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The article is devoted to the analysis of the problem of personal tension of employees in the field of
education. The purpose is to theoretically substantiate and empirically study the factors of personal tension of
education workers. It is established that organizational and functional factors have a limited impact, while
anxiety and rigidity are key factors. The results emphasize the need to develop a psycho-correctional program

to overcome personal tension of educational workers.
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Introduction. The personal stress of
educators in the context of war is a particularly
relevant research topic due to several specific
challenges they face. War significantly
increases stress levels as educators worry about
their lives and the safety of their loved ones.
Constant air raids, the danger of shelling, and
other factors of war create strong psychological
pressure that can lead to the development of
post-traumatic stress disorder (PTSD) and other
psychological problems. The war forces
educational institutions to adapt to new
conditions. This includes switching to distance
learning, working in temporary shelters or
schools that have been relocated to other
regions. Educators must quickly adapt their
methods and materials to the new
circumstances, which adds to the tension.
Teachers often act as psychological support for
their students, who are also experiencing the
effects of war. This places an additional
emotional burden on educators who must not
only fulfill their professional responsibilities but
also support their students in difficult
psychological conditions.

The purpose of the study is to theoretically
substantiate and empirically investigate the
factors of personal tension of education
workers.

In accordance with this goal, the main
objectives of the study were identified:

1. To reveal the theoretical foundations
of personal tension of employees in the field of
education.

2. To empirically study the factors of
personal tension of employees of educational
institutions.

Theoretical background. An analysis of
the literature shows that there are many works
by both foreign and domestic scholars on the
problem of personal tension. These studies
cover various aspects of this topic. In particular,
the works of L. Abolin, N. Nayenko, and T.
Nemchin analyze the peculiarities of tense and
difficult professional situations. The works of
D. Barlow, A. Beck, D. Westbrook, and A.
Karachevsky focus on the content of
maladaptive states and mechanisms of their
regulation. Studies by D. Beck, D. Clark, R.
Leahy, V. Parobiy, O. Romanchuk, and O.
Sergienko examine the features of negative
mental states and methods of overcoming them.

The dynamic changes taking place in
Ukrainian society have a significant impact on
the education sector. This leads to the
emergence of numerous stress factors in the
activities of educators, which, together with
their personal characteristics, contribute to the
emergence of professional stress. Such stress
negatively affects the effectiveness of
professional activity and general well-being,
which  causes tension.  Given  these
circumstances, the study of psychological
factors of personal tension among employees of
educational  institutions requires  further
research.

Research methods. To study the
manifestations and factors of personal tension
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of employees in the field of education, we used
the methods of theoretical analysis. We also
used empirical methods. During the study, we
used two groups of methods. The first group of
methods aimed at studying the main
manifestations of personal tension among
teachers are: the Taylor Anxiety Inventory
adapted by T. Nemchinov, the PSM-25
Psychological Stress Scale (adapted by N.
Vodopianova), the Diagnostic of Stiffness (G
Eysenck) and the Express Diagnostic of
Psychoemotional Tension (O. Kopina, K.
Suslova, E. Zaikin). The second group of
methods aimed at identifying the relationship
between the level of development of personal
tension of employees in the field of education
and meso-level factors includes the following
methods: a questionnaire  “passport”, a
questionnaire “How 1is your organization
developing?” by W. Siegert, L. Lang (modified
by L. Karamushka), the methodology
“Diagnostics of psychological climate in the
team” (V. Shpalinsky and E. Shelest);
methodology “Determination of the group
cohesion index” (Sishor). The meso-level
factors include three subgroups: organizational
and functional, psychological, and
organizational and pedagogical.

The results of the study were processed
using mathematical and statistical methods
(correlation analysis by Spearman's criterion).
The results were generalized using interpretive
methods (classification and generalization of
empirical data).

Results and discussion. The study sample
consisted of 60 teachers from Mukachevo
Lyceum No. 8 and Mukachevo Lyceum No. 6.
According to the characteristics of the staff, the
respondents formed the following groups.
According to the criterion of the position in the
educational institution, 10 people among the
respondents are the administration of
educational institutions, 50 people are
pedagogical staff. As for the length of teaching
experience, the respondents were divided into
the following groups: 15 respondents have up to
5 years of work experience; 25 people - from 6
to 12 years; and 20 teachers - with experience
of 13 years or more. In terms of age, the sample
included 15 people under the age of 30, 45
teachers aged 31-45, and 10 people aged 46 and
older. In terms of gender, all the respondents
were women.

