHCIUTH CTpaTeriuHo (MOCTiiHi
3Ur3amo/iOHI PyXH KEepiBHHUKA YHEMOXJIMBIIOIOTH IIUJIECIIPSIMOBAHICTh MEPEXO/IB BiJl MOTOYHOTO
CTaHy J10 0a)kaHOTO); yTeda BiJl KpU3M J0 KPHU3M (rajJbMyBaHHS MPOrpecy, BHACIIJOK BiJICYTHOCTI
CTPATETIYHOTO MUCIJICHHS); HEepIlIy4iCTh Y MMCbMOBHX KOMYHIKAIlisX (MUChMOBa Qikcaris igei i
3aBJaHb € OTNPUSIBHEHHSAM YIEBHEHOCTI JIiJIepa, alie 1 TArHe 32 COOOI0 BiANOBIJAIBHICTD, IPH YOMY,
000X CTOpIH yNpaBIiHCHKOT CUCTEMH); PO3PUB MiXK CIOBaMHU i AisiMU (TOBOPIHHS Mpo npodiiemy, a
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HE PO CrmocoOM ii BUPILICHHS); HESKICHA KOMYHIKAIlisl (TepeBa’kHO, BIACYTHICTb 3BOPOTHOTO
3B’S3Ky); TNPHUTHIYEHHS TalaHTIB (Yepe3 OCTpax BTPATH CBOE€i «KOHKYPEHTOCIIPOMOKHOCTI»);
eroleHTpu3M (HeOakaHHS BUCIyXOBYBAaTH 1 JIOCIYXOBYBAaTHCS); HETIPUMHATTS CKJIAIHUX PIIICHb
(HaciIOK — mapatizallist AisUTbHOCTI); YXWISHHS BiJl CKJIQAHUX MUTAHb (Pe3yJIbTaT — MiAPUB J0BIpH);
poboTa «Imif MPUKPUTTAM» (HOMIYaTH HaAWIpiOHIIII HEAOMIKM IHIIMX, Ha Tl MPUBIACHCHHS
BUJATHUX pe3yabTaTiB ixHbo1 poboTH) (Goldfarb, 2022). Bonnouac, «0yTu npodecioHanom y ramysi
Oe3reku He € aHi He00X11HO0, aHi JOCTATHHOIO YMOBOIO JUIS BOJIOJIHHSIMH HABHYKaMHU O€3MEKOBOTO
mucienss» (Padmos, 2018).

Croci6 MHCIEHHs, XapakTepHUH A (axiBUiB 3 Oe3neku, Moxke OyTH «IpOTaroHiCTOMY
0€31eKOBOr0 MHCJICHHS JUIS IIUPOKOTO 3araiy, ajie 0COOJMBO KOPHCHUM Ui YIPaBIiHLIB. Xoua
€IMHOTO BU3HAYCHHs 0€3M1EKOBOI0 MUCJICHHS Hapasi He iCHYE, € CIeliai3oBaHi HayKOB1 PO3BiJIKH.
3okpema, 3acimyroBye Ha yBary pnochimkeHHs (Koen Schoenmakers, Daniel Greene, Sarah
Stutterheim, Herbert Lin, Megan J. Palmer, 2023), y sikomy 0e31eKOBe MUCIICHHS TIPE/ICTaBIICHE SIK
B3a€EMOJIISl TPHOX EJIEMEHTIB: HECBiIoMa 3BHYKa BIJICTEXKYBATH IMOTCHIIIMHI HENONIKU OE3MEKU;
CBiZIOME JIOCII/PKEHHSI CHCTEM Ha MiATBEP/UKCHHS HEMOJNIKIB OE3MeKH; OIiHKa CepHO3HOCTI I[bOTO
HEJIOJIIKY Y IMPIIOMY KOHTeKCTi. OnuTtyBaHHs 21-ro ¢axiBug 3 kibepOe3nekn Takoxk 1MoKa3aio, 1o
Il TPU aCIEKTH PO3BUBAIOTHCS IMO-PI3HOMY 1 MAlOTh pi3HI 0COOMCTI Ta TpodeciiiHi HACTiAKH.
3okpema, (OKYCyBaHHS Ha 3arpo3ax CIPHYMHSE TUCK Ha TICHUXIYHE 370pOB’s, HAINPY>KEHICTh Ha
po0O0oYOMY MicCIIi i HETaTUBHO BILTUBAE HA OCOOUCTI CTOCYHKH ((CHHIPOM 3IIOUHHIISD» ), TOAL SIK MOIITYK
croco0iB y0e3neueHHs! MOXKe CYIIPOBOKYBATHUCS «10(paMiHOBUMH BUOYXaMm».

€ TakoXX HayKoBa JyMKa, II0 OE3MEeKOBE MHCIEHHS — 1€ TICHXOJIOTIYHUN (EHOMEH, SKUH,
30KpeMa, HaJeKHUTh 0 cepu COmiaTbHOI MCHXOJIOTIi, 1 M0 1€ aKTUBHUU MpPOIEC, a HE OIliHKa
ocobuctux 3aaraocteit (Brown K. W., Ryan R. M., Creswell J. D.).

