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B emnipnyHnx gocnigXeHHSX BCTAaHOBMEHO, WO KOHC-
TpytoBaHHA "A" B onocepeakoBaHOMY KOMM'HOTEPOM Cnifl-
KyBaHHi, camonpeseHTaLis 3anexnTb Big B3aemogii 4oTu-
PbOX OCHOBHWUX YMHHUKIB:

1. [oceig B3aemogii 3 KOMM'IOTEpPOM Ta OonocepenKoBa-
HOro KOMM'FOTEPOM CiNKyBaHHS.

2. OcobnuBocTi ayauTopii (ny6niku), onsa Skoi 34iAcH0-
€TbCS camornpes3eHTauist.

3. OcobnuBocTi camocBigoMocTi cyb'ekTa camonpeseH-
Tauji (npvBaTHe abo nybnivHe).

4. |peHTudpikauis 3 NeBHOK CoLianbHOK rpyrnoto .

BucHoBKku. BcTtaHOBNEHO BiAMIHHOCTI B cnocobax camo-
npeseHTaLii YOoNoBIKiB i XIHOK, a TakoX BUAiNeHi TMNoBi 0cob-
NMBOCTI camonpeseHTaLii Ta ponboBUX OYiKyBaHb BidBigyBa-
yiB canTiB 3HAMOMCTB i cneundiyvHi prc 0cobMCTOCTi, BU3Ha-
YalTb CMPUAHATTA pecrnoHAeHTaMu TUNIB camornpeseHTalii,
onybnikoBaHMX Ha canTax 3HaomcTB. [locnigHvWKamu BCTa-
HOBIEHO XapaKTepHi puUCWU CMPUNHATTSA BipTyanbHOro CBITY i
cebe B HbOMY, a TaKOX BiAMIHHOCTI B LIMX YSIBMNEHHSX, NOB'A-
3aHi 3 JOCBIOOM (CTaXeMm) BUKOPUCTaHHsI IHTepHeTy. Ocobnu-
BOCTi coujanbHOro nisHaHHA B BipTyanbHOMY MPOCTOpi, B Ui-
1IoMy, BU3HAYalOTbCA OMUCAHUMK BULLE XapaKTepUCTUKaMu
LbOro cepegoBuLLia. Haneaxxnmeiwmm ¢akTopoM, LLO BU3HA-
Yae xapakTep MpoTiKaHHSA ChifKyBaHHS i coujanbHOro nisHaH-
HS B CRiNKyBaHHI € YMOBW CnifikyBaHHA. BipTyanbHe KoMyHi-
KauinHe cepepoBuLLe IHTEpHETY, poO3rnsaHyTe B AKOCTi CUTya-
Lji (yMOB) cnifnkyBaHHS, BOMOAIE TPbOMa OCHOBHUMM Xapak-
TEPUCTUKAMW: aHOHIMHICTb YYaCHWKIB CrinkyBaHHS; iX TinecHa
HenpeACTaBreHiCTb; cneuudika NPoOCTOPOBO-4ACOBUX KOOp-
AviHat. BipTyanbHe cepepoBuLle IHTEPHETY HaAae [OCTaTHBO

Haranbs Oapbsnosa, acn.

KueBckuit HauMoHanbHbIN YyHMBepcuTeT MmeHun Tapaca LlleByeHko, KueB

GaraTi MOXNMBOCTI ANs CNiNKyBaHHS MiX NIOABMM, LLO [O3BO-
nse cTBOprOBaTW Knacudikauii iHTepHeT-cninkysaHHs. Haw-
BinbLL iCTOTHUMKM € knacudikauii, B OCHOBI SKUX NnexaTb TUM-
YacoBi XapaKTEPUCTUKN B3AEMOLII, KiNbKiCTb y4aCHUKIB Cnif-
KyBaHHS1, MOTVBM i LLiNi CRiNKyBaHHS.
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NCUXONOIMrM4YECKUE OCOBEHHOCTU BUPTYAJIbHOIO OBLLEHUA

Cmambsi nocesiwyeHa meopemu4ecKkoMy aHanu3y npobrems! eupmyanbHo20 o6weHusi. [[poaHanu3upoeaHsl Ncuxosoaudeckue 0co6eHHocmu,
Komopble enustom Ha npoyecc obujeHust 8 uHmepHem-cemu. lpedcmaesneHbl 0OCHOBHbIE M0OX00bI K uccriedoeaHUl0 eupmMyanbHO20 O6WeHUsT 8

Hacmosiuem.