To study the level of anxiety, we used the
Taylor Anxiety Inventory as adapted by T. A.
Nemchinov. The graphical representation of the
research results is shown in Fig. 1.

Fig. 1. Levels of anxiety among teachers (%)

The results obtained indicate a pronounced
anxiety in the surveyed teachers, in particular,
very high levels are observed in 20% of the
respondents, and high levels - in 45%. This is a
serious indicator that indicates that this part of
the workforce may have significant mental
health and stress problems. In 27% of
respondents, we observe pronounced indicators
of the average level with a tendency to high,
and only 8% of the surveyed teachers have an

average level with a tendency to low. It should
be noted that the low level of teachers is not
observed. The results, which indicate a high
level of anxiety among teachers, may be due to
several factors. In particular, the workload of
lessons and extracurricular activities. Teachers
often have a heavy workload, including
preparing lessons, conducting classes, checking
homework, and organizing extracurricular
activities. Teachers are required to keep a lot of
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documentation, including lesson plans, reports,
and student assessments. The constant
interaction with students and their parents can
be emotionally draining, especially in the case
of conflict.

Teachers often act not only as teachers but
also as mentors, which can cause additional
emotional stress. Requirements for the quality
of education are constantly increasing, which
can increase teachers' anxiety levels. The need
to constantly improve their knowledge and
skills can be an additional stressor.

Relatively low salaries compared to other
professions can cause financial stress. Lack of
public recognition and respect for the teaching
profession can reduce motivation and increase
anxiety. Lack of support and understanding
from school management can increase feelings

of isolation and stress. Thus, according to the
results of the study, high levels of anxiety are
one of the manifestations of personal tension
among teachers.

To study the structure of stressful
experiences, namely, somatic, behavioral and
emotional stressful feelings of pedagogical
workers, we used the methodology
“Psychological ~ Stress  Scale = PSM-25”
(adaptation by N. E. Vodopianova). The test
results are presented in the form of a graphical
representation in Fig. 2.

Analyzing the results of stress indicators
according to the PSM 25 psychological stress
scale, we conclude that: 33% of teachers have a
high level of stress, 50% have an average level,
and only 17% of the study subjects have a low
level of stress.

Fig. 2. Levels of teachers' stress severity according to the PSM 25 psychological stress scale
(adapted by N. E. Vodopianova)

Stress is caused by a mismatch between
individual needs and capabilities. When this
balance is disturbed, stress occurs. A high level
of stress, which according to the results of the
study can be traced in 20 teachers, indicates
maladjustment, mental discomfort and the need
to implement comprehensive measures to
reduce neuropsychological tension,
psychological relief, change the style of
thinking and lifestyle. The average level of
stress expressed by 30 teachers is an
intermediate state between maladjustment and
adaptation to workload. Only 10 teachers are
adapted to working conditions.

Prolonged stress prevents the body from
returning to a normal state, which leads to
increased fears, sleep disorders, burnout
syndrome, and depression. The personal tension
of teachers arises as a result of prolonged stress
and psychological pressure. Therefore, teachers

with pronounced indicators of high stress levels
are at increased risk of personal tension.

In times of war, the development of the
ability to cope with stressful situations and
maintain emotional balance depends on
readiness for mobilization. That is, the ability to
quickly adapt to new conditions, change
approaches to the learning and communication
process. Therefore, the next methodology we
used in this study is the “Diagnosis of rigidity”
methodology (G- Eysenck). We consider
teachers' rigidity as a correlate of personal
tension. The graphical representation of the test
results is shown in Figure 3.

The majority of respondents (43%)
showed a medium level of rigidity, which
indicates a rather flexible personal position and
the ability to respond adequately to the
changing situation in the war. However, a
significant part of the respondents (37%)

100 Bicuuk HamionanbHoro yniBepcutety o6oponu Ykpainu 3 (85) / 2025

ISSN 2617-6858 npyk
ISSN 2617-6866 on-1aiin



IIuTanuga ncuxoJorii

showed the dominance of personality rigidity
traits, which indicates a tendency to stereotypes
(cognitive, emotional, behavioral) in various

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

High level Average

spheres of life, difficulties in manifesting
personality decentering and changing the point
of view, etc.