HaykoBi crocrepexeHHs, 3AIHCHIOBAHI aBTOPKOIO BiJl IOYAaTKy IOBHOMAacIITaOHOTO
pOCIHCBKOTO BTOPrHEHHS B YKpaiHy, B MeXaX aBTOPCHKOTO NpoekTy «besnexkoBe MucneHHs»
(Security Thinking), maioTh 3MOry 3poOUTH BHCHOBOK, IO ()OPMYBaHHS KyJbTYPH O€3MEKOBOTO
MUCJICHHS BEJTUKOIO MIpOIO 3aJISKUTh BiJI CHUIBHOTO PO3yMiHHS CyTHOCTI Oe3neku. Jlo mpukiany,
pi3Hi mpodeciiiHi CHUIBHOTH MAalOTh BIAMIHHOCTI Yy pPO3yMiHHI Oe3neku. 30KpemMa, 3pobiieHe
aBTOPKOIO €KCIIEPTHE ONMUTYBaHHsA Ha TeMmy «be3nekoBe MHUCIEHHS JiAepiB-OCBITAH» (TpaBEeHb
2024 poky), IOKa3ajo, io i3 3aIPONOHOBAHOT0 EKCIIEPTAMU MEPETTIKY O3HAaK 0€311eKOBOT0 MUCIICHHS
(aKC1OMOTIYHICTh, TPOAKTUBHICTH CHUCTEMHICTh, AaJaNTUBHICTh, EKOJIOTiYHA KOMYHIKAIIis,
KHUTTECTIHKICTh, ETHYHICTh, JIOBipa, KyJNbTypa Oe€3leKkd, IHHOBAIIMHICT, aHAITUYHICTD,
BHUBaXXCHICTh, BUOYZOBa NPHUYMHHO-HACTIIKOBUX 3B’S3KiB, PO3YMIHHS ICTOPUYHOTO KOHTEKCTY,
PEBEPCHUBHICTH), 0€3IEKOBOMY MUCIICHHIO OCBITSH MatoTh Oyt mputamanHi Taki (TOII-3) o3Haku:
aJlanTUBHICTh, JIOBipa 1 KynbTypa Oe3neku. BomHouac, (pakTuyHO, Ha iXHIO JyMKY, IpUTaMaHHI
(TOII-3) mpoakTUBHICTh, CUCTEMHICTh 1 aJanTHBHICTh. TOJl K y Yaci BIfHM MalOTh JOMIHYBaTH
aIalTUBHICTD, ETUYHICTD 1 dKUTTECTIHKICTD.

OueBUIHO, MOXHA BUCYHYTH TiNOTE3y, 0 O€3MeKOBe MUCICHHS YIPABIIHIIB 3 PO3BUHEHUM
JIEPCHbKUM KaIliTaloM Ma€ HHU3KYy OCOOJIMBOCTEH, cepel SIKMX — HaJaHHS MepeBarn M’ sSKUM
HABUYKaM HaJ[ CyTO KOTHITUBHUMU. BiIMOBIAHO, MOKYTh OyTH BCTAHOBJICHI IPUYUHHO-HACIIIKOBI
3B’S3KM MDK 3pOCTaHHSIM AedinuTy Oe3rneku 1 po3BUTKOM O€3MEeKOBOr0 MHCICHHS JIJEpiB 3
aKIEHTYBaHHSM, Y TOMY YHCIi, Ha MUTAaHHSIX MEHTAJIBHOTO 310poB’ . Konu nizepu 1eMOHCTPYIOTh
0€3MeKOOpIEHTOBAHI MiAXO0AU 10 MPUUHATTS pillleHb, 1€ JOIOMarae 3HWKYBAaTH PIBEHb CTPECy Ta
TPUBOXKHOCTI Cepe]] MpalliBHUKIB. BrieBHEHICTh y TOMY, 110 KEPIBHULITBO MA€ YITKHUH IUIaH Ail Ha
BUIA/I0K KPU30BUX CUTYAIlil, CIPUsIE MiIBUIIEHHIO 3aTaJbHOI0 MEHTAIBHOTO 3/I0POB’ sl KOMAHIH.
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besnekoBe MHCIEHHSA Jifepa — 1€ KOMIUIGKCHHMH MiIXix IO YNpaBIiHHS, SKHH BKIIOYAE
nepea0avyeHHs, 3aro0iraHHs Ta pearyBaHHs Ha MMOTEHIiITHI 3arpO3H i PU3HKH, 1110 MOXKYTh BIUIMHYTH
Ha Oprasisailito, ii mpaliBHUKIB Ta iHTepecH. Lle MuciaeHHs cupsiMoBaHe Ha 3a0e3nedeHHs Pi3udHoi,
MICUXOJIOT1YHOT, €KOHOMIYHOI Ta IHIIMX BUIIB OE3MEKH, MIATPUMKY >KUTTECTIHKOCTI OpraHizaii y
KPU30BHX CHUTYAIlisIX Ta CTBOPEHHS OE3MEYHOr0 CEepeoBHINA, Jie¢ KOKEH MOKE BiIdyBaTH cebe
3axuIeHnM 1 migTpumManuM. Otxe, Oe3leKoBe MUCIEHHS Jijepa — 1€ KPUTHUYHHHA AacleKT
e(eKTUBHOTO YIPABIIHHA, LIEHTP YBaru SKOr0 C(OKYCOBAaHMN Ha JIIOJUHOLEHTPHUYHUX CIIOCO0ax
CTBOpPEHHSI O€3MEeYHNX YMOB, a HE Ha MPOTHIIi 3arpo3aM 4M MOJOJIaHHI IXHIX HaCHiIKiB. Binrak,
¢dopMoBaHe IiJilepaMu CoLlialbHE CEPEJOBHIIE, 1€ TIOLIHOBYEThCS Oe3meKa, CTae pPecypcoM
3MILHEHHSI MEHTAJILHOTO 37I0pOB’ s, Opak SIKOTO y Yaci BiifHU € TpaMaTHUYHUM.
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PO3BUTOK PE3UJTIbEHTHOCTI B CEPBICHIN KOMMAHII
MPU TMOBAJIbHUX BUKJITMKAX

