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Valdis Jukss, Dzintra Ilisko (Latvija)

DARBAVIETU PIEVILCIBAS SAKARIBA
AR DARBINIEKU PROFESIVONALO ATTISTIBU:
LATVIJAS VALSTS ROBEZSARDZES PIEMERS

Si pétijuma mérkis ir parbaudit hipotézi par to, ka darbinieku profesionalas
attistibas ilgtspéjigas vadibas objekts Latvijas Valsts robezsardzé (VRS) ir darba-
vietu pievilciba, kas nosaka darbinieku profesionalas attistibas limeni. Pétijuma
izmantotas metodes: Latvijas robezsargu sociologiska aptauja (2022. gada maijs,
n =182 cilv.), aptaujas datu regresijas analize. Pamatojoties uz ilgtspéjigas vadibas
konceptualo izpratni ekonomiskas paradigmas ietvaros, darbinieku profesionalas
attistibas ilgtspéjigas vadibas galameérkis ir konkurétspejiga valsts ar augstu
ekonomisko veiktspéju. Si galamérka sasniegianas mehanisms ir sabiedriba, kas
macas, stradajot pievilcigajas darbavietas. Empiriskas izpétes rezultati paradija,
ka Latvijas robezsargu profesionalas attistibas limeni statistiski nozimigi nosaka
vinu darbavietu pievilciba (beta-koeficients ir 0,069, p = 0,000). Lidz ar to varétu
secinat, ka pétijuma hipotéze ir pieradita. Bet autori eksperimenta veida nomainija
vietam darbavietu pievilcibas un darbinieku profesionalas attistibas limena
raditajus, t.i., lika darbavietu pievilcibu, ka rezultativo mainigo, bet darbinieku
profesionalo attistibu — ka faktoralo mainigo. Tad regresijas analizes rezultati
paradija, ka darbavietu pievilcibu VRS statistiski nozimigi nosaka, pirmkart,
pasu darbinieku profesionalas attistibas limenis (beta-koeficients ir 2,955,
p = 0,000). Rezultata autori secina, ka, neskatoties uz to, ka darbavietu pievilciba
statistiski nozimigi nosaka darbinieku profesionalas attistibas limeni, tomér ieveé-
rojami vairak pats darbinieku profesionalas attistibas limenis nosaka darbavietu
pievilcibu VRS (un var pienemt, ka ne tikai tur). Citadi rundjot, darbavietas
pievilcibu veido, pirmkart, pats darbinieks (jo ipa$i, ja vinam piemit praktiskas
zina$anas, organizatoriska pielagosanas spéja un mérktieciba), nevis organizacijas
vaditaji piedava to darbiniekiem, ka gatavu produktu. Lidz ar to autori piedava
jaunu vadibzinatnes konceptu — darba vieniba (anglu val.: labour unit), kas sastav
no darbavietas un konkréta darbinieka, neatraujot vienu no otra.

Atslegvardi: ilgtspéjiga vadiba, darbavietu pievilciba, darbinieku profesionala
attistiba, sociologiska aptauja, regresijas analize, darba vieniba, Latvijas Valsts
robezsardze (VRS).

Ievads

Si pétijuma aktualitati nosaka musdienas pastavosie riski Latvijas
valsts robezas droSibas joma — robezas nelikumiga skérsosana, nelikumiga
precu parvieto$ana pari valsts robezai, pierobezas rezima parkapumi
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(Latvijas Valsts robezsardze, 2020) uz straujas tehnologiju attistibas fona,
ka ari nepieciesamiba atbilst starptautiski noteiktajam prasibam valsts
robezsargu profesionalitates joma — pieméram, anglu valodas apguves
prasibam, Vienotajai informacijas sistémai PERSONALS-Horizon, kas
ir ieviesta un uzsika darbu pasapkalposanas portala (Latvijas Valsts
robezsardze, 2021).

Problemu veido tas, ka, neskatoties uz paaugstinatajiem riskiem un
prasibam amatpersonu profesionalas attistibas joma, pédéjo gadu laika
praktiski nepalielinajas Latvijas robezsargu interese pret profesionalo
talakizglitibu un augstako izglitibu (Valsts robezsardze, 2015, 2021).
Ta, VRS amatpersonu skaits, kuras apguvusas kvalifikacijas paaugstina-
$anas kursu programmas Valsts robezsardzes koledza 2014. gada bija
1817 cilvéki (pret ieplanotajiem 597 cilvékiem) (Valsts robezsardze, 2015),
bet 2020. gada —jau tikai 913 cilvéki (pret ieplanotajiem 1700 cilvekiem)
(Valsts robezsardze, 2021). Kaut gan 2020. gada bija vél 492 amatper-
sonas un darbinieki (pret ieplanotajiem 540 cilvekiem), kuri apguvusi
kvalifikacijas paaugstinasanas programmas Valsts robezsardzes sadar-
bibas iestades (Valsts administracijas skola, Iekslietu ministrijas Infor-
macijas centra, u.c.) (Valsts robezsardze, 2021), tomér tas joprojam bija
ievérojami mazak, neka 2014. gada, un galvenais — mazak, neka tika
planots un sagaidits no robezsargiem, kas liecina par vinu zemu motivaciju
profesionali attistities.

Pamatojoties uz ieprieks veikto zinatniskas literaturas uz starptautisko
organizaciju parskatu (European Union, 2006; Arkhipova, Zykova, 20135;
Webb et al., 2019; Tindemans, Dekocke, 2020; International Labour
Organization (ILO), 2021) logisko analizi un darbinieku profesionalas
attistibas ilgtspéjigas vadibas konceptualas izpratnes sintézi ekonomiskas
paradigmas ietvaros (Jukss, 2021; Jukss u.c., 2022), autori noskaidroja:
1) darbinieku profesionalas attistibas ilgtspéjigas vadibas galamerkis ir

konkurétspéjiga valsts ar augstu ekonomisko veiktspéju. Pamatojums:

Eiropadomes Lisabonas sanaksme 2000. gada marta valstu un valdibu

vaditdji atzina, ka “Eiropas Savieniba saskaras ar attistibas para-

digmas mainu, ko izraisa globalizacija un jauna, uz zinaSanam balstita
ekonomika” un izvirzija stratégisko pamatmerki prieks ES: “klat par
konkurétspéjigako un dinamiskako uz zinasanam balstitu ekonomiku
pasaulé, kas spgj nodrosinat ilgtspéjigu ekonomikas izaugsmi ar vairak
un labakam darbavietam un lielaku socialo kohéziju” (European Union,
2006);
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2) darbinieku profesionalas attistibas ilgtspéjigas vadibas galamérka
sasniegSanas mehanisms ir sabiedriba, kas macas, stradajot pievil-
cigajas darbavietas. Pamatojums: Simtgades deklaracijas (anglu val.:
Centenary Declaration) uz cilvéku vérsta pieeja prasa stiprinat visu
cilvéku un darba institaciju kapacitati, ka ari veicinat ieklaujosu un
ilgtspéjigu ekonomisko izaugsmi, pilnigu un produktivu nodarbi-
natibu un pienacigu darbu visiem (International Labour Organization
(ILO), 2021); ka atzimé pétnieces J. Arhipova (FO. Apxunosa) un
K. Zikova (K. 3wikosa), darbavietas pievilcibu nosaka darbinieku un
pretendentu sniegtais vértéjums, kas pamata ir iespéja pasrealizéties
un sasniegt augstu socialas un personigas labklajibas limeni attiecigaja
darbavieta, ka ari perspektivas karjeras attistiba (Arkhipova, Zykova,
2015).

Lidz ar to empiriska pétijuma hipotéze tiek formuléta sekojosi: darbi-
nieku profesionalas attistibas ilgtspéjigas vadibas objekts ir darbavietu
pievilciba, kas nosaka darbinieku profesionalas attistibas limeni. Tas
nozimé, ka galvenais, ar ko butu jastrada vaditajiem, ir darbavietu pievil-
ciba, bet darbinieku profesionalas attistibas limenis jau ir funkcija no
tas. Si petijuma mérkis ir empiriski parbaudit augstak izvirzito hipotézi
uz Valsts robezsardzes (VRS) pieméra. Pétijuma izmantotas metodes:
Latvijas robezsargu sociologiska aptauja (2022. gada maijs, n = 182
cilv.) — empirisko datu iegtisanai, aptaujas datu regresijas analize — ar
nolaku noteikt célonsakaribu starp pétamajiem fenomeniem.

Pétijuma pamatjédzieni ir darbavietu pievilciba un darbinieku profe-
sionala attistiba. Darbavietu pievilciba tiek empiriski interpretéta ar desmit
faktoriem, pamatojoties uz N. Amundsona (N. Amundson), M. Korbjéra
(M. Corbiere) un V. Neduhas (V. Neduhba) izstradato metodiku (2006)
(Amundsons, 2016). Savukart Latvijas robezsargu profesionalas attistibas
limenis $aja pétijuma tika izmérits, metodologiski pamatojoties uz vispa-
rigo kompetences modeli (pielagoto robezsardzes specifikai), ko veido
astonas sastavdalas (Amundsons, 2016). Abos gadijumos tika aprékinati
kopéjie raditaji: darbavietas kopgja pievilciba un darbinieka profesionalas
attistibas limenis (=kopkompetence).