Low level

Fig. 3. Levels of severity of rigidity of teachers

Only 20% of teachers with a low level of
rigidity showed high levels of personal
mobility, which suggests that they are capable
of flexibility and adequate changes in response
and behavior in different social situations.

Rigidity is a kind of defense mechanism
that blocks information that does not
correspond to a person's perceptions of the
world, preventing the adoption of new decisions
if they do not correspond to the currently
available perceptions, thus complicating the
change of point of view and cognitive
decentralization, which determines the inertia of
subjective positions. Personality rigidity also
makes it difficult to reflect on the past; a person
focuses on past events, retains irrelevant,
outdated knowledge, and has difficulty gaining
new experience. In view of the above, we can
summarize that personality rigidity is an
important systemic property of a personality
that can play a positive role in personality
development, maintaining internal balance,
stability and constancy of the personality's
mental makeup, and (at high levels) to act as a
kind of obstacle to the necessary personal
transformations in  changing  external
circumstances, to be a psychological barrier to
the manifestation of flexibility, mobility,
plasticity in various spheres of human life
(including professional), which, in turn,
contributes to the manifestation of personal
tension of teachers.

The next stage of our study is the
implementation of rapid diagnostics of the level
of psychoemotional stress (O. S. Kopina, K. O.
Suslova, E. V. Zaikin). The questionnaire
includes methods of rapid diagnosis of PES and

related factors: self-assessment of health;
psychosocial stress; life satisfaction; satisfaction
with living conditions; satisfaction of basic life
needs. Analyzing the results of the study using
this methodology, we can state the following:

-The respondents have a low level of self-
assessment of health (42%). Low self-
assessment of health, according to our data, is
associated with increased stress levels and low
life satisfaction. This indicator indicates that
most teachers consider their health to be
unsatisfactory. This may be due to physical and
mental exhaustion caused by the stressful
conditions of war. Low self-assessment of
health can be the cause of increased anxiety,
depression and a general deterioration in quality
of life.

-Regarding the indicator “L. Reeder's
Psychosocial Stress Scale”, we also observe a
pronounced low level of its manifestation
(36%). This indicator can reflect both the
presence of high levels of stress and possible
adaptation to chronic stressful conditions.
Teachers may experience constant pressure that
affects their ability to effectively perform their
professional duties and maintain emotional
well-being.

-0. S. Kopina's life satisfaction scale is
characterized by a low level of expression
(42%). The teachers who participated in the
study are generally dissatisfied with their lives.
This may be the result of prolonged experience
of stressful situations, lack of stability and
security, which are typical for war conditions.
Low levels of life satisfaction can also affect
motivation and overall mental health.
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-The low levels of the studied teachers'
scores on the scales of “satisfaction with the
living conditions of O. S. Kopina” (50%) and
“satisfaction with the basic life needs of O. S.
Kopina” (48%) were found. These indicators
show that teachers are not satisfied with their
living  situation. This may  include
dissatisfaction with material conditions, social
support, housing conditions, and other aspects
that affect their ability to feel stable and
comfortable.

War creates extreme conditions that
significantly affect the psycho-emotional state
of people. Teachers, like other professional
groups, face constant risk, uncertainty and
anxiety about their future and the future of their
loved ones, which causes constant personal
tension in the subjects. As a result, this can lead
to increased levels of anxiety and stress,
exhaustion and reduced performance, social
isolation and a sense of helplessness.

The study of organizational development
of general education institutions where the
employees under study work was conducted
using the questionnaire “How is your
organization developing?” by W. Siegert and L.
Lang (modified by L. Karamushka). The
diagnostics we conducted made it possible to
study two selected indicators of organizational

development: “organizational maturity”
(1)
60% 55%
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(maturity of organizational development) and
‘problematic  organizational development’.
Based on these indicators, the following levels
of organizational development were identified:
“constructive” level; ‘crisis level’; “problematic’
level.

As for such indicators of organizational
development as ‘“organizational maturity” and
“organizational development challenges” (see
Fig. 4), the data obtained show that a significant
number of surveyed teachers indicated an
average level of development of “organizational
maturity” (55%) and a low level of
development of “organizational development
challenges” (47%). This indicates, in our
opinion, certain positive trends in the
organization: employees have an idea of the
goals of their organization; participate in the life
of the organization; understand that they can
contribute new ideas and suggestions to
improve organizational processes, but do not
fully do so.