Tennenuii oCTaHHIX POKiB HE CTBOPIOBAIM CHPUSATIMBOTO CEPEIOBHILA AJIS T1I0OBOi aKTUBHOCTI
B YKpaiHCBbKiii €KOHOMilll, a/pKe BiIOyBajocs MOCTiiHE HAKOIMMYEHHS CTPECcOBHMX (DaKTOpiB: BiX
naHzaemii — 10 pociiicekoi arpecii. B mimoBoMy cepenoBuili moBHOMacIuTaOHI BO€HHI [ii, 110
posnoyanucs y aotomy 2022 poky, COPUYHMHUAIN 3aBMUPAHHSA aKTUBHOCTI Oi3HECY, MOSIBY HOBHX,
paHilie He ICHYIOYMX, BHKJIMKIB Ta 3arpo3 Ha MIKpO- 1 MakpopiBHAX. 3a TakKUX CKIIAJHUX
€KOHOMIYHHUX Ta COLIATbHUX YMOB, O/Ipa3y IOCTAIOTh MUTAHHS 31aTHOCTI SIK IPUBATHUX KOMIAaHIMH,
TakK 1 JepKaBHUX IHCTUTYIIH IPOTUCTOATH ICHYIOUUM PU3UKaM, B KOPOTKI TEPMiHU BiTHOBIIOBATHCS
Ta MiHIMI3yBaTu OTpuUMaHi 30UTKU. JIOTIYHMM HACTIIKOM y HayKOBOMY CEpEIOBHILI € 3pOCTaHHS
KUTBKOCTI JOCTIPKEeHb, TIOB’S3aHUX 3 BAXKIIMBICTIO ajmanTarlii Oi3HeCy 0 3MiH, 30KpeMa, TaKoro
MOHATTS SIK «PE3HIILEHTHICTHY.

AHami3yl04l BHU3HAYEHHS CYTHOCTI TOHSTTS «PE3WJIbEHTHICTH», MOIUIBHO BUAUTATH [1Ba
OCHOBHI MiAXOAW 1O HOro TpakTyBaHHS. 3 OJHOrO OOKy, MiJl «PE3UJIBEHTHICTIO» PO3YMIIOTh
XapaKTepUCTUKY CHUCTEMHU IOBEPTATHUCS 10 paHille iCHYIO4YOi TOYKM DPIBHOBAru; 3 IHIIOTO OOKY,
MOCTIHE MPUCTOCYBAHHS IO CEPEOBHINA, IKE TIOCTIHHO 3MiHIOEThCs (XaycToBa, PemeTtHsik, 2023,
c. 32).

JlocnmiKeHHsT Pe3WIIBEHTHOCTI Y Cy4YacHi HayKOBiM JIiTepaTypi AO3BONMIM BUAUIUTUH TPH
HanpsIMU, SKi PO3BUBAIOTHCS JOCUTH BiJOCOOJICHO OJMH Bijl OJHOTO:

1) miaxoau 10 ynpaBiiHHA MEPCOHAJIOM KOMIIaHIi 3 TOYKU 30py BHIUICHHS CHIIBHUX CTOPIH
MpaIliBHUKIB,

2) mpucTOCyBaHHsI Oi13HEC-MOJIETICH 10 MOCTIMHIX 3MiH;

3) HampalloBaHHS PE3WIILEHTHUX JIAHIIOKKIB TOCTAUYaHHS.

Jlo MexaHi3MiB 0i3HEC-PE3WIBEHTHOCTI, 3 BHMKOPHCTAaHHSIM SKHX MOXHAa BHpIIIyBaTH
CTpaTeriuHi Ta TaKTUYHI 3aBJaHHS KOMIIaHIi B YaCTHHI JOCATHEHHs omepariiHoi, ¢iHAaHCOBOI 4u
OpraHi3aiifHoi CTIMKOCTI AisUIbHOCTI, MOKHA BIJIHECTH: HOBI TEXHOJIOTIYHI MOXIIMBOCTI, 3HAHHS,
1HHOBAIIi1, THYYKE JIiIePCTBO.

22



Hamu HampainbOBaHO HHU3KY PEKOMEHJAIN IOJ0 MiABHUINEHHS pPE3HIbEHTHOCTI CEPBICHOI
KOMIIaHii:

1) B cy4acHUX yMOBax, Ha MEpIIMH IUIaH BUHILIA HEOOXIIHICTH HE JIMIIE ONEPATUBHOTO
pearyBaHHsl Ha mojii, 1o BiAOynucs, ajge W MoOyIOBH CHUCTEMH, SKa JO3BOJIUTH MPOTHO3YBAaTH,
MOTIEepE/KYBAaTH Ta MAaKCHUMaJbHO YCYBAaTH MalOyTHI «BY3bKi MICIps» Ine npu (opMyBaHHI Ta
BIIPOBAKEHHI HOBUX Oi3Hec-mopeneit. Tox ciif: po3poOuTH KOMIUIEKCHI clieHapii pearyBaHHS Ha
KpHU30B1 sBUIIA (CLEHapHE IUIaHYBAaHHS); MPOBOJUTH NEPMAHEHTHY OLIHKY HAsSBHUX TPOIIOBUX
pe3epBiB KOMIIaHi1; 3IHCHUTH BHECOK Y MOOYI0BY €(peKTUBHOI AUCTAHILIHHOI poOOTH, IO MOKH HE
BTpayae CBOEI aKTyaJIbHOCTI; MPAIIOBATH HaJ NOOYJOBOIO CTpATErii pO3BUTKY, SIKi mepeadavyaroTh
MOJKITUBOCTI MIBUAKOT MuBepcUdiKallii i 3aTydeHHs] HOBUX JDKEPEI T0XOMY;

2) HeoOXiJlHa MaKCHUMallbHa aJalTUBHICTh KOMIIaHii JO 3MIHHHUX YMOB 30BHINIHBOTO Ta
BHYTPIIIHBOTO CEPEIOBUILA, PEOpraHi3alisi AisJIbHOCTI 3 HAWMEHIIMMH BTPAaTaMH, IO JOCSITAEThCS
3aBASKU: TIEPEMiArOTOBI MpPAI[iBHUKIB KOMIIaHii, 3 BHKOPUCTAHHSIM MEXaHI3MiB TPEHIHTIB Ta
MiABUIIEHHS KBaTi(iKallil; BIPOBAHKEHHIO HOBUX TEXHOJIOT1H: XMapa, INTYYHHI 1HTEJIEKT, IHTEpHET
peueil ToI0; MiABUIIICHHIO YMOB O€3MEKH MiJ] yac MUPKYIIALIi iHpopMalii BcepeaAnHi MiAMPUEMCTBA;