Nakamaja raksta dala tiek aprakstita pétijuma metodologija, kam
seko pétijuma rezultatu analize un diskusija, ka ari secinajumi, ko autori
izdarija, pamatojoties uz $i pétijuma rezultatiem.
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Petijuma metodologija

Latvijas robezsargu profesionalas attistibas limenis $aja pétijuma tiek
izmérits, metodologiski balstoties uz visparigo kompetences modeli
(Amundsons, 2016), ko veido astonas sastavdalas:

1) meérktieciba — skaidra virziena un mérka izjuta, kas rada motivaciju,
apnémibu un iniciativu;

2) problému risinasana — spgja iegut informaciju no visdazadakajiem
avotiem, izvértét visus jautajuma aspektus, domat radosi, izdarit
pamatotus spriedumus un veidot efektivus ricibas planus;

3) sazinas prasmes — spéja efektivi sazinaties ar cilvékiem (ar kolégiem,
robezu skérsotajiem, sabiedribas locekliem);

4) teorétiskas zinasanas — musdienigas teorétiskas zinasanas, ko nepar-
traukti pilnveido;

5) praktiskas zinasanas — darbinieku praktiska pieredze;

6) organizatoriska pielagosanas sp&a — spéja darboties sistéma, lai
sasniegtu rezultatus;

7) cilvéciskas attiecibas — sp&ja veidot un uzturét pozitivas attiecibas ar
cilvékiem;

8) pasparliecinatiba — savu spé&ju apzinasanas un gataviba virzities uz
prieksu.

Katru no astonam kompetencém raksturoja pieci apgalvojumi, ko
sociologiskas aptaujas gaita Latvijas robezsargiem tika piedavats novértét
attieciba uz sevi péc skalas no 5 (izcili) lidz 1 (neapmierinosi). Tad katras
kompetences un profesionalas attistibas limena (=kopkompetences) skait-
liska vértiba tika noteikta ka atbilstoso apgalvojumu vértéjumu aritmé-
tiskais vidéjais:

2S
Sie= N (1.)
kur |  norada katru no astopam kompetencém, kas veido kopkompetenci,

t.i., profesionalas attistibas limeni, S apzimé apgalvojumu vértéjumus un

N norada apgalvojumu skaitu. Tad kopkompetences raditaju veido astonu

kompetencu vértéjumu aritmétiskais vidéjais.

Latvijas robezsargu profesionalas attistibas limenis $aja pétijuma tiek
noveértéts saistiba ar darbavietas pievilcibu, jo konceptuali par darbinieku
profesionalas attistibas ilgtspéjigas vadibas galamérka (konkurétspéjiga
valsts ar augstu ekonomisko veiktsp&ju) sasnieg§anas mehanismu tiek
pienemta sabiedriba, kas macas, stradajot pievilcigajas darbavietas (Jukss,
2021; Jukss u.c., 2022).
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Sekojot N. Amundsona, M. Korbjéra un V. Neduhas izstradatajai
metodikai (2006) (Amundsons, 2006), $aja pétijuma darbavietu pievilciba
tiek empiriski interpretéta ar desmit faktoriem:

1) drosiba - tas attiecas gan uz finansialo un fizisko drosibu, gan uz
darbavietas stabilitati;

2) vieta — darbvietas atrasanas tuvu majam, gimenei, bérnudarzam vai
skolai, draugiem vai veikaliem, iespéja viegli noklut darba un atpakal
(t.1., transports);

3) attiecibas — attiecibas ar kolégiem un vaditajiem;

4) atziniba - atziniba par darbu, citu cilvéku attieksme;

5) ieguldijums — iespéja veikt nozimigu darbu, kas ir étisks, jégpilns un
pasaulei noderigs;

6) darba atbilstiba — darba piemérotiba individa prasmém, interesem
un vértibam;

7) elastigums — iespéja panakt darba un personiskas dzives lidzsvaru,
elastigs darbalaiks, iespéja apvienot darbu ar g§imenes pienakumiem
(piem., bérna aprupi), sanemt atvalinajumu, istenot profesionalo
pilnveidi un izmantot individualizétu bonusu sistémuy;

8) maciSanas — pastaviga iespéja macities, iesaistoties izaicinosu uzde-
vumu veiksana;

9) atbildiba —iespéja realizét kadu projektu vai pienakumu, kuru isteno-
jot, var patstavigi pienemt lemumus;

10) inovacijas — iespé€ja risinat sarezgitas problémas un demonstrét nova-
torismu un radosumu.

Aptaujas gaita katru darbavietu pievilcibas faktoru raksturojoso apgal-
vojumu respondenti vértéja divas dimensijas (péc skalas no 1 — vismazaka
meéra lidz 5 - vislielaka méra):

1) Cik tas Jums ir svarigi, izvéloties darbavietu?

2) Cik liela méra tas ir iespéjams Jusu pasreizéja darbavieta?

Tatad, konkréti tika vertéts, cik liela méra (respondentu skatijuma)
tas vai cits faktors veido respondenta darbavietas kopéjo pievilcibu Valsts
robezsardzé. Rezultata katrs no Cetrdesmit apgalvojumiem tiks noveértéts
ar vienu ciparu diapazona no 1 lidz 25. Pie tam, situacija, kad kada
konkréta faktora elements ir vislielaka méra svarigs, izvéloties darbavietu
(vértéjums 5), bet vismazaka meéra ir iespéjams pasreizéja darbavieta
(vértéjums 1) Saja pétijuma tiks uzskatita par vienlidzigu tiesi pretéjai
situacijai, kad konkréta faktora elements ir vismazaka méra svarigs, izve-
loties darbavietu (vértéjums 1), bet vislielaka méra ir iespéjams pasreizgja
darbavieta (vértéjums 3), jo abas situacijas (kaut gan atskirigu iemeslu

9
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dél) attieciga darbavietas pievilcibas faktora elementa kopvértéjums bas
vienads = 5 (5*1 vai 1*35).

1. tabula
Darbavietas kopejas pievilcibas apréekinasanas metodika

Darbavietu pievilcibas

dimensija
. Cik tas Jums Cik liela Darbavietu
Darbavietu . - _ . .
. L ir svarigi, mera tas ir pievilcibas
pievilcibas faktora . _ - Lo N
p- k. clements izveloties  iespéjams Jusu faktora elementa
darbavietu? pasreizéja vertejums (1-25)
(1-5) darbavieta?
(1-5)
1. Stradat komfortabla ——
un patikama vidé X, Y, X Y,=Z
2.-39. Skat. Amundsons, .
2016 X2739 Y2739 X2739 Y2739 = 22739
40.  Vadit grupu vai "
akthltétl X40 Z40 X40 Y40 = Z40

Avots: autoru izveidota tabula, pamatojoties uz Amundsons, 2016.

Talak katra no desmit darbavietu pievilcibas faktoriem skaitliska
vértiba tiek noteikta ka atbilstoso apgalvojumu (katram faktoram ir Cetri
apgalvojumi) vértéjumu (Z) aritmeétiskais vidéjais (skat. 1. formulu).
Savukart darbavietas kopgja pievilciba tiek aprékinata, ka desmit pievil-
cibas faktoru — drosiba, vieta, attiecibas, atziniba, ieguldijums, darba
atbilstiba, elastigums, macisanas, atbildiba, inovacijas — vértéjumu arit-
meétiskais vidéjais.

Kad tiek aprekinats profesionalas attistibas limenis un darbavietas
pievilciba katram respondentam, rodas iespéja empiriski parbaudit $i
pétijuma hipotézi: darbinieku profesionalas attistibas ilgtspéjigas vadibas
objekts Valsts robezsardzé ir darbavietu pievilciba, kas nosaka darbinieku
profesionalas attistibas limeni. Ta ka hipotézes pieradiSanai ir nepie-
cieSams noteikt tiesi célonu-seku sakaribu (darbavietu pievilciba nosaka
darbinieku profesionalas attistibas limeni), nevis korelativo saikni, autori
izmanto regresijas analizi.

Nakamaja tabula tiek raksturota aptaujato Valsts robezsargu kop-
izlase (VRS Ludzas un Daugavpils parvalde) salidzinajuma ar Latvijas
robezsargu generalkopas realo struktaru.
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2. tabula
Aptaujato Latvijas robezsargu kopizlases salidzinajums ar
Latvijas robezsargu generalkopas realo strukturu

Latvijas robezsargu
kopizlase (VRS
Ludzas un Daugavpils Procentuala
parvalde), starpiba,
n =182 cilv. (100%), kopizlase /
2022. gada maijs  generalkopa
Absolatajos % Absolatajos %

Latvijas robezsargu'
generalkopa,
N = 2134 cilv.
Raksturlielumi (100%),
2021. gada beigas

skaitlos skaitlos
Ienemamais amats:
Virsnieks 769 36,0 70 38,7 +2,7
Instruktors 1365 64,0 112 61,3 -2,7
Izglitiba:
Augstaka 958 44,9 87 47,8 +2,9
Vidgja 1176 55,1 95 52,2 -2,9
Vecums:
Lidz 30 gadiem 837 39,2 76 41,8 +2,6
30-49 gadi 1240 58,1 103 56,6 -1,5
50 gadi un vairak 57 2,7 3 1,6 -1,1

Avots: autora izveidota tabula, pamatojoties uz Latvijas robezsargu sociologiskas aptaujas
rezultatiem un datiem no Latvijas Valsts robezsardze, 2022.

Ka var redzét 2. tabulas datos, VRS Ludzas un Daugavpils parvalde
kopuma tika aptaujati 182 no 2134 VRS dienéjosajam amatpersonam
(virsniekiem un instruktoriem) jeb 8,5% no Latvijas robeZsargu general-
kopas. Novértéjot tabula ietvertos datus, var atzimeét, ka VRS Ludzas un
Daugavpils parvaldé dien&joso robezsargu aptaujas rezultati ir pietiekami
reprezentativi Valsts robezsardzé kopuma, jo relativa izlases klada nekur
neparsniedz 3% (Balina, Krastins, 2002).