Knroyesnie crnosa: obweHue, uHmepHem-cems, eupmyarsibHoe obuwieHue.
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PSYCHOLOGICAL FEATURES OF VIRTUAL COMMUNICATION

The article is devoted to the study of theoretical analysis of the virtual communication problem. Psychological peculiarities that influ-
ence the process of communication in the Internet network are analyzed. The main approaches to the study of virtual communication in the

present are presented.
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MOTIVATION IN WERSTERN CULTURE: A PSYCHOLOGICAL PERSPECTIVE

The most actual question for modern social structures is how to maintain constant motivation of the participants at the high level,
given that biologically adaptation reinforce the desire to conserve resources (whether physical or mental). Approaches to the study and
management of this phenomenon in Western culture continuously changing over the last 150 years, based on researches, theories and
practices applied in organizations and which have demonstrated positive results. In general, today it is clear that the era of mechanical
models organizations ended and in the competitive world began the new era of biological models which intensively uses knowledge,

information flows and technology. Based on this perception changes in the perceived sources of motivation occur.
Keywords: motivation, level of consciousness, changes, competence, delegation of authority.

The main wealth of any country lies in a human potential.
In the present rapidly changing world the ability to make
quick adjustments is highly requires. Non-standard and
adaptive thinking, cross-cultural and social competence,
ability to work with large volumes of information and to
provide meaning in it, transdisciplinarity: the ability to work
with the concepts come from different disciplines. The main
challenge that maybe we lack of appropriate role models for
a given context, so we have to put efforts ourselves to fully
realise our potential. In addition to that it become more and

more complicated to choose professions that are in demand
today and will be even more in demand in 5-10 years. What
professions are will arise and which will disappear — difficult
to predict. The world is always changing. But now it does
much faster than before.

The relevance of this problem is caused by the above-
described changes. We can not rely on the current trends.
As a biological species, the company is a "complex
adaptive systems", which are constantly evolving in
unpredictable ways, so it is impossible to identify the scope
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and content of knowledge that will be needed later. But
what is undeniable today, that the technology is
increasingly become part of our lives. Therefore, labor
market experts and futurists in agreement that the most
promising professions are linked with digital technology.

On the other hand, digitalisation require other
competencies and motivational drivers then in the past.
Despite the great achievements under this theme and
numerous studies, motivation remains the most pressing
problem in theory and practice than well-studied
phenomenon. Among the reasons that give motivation status
of scientific problems are discrepancies in understanding
motivation and its causes, the large number of synonymous
terms, cross-cultural specificity consideration, as well as
difficulties in the selection and development of precise, with
predictability value diagnostic tools.

Among authors that add to the researches of this
phenomenon are A. Maslow, D. McGregor, C.P. Alderfer,
F. Herzberg, D. McClelland, N. Howe and W. Strauss and
many others.

Motivation represents the forces acting on or within the
person causing a specific, or target-oriented behavior. It is,
therefore a theoretical construct used to explain behavior.
Given that all scientific approaches in any area aim to
realize four main goals —or target-ori to explain, to
anticipate and to control any subject or object of interest,
first managers and then psychologists were with respect to
motivation searching for answers to the following
questions: (1) what causes behavior? (2) direction of this
behavior? (3) how to maintain the desired behavior?

To fully appreciate these studies we have to review the
history of management thinking and the evolution of human
consciousness.  European  understanding of the
development of civilization has 5 periods.

During the era of the hunter / gatherer the range of
behaviour was extremely limited. People were poorly aware of
causal connections. There was no hierarchy in the
communities, as there was no leader. Only later the status of
seniors began to evolve, because of their possible beneficial
experience. Life occurred in the present with some influence
of the past. No one was concerned about motivation as a
problematic issue, only survival was important.