3) moOKpamieHHS KOMYHIKALIfHOTO TMpOIECY JO03BOJMTH MIABUIIUTH SKICTh MPUHHATTS
YIPaBJIiHCHKUX PILICHb 3aBISKH MOXKJIMBOCTI IIBUKOTO OOMiHY 1H(OpPMALIIEIO Ta iesIMH BCEpEANHI
KOJIGKTUBY, 1110 CIPUYMHSE 0 HEOOXIIHOCTI: Hajaro/pKeHHs Oe3nepeOiifHol cmiBmpali B yMOBax
BiJy1aJIeHOT pOOOTH; PEryJIsipHOro OOMiHY iH(pOpPMAIII€I0 10 JAHILIOKKAX «KEPIBHUK — MPAIliBHUKI
Ta «HIpALiBHUKA — KEPIBHUK», 3 METOK IMOKpAaIleHHs SKOCTI iH(opmarii, 0 IUPKYIIOE B
cepeIoBUIlI KOMIIaHii, Ta yCYHEHHSI MOXJIMBUX KOH(QIIIKTIB; IPOBEJCHHS PETYJISIPHUX CTPEC-TECTIB;

4) HeoOXxiHa crcTeMa 3aX0/iB 3 MATPUMKH MPAI[iBHUKIB MIANPUEMCTBA B KPU30BUX YMOBAX:
yOe3mneueHHs JaHUX CIIBPOOITHHUKIB Ta KIIIE€HTIB BiJl KIOEP3JIOUMHHOCTI; IMiIBUIIEHHS COIIaIbHOTO
Onmaromoyydysi TpaliBHUKIB 4epe3 Mpemii Ta CoIliajibHI MakeTH;, MiATPUMKA ICUXOJIOTIYHOTO
3I0pOB’ S PAIIBHHUKIB MUISIXOM MOCUIBHOI IICHXOJIOTIYHOT IOMOMOTH TOIIIO; i IBUIIICHHS aKTUBHOCTI
BOJIOHTEPCHKOI AisbHOCTI; miaTpumka 3CY;

5) cminx mam’sTaTy, Mo JHIIe MaKCUMi3alis mpulOyTKy He MOke OyTH OCHOBOIO Oi3HECy, TOXK
CEepBICHI KOMIMaHii MOBHHHI OyTH 3aJlydeHUMH A0 MIATPUMKU IpOMaad ¥ HABKOJHUIIHBOTO CBITY:
HiATPUMYBATH €KOJIOT14HI POEKTH CBOTO MICTa; IiIBUIIYBaTH aKTUBHICTB Y chepi OaroaiiHUITBA.

Komnanis, 1mo nparse QyHKIIOHyBaTH Ha 3acajaX pe3WJILEHTHOCTI, MPpH MoOyIOBi cTparterii
CBO€1 MIJIBHOCTI Mae BpaxoByBaTW (aKTOPH 3MIHM 30BHIIIHBOIO CEpPEJOBHUINA 1 BaKIMBICTH
B3a€MO3B’SI3KIB  BCEPEIUHI BHYTPIIIHBOI CHUCTEMHM YNpaBliHHA. B yMoBax HEBHM3HAYEHOCTI,
HETNEePEPBHUX 3MiH y 30BHIIIHBOMY CEPEJOBHIII Ta HEOOXITHOCTI YNpPaBISATH TaKUMH 3MiHAMH,
CIICHapHE IJIaHyBaHHS BBa)Ka€MO HAHOLIBII JOLITBHUM IHCTPYMEHTOM CTPATEriuHOTO YIPABIiHHSA,
10 J03BOJIUTH, IIPY HANpAIIOBAaHHI CTPATEriuHUX aJbTEPHATHUB Ta BUOOPI ONTHUMAJIBHOI CTpaTerii
PO3BHUTKY, MIHIMI3yBaTH PU3MKH, KI BAHUKAIOTh Y Cy0’€KTa TOCIOAApIOBaHHS B Cy4YacCHUX YMOBAaX.
Bapto 3anHaunTy, 1110 cydacHi JOCTIKECHHS B €KOHOMIUHIN HayIll MiATBEPIKYIOTh TaKi BUCHOBKH.

VY cBoemy pocmimkenHi, Thomas J. Chermack, Susan A. Lynham Tta Wendy E. A. Ruona
(2001) xapakTepu3yOTh MIIXOAW IO TOHSATTS CIICHAPHOIO IUIAHYBAHHS, BUIUIMBINMA 3 HHUX J[Ba
0a30BHX:

- BHYTPILIHIHM TOCTITIOBHUM MOTJISIT HA T€, IK MOXKE BUITISIIATH Maii0yTHE — HE IPOTHO3, a JIUIIIE
OJIMH 13 MOXKJIMBHX MaiOyTHIX BapiaHTiB pO3BUTKY moii (3a Michael Porter);

- IHCTPYMEHT ISl opraHizamii iZieil moa0 anbTepHATHBHUX MAHOyTHIX CEpeNOBUIN, Yy SKUX
MO>KHa MPUIMATH NeBHi pimeHHs (3a Peter Schwartz).
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Paul J. H. Schoemaker (1995) BBaxkae, mo s Toro, abu JOCSATHYTH METH, CIEHapHE
TUTAHYBaHHS Ma€ 31HCHIOBATHUCS 32 JOTIOMOTOO KIIBKOX MOCITITOBHUX KPOKiB: BCTAHOBJICHHS ChepH
BUKOPHUCTAHHS, BU3HAYCHHS KJIFOYOBUX 3allIKaBICHUX CTOPIH, iIeHTU(DIKAIT KIIFOYOBUX TEHICHIIIH,
BCTaHOBJICHHS KJIIOYOBUX HEBH3HAYEHOCTEMH, MOOYIOBH MOYATKOBUX TEM CIICHAPiIO, TECTYBaHHS Ha
MOCTIIOBHICTD 1 BIpOTiTHICTh, PO3POOKH ClieHapiiB HaBUYAaHHS, BU3HAYCHHS NMOTPEOH B MOJATBIINX
JOCIIJKEHHAX, PO3pOOKM KUIBKICHUX MOJENeH 1 mepexoay A0 MPUUHATTS pilleHb Ha OCHOBI
CIICHAapIiB.