Respondentu kopizlasi veido VRS Ludzas parvaldé diengjosie robez-
sargi (102 cilv. jeb 56,0%) un VRS Daugavpils parvaldeé diengjosie robez-
sargi (80 cilv. jeb 44,0%). Nakamaja tabula tiek salidzinatas aptaujato
Latvijas robezsargu apaksizlases VRS Ludzas un Daugavpils parvalde

! Latvijas Valsts robezsardzes personalu iedala amatpersonas (virsnieki un instruktori),
kas veido 86,5% (Latvijas Valsts robezsardze, 2022), un civilie darbinieki — tehniskais un
apkalpojosais personals; §i pétijuma objekts ir vienigi VRS amatpersonas (virsnieki un
instruktori), kas $aja pétijuma tick dévétas par Latvijas robezsargiem.
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attieciba uz tadiem sociali demografiskajiem un profesionalajiem rakstur-
lielumiem, ka vecums, izglitiba, ienakums, dzivesvietas tips, darba stazs

robezsardze, ienemamais amats.

3. tabula

Aptaujato Latvijas robezsargu apaksizlasu salidzinosais raksturojums,
VRS Ludzas un Daugavpils parvalde, 2022. gada maijs

VRS Ludzas VRS Daugavpils
parvaldes parvaldes Atskiribu
Raksturlielumi apakéizlgse, apakiizlz.ise, statistiskais
n = 102 cilv. n = 80 cilv. nozimigums,
Absolatajos %  Absolatajos %  p-vértiba*®
skaitlos skaitlos
Vidgjais vecums 32,7 - 33,8 - 0,346
Darba stazs robezsardzé 11,0 - 12,4 - 0,198
lenemamais amats:
Virsnieks 46 45,1 24 30,0
0,038
Instruktors 56 54,9 56 70,0
Izglitiba:
Augstélfé, sai§tita 37 36,2 27 2622
ar robezsardzi
Augstaka, cita 12 11,8 17 21,3 0,432
Vidéja 53 52,0 42 52,5
Otra augstaka izglitiba 8 7,8 7 8,8 0,778
Dzivesvietas tips:
Lielpilséta 59 57,9 S50 62,5
Mazpilséta 18 17,6 16 20,0 0,341
Lauki 25 24,5 14 17,5
Ikménesa vidéjais ienakums uz vienu majsaimniecibas locekli:
Lidz 200 eiro 2 2,0 2 2,5
200-400 eiro 36 35,3 22 27,5 0,394
Vairak par 400 eiro 64 62,7 56 70,0

* Atskiribas starp apaksizlasém ir statistiski nozimigas, ja p-vértiba ir mazaka par 0,05.

Avots: autoru izveidota tabula, pamatojoties uz Latvijas robezsargu sociologiskas aptaujas

rezultatiem.

Ka var redzét 3. tabulas datos, VRS Ludzas un Daugavpils parvaldes
apaksizlases praktiski neatskiras viena no otras sociali demografisko un
profesionalo raksturlielumu zina (iznémums ir tikai iepemamais amats:
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VRS Ludzas parvaldes apaksizlaseé ir statistiski nozimigi vairak virsnieku,
neka VRS Daugavpils parvaldes apaksizlase). Tatad, turpmakaja empi-
riskaja analizé pétijuma hipotézes pieradisanai autori nedala aptaujato
Latvijas robezsargu kopizlasi (n = 182 cilv.) uz VRS Ludzas un Daugavpils
parvaldes apaksizlasém, kaut gan mainigais “teritoriala struktarvieniba”
piedalas empiriskaja analizé, ka potenciali determingjosais faktors, vien-
laikus ar citiem faktoriem.

Petijuma rezultatu analize un diskusija

Regresijas analizé pétijuma hipotézes pieradisanai rezultativais mai-
nigais bija Latvijas robezsargu profesionalas attistibas limenis (=kopkom-
petence), bet faktoralie mainigie — darbavietas kopéja pievilciba Valsts
robezsardzé, ka ari Latvijas robezsargu profesionalie un sociali demogra-
fiskie raksturlielumi (vecums, darba stazs robezsardzg, teritoriala struktar-
vieniba, ienémamais amats, dzivesvietas tips, izglitiba, ienakums).

Regresijas analizes isteno$anas (faktoralo mainigo ieklausanai tika
izmantota solu metode — anglu val.: stepwise method) rezultata aptaujato
Latvijas robezsargu kopizlasé (n = 182 cilv.) tika izveidots $ads regresijas
vienadojums:

Y = 3,284 -0,233%x, + 0,069%x,, (2.)
kur:
Y - Latvijas robezsargu profesionalas attistibas limenis (=kopkom-
petence), ballés no 1 lidz 5;
X, — ienemamais amats (virsnieks / instruktors);
x, — darbavietas kopgja pievilciba, ballés no 1 lidz 25.

Izslégti (t.i., statistiskie nenozimigi) mainigie:
x, — VRS teritoriala struktarvieniba (Ludzas parvalde / Daugavpils
parvalde);
x, — vecums, gados;
x, — darba stazs robezsardze, gados;
x, —izglitiba (augstaka, saistita ar robezsardzi / augstaka, cita / videja);
x, — dzivesvietas tips (lielpilséta / mazpilséta / lauki);
x, —ienakums uz vienu majsaimniecibas locekli (lidz 200 eiro / 200-
400 eiro / vairak par 400 eiro).

Ka var redzét 2. regresijas vienadojuma, Latvijas robezsargu profesio-
nalas attistibas limeni statistiski nozimigi nosaka vinu ienemamais amats —
instruktors vai virsnieks (virsnieka amats dod papildus 0,2 balles kopkom-
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petences pasvértéjumam — beta-koeficients ir 0,233, p-vértiba = 0,000)
un darbavietas kopéja pievilciba (katra papildus balle darbavietas kopgjas
pievilcibas vértéjuma dod 0,07 balles kopkompetences pasvértéjumam —
beta-koeficients ir 0,069, p-vértiba = 0,000). Savukart tadi faktori, ka
vecums, izglitiba, dzivesvietas tips, ienakums uz vienu majsaimniecibas
locekli, darba stazs robezsardzé, VRS teritoriala struktarvieniba, nenosaka
robezsargu profesionalas attistibas limeni (t.i., tika izslégti no regresijas
vienadojuma, ka statistiski nenozimigi mainigie). Lidz ar to varétu secinat,
ka pétijuma hipotéze ir pieradita, jo darbavietu pievilciba ir tieSam tas
faktors, kas — kopa ar ienemamo amatu — nosaka Latvijas robezsargu
profesionalas attistibas limeni.

Naikamaja regresijas analizes posma piedalijas vienigi Latvijas robez-
sargu profesionalas attistibas limenis, ka rezultativais mainigais, un darba-
vietu pievilcibas desmit faktori, ka faktoralie mainigie, — ar mérki noskaid-
rot, kadi konkréti darbavietu pievilcibas faktori visvairak nosaka Latvijas
robezsargu profesionalas attistibas limeni. Rezultata tika izveidots sads
regresijas vienadojums:

Y = 3,199 - 0,058%x, + 0,041%x, + 0,037*x_ +0,032%x,,, (3.)
kur:

Y - Latvijas robezsargu profesionalas attistibas limenis (=kopkom-

petence), ballés no 1 lidz 5;

x, — darbavietu pievilcibas faktors: elastigums, ballés no 1 lidz 25;

x, — darbavietu pievilcibas faktors: atbildiba, ballés no 1 lidz 25;

x, — darbavietu pievilcibas faktors: darba atbilstiba, ballés no 1 lidz

25;

x,, — darbavietu pievilcibas faktors: inovacijas, ballés no 1 lidz 25.

Izslegti (t.i., statistiskie nenozimigi) mainigie:
x, — darbavietu pievilcibas faktors: drosiba, ballés no 1 lidz 25;
x, — darbavietu pievilcibas faktors: vieta, ballés no 1 lidz 25;
— darbavietu pievilcibas faktors: attiecibas, ballés no 1 lidz 235;
— darbavietu pievilcibas faktors: atziniba, ballés no 1 lidz 25;
— darbavietu pievilcibas faktors: ieguldijums, ballés no 1 lidz 235;
x, — darbavietu pievilcibas faktors: macisanas, ballés no 1 lidz 25.

3
4
N

Nakamaja attéla 3. regresijas vienadojuma dati tiek vizualizéti labakas
regresijas analizes rezultatu uztveres nolakos.
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Elastigums

-P.058

Latvijas robezsargu
profesionalas attistibas limenis

0,041 +0,037 0,032

Darba

Atbildiba atbilstiba

Inovacijas

1. att. Latvijas robezsargu profesionalas attistibas limeni
(=kopkompetenci) noteicosie darbavietu pievilcibas faktori,
n = 182 cilv., 2022. gada maijs

Avots: autoru izveidots attéls, pamatojoties uz 3. regresijas vienadojuma datiem.

Ka var redzét 3. regresijas vienadojuma, Latvijas robezsargu profesio-
nalas attistibas limeni statistiski nozimigi nosaka tadi darbavietu pievil-
cibas faktori, ka to elastigums (katra papildus balle elastiguma lomas
vértéjuma darbavietas kopéja pievilciba atnem 0,06 balles no kopkom-
petences pasvértéjuma — beta-koeficients ir 0,058, p-vértiba = 0,000),
atbildiba (katra papildus balle atbildibas lomas vértéjuma darbavietas
kopéja pievilciba dod 0,04 balles kopkompetences pasvértéjumam — beta-
koeficients ir 0,041, p-vértiba = 0,000), darba atbilstiba (katra papildus
balle darba atbilstibas lomas vértéjuma darbavietas kopgja pievilciba dod
0,04 balles kopkompetences pasvértéjumam — beta-koeficients ir 0,037,
p-vértiba = 0,001) un inovacijas (katra papildus balle inovaciju lomas
vértéjuma darbavietas kopgja pievilciba dod 0,03 balles kopkompetences
pasvértéjumam — beta-koeficients ir 0,032, p-vértiba = 0,004).