In their turn, organizations strive to create
favorable working conditions for their
employees; try to give preference to a
democratic management style; identify and
implement promising, innovative areas of
activity, etc. However, the average indicator of
“organizational — maturity”  still  indicates
insufficient work in this direction.

47%

37%
16%

“Problems of organizational development”

W Averagelevel mHighlevel

Fig. 4. The level of development of organizational development indicators in educational
organizations (in % of the total number of respondents)

At the same time, it should be noted that
20% of respondents note a low level of
development of “organizational maturity” and

16% - a high level of development of
“organizational development problems”. This
means, in our opinion, that despite all the efforts
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of the organization to promote organizational
development, there are still significant problems
in the activities of general education
institutions, since a relatively large proportion
of respondents believe that their organization
lacks clarity in defining the goals of the
organization, many goals are not known to
employees; employees do not participate in
defining goals; they rarely identify with the
decisions made, rather they perceive these
decisions not as “theirs” but as directed against
them; employees find it difficult and almost
impossible to communicate  with  the
management of the organization. Thus, it can be
said that school leaders should pay special
attention to departments where favorable
working conditions are not created, where
authoritarian management style prevails, where
access to information is determined by the
status of the employee rather than his or her
functions, where inefficient performance of
functions 1is observed, where performance
evaluation is often based on emotions or
superficial observations.

80%
70%
60%
50%
40%
30%
20%
10%

0%

B “Constructive”

The results also made it possible to
determine the levels of organizational
development of general education institutions
(see Figure 5). The study found that only 20%
of respondents consider the level of
development of the general education
institution  where they work to be
“constructive”.  More than half of the
respondents (67%) consider the level of
organizational development of their educational
institution to be “problematic”. A relatively
small part of the respondents (13%) noted the
“crisis” level of organizational development.
The data obtained indicate, in our opinion, the
need for the management to review the policy
and style of leadership in educational
institutions, improve working conditions in the
organization, create conditions for teachers'
self-realization, etc. @ Thus, educational
institutions are on the way to developing and
improving management systems, increasing the
efficiency of the organization.

B “Problematic” ®“Crisis”

Fig. 5. Level of development of organizational development indicators in educational
institutions

In our opinion, the prevalence of the
“constructive”  level of  organizational
development (20%) over the ‘“crisis” level
(13%) indicates a positive trend in the
development of general education institutions
during the war.

To study the psychological climate in the
team of pedagogical workers, we conducted the
methodology “Diagnostics of the psychological
climate in the team” (V. Shpalinsky, E. Shelest).
The graphical representation of the results is

shown in Fig. 6. According to the data
obtained, more than half of the respondents
assess the psychological climate in their team as
favorable. 55% of the surveyed teachers are
satisfied with  theirr relationships  with
colleagues, managers, as well as with their
work, its process and results. They note the
overall positive mood in the team, which
contributes to their creative potential and desire
to work in the institution, using their creative
and physical resources to benefit others.
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Fig. 6. Levels of organizational development according to the methodology “Diagnostics of
the psychological climate in the team” (V. Shpalinsky, E. Shelest)

At the same time, 28% of teachers assessed
the psychological climate in their teams as
unfavorable. They express dissatisfaction with
interpersonal relationships with colleagues and
management, as well as with working conditions
and content. They report a low level of
satisfaction with cooperation, mutual assistance,
and trust among employees. Also noteworthy are
the responses of 17% of respondents who rated
the psychological climate in their team as neutral.
These teachers point out the simultaneous
existence of signs of both favorable and
unfavorable climate, recognizing the prevalence
of trusting interpersonal relationships, but
consider the level of their manifestation
insufficient, and note a positive but low degree of
mutual assistance, mutual support, and job
satisfaction.

To study the meso-level factors, we also used
the methodology “Determination of the Group

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

Cohesion Index” (Sichor). The graphical
representation of the results is shown in Fig. 7.
According to the survey results, the
respondents mostly have an average level of team
cohesion (45%). Teams with this level of
cohesion are characterized by a stable system of
interpersonal relations, where team members
successfully solve tasks requiring joint and
coordinated actions, especially those considered
important by the majority. Tasks that the team
considers less important are solved less
effectively, although a firiendly style prevails in
the relations between team members. A high level
of cohesion was found in 17% of teachers. Teams
with this level of cohesion are characterized by a
democratic style of leadership and a clear
understanding of the goals and objectives of joint
activities. Members of such teams can solve
complex and diverse tasks, including those that go
beyond their immediate responsibilities, but are
socially necessary and socially  useful.

mHigh level ®Averagelevel MLowlevel

Fig. 7. Results of the diagnostic methodology “Determination of group cohesion” (Sisor)
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A low level of cohesion is observed in
38% of teachers. Such teams lack well-
established joint activities, cohesion and
motivation to work together. Tasks can be
solved only after they are divided into
independent components, which is proposed to
be solved by individual team members.