Ha namy nymky, Halle()eKTUBHIIIUM iHCTPYMEHTOM NOOYI0BU €(EKTUBHOI CTpaTerii CTasoro
po3Butky kommanii € ADKAR-monemtoBanHs, sike 3a0e3nedye MOEIHAHHS YITKOCTI MpoIecy
YIpaBJIiHHS MPOEKTAaMH Ha eTarax YCBIJOMJICHHS, Oa’kaHHs, 3HaHb, HAaBUYOK, MIJKPIIJICHHA Ta
MIPOCTOPY VISl WIEHIB KOMaH/IH MTPU BUKOPUCTAaHHI BJIACHUX 17IeH Ta IMJIaHiB.

Ha nymky excniepTiB kommnanii ProSci, cBiTOBOTrO JIiiepa y KOHCANTHHTY 3 YIIpaBJIiHHI 3MiHAMH,
Bukopuctanas moaenii ADKAR Hagae koMmaHii cepiio3Hi iepeBaru:

1) 3py4HiCTh BUKOPUCTAHHS;

2) AOCTOBIPHICTh 1 OOTPYHTOBAHICTh OLIIHKHY;

3) NOCTOBIPHICTh pE3yJIbTATIB;

4) moxnuBicTh BiacainkoByBatu nporpec (ADKAR Model, 2018).

ADKAR-moznens 3a0e3neuye yMOBH Uil JOCATHEHHS PE3WJIBEHTHOCTI CEPBICHUMHU
KOMIIaHISIMU B CTpaTEriuHiil MepPCIeKTHUBI 3aBISKU:

- IPOCTOTI BUKOPUCTAHHS Ta MPAKTUYHIN CIIPSIMOBAHOCTI, @ TAKOK MOXJIMBOCTI 3aCTOCYBAaHHS
JUTSL OI[IHKY TOTO, Y¥ TOTOBE MIATNPUEMCTBO 0 3MiH;

- BCTaHOBIIEHHSI 0ap’€pHUX TOYOK, IO JO3BOJIIE CBOEYACHO IIarHOCTYBAaTH «OuII MIISIMI») B
IpoIieci yNpaBIiHHSA 3MIHAMU Ta HAMpalioBaTH MepeliK Iii, SKi MOXHA 3aCTOCYBATH 3aJIEXKHO BiJ
CUTYaIlii;

- BIIPOBA/KEHHIO ITPOCTUX MEXaH13MiB MO3HIIIOHYBAaHHS Ta OI[IHKHU CTaHy CIIPaB B KOHKPETHUN
MOMEHT 4acy, Ta MEpCIEeKTUB PO3BUTKY KOMIIAHII Ha 3acajax CTIMKOCTI (HampuKiaa, aHKETHOTO
ONUTYBaHHS);

- 3a0€3MeYEeHHIO0 BUCOKOI'O CTYIIEHIO PO3YyMIHHS PIiBHS OMOPY 3MiHaM 3 OOKY MpalliBHUKIB
KOMIIaHii, 3 BUOKpEeMJICHHSM KOHKpeTHuxX ertamiB mozaeni ADKAR, ski, 3a morpebu, MOKHa
BUKOPUCTOBYBATH IIPU HAIpalfoBaHHI 3aX0/[iB 00pPOTHOM 3 TAKUMHU TEHICHLISMHU;

- BYACHOMY IOJI0JIAHHIO (DI3MYHUX Ta MCUXOJIOTTYHUX Oap’€piB BIPOIOBIK 1HILIATUBY 3MiH, 110
3abe3neuye po3poOKy e(eKTUBHOI CTpaTETii YIPaBIIiHHS PE3UIBEHTHICTIO.

Takum uYnmHOM, pO3poOKa cTparterii pPe3HILEHTHOTO PO3BUTKY CEpBICHUX KOMIIAHIN 3
BUKOPHUCTAHHSAM CLIEHAPHOTO (Ha IPOTUBAary KjiacuuHoMmy) miuanyBaHHs Ta ADKAR-moznentoBanHs B
yMOBax BIffHM Ta IHIIMX TJIOOAJTbHUX BUKJIHMKIB JO3BOJHTbH: pAIliOHANI3yBaTH BUKOPUCTAHHS
pecypciB, K BiANOBiAb Ha HOBITHI TEXHOJIOTIYHI BUKJIMKH; 3MEHIIUTH CYMH BHUTpAT Ha peKiIamy,
YPI3HOMaHITHUTH AisUTbHICTD, OPIEHTYIOUUCH HE JIMILIE HAa BHYTPILIHI, ajieé 1 HA 30BHIIIHI PUHKH;
JiarHOCTyBaTH NpoOJeMH 3a3Jaleriip, e A0 IXHBOTO BHUHUKHEHHS, Ta IONEpEeIKyBaTH 3
BUKOPHUCTAHHSM HAMpalbOBaHUX MEXaH13MiB 1 pEKOMEHIAIlIi; OI[IHUTH HACII KU IPUIHHATHX PIIICHb
IUISXOM TOPIBHSAHHS OCTaHHIX 13 3aIlJIAaHOBAaHUMH TIOKa3HHKAMU B PO3POOJICHMX CICHAPIsX;
KPUTUYHO OLIIHIOBATH TEHCHIIIT pO3BUTKY KOMIMaHii y MallOyTHbOMY.
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BAD BARRELS TURN GOOD APPLES BAD,
BAD APPLES RUIN THE BARREL, BUT WHAT ROLE
DO GOOD FARMERS PLAY? AN ONLINE EXPERIMENT

“Corruption” is a term that resonates strongly with the Ukrainian public — and let’s be frank,
the global community as well. It is prevalent in politics, business, and the resolution of many everyday
issues, and can be found in virtually every country (Castro et al., 2020). However, depending on its
scale, corruption can have negligible or severe impacts on economic growth and the population’s
well-being in each region.