Savukart tadi darbavietu pievilcibas faktori, ka drosiba, vieta, attie-
cibas, atziniba, ieguldijums, macisanas, nenosaka robezsargu profesio-
nalas attistibas limeni (t.i., tika izslégti no regresijas vienadojuma, ka
statistiski nenozimigi mainigie). Tatad, detalizétakas regresijas analizes
rezultati lauj secinat, ka darba stabilitates vértibu (pieméram, drosibas,
attiecibu, atzinibas), ka ari maciSanas pasas par sevi atbalstu nenosaka
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Latvijas robezsargu profesionalas attistibas limeni, bet to nosaka galve-
nokart ar darbu saistito attistibas vértibu — atbildibas, darba atbilstibas,
inovaciju — atbalsts un to izpratne darbavietas kopéja pievilciba (skat.
3. regresijas vienadojumu). Probléemu veido tas, ka tiesi to darbavietu
pievilcibas faktoru lomu, kuri veicina darbinieku profesionalas attistibas
limeni (proti, atbildibu un inovacijas), Latvijas robezsargi novérté vis-
zemak.

Talak autori eksperimenta veida nomainija vietam darbavietas kopgjo
pievilcibu un darbinieka profesionalas attistibas limeni regresijas analize,
t.i., lika darbavietas kopgjo pievilcibu, ka rezultativo mainigo, bet darbi-
nieku profesionalo attistibu un citus faktorus — ka faktoralus mainigos.
Tas rezultata izveidojas $ads regresijas vienadojums:

Y =6,002 +2,955%x,-0,084%x,, (4.)
kur:
Y — darbavietas kopgja pievilciba, ballés no 1 lidz 25;
x, — Latvijas robezsargu profesionalas attistibas limenis (=kopkom-
petence), ballés no 1 lidz 5;
x, — vecums, gados.

Izslegti (t.i., statistiskie nenozimigi) mainigie:
x, — VRS teritoriala struktarvieniba (Ludzas parvalde / Daugavpils
parvalde);
x, — ienemamais amats (virsnieks / instruktors);
x, — darba stazs robezsardze, gados;
x, —izglitiba (augstaka, saistita ar robezsardzi / augstaka, cita / videja);
x, — dzivesvietas tips (lielpilséta / mazpilséta / lauki);
x, —ienakums uz vienu majsaimniecibas locekli (lidz 200 eiro / 200-
400 eiro / vairak par 400 eiro).

Tatad, nomainot vietam darbavietas kopéjo pievilcibu un darbinieka
profesionalas attistibas limeni, regresijas analizes rezultati paradija, ka
darbavietu pievilcibu Latvijas robezsardze statistiski nozimigi nosaka,
pirmkart, pasu Latvijas robezsargu profesionalas attistibas limenis (katra
papildus balle kopkompetences pasvértéjuma dod 3 balles darbavietas
kopéjas pievilcibas vértéjumam — beta-koeficients ir 2,955, p-vértiba =
0,000) un, otrkart, vinu vecums (katrs papildus vecumgads atnem 0,08
balles no darbavietas kopéjas pievilcibas vértéjuma — beta-koeficients ir
-0,084, p-vértiba = 0,002).
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Nakamaja regresijas analizes posma piedalijas vienigi darbavietu
pievilciba, ka rezultativais mainigais, un Latvijas robezZsargu profesionalas
attistibas limena (=kopkompetences) astonas kompetences, ka faktorali
mainigie, — ar mérki noskaidrot, kadas konkrétas Latvijas robezsargu
kompetences visvairak nosaka vinu darbavietu pievilcibu. Rezultata tika
izveidots $ads regresijas vienadojums:

Y =2,654-3,114%x, + 2,867%x, + 2,136*x, + 1,874*x, - 0,656"x,,
(5.)
kur:

Y - darbavietas kopéja pievilciba, ballés no 1 lidz 25;

x, — Latvijas robezsargu kompetence: teorétiskas zinasanas, ballés

no 1 lidz 5;

x, — Latvijas robezsargu kompetence: praktiskas zinasanas, ballés no

1 lidz 5;

x, — Latvijas robezsargu kompetence: organizatoriska pielagosanas

spéja, ballés no 1 lidz 3;

x, — Latvijas robezsargu kompetence: mérktieciba, ballés no 1 lidz

5;

x, — Latvijas robezsargu kompetence: pasparliecinatiba, ballés no 1

lidz 5.

Izslégti (t.i., statistiskie nenozimigi) mainigie:
x, — Latvijas robezsargu kompetence: problému risinasana, ballés no
1 lidz 5;
x, — Latvijas robezsargu kompetence: sazinas prasmes, ballés no 1
lidz 5;
x,— Latvijas robezsargu kompetence: cilvéciskas attiecibas, ballés no
11idz 5.

Nakamaja attéla 5. regresijas vienadojuma dati tiek vizualizéti labakas
regresijas analizes rezultatu uztveres nolukos.
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Teorgtiskas
zinasanas Pasparliecinatiba

3.114 —0.65

Darbavietu pievilciba

+2.86 1,874
+2,136
Praktiskas Organizatoriska Merktieciba
zinaSanas pielagosanas
sp&ja

2. att. Darbavietu pievilcibu noteicosas Latvijas robezsargu
kompetences, n = 182 cilv., 2022. gada maijs

Avots: autoru izveidots attéls, pamatojoties uz 5. regresijas vienadojuma datiem.

Ka var redzét 5. regresijas vienadojuma un 2. attéla, detalizétakas
regresijas analizes rezultati paradija, ka darbavietu pievilcibu Latvijas
robezsardze statistiski nozimigi nosaka tadas robezsargu kompetences,
ka teorétiskas zinasanas (katra papildus balle savu teorétisko zinasanu
pasvertéjuma atnem 3,1 balles no darbavietas kopéjas pievilcibas vérteé-
juma — beta-koeficients ir 3,114, p-vértiba = 0,000), praktiskas zinasanas
(katra papildus balle savu praktisko zinasanu pasvertéjuma dod 2,9 balles
darbavietas kopéjas pievilcibas vértéjumam — beta-koeficients ir 2,867,
p-vértiba = 0,001), organizatoriska pielagosanas spéja (katra papildus
balle savas organizatoriskas pielago$anas spéjas pasvéertéjuma dod 2,1
balles darbavietas kopéjas pievilcibas vértéjumam — beta-koeficients ir
2,136, p-vertiba = 0,007), mérktieciba (katra papildus balle savas merk-
tiecibas pasvertéjuma dod 1,9 balles darbavietas kopéjas pievilcibas vér-
téjumam — beta-koeficients ir 1,874, p-vértiba = 0,004) un pasparlieci-
natiba (katra papildus balle savas pasparliecinatibas pasvertéjuma atnem
0,7 balles no darbavietas kopéjas pievilcibas véertéjuma — beta-koeficients
ir -0,656, p-vértiba = 0,002).

Nemot veéra, ka praktiskas zinasanas (kas statistiski nozimigi veicina
darbavietu pievilcibu Valsts robezsardzeé) ir viena no aptaujato Latvijas
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robezsargu profesionalas attistibas limena (=kopkompetences) stiprakam
pusém, bet mérktieciba (kas ari statistiski nozimigi veicina darbavietu
pievilcibu Valsts robezsardzg) ir aptaujato Latvijas robezsargu profesio-
nalas attistibas limena (=kopkompetences) vajaka puse, darbavietu pievil-
cibas paaugstinasanas izredzes autori novértétu ka ne parak labas. Un
situaciju neuzlabo ari tas, ka pasparliecinatiba (kas statistiski nozimigi
pazemina darbavietu pievilcibu Valsts robezsardzé) ir viena no aptaujato
Latvijas robezsargu profesionalas attistibas limena (=kopkompetences)
stiprakam pusém.

Savukart tadas Latvijas robezsargu kompetences, ka problému risina-
$ana, sazinas prasmes, cilvéciskas attiecibas, nenosaka vinu darbavietu
pievilcibu (t.i., tika izslégti no regresijas vienadojuma, ka statistiski
nenozimigi mainigie), kaut gan, pieméram, cilvéciskas attiecibas ir stipraka
Latvijas robezsargu kompetence — vinu pasu skatijuma.

Tatad, kopuma autori var apgalvot, ka, neskatoties uz to, ka darba-
vietu pievilciba statistiski nozimigi nosaka Latvijas robezsargu profesio-
nalas attistibas limeni, tomér ievérojami vairak robezsargu profesionalas
attistibas limenis nosaka darbavietu pievilcibu Valsts robezsardzé (un
var pienemt, ka ne tikai tur). Citadi runajot, darbavietas pievilcibu veido,
pirmkart, pats darbinieks (jo ipasi, ja vinam piemit praktiskas zinasanas,
organizatoriska pielagosanas spé&ja un mérktieciba), nevis organizacijas
vaditaji piedava to darbiniekiem, ka gatavu produktu, t.i., “meérktiecigi
koncentréjoties uz potencialo darbinieku pieprasijumiem un ceribam, rada
pievilcigas darbavietas, kas veicinas atru vakancu aizpildisanu” (Masa-
lova, Ivantsova, 2019). Faktiski, autoru veiktas empiriskas analizes rezul-
tati ir zinatniskais pieradijums tautas sakamvardam: “nevis vieta grezno
cilveku, bet cilvéks vietu”.

Pamatojoties uz regresijas analizes rezultatiem, kas, no vienas puses,
apstiprina pétijuma hipotézi (darbavietu pievilciba nosaka Latvijas robez-
sargu profesionalas attistibas limeni), bet, no otras puses, pieradija ari
vel vairak nozimigu tiesi pretéjo célonsakaribu (Latvijas robezsargu profe-
sionalas attistibas limenis nosaka vinu darbavietu pievilcibu), autori
piedava ieviest vadibzinatné jaunu konceptu, kas lidz §im bridim netika
izmantots zinatniskaja diskursa, — darba vieniba (anglu val.: labour unit),
kas sastav no darbavietas un konkréta darbinieka, neatraujot vienu no
otra — pieméram, A. Kaktins instruktora amata VRS Ludzas parvaldg,
kas atSkiras no M. Bérzina instruktora amata VRS Ludzas parvaldg, kaut
gan Sis darbavietas pievilciba varétu bat vienada.
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Autoru piedavatais darba vienibas koncepts varétu klat ari par jaunu
vadibzinatnes jédzienu, kas ir definéjams apméram $adi: darba vieniba ir
pievienotas vértibas radiSanas subjekts darba procesa, kas [darba vieniba]
sastav no darbavietas ar visam savam ipatnibam / raksturojumiem un
konkréta darbinieka ar vina profesionalo kapacitati, neatraujot vienu no
otra organizacijas ilgtspéjigas vadibas procesa.