The agricultural era brought an understanding of cause-
and-effect relationships and the ability to plan. In this era
there was not much freedom of choice —was not much
freedom of choice understanding of cause-and-effect
relationships and the ability to plan. In this era theo one
was concerned about ter the status of seniors began to
ation has 5ons: (1) what causes behavior? (2) on. Amngs.
Human beings began to be aware of themselves separate
from the world and understood the inevitability of death.
The world came to be perceived as a dangerous place and
power was seen as important to survival: dualism of the
winner and the loser. Either me or you. ither me or you —
rapid response to the aim in the short term. Organization
was characterized by fear, organizational structures were
not stable, and often abuse of power took place with the
aim to keep others in submission. Motivation through fear.

The Industrial Age came with technological progress
and the ability to create and sustain organizations with
thousands of members. The need to manage a large
number of people led to the next round of development of
human consciousness — the emergence of formalized
social roles (a stable and regulated hierarchy). Awareness
of the linearity of time (past-present-future) made it
possible to plan for the future (actions and processes in the
long term). From self-centeredness, mankind passed to
ethnocentrism, where | (ego) become dependent on other
people's opinions. Here motivation based on socially

acceptable behavior, fulfilling expectations of the role. The
desire to receive and achieve more correlated with the
ability to obtain a different social role. Motivation through
rules, norms, compliance.

The era of information / knowledge workers opens the
responsibility of choice. The world is recognized as a
complex and ambiguous. The more you learn, the more
you know —he era of information / knowl can take.
Individuals seek independence, because it is possible now
to freely reach their life goals. The aim in this era- to
overtake, to succeed. The dominant materialism projects
life into the future —The dominant materialism projects life
intothing else, to achieve something else. Motivation is
based on winning the competition.

The Age of wisdom, where presumably we are now,
began with an awareness of the interdependence and
integration of the world. | (Ego) seekcooperation.
Relationships and a long-term perspective more important
than short-term results. There is a focus on the
understanding of the interdependencies. Inside the
traditional hierarchical pyramid, attention focuses on
building the culture of shared values and empowerment so
that employees may become highly motivated.

It is not possible to bring our consciousness to one
stage. Any categorization are relative. Abstract categories
only allow you to understand some characteristics of
complicated reality behind them. Their (abstraction) must be
regarded critically, not to oversimplify reality. Each stage of
evolution includes the previous and goes beyond it.

To summarize — up to XXcentury, motivation in
European countries was very straightforward — undesirable
behavior was punished. Only from the second part of
XIX century, when scientific and technological progress
has led to a more complex specialization of labor and trade
unions emerged, was the encouragement of the desired
behavior added to the motivational techniques.

Complex professions were the prerogative of men.
Therefore, when a large number of professionals were
kiled in a World War |, the need for the scientific
understanding of management approaches arose. First
scientific attempts to make work more effective didn't pay
much attention to people (all theories of that period refer as
to people as human resources).

The main approach to the labor in western culture at the
beginning of XX century was derived from Theory X of
D. McGregor. The classical view of people in the organization
has been associated with the concept that a person does not
respect work, avoids responsibility, does not take initiative and
does only the bare minimum in order to avoid being fired. The
manager cannot rely upon workers, but should influence and
provide some pressure through authority, control and strict
management. This position, attributed to D. McGregor is not
an abstract intellectual construct but a system that is widely
represented in modern management practices. D. McGregor
argues that the theory X — is not a straw man. In fact it is a real
theory, which has a direct impact on management strategy in
a broad sector of European and American industry.

Theory X considers that workers have little inherent
motivation to perform well. Therefore many motivational
practices in Europe for the last 100 years rely on extrinsic
(external) motivation. Motivational practices where limited
to strict supervision and external rewards and penalties.

Overall extrinsic motivators (rewards) may be divided on
direct payments —verall extrinsic motivators (rewards) may be
divided on direct paymentsere limited to strict supervision and
exte —verall extrinsic motivators (rewards) may be divided on
direct paymentsere limitee etc.); non-financial compensation —
extrinsic motivators (rewards) may be divided on direct
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paymentsere limitee etc.); non-financial compensation — does
not take initiative and does only the bare minimum.