As evidenced by the annual reports of Transparency International, Ukraine remains one of
the countries where corruption is a critically serious factor in economic and political life
(Transparency International, 2024). In the context of the full-scale Russian invasion, the fight against
corruption has become a matter of societal civilizational choice and the effectiveness of resistance
against the aggressor. Consequently, it has become a matter of the county’s survival. Therefore, in
the research conducted in collaboration between the Center for Leadership of UCU and the lan O.
Ihnatowycz Institute for Leadership, Ivey Business School, we aim to address the question of the
nature of corruption and its defense on the norms of a particular society. We also seek to determine
whether the development of personal Virtues among managers can minimize these risks for
businesses, the communal sphere, and government bodies.

If we turn to the definition of the term “corruption”, the most authoritative English-language
encyclopedia, Britannica, offers the following explanation: “Corruption is improper and usually
unlawful conduct intended to secure a benefit for oneself or another. Its forms include bribery,
extortion, and the misuse of inside information. It exists where there is community indifference or a
lack of enforcement policies. In societies with a culture of ritualized gift-giving, the line between
acceptable and unacceptable gifts is often hard to draw” (Encyclopedia Britannica, n.d.). Similarly,
the well-known Oxford Dictionary describes this phenomenon from multiple perspectives:
“Dishonest or illegal behavior, especially of people in authority”, and “The act or effect of making
someone change from moral to immoral standards of behavior” (Oxford Learner’s Dictionaries,
n.d.). Castro et al. (2020), distinguishes between corporate corruption and institutional corruption, on
the premise that corruption in government organizations looks very different from private corporate
corruption. Whereas there is abundant research exploring these two types of corruption, these authors
make the case that few academic studies explored the intersecting space between public and private
corruption. Our study aims to bring new insights on what drives people to engage in corruption, by
making unethical choices such as bribing or mis-allocating resources for personal gain.

Therefore, the key aspect, according to the authors of these academic sources, is the moral
component of corruption risks. This point is intriguing in the context of the Character-based
leadership, which was developed by researchers at the lan O. Ihnatowycz Institute for Leadership,
Ivey Business School, and with which both of our institutions are working (Crossan et al., 2017).
Thus, we decided to investigate how the level of development of various character dimensions
predicts the likelihood of making corrupt decisions by their bearers. Most importantly, can the
education of a new type of leader mitigate corruption risks for the companies and the industries in
which they operate?
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What drives people to make unethical choices?

According to several studies, the primary drivers of corruption are organizational factors (such
as the characteristics of corporate culture, the toxicity of the environment, or access to material
resources), as well as the individual traits of the actors involved (Kish-Gephart et al., 2010; Castro et
al., 2013; Jones, 1991), as well as the “moral intensity” of the situation in which a choice is made.

In our study, we experimentally manipulated the moral intensity of a situation, to create four
conditions. More precisely, we can define the work environment using a graph with two parameters:
Type of Rules and Level of the Risk of “Loss of Life” (aspects of the moral intensity of a situation).
This results in four main types of such environments: “Opaque Rules + Low Risk of ‘Loss of Life’”,
“Opaque Rules + High Risk of ‘Loss of Life’’, “Transparent Rules + Low Risk of ‘Loss of Life’”,
and “Transparent Rules + High Risk of ‘Loss of Life’”. By randomly assigning participants to one of
these four experimental conditions, we can study the role of character-based leadership in different
types of situations. Using this coordinate system as the basis for our online research, we decided to
test how a certain level of development of the 11 Virtues in our Leadership Character Model can
influence the likelihood of corrupt behavior among managers and their employees.

To implement our plan, in 2021, before the full-scale Russian invasion in Ukraine, we selected
107 respondents (37 women and 70 men) from the Ukrainian business environment. They were able
to complete a three-stage online survey. In the first part (coded as “Drivers”), which took
approximately 10 minutes, respondents described the conditions in which they work (Workplace
Norms, Managerial Ethical Perspectives, Job Satisfaction and Work Engagement) and created a
character profile of their immediate supervisor by answering multiple-choice questions. The idea
behind this was to see if senior leaders or supervisors can influence their managers’ decision, even
when they are not present, which has been termed “character contagion” by Ivey scholars. The second
part (“Choices”) lasted, on average, 15 minutes and involved the respondents making the most
acceptable choice for themselves in a simulation where dishonest decisions could facilitate victory
over an imaginary opponent. The final part (“Consequences”) summarized the role-playing game,
highlighting the potential consequences of the respondents’ choices, ranging from rewards to the loss
of their jobs, reputation, and lifestyle. The survey concluded with the collection of participants’
demographic data.

Based on the survey results, the level of development of each of the 11 Virtues in the
immediate supervisors of our respondents was systematized and averaged using a 5-point scale:

- Judgment — 3 points;

- Transcendence — 3 points;

- Drive — 3.8 points;

- Collaboration — 4.8 points;

- Humanity — 3.4 points;

- Humility — 3 points;

- Integrity — 3.2 points;

- Temperance — 3.4 points;

- Justice — 3.4 points;

- Accountability — 3.25 points;

- Courage — 3.4 points.

Based on the assumption that character-based leadership can influence both the decisions of
the leaders and the moral profile and actions of their direct subordinates (i.e., our respondents), we
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decided to investigate how the level of development of each of the Virtues affected the likelihood of
employees making dishonest choices (Crossan et al., 2022).