Secinajumi

Latvijas robezsargu profesionalas attistibas limenis $aja pétijjuma
empiriski interpretéts ka vinu kopkompetence, kas sastav no astonam
kompetencém, un novértéts ar mérisanas instrumentu, kas balstas vispa-
rigaja kompetences modeli. Savukart darbavietu pievilcibu veido desmit
faktori, kas ir novértéjami divas dimensijas: Cik tas Jums ir svarigi, izve-
loties darbavietu? un Cik liela méra tas ir iespéjams Jasu pasreizgja
darbavieta? Reizinot divu dimensiju vértéjumus, darbavietu pievilcibas
faktoru kopvértéjums empiriski nozimé to, cik liela méra (respondentu
skatijuma) katrs faktors veido respondenta darbavietas kopéjo pievilcibu
Valsts robezsardze.

Regresijas analizes rezultati paradija, ka darbavietu pievilciba ir tas
faktors, kas nosaka Latvijas robezsargu profesionalas attistibas limeni,
jo katra papildus balle darbavietas kopgjas pievilcibas vértégjuma dod
0,07 balles kopkompetences pasvértéjumam — beta-koeficients ir 0,069,
p-vértiba = 0,000. Tacu nomainot vietam darbavietas kopéjo pievilcibu
un darbinieka profesionalas attistibas limeni, regresijas analizes rezultati
paradija, ka darbavietu pievilcibu Valsts robezsardzé statistiski nozimigi
nosaka pasu Latvijas robezsargu profesionalas attistibas limenis, jo katra
papildus balle kopkompetences pasvértéjuma dod 3 balles darbavietas
kopéjas pievilcibas vértéjumam — beta-koeficients ir 2,955, p-vértiba =
0,000. Tas nozime, ka bez $i raksta Ievada minétas Latvijas robezsargu
intereses pret profesionalo attistibu un aktivas iesaistiSanas (Amundsons,
2016) taja vinu darbavietu pievilciba VRS nevar butiski palielinaties.

Pamatojoties uz regresijas analizes rezultatiem, kas, no vienas puses,
apstiprina pétijuma hipotézi (darbavietu pievilciba nosaka Latvijas robez-
sargu profesionalas attistibas limeni), bet, no otras puses, pieradija ari
vél vairak nozimigu tiesi pretéjo célonsakaribu (Latvijas robezsargu profe-
sionalas attistibas limenis nosaka vinu darbavietu pievilcibu), autori
piedava ieviest vadibzinatné jaunu konceptu, kas lidz $im bridim netika
izmantots zinatniskaja diskursa, — darba vieniba. Latvijas robezsargu
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profesionalo attistibu darba vienibu ietvaros teorétiski var vadit, izman-
tojot divas pieejas: 1) pastarpinati — caur darbavietu pievilcibu; 2) pa
tieSo, sekméjot eso$o darbinieku profesionalo attistibu. Optimalakas
pieejas noteikSanai Valsts robezsardzes apstaklos tiks veltiti turpmakie
autoru pétijumi darbavietu pievilcibas un darbinieku profesionalas attis-
tibas joma.

References

Amundsons N. (2016) Aktiva iesaistisanas: esiba un darbiba karjeras konsul-
tesana. Tulkojums no Norvegu valodas 4. izdevums. Riga: Valsts Izglitibas
attistibas agenttra. (In Latvian)

Arkhipova Iu. A., Zykova K.S. (2015) Organizatsiia rabochikh mest i eio rol’ na
predpriiatii. Molodoj uchenyj = Young Scientist, Vol. 103, No. 23, pp. 460-
462. Available: https://moluch.ru/archive/103/23906/ (accessed on
10.10.2022). (In Russian)

Balina S., & Krastins, O. (2002) Par izlases datiem, ciktal tie ir pareizi un precizi.
Latvijas Veéstnesis,37, Available: https://www.vestnesis.lv/ta/id/59642
(accessed on 10.10.2022). (In Latvian)

European Union. (2006) Modernising education and training: A vital contribution
to prosperity and social cobesion in Europe. Joint Interim Report of the
Council and of the Commission on progress under the Education & Training
2010 work programme. Available: https://op.europa.eu/en/publication-detail/
-/publication/0bb995¢9-59d7-40a7-b456-1503b3ab222e/language-en
(accessed on 10.10.2022).

International Labour Organization (ILO). (2021) Shaping skills and lifelong
learning for the future of work. International Labour Conference, 109"
session. Available: https://www.ilo.org/wemspS/groups/public/~ed_norm/—
relconf/documents/meetingdocument/wems_813696.pdf (accessed on
10.10.2022).

Jukss V. (2021) Peculiarities of employee professional development in the world,
European Union and Latvia. Insights into Regional Development, Vol. 3,
No. 4, pp. 80-100. http://doi.org/10.9770/IRD.2021.3.4(6)

Jukss, V, Ilisko, Dz., & Badjanova, J (2019) Sustainable strategy for a more
resilient state border guard organization. Proceedings of the International
Scientific Conference. Society, Integration, Education, Rézekne, Rézeknes
Tehnologiju akadémija Volume 6. May-24-15, pp. 225-234.

Jukss V., llisko Dz., Kokarevica A., Kokina L., & Davidova J. (2022) Darbinieku
profesionala attistiba un tas loma musdienu pasaules valstu ekonomiskaja
veiktspeja. Socialo Zinatnu Vestnesis, Social Sciences Bulletin, Vol. 34, No. 1,
pp- 73-99. https://doi.org/10.9770/szv.2022.1(4). (In Latvian)

21



Socialas zinatnes regionalajai attistibai 2022 - Sociologijas un vadibzindtnes aktualitates

Latvijas Valsts robezsardze. (2015) Valsts robezsardzes gada publiskais parskats
2014. Publikacijas un parskati. Pieejams: https://www.rs.gov.lv/lv/media/
5848/download (accessed on 10.10.2022). (In Latvian)

Latvijas Valsts robezsardze. (2020) Valsts robezsardzes darbibas stratégija 2020.—
2022. gadam. Available: https://www.rs.gov.lv/lv/media/1879/download
(accessed on 10.10.2022). (In Latvian)

Latvijas Valsts robezsardze. (2021) Valsts robezsardzes gada publiskais parskats
2020. Publikacijas un parskati. Available: https://www.rs.gov.lv/lv/media/
5848/download (accessed on 10.10.2022). (In Latvian)

Latvijas Valsts robezsardze. (2022) Valsts robezsardzes gada publiskais parskats
2021. Publikacijas un parskati. Available: https://www.rs.gov.lv/lv/media/
7172/download (accessed on 10.10.2022). (In Latvian)

Masalova Iu.A., Ivantsova A.G. (2019) Formirovanie privlekatel’nosti rabochikh
mest dlia molodiozhi v tsifrovoj ekonomike. Vestnik Kemerovskogo Gosu-
darstvennogo Universiteta = Bulletin of the State University of Kemerovo,
Vol. 4, No. 4, pp. 406-414. https://doi.org/10.21603/2500-3372-2019-4-
4-406-414. (In Russian)

Tindemans B., Dekocke V. (2020) The Learning Society. Brussels. Available:
https://www.oecd.org/skills/centre-for-skills/The_Learning_Society.pdf
(accessed on 10.10.2022).

Webb S., Holford J., Hodge S., Milana M., Waller R. (2019) Conceptua-
lising lifelong learning for sustainable development and education 2030.
International Journal of Lifelong Education, Vol. 38, No. 3, pp. 237-240.
https://doi.org/10.1080/02601370.2019.1635353

CB#3b MPHUBJIEKATEILHOCTH PAOOYMX MECT C MPO(HECCHOHATBHBIM PA3BUTHEM
padoTHMKOB: Ha npuMepe [ocynapcTBeHHOI norpaHoxpaHbl JIaTBuu