Heads of educational institutions should
pay attention to the level of team cohesion. It is
necessary to introduce measures aimed at
increasing team spirit and cooperation. These
can include team building trainings, joint
projects and  activities that  promote
communication and trust between team
members. It is also important to stimulate
motivation to work together through a system
of rewards and recognition of achievements.
Ensure effective adaptation of new employees
to the team so that they quickly become part of
the team and can effectively interact with other
members.

Monitor the emotional state of employees,
provide psychological support if necessary, and
promote a positive and supportive atmosphere
in the team.

In general, educational managers should
pay constant attention to the development of
team cohesion, as it directly affects work
efficiency, employee motivation, and the
achievement of educational goals.

Conclusions. Personal tension is a psycho-
emotional state that occurs in response to a
variety of internal and external factors that
cause stress. This condition is characterized by
feelings of anxiety, nervousness, irritation, a
sense of uncertainty and  sometimes
helplessness. In the context of professional
activities, personal tension can affect an
employee's performance, motivation, and
overall mental health.

Professional manifestations of personal
tension are characterized by a decrease in
productivity, procrastination, burnout, and
emotional disorders. Personal tension is a
complex multifactorial condition that manifests
itself at different levels of personality
functioning: emotional, cognitive, physical,
behavioral, and professional.

Educators, like workers in many other
fields, may be exposed to a variety of factors of
personal tension. Many scholars group these
factors into the following groups: organisational
and professional, socio-demographic, meso-
level, micro-level, etc.

Based on the empirical study of the factors
of personal tension of education workers, it was
found that on average, most of the studied
education workers have high rates of severity of
the main manifestations of personal tension
(anxiety, rigidity, psychological stress and
indicators of psycho-emotional stress), which
negatively affects their psychological well-
being. Considering the influence of
organisational and pedagogical factors of
employees of educational institutions can help
reduce anxiety, rigidity and stress and regulate
the psycho-emotional stress of teachers.
Particular attention from the management of the
educational institution and psychologists in
terms of preventing personal tension is required
for ‘ordinary’ employees with less work
experience, less seniority and lower
qualification level.

In general, the results of the ascertaining
stage of the study revealed the severity of
personal tension in a significant number of the
studied teachers. Most of the organizational-
functional factors we studied have a very
limited statistically significant relationship, both
positive and negative, with all manifestations of
personal tension, except for anxiety and rigidity,
and therefore are not important correlates of
personal tension. Whereas the group of
psychological factors, which includes such
characteristics as the level of organizational
development, psychological climate in the team
and team cohesion, and the group of
organizational and pedagogical factors,
according to the results of our study, are
important correlates of personal tension of
teachers. This emphasizes the need to develop
and implement a correction program aimed at
reducing tension and improving the
psychological climate in the educational
environment, which is a prospect for further
research.
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AHoTanis
Kocmio C. H. xanoudam ncuxonozivnux HayK,
odoyernm, ooyernm Kageopu ncuxonoeii
MyKauiscbkoeo 0epicasHo20 YHigepcumemy
Anmawi C. I. cmapuwuil suxiaday kagheopu
ncuxonozii Mykauiecobko2o 0epacagro2o yHieepcumenty
JOCIIIKEHHSI OCOBUCTICHOI HAITPY)KEHOCTI ITPAIIIBHUKIB C®EPH OCBITH