In short, the background story involved a public bid competition in which two fictitious
companies made a bid to repair a bridge in the northern part of Kyiv. To model corruption risks in
the second stage of the experiment, we used a “payoff table” from Kobis et al. (2015). According to
him, in conditions of absolute honesty and rationality, the simulation would inevitably lead to a draw
(also known as “Nash Equilibrium”). Kobis et al. (2015) argue that corruption emerges as a way of
breaking such draw. So, like in that study, we allowed participants to play against a computer
algorithm, whose actions were always known to the respondents, they were absolutely honest and
were based on a rational approach. However, unlike the study by Kobis et al. (2015), at the beginning
of the game, we warned participants that a tie would result in an automatic win for them, so engaging
in corruption was not necessary. Thus, we did not “push” the participants towards making a dishonest
choice. The outcome depended solely on their moral choice.

What were the results of our study?

1. Environment with Low Risk of “Loss of Life” for employees created a setting that remained
resistant to corruption under any social (corporate) norms: from Opaque (where they are slightly
higher) to Explicit, where they balance near zero. However, with a High Risk of “Loss of Life”, this
trend changes sharply. While under Opaque Social Norms, it remains relatively low, under Explicit
Social Norms, it reaches of nearby 70%.

2. In the interaction between Virtues such as Integrity and Humanity in the direct supervisors
of our participants, it was found that leaders with poorly expressed Integrity created a work
environment where corruption risks remained low at minimal Humanity levels. However, as this
Virtue increased, leading to more friendly relationships with subordinates, the team members’
willingness to engage in unethical actions increased sharply. If the leaders had well-developed
Integrity, such negative influence would not observe. At any level of Humanity, the risk of corruption
remained minimal.

3. The correlation between Integrity and Temperance was more straightforward. Low scores
in both Virtues led to a work environment with almost guaranteed corrupt actions by participants. As
Temperance increased, this risk gradually decreased but did not disappear entirely. Conversely, if
Integrity had high scores, no level of Temperance created a corrupt environment.

4. A particularly notable relationship was observed between the Virtues of Justice and
Collaboration. Low Collaboration levels of leaders combined with poorly expressed Justice created
conditions where corrupt behavior was almost excluded. Conversely, it increased sharply with higher
Justice levels. High Collaboration exhibited a mirrored trend: with low Justice, there was a risk of
forming something akin to an organized criminal group with very high levels of corrupt actions.
However, gradually increasing Justice significantly reduced this trend, bringing the likelihood of
criminal activity to zero.

What conclusions can be drawn from our data?

First, we found that the alignment between Organizational Culture, Leadership Character, and
Stereotypes prevents unethical choices by subordinates. Second, having clear workplace norms (e.g.,
culture, policies) provides a certain “moral template” for employees, allowing them to act more
transparently in new or uncertain situations requiring ethical choices. Third, it was established that
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the Virtues that a Leader espouses and develops are gradually adopted by their subordinates, directly
influencing the level of corruption risks among team members in situations requiring ethical choices.
Finally, this research is not only novel but also relevant to a world that has changed after COVID-19
and the full-scale Russo-Ukrainian war. Entire industries have moved to remote or hybrid work

formats, where direct supervision by leaders over subordinates is no longer possible. Therefore, only
by forming a team that shares common values and develops their Virtues can the described risks be
effectively minimized.

10.

11.
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TRANSIENT EXECUTIVE JOB DEMANDS AND CORPORATE
SOCIAL IRRESPONSIBILITY: AN INVESTIGATION
OF CORPORATE DIVESTITURE SETTING

Abstract

Our research examines how transient executive job demands (EJDs) impact a firm’s corporate
social irresponsibility (CSI) and how this relationship is moderated by a CEO’s job and personal
resources. We identify the level of corporate divestiture activity as a critical source of urgent, time-
bound EJDs for CEOs, and draw upon job demands-resources (JD-R) theory to analyze several
moderating factors that shape the relationship between corporate divestitures and CSI. Using 5,860
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firm-year observations from 2001 to 2016, our findings suggest that corporate divestiture activity
increases CSI, but this relationship is moderated by CEOs’ job resources in the work context (such
as whether they are recruited from inside or outside the firm and the level of activist shareholder
ownership), and by their personal resources (such as their gender and motivational attributes).
Through integrating micro JD-R theory in the upper echelons setting, our study extends our
understanding of how top managers’ job and personal resources may help mitigate the negative
impact of transient EJDs on firm outcomes associated with CSI during critical corporate change
events. This research also offers new insights into how transient EJDs may serve as an antecedent of
CSI, while explaining the consequences (i.e., CSI) of corporate divestitures beyond their financial
outcomes.

Keywords: corporate social irresponsibility, divestitures, executive job demands, Chief
Executive Officer (CEQO), portfolio restructuring, job demands-resources theory.
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THE EFFECT OF CHARACTER ON STRESS COPING RESPONSES THROUGH
MOTIVATION TO LEAD

The competency-based perspective toward leadership remains a dominant force in the
discipline of organizational behavior. Competencies alone, however, are insufficient for leadership
in achieving sustainable excellence. Character has emerged as an indispensable component of
leadership. However, there remain theoretical and practical questions about the relevance of character
in organizational behavior and its overlap with other individual difference variables such as
personality traits and psychological capital or PsyCap.

The purpose of our study is threefold. First, we examine the relationship between character
and stress coping responses. We used police officers as participants because studies have shown that
post-traumatic stress disorder in police populations represents a significant health concern (Horswill
et al., 2021). Hence, the question as to whether officers are willing to take up a leadership role and
engage in effective leadership behaviors in a high stress environment — and the role that character
plays — is a salient one. Second, we explored motivation to lead or MTL as a potential mediator of
the relationship between character and stress coping responses. Third, we included two variables in
our research design that are considered similar to character. There are fundamental differences
between character, PsyCap, and personality traits which justify the treatment of them as distinct
constructs.

Character

Many scholars examining the origin, antecedents, and consequences of character anchor their
discussion of character in virtue ethics. The science and practice of virtue ethics seeks to guide and
promote the habitual display of positive behaviors that enable human flourishing. Crossan et al.
(2017) extended the foundational research on virtue ethics by Peterson and Seligman (2004) to
organizational settings. Their research led to the identification of 11 dimensions of character and 62
supportive behaviors, or character elements, that are widely considered by leaders to be exemplars of
virtuous leadership. We link character to stress coping responses through MTL.