Pe3ilome

Llempio maHHOTO MCCIIEIOBAHMS SIBISIETCST TIPOBEPKA THIIOTE3BI O TOM, YTO
00BEKTOM YCTOWIMBOTO yIIpaBIeHUsI TPO(ecCOHATBHBIM Pa3BUTHEM COTPYITHU -
koB [ocynapctBeHHoit morpaHoxpansl Jlatsum (I'T1J1) siBistercst ipuBIeKaTelb-
HOCTb PabOYMX MECT, KOTOPasI OTpeesieT ypoBeHb MPO(eCCUOHATBHOTO Pa3BU-
TUSI paOOTHUKOB. MeTobl UCCIETOBAHUST: COLIMOJIOTMYECKUI OMPOC TAaTBUIACKUX
norpaHnyHukoB (Mait 2022 1., n = 182 yejioBeKa), perpeCCUMOHHBII aHAIU3 TaH-
HBIX ortpoca. Mlcxost M3 KOHIeTyaTbHOTO IIOHUMAHUST YyCTOWYNBOTO YITPABICHUS
B paMKax 9KOHOMUYECKO apaanTMbl, KOHEYHO IIeJTbI0 YCTOMYMBOTO YITpaBIie-
HUS TTPo(hecCOHATBHBIM Pa3BUTHEM PAOOTHUKOB SIBJISIETCS] KOHKYPEHTOCTIOCO0-
Hasi CTpaHa ¢ BBICOKOI 9KOHOMUYECKOM 1eeCITOCOOHOCThI0. MeXaHM3MOM JOCTH -
JKEHUSI TOH 1IeJU SIBJIsIETCS OOI1IeCTBO, KOTOPOE YUUTCs, paboTast Ha MpUBJIeKa-
TEeJIbHBIX Pa0OUMX MecTax. Pe3ynbTaTel SMIMPUYECKOro UCCIeA0BaHMS TTOKA3aIH,
YTO ypOBEHb MPO(PECCHOHATHLHOTO Pa3BUTHS JTATBUNCKUX MTOTPAHUIHUKOB CTa-
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TUCTUYECKN 3HAYUMO OTIPEJeISIeTCs] TIPUBIEKATEIBHOCTHIO UX pabOUMX MeCT
(6eta-koaddunuent = 0,069, p = 0,000). Takum 06pa3oM, MOKHO CIIeJIaTh Bb-
BOJI, UTO TUTIOTE3a UCCIeI0BaHUS TTOATBepAniIack. Ho B mopsimke skcniepuMeHTa
aBTOPHI TIOMEHSJT MECTaMU TTOKa3aTeJu MPUBIEKATETbHOCTA PabouuxX MecT U
YPOBHSI TPO(heCCUOHAIBHOTO Pa3BUTHSI PAOOTHUKOB, T.€. MPUBIEKATETLHOCTh
pabovrx MECT MOCTABIJIM Ha MECTO Pe3yJIbTaTUBHOI TIepeMeHHOI, a mpodeccu-
OHAJIBHOE Pa3BUTHE PAOOTHUKOB — Ha MeCTO (haKTOpHOU TepeMeHHoit. Torma
pe3yIbTaThl PETPEeCCUOHHOTO aHaM3a TTOKa3alli, YTO IPUBIeKaTeTbHOCTh pabo-
yux mecT B [ TUJI craTrcTiuecku 3HAYMMO OTIpeeIIsSIeTCs], B TIEPBYIO OUEPE/ib, YPOB-
HeM TTPodeCCUOHATEHOTO Pa3BUTHSI CaMUX PaOOTHUKOB (6eTa-ko3hPuiineHT =
2,955, p=10,000). B peaysraTe aBTOpHI MPUIILTA K BBIBOLY O TOM, UTO, HECMOTPST
Ha TO, UTO MPUBJIEKATEIHHOCTh PAOOUYNX MECT CTATUCTUIECKU 3HAYMMO OTIpesie-
JISIeT ypOBeHB MPOheCCUOHATTLHOTO Pa3BUTHS PAOOTHUKOB, cCaM YPOBEHB ITpodec-
CHOHATBHOTO Pa3BUTHUST PAOOTHUKOB €IIIE CUIIbHEE OTIpPeNessieT TPUBIeKaTeb-
HOCTh paboumnx MecT B ['T1J1 (1 MOXKHO TTPEATIONOXNUTh, UTO HE TOJILKO TaM). MHbIMI
CJIOBaMU, TIPUBJIEKATETHHOCTh PA00OUYETO MECTa CO3MAETCS, TIPEXKIE BCETO, CAMUM
paboTHUKOM (OCOOEHHO TTPU HAJTMIWNH Y HETO MTPaKTUIeCKUX 3HAHUI, OpraH13a-
LIMOHHOW aTaNTUBHOCTU U LIEJEYCTPEMIEHHOCTH), a He PYKOBOIUTEISIMU OpTa-
HM3aIUH, KOTOPBIE TIPEJIaraioT eTo [TIpUBIeKaTeTbHOCTh pabodero Mecra| paboT-
HMKaM B TOTOBOM BHIE. ABTOPBI MPeIIaraloT BBECTU B 0OOPOT HOBBI KOHIIETIT
yIIpaBIeHYECKOW HAyKu — TpyaoBas equHuIa (angmu val.: labour unit), koTopas
COCTOUT U3 pabovyero MecTta U KOHKPETHOTO PabOTHMKA, HEOTAETUMBIX IPYT OT
npyra.

KioueBbie ciioBa: ycToitunBoe yrpaBieHUe, TTPUBIEKATETbHOCTh Pab0OUMX
MecT, TpodecCHOHATBHOE Pa3BUTHE PAOOTHUKOB, COITMOJIOTUUECKUI OTIPOC, peT-
peccHoHHEBI aHanu3, [ocynapcTBeHHas morpaHoxpaHa Jlarsuu (I'TLT).
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Aleksandra Kaczmarek (Poland)

LEADERSHIP COMPETENCE OF
SECURITY SERVICE EXECUTIVES

Personnel selection is the most important stage on the way to the proper
functioning of any organisation. Getting the right candidates and, in perspective,
the members of the organisation will affect the effectiveness of the organisation
in the future. This means that the selection of the right people for an organisation,
especially those responsible for security, cannot be based on randomness, but
must be a choice that allows for the acquisition of personnel that meet precisely
defined requirements.

This article presents the psychological determinants of human reactions in
crisis situations, concerning, among other things, personality, defence mechanisms
or emotional intelligence, influencing the way people behave in crisis situations.

Key words: competences, human response to crisis, leadership.

Introduction

Modern societies are increasingly exposed to operating under con-
ditions of crises (emergencies), which are the result of various threats.
Some of these are known, occur cyclically and their potential effects are
predictable. Others, appear suddenly, unexpectedly and require action
that has not been taken before. An eloquent example of such a situation
is the pandemic of acute respiratory infectious disease caused by infection
with the SARS-CoV-2 virus.

There is no doubt, therefore, that we live in a dynamically changing
world, in which it is increasingly important to be able to act efficiently
under conditions of risk or uncertainty, where it is difficult to assess the
possible consequences of actions taken. Hence, an extremely important
need is to deal rationally with situations that are today referred to as
crises. They require the ability to implement management processes in
difficult, stressful and sometimes even traumatic situations.

Undoubtedly, both crises and the resulting crises are particularly diffi-
cult events, which are described as emergency situations. Moreover, a
crisis situation may arise, among other things, because a person: disregards
emerging threats; does not have the necessary competences to perform
certain functions; incorrectly monitors changes in the environment, for
example, misjudges the first symptoms of a crisis; reacts incorrectly to
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new events that surprise him or her; makes wrong decisions, often not
having enough information or, for example, being under strong time
pressure; makes mistakes in the communication process (Wilsz, 2012).

The aforementioned errors are usually noticed after a crisis has occurred.

It should be noted that in the above-mentioned situations the crisis res-
ponse usually takes place in four phases (Rucinska-Cygan, www.edukacja.
edux.pl/):

1.

The shock phase, in which the denial mechanism makes itself known.
Outside life may appear orderly, while in the person’s psyche there is
chaos and strong agitation. The result is meaningless actions or a
kind of numbness and disordered contact.

The emotional reaction phase, when confrontation with reality occurs.
The person tries to adapt to the new situation by using defence
mechanisms, i.e. denial, denial, rationalisation. All feelings are very
intense. If social support is insufficient or the person is in a void,
there is a danger of fixation and the crisis becoming chronic. However,
if the person receives support, the level of emotions is reduced and it
is possible to start working on the crisis: searching for its causes and
possible consequences.

The phase of working through the crisis represents a liberation from
the dominance of the traumatic experience and an interest in the
future. The boundaries between the phases are fluid, they can alter-
nate, but emotional reactions are less frequent and less intense.

The New Orientation phase, in which self-esteem is rebuilt, control
is restored, new relationships are established and the traumatic event
enriches the individual’s life experience.

In all phases of the crisis response there is strong stress associated

with very high negative emotions. What is more, crisis situations induce
different types of symptoms in people, which can be perceived on four
levels (Rucinska-Cygan, www.edukacja.edux.pl/):

on an emotional level: intense fear, horror, despair, anger, feelings of
guilt and defeat, helplessness and a sense of hopelessness, anxiety
about the future, denial, fatigue, insecurity, a sense of loss of control,
grief, rage, stupefaction, uncertainty, panic, depression, frustration,
bewilderment, etc.;

at the cognitive level: loss of the usual ability to solve problems and
make decisions such as: confusion, lack of logical thinking, narrowing
of the field of attention, trouble concentrating, nightmares, etc.;
and
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e on the behavioural level: inability to engage in typical activities, changes
in activity, increased dependence on the environment, intensification
of ill-considered and/or pathological actions, outbursts of anger,
irritability, hysterical reactions, impaired reactions, change in the
way of communicating, crying, motor agitation, etc.;

e on a biophysiological level: sweating, diarrhoea, vomiting, pains,
rashes, breathing problems, feeling extremely tired, loss of appetite,
sleep disturbances, etc.

Hence, this article presents some of the psychological determinants
of human response in crisis situations, relating to personality or emotional
intelligence, which affect the way people behave in crisis situations and
are usually identified with the occurrence of severe stress.

Psychological implications of the human response to crisis

One of the most important tasks that humans undertake in crisis
situations is decision-making. These are characterised by the fact that
they are made under stress, under time pressure, as well as being burdened
with a high level of responsibility. These conditions can cause people to
fall into all sorts of thinking traps, which in turn can contribute to both
irrational behaviour and wrong decisions. As a consequence, this can
lead to significant loss of life and material damage. Thus, soldiers and
officers of various uniformed services should accurately assess the
situations in which they find themselves and have the ability to foresee
the consequences of their actions.

The stimuli that come from the environment are important in the
performance of human tasks under crisis conditions. They can either be
conducive to human performance or interfere with it. These include (Wilsz,
2012):

e conducive stimuli — reaching from the environment that is friendly to
the person, contribute to improving the state of his/her internal func-
tional equilibrium, evoke positive emotions in him/her, under their
influence he/she feels satisfaction, feels confident, safe, etc.;

e neutral stimuli — they do not disturb the current state of man’s func-
tional equilibrium, so they do not change his emotional state;

e unfavourable stimuli — coming from the environment that is aversive
to man, disturb his functional equilibrium, evoke negative emotions
in him, causing him to have a sense of helplessness, feel emotional
tension, fear, bewilderment, despair, uncertainty, danger, etc.
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A person’s behaviour depends on his or her internal structure and
the situation in which he or she finds himself or herself. This structure
consists of man’s fixed individual personality traits and the state of his
memory, obtained through access to various sources of knowledge and
to different information and through his own life experiences. The internal
source of a person’s behaviour consists of his/her fixed individual perso-
nality traits, which are independent of environmental influences, and
variable traits, mainly resulting from the state of his/her memory, which
may change under the influence of environmental influences (Wilsz, 2012).