Competition is also an extrinsic motivator because it
encourages the performer to win and to beat others. And
competitive payments in sales, based on achieving the
best results, use as an incentive to invest more effort in the
performance of work.

During XX century a number of theories tried to explain
motivation. They could be divided on content based
theories (the focus is on the content —"what" motivates) vs.
process based (the focus on process — "how" motivation
takes place).

Content theories focus on the needs that cause tension
and desire. A person acts in a certain way, trying to
achieve satisfaction. Unsatisfied need regulates our
behavior. To control the motivation of employees it is
necessary to identify their unmet needs and build a
motivational scheme so that while doing the job well, they
are able to meet their needs. Among these theories, it is
worth mentioning four — hile doing the job well, they are
able to meet their needs. Alderfer), Two-factor theory
(Frederick Herzberg), the theory of socially acquired needs
(David McClelland).

Process theories pay more attention at how motivation
arises, acts and fades. Most popular theories here are
Equity theory (J. Stacy Adams) and Expectancy theory
(Victor Vroom).

If we turn to the common practices that used nowadays
in our organization, unfortunately (or habitually) managers
heavily rely on external reinforcement. The main method is
distribution of wealth, materialised in wage differentials,as
well as insurance, social security, paid holidays depending
on results. Basically, this stimulation is used for ink and file
positions. For higher professional positions we recently
recognized another motivational tool-we recently
recognized another motivational toolile

For example, at our Luxury Fitness Center GYMMAXX,
the main  motivational instrument is additional
remuneration, based on the outstanding performance. We
assess competencies by method 360. It were 40 people of
key personnel in every departments who went through the
assessment. Because of lack of trust the overall scores
were rather high. However, it was a good chance for
building trust and possibilty to plan individual
competencies development. Until the point of grading. The
experience shows that it is not effective, because people
are trying to compete for the best results. This leads to the
fact that they do not share information, best practices and
more effective methods of getting results. Even more, the
more we increase the percentage of the bonus for results,
the more obvious it their inefficiency becomes. Therefore
we can make an assumption that material wealth rather
affects the absence of dissatisfaction from the workplace,
but does not motivate to do be more effective, especially in
the long run. We analysed the experience and continue to
build workable motivational practicies.

Second most popular presumption is that people in our
informational world would be more effective if they will
continuously learn what is relevant to their job. We have a
school project, which was developed with an intention to
gather best teachers at the wonderful and fully equipped
school building and, through the culture of continuous
learning and sharing of information, to get to the
substantially better results than other schools. Analyzing
first years of functioning, | would admit that despite great
potential, the personnel didn't become more motivated and
results overall are not spectacular. Many managers believe
that by educating people they will achieve greater
motivation through greater awareness. Today, a lot of

coaches and consultants position their work as an aid in
personal growth. They would like to believe that they have
a power of persuasion and only that can help people to
become more mature and develop self-motivation.
However, the harsh truth is that no-one, even with the best
intentions, could force the development self-awareness.

More and more organizations in western culture lean
towards a new management paradigm. Motivation that is
characterized by the right direction (for person and
organization) long enough may be based only on the
internal belief of the correctness of the behavior and the
desire to implement it. Interaction in organizations is
carried out at four levels— personal, interpersonal,
managerial and organizational. There is a specific principle
for each level that needs to be respected.

On a personal level the principle is reliability. Reliability
is determined by two things - the character and
competence. A person may be perfectly honest (character),
but as a professional, for example, fail to respect deadlines
(competence). Personal reliability depends on the
individual. Only the individual can perform the promise, and
be able to follow human values, continuously improving
their professional skills.

Trust is the core principle at the interpersonal level.
Trust is the foundation of any effective interaction. It can
not be achieved through organizational imperatives or
programs. Organization can gradually build it by forming an
honest and open organizational culture.