Bemyn.  Ocobucmicha  nanpysicenicmv  npayieHuxie cgepu oceimu 6 yMosax GillHU € 0coOIuso
AKMYATLHOIO MeMOI0 QOCTIONCEHHS Yepe3 HUZKY CReyu@IuHuX GUKIUKIB, 3 SIKUMU 80HU cmuKkaiombvcs. Bitina
BHAYHO NIOBULYYE PIBEHb CMPeECY, OCKITbKU OCGIMSAHU NEPeNCcUsaiomv 3d C80€ JicUummsi ma Oe3neKy ce0ix
onuzekux. Tlocmiini nosimpsni mpueocu, Hebesnexa obcmpinie ma iHwi Gakmopu GiliHU CMEOpPIooMb
CUTbHULL NCUXOTOSTYHULL MUCK, WO MOdCe Npu3eecmu 00 PO3BUMKY HOCHMPABMAMUYHO20 CIMPEco8020
poznady (IITCP) ma inmwux ncuxonoeiunux npobnem. Bitina 3vywiye ocgimmui ycmanosu aoanmysamucs 00
Ho8ux yMmo8. Lle exmouac nepexio Ha oucmanyiline HAGYAHHS, POOONTY Y MUMHUACOBUX NPUMIKAX OO0 WKOLAX,
wo 6ynu nepesedeni 6 inuii pecionu. Oceimsanu NOSUHHI WBUOKO AdOanmyéamu c60i Memoou ma Mamepianu 0o
HOBUX 0OCMABUH, WO 000a€ 000amKo80i HanpysceHocmi. Buumeni wacmo sucmynaioms 8 poni ncuxonoziyHor
niOmpumMKyU Ol CE0IX VUHIB, 5IKI MAKONC NEPeNCUsaomv Hacuioku eiunu. Lle naxnadae 0odamkosuil
eMOYIUHULL Mseap HA OCEIMSAH, SKI NOGUHHI He Juuie SUKOHY8amu c6oi npogecitini 0008s3ku, ane i
nIOMpUMy6amu C80IX NIOONTUHUX Y CKIAOHUX NCUXOTOSTHHUX YMOBAX.

Teopemuune niorpynms. Ananiz rimepamypu noKa3ye, wio iCHye YUMano pooim sk 3apyoidcHux, max i
BIMYUBHAHUX BUEHUX, NPUCBIHEHUX NpoOiemi ocobucmicHoi Hanpycenocmi. Lfi docnidoicenHs oxonmoiomo
pizni acnexmu yiei memu. 3oxkpema, npayi JIL.Ab6onina, H Haenxo, T .Hemuuna ananizyrome ocobnusocmi
Hanpyosicerux i ckiaonux npogeciiunux cumyayin. Pooomu /[ Bapnoy, A.bexa, /. Becmbpyka, A.Kapauescokozo
30CePedAHCYIOMbCSL HA 3MICI 0e3a0anmueHux Cmawnie i mexaunizmax ixuvoi pecynayii. /locnioscenns /[ bexa,
Il Knapra, PJlixi, B.Ilapob6is, O.Pomanuyxa ma O.Cepeicnka po3enisoaioms 0coOmU0CMI He2amueHUux
NCUXTUHUX CTNANIE T MemOoOU iX NOOONAHHS.

Jlunamiuni 3miny, wo 6i00Y8aArOMbCs 8 YKPAIHCOKOMY CYCRIIbCMBI, 3HAYHOK MIPOI0 6WIUSAIOMb HA
oceimuio cepy. Lle npuzeooumv 00 NOSBU YUCIEHHUX CMPEcosux (Haxmopie y OLIbHOCMI NPAYIGHUKIE
ocgimu, SIKi pasom 3 IXHIMU OCOOUCMICHUMU XAPAKMEPUCHUKAMY CHPUSIOMb SUHUKHEHHIO Npogecitinozo
cmpecy. Taxuil cmpec HecamueHO 6NIUBAE HA eDEKMUBHICMb HPOGecitinol JBLIbHOCMI Ma 3a2aTbHe
CamMonouymms, w0 SUKIUKAE Hanpydcenicms. Bpaxosylouu yi 00cmaguHu, OOCHIONCEHHS HCUXONOIYHUX
YUHHUKIE 0CODUCMICHOI HAnpysceHOCmi ceped NpayisHUKIe 3aKk1adie oceimu nompebye 000amKo8o2o
BUBUEHHL.