Motivation to Lead
Chan and Drasgow (2001) formulated MTL as a 3-dimensional construct. The affective-
identity dimension represents an intrinsic enjoyment of opportunities to lead and is characterized by
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a tendency to take charge and view oneself as a leader. The social-normative dimension reflects a
willingness to lead out of a sense of obligation, honor, or duty. Lastly, the non-calculative dimension
reflects a willingness to lead without regard to the personal costs and benefits of leading; hence, the
less calculating individuals are about leading, the more they are inclined to embrace the leadership
role.

We posit that MTL is fed by character. For example, those individuals with deep reservoirs
of courage (e.g., showing an unrelenting determination, confidence, and perseverance in confronting
difficult situations) can be expected to have high affective-identity MTL. Further, individuals who
can activate the behaviors associated humanity (e.g., demonstrating genuine concern and care for
others) are likely to display a sense of duty to serve and fulfill the obligations associated with the role
of leadership that is characteristic of social-normative MTL.

Character, Motivation to Lead, and Coping

The degree to which a stressful event results in distress or negative outcomes is related to the
coping responses individuals use in addressing adverse personal, social, and environmental situations.
Long (1990) identified 3 categories of coping: avoidance (e.g., behavioral disengagement, or self-
blame); problem re-appraisal or appropriate re-assessment of the experience (e.g., stressful events are
re-construed as benign, or valuable); and active problem-solving (e.g., engaging in problem-solving
and planning, or exercising self-care hobbies).

Seijts et al. (2022) argued that character is a personal resource that contributes to beliefs of
personal mastery and helps individuals deal more effectively with stressful events. We expected that
individuals who are better able to activate the positive thoughts, feelings, and behaviors associated
with character elements such as self-control, confidence, resilience, gratitude, open-mindedness, and
reflection are more capable to handle unforeseen events and actively deal with the circumstances they
face.

Further, we expected that MTL has a direct effect on how individuals cope with stressful
situations. MTL is a predictor of a range of positive leadership behaviors and leadership effectiveness
(Badura et al., 2020). This implies that individuals with high MTL are more likely to invest time and
energy to fulfil the demands associated with leadership, and to sustain efforts under stressful
conditions. Individuals with higher affective-identity MTL tend to have more positive emotions, are
more confident in their abilities, and may even welcome the challenges associated with stressful
situations because these challenges strengthen their self-identity as a leader. Similarly, individuals
with higher social-normative MTL are likely to have a stronger sense of duty and higher purpose
associated with their role, which can help them overcome personal discomforts and stressors
encountered in their professional lives. Finally, the willingness to take risks and incur costs associated
with non-calculative MTL implies an inclination for an approach-oriented coping strategy: to accept
the stressor, to understand its underlying causes, and to actively find a solution to the stressor. We
expected that MTL is positively associated with problem-solving and problem re-appraisal; and
negatively associated with avoidance. Further, we expected that character increases MTL which, in
turn, facilitates active problem-solving and problem re-appraisal; and decreases avoidance.

Finally, we address the issue of construct proliferation and aim to show that character is
separate from related constructs such as personality traits and PsyCap.
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Method

Sample and Procedure

The participants were recruited from a police college. The officers received an email from the
senior leadership inviting them to participate in a survey framed around character and well-being.
The survey contained validated measures of character, MTL, coping responses, PsyCap, and
personality traits.

Analytical Approach

We conducted reliability and confirmatory factor analyses on our measures to address
convergent and discriminant validity. We constructed structural equation models to test our
hypotheses.

Results and Discussion

Character had a positive effect on MTL and suggests that character is a foundational personal
resource that supports motivation. The results also indicated a direct positive effect of character on
active problem solving. Further, our findings showed a direct and indirect positive effect of character
on problem re-appraisal through MTL as well as a direct and indirect negative effect of character on
avoidance. The direct effect of character on active problem solving remained after including
personality traits and PsyCap in our model.

Our results add to the understanding of the construct of character: its impact on individually
and organizationally relevant variables such as MTL and stress coping responses. A continued
programmatic research approach to develop a better understanding of the correlates and consequences
of character is warranted because a more robust understanding of character may help scholars and
practitioners raise awareness of the importance of the construct, ensure it is brought to the forefront
of leadership development, and initiate evidence-based practices to unlock sustained excellence in
individuals and organizations through the exercise of effective leadership.

The results also indicate that it is essential for organizations to fully appreciate the importance
of character for effective functioning and, therefore, to develop the various character dimensions in
individuals to help them address adverse personal and professional situations in a positive fashion.
The results that we obtained have implications in particular for professions with heightened risk of
stress and mental health problems. Mental health in the workplace has become a major concern due
to the costs of anxiety, burnout, and depression. Organizations should therefore invest in training and
developmental opportunities to strengthen the dimensions of character that are seen as lacking in
individuals or needing further development.
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NMoasaku

Mu sucnosnioemo wupy 80auHicms 3a 8cebiuny NIOMpPUMKY Y HPO8eOeHHI Camoi MIDCHAPOOHOT
Haykoeoi kongepenyii “Well-Being Leadership Conference”, a maxooc suoanus 30ipuuxa ii
mamepianie, skuil Bu mpumaeme y pykax, poouni leops lenamoeuua ma Mapmu Bimep.

Oxpema sic Hawia noosaxa aune 0o napmuepie kongepenyii: lan O. Ihnatowycz Institute for
Leadership, Ivey Business School (Kanaoa), biznec-wxonu YKY, Incmumymy ncuxiuno2o 300po8’s
VKV, «Cmyoii [[pyky» ma Buoasnuymea YKY. Be3z miei enepeii, Ay 6u 6knanu y cniibHUuti NPOEKm,

8iH OU HIKOIU He HaDY8 NPUMAMAHHUX tiomy puc!
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