At the managerial level, the delegation of authority is a
basic principle. Through the right management style,
empowerment promotes innovation, initiative and
dedication, but also creates unpredictability of employees.
However, it is necessary to balance the benefit which
empowerment brings(growth of employee potential,
innovation, initiative, self-control)  with  increasing
unpredictability of employeesowerment pr

We have a great example at one of our businesses, of
how empowerment saved qualified personnel of the
company at tough time. A year ago in Ukraine we had
political and economic crisis. We just opened a new VIP
Terminal at the airport, where the preliminary work with
personnel was profound. We carefully selected more then
100 people, thoroughly examined and trained personnel to
provide the best service before the opening of the terminal
itself. After training program only 60 people got a job
proposal. The staff were all young, energetic and
motivated. However, half a year after the launch, the
question of reducing staff (dismissal) arose. It was the most
obvious way to save resources. And the most obvious way
to demotivate the whole personnel.Lackaly, management
decided to do it another way. Together with management
and our English consultant we decided to experiment on
how to get out of crisis with an economy in wages and do
not ruin motivation and enthusiasm of personnel. In service
sector motivation is critically important, because of
transparency of bad attitude and unwillingness to put
efforts to do your work at the high. The idea was quite
risky. We reduced the number of shifts and therefore
wages to all the front line personnell. At the same time
there was a question of staff shortages during peak hours.
We asked the staff to work without pay for these extra
shifts. But to allow them to benefit from this situation, we
offered them on the job training on Practical Problem
Solving. Sixteen volunteers took the persistent problems in
their area of responsibility and worked out solutions. We
assured employees that once proposed solutions had been
approved by everybody, we will introduce them into the
workflow. We did not pay money for it. But involvement in
the decision-making process and the opportunity to
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participate in the construction of the work process
motivated staff.

Such solutions do not always work in the European
culture due to a lack of commitment to the fourth important
principle at the organizational level — such solutions. On
the managerial and organizational level, intrinsic motivation
is very dependent on management style and skills in the
delegation of authority, as well as the consistency of
systems and organizational structure.

As a conclusion we must admit that in western
countries the use of external tools to stimulate employee
motivation still continues to dominate. But awareness of the
importance of intrinsic motivation and the appreciation of its

dependence on the consistency of systems and processes
has increased. The next step after that awareness is the
realization and introduction of more progressive and
integrated approach to motivation.
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Banepisa 3a6onoTHa, kaHA. NCUXOI. Hayk, AoL,.
KuviBcbkui HalioHanbHUI yHiBepcuTeTeT imeHiTapaca LleByeHka, KuiB

MOTUBALIA Y 3AXIOHIA KYNbTYPI: ICUXONOIIYHI ACMEKTH

Hali6inbw akmyansHe numaHHsl OJisl Cy4acHUX coyiasibHUX CMPYKMyp fosisi2ae 8 nocmiliHoMy nidmpumaHHO Momueauii y4acHukie Ha docmam-
HbO 8UCOKOMY pi8Hi, w0 tide ecynepey adanmueHoMy 6ion102iYHO 3akrialeHOMY npasHeHHIo 36epexeHHs1 pecypcie (Yu mo hi3udHuUX, YU MCUXiYHUX).
IMidxodu Ao eusyveHHs1 ma ynpaesiiHHI yuM ¢heHOMEeHOM 3MiHro8asuCh 8 3axiOHil Kynbmypi ocmaHHi 150 pokie, euxodsi4i 3 docnioxeHb, meopili ma
npaKkmuk, Wo 3acmocoeyeasniucb 8 op2aHisauyisix ma deMoHcmpyeanu no3umueHuli pesysbmam. B yinomy Ha cb0200Hi cmae 3po3yMinum, wo 3aKiH-
qunacsi epa MexaHi4HOi Moderli op2aHi3ayili i 8 KOHKypeHmMHoMy ceimi noyanocsi 3acmocyeaHHs1 6ionoziyHoi Moderni, sika iHMeHCUBHO suKopucmoegye
3HaHHs1, Tomoku iHghopmay,it i mexHonoeaii. Buxodsiyu 3 Yyb020,3MiHFOEMbCS | cNpuliHIMms dxepesia MOMuey8aHHSI.

Knroyoei cnoea: Momueauyisi, pieeHb po3sumky ceidoMmocmi, 3MiHU, KoOMremeHuii, desie2yeaHHs1 MOBHOBaKEHb.