Memoou oocnidrcennsn. 3okpema, 6 X00i O0CTIONHCEHHSL HaMU BUKOPUCMAHT 081 epynu mMemooux. 1lepuiy
2PYNY MemoOUK, SIKI CHPAMOBAMI HA BUGUEHHS OCHOBHUX NPOSIBI6 OCOOUCMICHOT HANPY’CEHOCMI cepeo
neoazo2iYHUX NPAYIGHUKIE CKIAOAIOMb. MemMOoOUKa suseiieHHs pisus mpusodxcrnocnmi Teinopa 6 aoanmayii T,
A. Hemyunosa, memoouxa «lllxana ncuxonociunoco cmpecy PSM-25» (aoanmayis H. €. Booon snoeoi),
Memoouxa «iacnocmuxa pucionocmiy (1. Aiizenx) ma «Excnpec-Oiaenocmuxa pisHs NCUX0eMOYIUHOT
nanpyeuy (O. Konina, K. Cycnosa, €. 3aixin). /lo Opyeoi epynu memooux, SKi CHpPIMOBAHI HA BUAGNEHHS
63AEMO36 SI3KI6  MIJIC PIGHEM PO36UIMKY OCODUCMICHOI HANPYJICEHOCMI NpayiéHuxie cgepu oceimu ma
YUHHUKAMU Me30PI6HS, HAMU BIOHECEHO MAKi MemOOUKU. AHKema-«NACNOPMUYKay», ONUMYBATbHUK «AK
possusacmbcsi Bawa opeanizayin?y B. 3icepma, JI. Jlanea (mooughixayis JI. Kapamywiku), memoouxa
«iaznocmuxa ncuxonoeiunoeo xuimamy 6 xonekmugiy (B. Ilnanincexuti i E. Illenecm; memoouka
«Busnauenns inoexcy epynogoi zeypmoearnocmiy (Ciwop). /o uunHuxie me3opieHs Hamu GiOHeceHo mpu
nioepynu.: opeanizayiiHo-QYHKYIOHAIbHI, NCUXONO2IYHI MA OPeaHi3ayiliHO-Nedaz02iyHI.

Obpobika pe3yrvmamis 00CTIOHNCEHHS NPOBEOEHA 3a OONOMO20I0 MAMEMAMUKO-CIMAMUCTNUYHUX MemOooi8
(sukopucmanuil Kopensyiunuil ananiz sa kpumepiem Cnipmena). Y3acanvhenus pesyivmamis 30ilUCHEeHO 3
BUKOPUCIAHHAM THMEPRPEMayiiiHux Memoois (K1acu@ixayis il y3a2anbHeHHs eMNIPULHUX OaHUX).

Pezynomamu  oocnioycenns. Ha ocnosi nposedenoco  emnipuuno2o  OOCHIONCEHH — YUHHUKIG
0CODUCICHOT HANPYIICEHOCMI NPAYIGHUKIE cihepu 0CIMU, 6CIMAHOBIICHO, WO 6 CePeOHbOMY DLIbUA YACTIUHA
00CTIONCYBAHUX NPAYIGHUKIE Chepu 0Ceimu MAiomb SUCOKI NOKA3HUKU SUPANCEHOCME OCHOBHUX NPOsGI6
0CcoDUCICHOT  HANPYJICeHOCMI  (MPUBONCHOC,  PUSIOHOCMI, NCUXOJO2IYHO20 Cmpecy md NOKA3HUKIE
NCUXOEMOYILIHOT Hanpyau), Wo He2amuUeHO NO3HAYAEMbCS HA iX neuxonoziyHomy onazononyyyio. Bpaxysanns
BIIUBY OP2AHIZAYINIHO-NE0A20STUHUX YUHHUKIE NPAYIBHUKIE 3aKNA0I8 OC8IMmuU Modce CHPUSMU 3HUNICEHHIO
MPUBOICHOCI, PULIOHOCI NPOABAM Cmpecy ma pe2yNio8aHHI0 HCUXOEeMOYIUHOI Hanpyeu  neoazocie.
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IIuTanuga ncuxoJorii

Ocobnueoi yeaeu 3 OOKY KepigHUYmMEa OCEIMHbO2O 3aKAA0y MA NCUXON02I8 y NIAHI NPOPIlaKmuxu
ocobucmicHoi  Hanpydicenocmi  nompedyiomv  «psa00giy NPayiGHUKU, 3 MEHWUM CIadcem mpyooeoi
OISIbHOCI, MEHUUM CIAdICeM HA ROCAOl A 3 HUXCYUM DigHeM KEATi(iKayii.