Taking into account the above considerations, it is therefore necessary
to pay attention to human personality traits that can significantly interfere
with a person’s correct behaviour in crisis situations.

One of the most important personal characteristics of human beings,
which determines effective action in crisis situations, is stress resistance.
Stress (stressful situations) is experienced by everyone, but few realise
the significant impact it has on their body and consequently on the way
they act. It should be noted, of course, that depending on a person’s
resistance to stress, different reactions and ways of coping with stress
can occur. According to N. Haan, three levels of personality functioning
in disorganised difficult situations can be identified. These include (Losiak,
2012):

1. The highest and most integrated is the level of coping with stress,
characterised by flexibility, orientation towards the future and the
demands of the current situation, involvement of a varied thinking
process and conscious and effective control of emotions.

2. Lower in the hierarchy is the defence level, which is characterised by
rigidity, being embedded in the past, distorting the demands of the
situation, limiting the thinking process and not fully controlling the
discharge of emotions.

3. The third lowest level — fragmentation — is characterised by total
rigidity, ritualisation, closure to the demands of the situation, primitive
thinking and control by strong emotions.

Crisis management requires the highest level of functioning from
those in charge, i.e. one that is goal-oriented. One that takes into account
the characteristics of the difficult situation that has arisen and, in addition,
enables the activation of adequate thinking processes and proper control
of emotions (for example, mastery of terror and fear) (Krawczynski, 2012).

Another important personal trait of a person, which can have a signi-
ficant impact on reducing the quality of tasks performed, also in crisis
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situations, is the so-called rigidity of mind. In defining this phenomenon,
one should, according to M. Kossowska, take into account such elements
as immutability and inability (Kossowska, 2006).

Immutability means the tendency to use old, well-tested habits and
rules and to introduce a fixed order and plan into the course of events. It
can apply to judgements, decisions, beliefs, ways of thinking, reactions
to stimuli and actions.

Inability, on the other hand, refers to the failure to take into account
the changing situational context in the process of cognition, with the
result that patterns of behaviour, judgements, decisions and beliefs are
routinely applied despite the fact that they do not fit the situation.

In the case of mental rigidity, the processing of external information
is quite superficial and selective. What information a person already has
(what he or she already knows) and what he or she is used to becomes
important in such a case. Moreover, that information which is new,
unfamiliar or contradicts existing beliefs will be rejected. Thus, the search
for information will be intrinsically linked to the knowledge currently
held. This means that a person will tend to focus on information that is
vivid, readily available (e.g. repetitive, arousing emotions) and does not
require intellectual effort. Cognition then becomes biased (narrowed),
and its results in the form of beliefs and issued opinions, decisions and
judgements — oversimplified and difficult to change, characterised by a
simplified, one-dimensional view of the world (Kossowska, 2006).

In crisis management settings, mental rigidity hinders effective adap-
tation to a complex, changing and difficult reality and the effective use
of potential opportunities inherent in the surrounding world (Kraw-
czynski, 2012).

The next characteristic that reduces the quality of decision-making
exhibited by people in crisis situations is excessive anxiety. Anxiety is a
natural part of human life. It is usually associated as anxiety, fear or
suffering. Anxiety causes a lack of self-confidence and a belief in one’s
own impotence and the ineffectiveness of one’s actions. The impact of
anxiety is expressed in an unwillingness to think about problems requiring
intellectual effort and perceiving these problems as too difficult to solve,
and in a stubborn adherence to well-known, and repeatedly practised,
ways of thinking and acting (Krawczynski, 2012).

Self-esteem (self-acceptance) is another human trait related to one’s
performance in a crisis. Individuals with a high level of self-acceptance
are more persistent in pursuing their goals than those with low self-accept-
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ance. Crucially, this is especially true for decision-making in difficult
situations (Madrzycki, 1996).

In the whole issue of human reactions to crisis situations, attention
should be turned to emotional intelligence. It has been recognised as an
important element of social intelligence and is most generally defined as
the ability of a person to keep track of his or her own and others’ feelings
and emotions, to distinguish between them and to use the knowledge
gained in this regard to guide thought processes and actions (Ogifiska-
Bulik, 2008).

It should therefore be emphasised that emotional intelligence influ-
ences a person’s ability to cope with various life situations, such as making
contacts, reading other people’s feelings, preventing conflicts, but it also
plays an important role in terms of performing tasks effectively.

Research on emotional intelligence shows that people who have a
high level of it are more likely to devote their time and energy to other
people and their causes. Because such people are respected and appreciated
by others, they perform well in leadership positions. Moreover, members
of an organisation in a stressful situation are able to take coping actions,
are more resilient to it and therefore suffer less loss due to experiencing
stressful situations. It has also been proven that managers (commanders,
bosses) with high levels of emotional intelligence have better well-being
and lower stress levels (Slaski, Cartwright, 2002).

People with low emotional intelligence, on the other hand, tend to
come to life in a critical way and to approach other people with detach-
ment. They are characterised by a reluctance to express their feelings and
are prone to anxiety and blame. Under stress, they use strategies such as
distraction, denial and cognitive blocking (Slaski, Cartwright, 2002).

The results of the research! carried out, clearly show a positive corre-
lation between emotional intelligence and the task-focused style of coping
with stress, and a negative correlation with the emotion-focused style.
This therefore implies a link between emotional intelligence and coping
with stress primarily through problem solving — the higher the level of
emotional intelligence, the more often people use a task-focused style of
coping with stress (Terelak, 2008).

! The study was conducted by M. Malinowska in 2005 among sales representatives, using
the Questionnaire of Emotional Intelligence (INTE) and the Questionnaire of Coping
with Stressful Situations (CISS).
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In turn, research conducted by N. Oginska-Bulik shows that high
levels of emotional intelligence can reduce the negative consequences of
stress at work and, importantly, reduce the severity of various dimensions
of job burnout. Thus, a high level of emotional intelligence may contribute
to maintaining human health (Oginska-Bulik, 2007).

Selection and screening of candidates for service

Taking into account the above considerations, it should be concluded
that persons who are envisaged to act in crisis situations should strive to
reduce the factors that influence the rationality of their decisions. They
should be aware of the limits in terms of assessing their own capabilities,
skills, talents and competences, and therefore accurately identify those
aspects of reality that they can influence and for which they are responsible
(Krawczynski, 2012).

Therefore, a very important issue is the appropriate choice and selec-
tion (by qualified staff) of people for positions, both managerial and
executive, in the context of rational behaviour and decision-making in
crisis situations. This is because poor staffing results in negative consequ-
ences, both for the functioning of the organisation itself and the effects
of its operations.

The following factors determine the correctness of the staffing of
leadership positions in crisis management (Krawczynski, 2012):

e correct selection during recruitment, ensuring that people with the
right intellectual level, positive motivation and relevant interests, high
stress resistance and high interpersonal skills are taken on;

e performing periodic performance evaluations of people in their posi-
tions and deciding on the need for any changes in staffing.

It should be noted, however, that it can be quite problematic to carry
out a proper selection for positions requiring stress resilience, or the other
qualities described earlier. This is mainly due to the fact that an emergency
situation is multifaceted and dynamic, and therefore a person’s behaviour
under such conditions and the way in which a task is performed may be
unpredictable. Hence, a precise measurement of the necessary charac-
teristics is important, which compares with an ideal benchmark, but rather
takes the form of an estimate of the probability of human behaviour.
The obvious course of action in such a situation, is the presence of a
psychologist to assess the general condition and psychological capabilities
of the candidates.
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Periodic evaluation is required for management and executive posi-
tions related to the conduct of emergency operations. Its purpose is to
counteract the situation where people showing aptitude for management
positions at the time of initial selection have, over time, due to various
reasons, become unsuitable for the required tasks in crisis management.
Such reasons include deterioration in health, loss of motivation, the onset
of symptoms of professional burnout or low levels of performance in the
position held (Krawczynski, 2012).

Summary

Personnel selection is the most important stage on the way to the
proper functioning of any organisation. Getting the right candidates and,
in perspective, the members of the organisation will affect the effectiveness
of the organisation in the future. This means that the selection of the
right people for the organisation, especially those responsible for security,
must not be based on randomness, but must be a choice that allows for
the acquisition of personnel that meet precisely defined requirements.

It is also important to have the right personality traits that shape the
social image of security managers. These include such traits as dutifulness,
objectivity, diligence, independence, commitment, perseverance, decisive-
ness, emotional equilibrium, lawfulness, reliability, empathy, courage,
self-control, patience, self-esteem, discipline, accuracy, self-control or
conscientiousness.

It should be noted that in numerous statements by psychologists, it is
emphasised that a special skill (predisposition) is required of soldiers and
officers, namely above-average resistance to stress. Such a skill can be
appropriately trained through training in emotion control. In the context
of the considerations made, attention should be drawn to the sporadically
used and perhaps in the future systemic implementation of emotion control
training.
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Jlunepckasi KOMIETeHINS PYKOBOIUTENIEH CIIyKO 0e30macHOCTH
Pesiome

[Mon6op nepcoHana sIBJIIETCS BasXKHEUIIIMM 3TAIllOM Ha ITyTH K IIpa-
BWIbHOMY (DYHKIIMOHMPOBAHUIO 110001 opranusanuu. [lonydeHue npa-
BWIBHBIX KAHIUIATOB U, B IEPCIIEKTUBE, YWICHOB OPraHM3aly ITOBIUSIET
Ha 3¢ (GEeKTUBHOCTh OpraHU3aluy B OyayiieM. DTO 03HAYaeT, YTO BHIOOD
MOAXOSAIINX JIIOACH IS OpraHu3aluy, 0COOEHHO TeX, KTO OTBeYaeT 3a
0€301acHOCTb, HE MOXKET OCHOBBIBAThCSI Ha CITyYaifHOCTH, a IOJIKEH ObITh
BBIOOPOM, TTO3BOJISIIOIIMM HaOpaTh IIEPCOHAJ, OTBEYAIOIIUI TOYHO OTIpe-
JIeJICHHBIM TPEOOBaHUSIM.