Banepusa 3abonoTHas, kaHA. NCUXON. HayK, AoL,.
KueBckuit HaumoHanbHbIN YyHMBepcuteT UMuHK Tapaca LLeBuyeHko, Kues

MOTUBALUA B 3ANAOHOW KYNbTYPE: NCUXONOMMYECKUE ACMEKTbI

Hau6onee akmyanbHbIli eonpoc Onsi coepeMeHHbIX coyuasibHbIX CMPYKMyp 3akjito4aemcsi 8 nompe6HOCMU MOCMOsIHHO20 ModdepiKaHusi
Momueayuu y4acmHukoe Ha AoCmamo4YHO 8bICOKOM ypoeHe, 4Ymo udem epa3pe3 ¢ adanmueHbiM 6UOI02UYECKU 3a/I0KEeHHbIM CmpeMIeHueM
coxpaHeHusl pecypcoe (unu ¢husuyeckux, unu ncuxuyeckux). [1o0xodbl K u3y4yeHUrO U ynpaesieHur 3MumM (PeHOMEHOM MEHSIIUChb 8 3anadHol
Kynbmype nocnedHue 150 nem, ucxodsi us uccnedoeaHuli, meopull U NPaKMuUK, KOMOpPbIe NMPUMEHSIZIUCL 8 Oopa2aHu3ayusx u deMoHcmpuposanu
nosioxxumenbHbIl pesynbmam. B uesom Ha ce200Hs1 cCmaHOBUMCS MOHSIMHLIM, YMO 3aKOHYUSIacb 3pa MexaHu4Yeckol modenu opzaHu3ayull, u e
KOHKYPEeHMHOM MUpe Hayasiochb npumeHeHue 6uonoauyeckol Modesiu, Komopasi UHMEeHCUBHO UCMO/Ib3yem 3HaHUsI, MOMOKU UHghopMayuu u mex-
Hoslo2uu. Mcxo0ds1 u3 3moz2o, MeHsIemcsi U 80Crpusimue UCMOYHUKa Momueauyuu.

Knroyeenbie cnoea: Momueayusi, ypoeeHb pa3eumusi CO3HaHUsI, U3SMEHEeHUs1, KomnemeHyuu, desrecuposaHue MoJIHOMO4u(.

YIK 364.08
AHHa IBaHeHKo, acn.
KniBcbkui HauioHanbHUI yHiBepcuTeTimeHi Tapaca LLeByeHka, Kuis

TEOPETUYHUU AHANI3 MOOENEWU NPO®ECIMHOI NO3ULLII Y COLLIOHOMIYHUX HAYKAX

HocnidxeHHs1 npucesiyeHe po32nsady noHsIMMs npogbeciliHoi no3uyii ghaxieysi coyianbHoi po6omu. Ha ocHogi cyMiXKHUX MOHSMb,
makux sik "no3uyis”, "pone", "cy6'ekmHa no3uyia”, "eHympiwHs nosuyis”, 6yno cghopmoeaHa 3Micmoey OCHO8Y MOHSIMIMS NMO3UUil.
Bu3HayeHoO 3a2arnibHe MoHsmms npogheciliHoi Mo3uyii, susiesieHo cninbHi yMoeu, MexaHi3Mu, cknadoei npogbeciliHoi no3uyii wnsxom
aHanizy pesynbmamie 0ocidxeHb npoeedeHUX y rcuxosnoeii ma nedazoaiyi. Y3azanbHeHO pe3ysibmamu AochioxeHb cmpykmypu ma
ocobnueocmi GuHamiKu po3eumKy Ub020 KOHCMPYKmMy ocobucmocmi.

Knroyoei cniosa:no3uyisi, cy6'ekmHa no3uyisi, Jxummeea rno3uyisi, posib, npogbecitiHa nosuyisi, cmaHoesieHHs1 NPogheciliHoi Mo3uyii.