3acanom, pezyromamu KOHCIMAMYBATLHO2O eMAany OO0CTIONCEHHS, BUABUIU BUPAICEHICMb 0COOUCMICHOT
HANpys#ceHocmi y 3HAUHOL KLIbKOCHE Q0CTIONCYBAHUX Neda202THHUX npayisHukie. Bitbuiicmb 00cioncysanux
HAMU YUHHUKIG 3 2DYNU OPeaHI3aYIHO-QYHKYIOHATLHUX MAlOMb 0Yce 0OMENCEHULl CIAMUCMUYHO HAYY WUl
38’S130K, 5K NO3UMUGHUL, MAK 1 He2AMueHul, 3 ycima Nposgamiu OCOOUCMICHOT HANPYHCEHOCHI, OKpIM
MPUBOIICHOCHIE A PUSIOHOCII | MOMY He € BANCTUBUMU KOpesimamu ocooucmicHoi nanpyxcernocmi. Tooi sk
2pyna NCUxXono2iYHUX YUHHUKIG, KA 8KAI0UAE MAKI XAPAKMEPUCTMUKU, K. PIBEHb OPeaHI3ayiiHO20 PO3GUMKY,
NCUXONOSIYHULL KIIMam ) KOLEeKMUGL ma 32yPMOBAHICIG KONEKMU8y ma epyna opeanizayilino-nedazociyHux
YUHHUKIG, 30  pe3yIbmamamy  HAwo2o0 OOCHOMNCEeHHS, €  GANCTUBUMU  KOPETIMAMU — OCOOUCMICHOT
Hanpyosicenocmi  nedazociunux npayienuxis. Lle niokpecmoe HeobXIOHICmb PO3POOKU MaA SNPOBAONCEHHS.
npocpamu KOpekyii, CnpaMOBAHOI HA 3HUIICEHHS PIBHA HANPYICEHOCMI Ma NOKPAWEHHA NCUXONO02IYHO20
KIiMamy 8 oc8imHboMY cepedosuyi, Wo € NEPCREKMUBOI0 NOOANLULO20 OOCTIONHCEHHS.

Bucnosku. Ocobucmicha HanpysceHicms — ye ACUXOeMOYIUHUL CIMaH, KU GUHUKAE V 8i0N06I0b HA
PIBHOMAHIMHI GHYMPIWHI Ma 306HIWHI hakmopu, wo euxkauxkaroms cmpec. Lle cman xapakmepusyemvcsi
NoYymmsmM mpueoau, Hep8o3HOCHI, PO30PAMY6anHs, GIOUYMMAM He8U3HAYeHOCmI ma iHo0i 6e3noPAOHOCHI.
B konmexcmi npogeciiinoi ismoHocmi, 0COOUCMICHA HANPYICEHICHb MOJice GNIUBAMU HA eeKmUBHICIb
BUKOHAHHSL 0008 'S13Ki8, MOMUBAYIIO MA 3a2AbHE NCUXTUHE 300P08' NPAYIGHUKA.

Tpogpeciiini 6usigU 0COOUCMICHOT HANPYHCEHOCMI XAPAKMEPUZVIOMBCS SHUICEHHSAM HPOOYKMUGHOCMI,
nposisamu NPOKPACMUHAYIL, BU2OPAHHAM, poztadamu emoyitinoi cgepu. Ocobucmicha HanpysiceHicms — ye
CKIaOHUtl 6azamo@akmopuuil cmat, Wo GUAGTAEMbCA HA PI3HUX DIGHAX (DYHKYIOHYBAHHA OCOOUCTHOCII:
EMOYIUHOMY, KOZHIMUBHOMY, (DI3UUHOMY, NOBEOIHKOBOMY Ma NPOGheCiliHoMY.

Ocsimsnu, nooibHo 00 NpayieHUKie y 0Oaeamvox IHWUX cpepax, MOoXNCYyMb 30A3HAGAMU  GNIUGY
PIBHOMAHIMHUX YUHHUKIE 0COOUCMICHOI Hanpyoicenocmi. bazamo naykoeyie 06 cOHyIOMb YUHHUKU 6 2PYynu.
OpeaHi3ayiiHO-NPoMeciiini ma coyianbHO-0eMoPApIUHL; YUHHUKU ME30PIGHS, YUHHUKU MIKPODIGHS MOWO.

Knrouosi crosa: cobucmicrna HanpysiceHicmv, YUHHUKU OCODUCMICHOT HANPYHCEHOCI, NCUXOEMOYIUHA
Hanpyea,; npayieHuKu cepu ocsimu,; npoghecitinull cmpec, COYianIbHO-NCUXONOSIUHUL KTIMAM.
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