MNocTaHoBKa npobnemun. Hessaxaloun Ha LUMPOKE BU-
KOPUCTaHHS MOHATTA NPOodECiNHOI No3uLii, MU 3ilUTOBXHY-
nucb i3 Npobnemor HeOAHO3HAYHOCTI Ta LLUMPOTO BU3Ha-
YEHHS, BEeSIMKOK KIiNbKICTIO CYMDKHUX MOHATb, AKi 4YacTo
3aMilLlylOTb OfHE OZHOTO, BiACYTHICTIO YCTaneHnx CTPYKTyp
OOCHNiAXyBaHOro siBMLia. TakoX BapTO 3a3HauWUTH, WO Le
NOHATTS JocnigXyBanocb y GinblWwin Mipi y negaroridi, y
MEHLLIN — ncmxornorii, y couianbHin poboTi Nuwe B pamkax
OOoCNiIKEHb iHLWNX SBULL,.

Yepes ue, Halle TeopeTuyHe AoChigpkeHHst byno nova-
TO i3 @aHani3y CyMiXHMX MOHATb Yy NCUXONOrii Ta negaroriui
AN BU3HAYEHHS €OMHOI CMMCMOBOI OCHOBW, MpoaHaniso-
BaHO MpPaKTWUYHi OOCNIMKEHHS NpodeciinHoi no3uuii ans
BM3HAYEHHsI MOBHOTU SIBULLA, NOr0 CTPYKTYpW, AMHAMIKK,
3MiCTOBOIO HaMOBHEHHS.

Ak Bxe Oyno Hamu 3a3HayeHO, YCTaNeHOro MOHATTA
npodecifHoi No3uuii HeMae, a CyMiXKHUX BenuKa KinbKicTb.
Hawa yeara Oyna 3BepHyTa Ha Taki fk: "nosuuis ocobuc-
TocTi", "BHYTpiWHA no3uuis” J1.I. BoxoBu4, "cyb'ekTHa no-
3uuia" T.[4. bapuwesoi, "nosuuis ocobuctocTi" A.M. Tepe-
wosoi, "kumTTeBa nosuuis" K.O. ABynbxaHoBoi-CnaBcbKoi.
Lli noHaTTa Tak camMo £K i MOHATTS MPOMeCinHOI no3uuii

Oynu faHi B pamkax JOCria)XeHHS pO3BUTKY i CTAHOBIEHHS
0COBUCTOCTI.

MeTa: npoaHanidyBaTtu TeOpeTWYHi MoAeni NOHATTA
NpodeCiHOI  MO3uLii, BM3HAYUTU MOHATTA MPOECINHOI
no3uii paxisLs coLianbHoT poboTu.

3a OCTaHHi Tpu gecaTUNiTTs, MM MOMIYaeEMO, LLO NOHAT-
TS no3uuii ctae Ginbw akTyanbHMM. po Le MU MoXemo
roBOpUTY Yepes Te, Lo pobnsaTbes cnpobu Jo BU3HAYEHHS
NOHATTS, BUOKPEMIIEHHS SIK CAMOCTINHOIO KOHCTPYKTY, a He
B KOHTEKCTIi iHLWKX.

Tak, no3uLis 0cobUCTOCTi BU3HAYaETLCS CKMNaaHO CU-
CTEMOI0 BiJHOCWH, YCTAHOBOK, MOTMBIB, Linew i LiHHoCTen,
AKMMW BOHA KEPYETLCS B CBOIN AisnbHOCTi [1].

Ha gymky A.M. TpelieBa, NoHATTA "noauuia” TicHO no-
B'A3aHe 3 NOHATTAM "cTaBneHHs". [JocnigHuK BBaXae, WO
"Nnosunuisi 0cobMCTOCTi — Le iHTerpanbHa XxapakTepucTuka
0cobnCTOCTi, WO BU3HAYaE B MepLly Yepry CTiliky cuctemy
LiHHICHMX BiAHOCWH 4O CBOEI XUTTEAISANBHOCTI, CAMOPO3BU-
TKY | BUSIBNAETLCA B NOBeAiHLI i JiANIbHOCTI, @ TakoX B Mno-
3UTUBHIN YCTaHOBL Ha Uto AisnbHicTb" [18].

Llle ogHMM BaxnMBUM MOZIGHMM MOHATTSM HaLloOro Te-
OPETUYHOro aHarni3y € NOHATTSA XUTTEBOI No3uuii. >Kuttesa
no3uList — ue crnocidé BKMIOYEHHA OCOBUCTOCTI B XUTTEAINA-
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