B maHHOI1 cTaThe MpeacTaBIeHbI IICUXOJOTMYECKUE JeTePMUHAHTHI
peaxiInii YeJI0BeKa B KpU3UCHBIX CUTYaLIMX, KacaloIrecs, B TOM YKCJIe,
JIMYHOCTH, 3aIUTHBIX MEXaHU3MOB MJIM SMOIIMOHAILHOIO MHTEJUIEKTa,
BJIMSIIONIME HA TTOBEACHME JTIoAei B KPU3UCHBIX CUTYaLIUSIX.

KioueBble ciioBa: KOMIIETCHIIMM, peaKIlysl YeJIoBeKa Ha KPU3UC, JTU -
JIEPCTBO.
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Dorota Kurek (Poland)

JOB SATISFACTION AND THE IMAGE OF
THE ORGANISATION AS AN EMPLOYER -
EXPERIENCE OF POLISH EMPLOYEES

An organisation having a strong brand as an employer is an entity that pays
particular attention to the needs of its employees, bearing in mind the changes
taking place in its environment — the labour market, including social changes
such as generational diversity and the resulting different needs, expectations and
attitudes. The dynamism of the environment and the desire to remain on the
market, including the implementation of the vision and mission, requires that
the workforce include people who feel satisfied with their work. Research into
both job satisfaction and the quality of an organisational image is becoming the
basis for effective employer branding activities, while shaping job satisfaction
and caring for image is not an easy task. There are a number of factors that are
not always under the organisation’s control; however, conducting regular surveys
of employee opinions makes it possible to detect potential correlations, allowing
for rational personnel and business decisions.

Bearing in mind the importance of both issues — job satisfaction and the
image of the organisation as an employer — including the importance of carrying
out research enabling a qualitative assessment of these variables, the main aim
of this article is to show the relationship between employee satisfaction and the
quality of the employer’s image. In addition, taking into account demographic
changes and their impact on the labour market, the author has analysed the
relationship between gender and generational affiliation and feelings of job satisfac-
tion and views on the quality of the employer’s image. The article presents the
results of research conducted using the CAWI technique on a sample of 384 em-
ployees from Poland in 2022.

Key words: job satisfaction, image, employer.

Introduction

The image of an organisation as one of the key factors influencing
the choice of a given organisation as an employer has become the subject
of numerous analyses in recent years, as more and more public entities,
as well as those operating in the business environment, are becoming
aware of the importance of this intangible asset in achieving market
success (Budzyniski 2002). Employees both in Poland and around the
world, when looking for an employer, pay attention to the opinions of
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other employees, which are not always expressed directly. An important
measure of the quality of an organisation’s image may become employee
job satisfaction. Its level, treated as a resultant of satisfaction with par-
ticular dimensions of work (Kurek 2014), including social status, social
usefulness, the amount of remuneration received, or development opportu-
nities, indicates the quality of the implemented HR policy. This is because
high levels of job satisfaction increase an employee’s propensity to con-
tinue working with the with the employer, thereby reducing turnover

and increasing retention rates (Biason 2020).

Analysing scientific publications (e.g. in the field of social psychology),
researchers increasingly point out that both the level of job satisfaction
and the quality of the organisation’s image differ among different groups
of employees — this applies to gender diversity (Gorbaniuk, Omiotek 2011;
Clark 1996, 1997; Forgionne, Peeters 1982) and generational affiliation
(Ang, Goh, Koh 1993; Young, Sturts, Ross, Kim 2013; Andrade, Westover
2018). The diversity of workers in the labour market, including differing
attitudes due to experience, differing needs and the degree to which these
are met, prompts in-depth research in this area.

Taking into account the effects of the pandemic, rising inflation, the
difficult economic situation of organisations, changes in the labour market
in Poland, including the increased frequency of remote working, the author
of the article aimed to answer four research problems in the framework
of the conducted research, which took the form of the following questions:
1. Do Poles feel satisfaction with their work?

2. How do Poles assess the image of the organisation in which they
work as an employer?

3. Isthere a relationship between independent variables such as gender
and generational affiliation and dependent variables such as job
satisfaction and the image of the organisation as an employer?

4. Isthere a relationship between job satisfaction and the quality of the
organisation’s image as an employer?

It was possible to answer the indicated research questions by con-
ducting a survey on a group of 384 Poles. The research was carried out
in June 2022 using CAWI. Statistica.pl package was used as part of the
statistical analyses conducted, which allowed for extensive exploration
of quantitative data.
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Situation on the labour market in Poland and
the organisation’s image as an employer

The labour market in Poland, similar to European markets, is facing,
among other things, rising inflation translating into an increase in the
cost of living (at 15.5% in June and 16.1% in August, https://pl.trading
economics.com/poland/inflation-cpi, 25.09.2022), growing interest rates,
an influx of workers from Ukraine and the consequences of the Covid-
19 pandemic, presenting employers with a huge challenge in retaining
employees and attracting new ones. Increasingly, there is a phenomenon
of wage compression (Bertola, Rogerson 1997; Heyman 2008; Kahn
2015), i.e. a situation where a newly recruited person is paid, or at least
demands, a higher salary than employees in similar positions already
working in organisations. This can lead to employees being dissatisfied
with their jobs, expressing negative opinions about the employer and
resigning, which has an impact on the quality of the internal image. In-
creased turnover as a result of pay inequality, as well as lowered team
morale, can significantly weaken internal relational capital (Smolska
2016). This is because it reflects the quality of, among other things, the
relationships between colleagues and their job satisfaction, with the image
of the organisation being considered the basis of relational capital - both
internal and external (Kasiewicz, Rogowski, Kicifiska 2006).

Recognising the aforementioned phenomena and relationships, organi-
sations are paying increasing attention to employer branding activities
(Barrow, Ambler 1996). Building an organisation’s image as an employer,
with particular emphasis on the internal image (also known as the mirror
image) (Budzynski 2002), requires the involvement of both the HR depart-
ment, the organisation’s management and the employees themselves. The
importance of shaping the internal image as a key activity in employer
branding is confirmed by the research findings of the 2020 HRM Institute
report. The research found that 48% of companies said they wanted to
focus 2021 on employer branding internally (HRM Institute 2021).

The difficulty in shaping the desired image is related to its very nature.
An image is defined as “consisting in the reflection in consciousness of
previously perceived components of reality” (Przetacznikowa, Makietto-
Jarza 1982). This image is subjective and individual in nature, which can
be explained by referring to the concept of cognitive constructivism,
according to which a person creates a cognitive representation of the
environment on the basis of the stimuli reaching it. The perception of
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reality is a constructive process, as previously acquired knowledge enables
the interpretation of information, causing reality not to be perceived as
the actual state of affairs. This results in as many images of reality as
there are possible mental representations of that object (Neisser 1967).

The concept indicated calls for particular attention to be paid to
employees’ experiences, as they constitute a kind of filter that gives the
incoming information its final shape. It therefore becomes very important
to study the views of employees, including an analysis of their job satisfac-
tion, as on the one hand this activity shows concern for the quality of an
employee’s working life, while on the other hand it allows for a rational
measurement of the effectiveness of commissioning activities. The organi-
sation’s employees are the best and most reliable source of information
about the company, so knowing their attitudes makes it easier to create
employer branding activities.

Job satisfaction as an attitude towards work

A determinant of the quality of human capital and internal relational
capital in organisations, as well as a measure of the effectiveness of human
resource management, is job satisfaction (Juchnowicz 2013). Satisfaction,
which has been a constant object of researchers of organisational beha-
viour (Judge, Kammeyer-Muller 2012), is defined as positive and negative
feelings and attitudes related to the performed professional duties (Schulz,
Schulz 2002), an employees’ affective orientation towards the role they
currently perform (Vroom 1964), a sense of achievement and success at
work (Kaliski 2007), as well as the resultant of a number of tangible and
intangible factors, related to the state of equilibrium between an em-
ployee’s needs and expectations and their satisfaction (Sarapata, Doktor
1963). It can therefore be concluded that job satisfaction in the literature
is considered in two dimensions — narrow and broad, which is reflected
in the definitions of the term analysed and the scope of the research
conducted (Schwab, Cummings 1983). In the narrow view, satisfaction
is related to the deprivation of needs and the striving to restore homeostasis
in the body, thus allowing for the reduction of tension and the satisfaction
of need. In contrast, in the broad view it is analysed as an attitude towards
work (Davis, Nestrom 19835). It is therefore recognised that a sense of
satisfaction and dissatisfaction is translated into the employee’s behaviour
(emotional reactions, actions, judgements, decisions, evaluations) (Woj-
ciszke 2006), which is visible, among other things, in the opinions expressed
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about the organisation as an employer — both positive and negative,
which is of key importance in terms of the quality of the organisation’s
image.

Job satisfaction, as a subject of scientific analysis, has lived to see
numerous studies by both classics of management psychology, such as
F. Herzberg (author of one of the best-known theories of job satisfaction),
E. Locke, or V. Vroom, as well as contemporary researchers, including
management practitioners. As A. Springer points out, the dynamics in
terms of the number of publications is also linked to the change in the
object of the analysis (Springer 2018).

GoodFirms’ Employee Engagement Survey 2019 shows that 56.68%
of employees surveyed worldwide feel satisfied with their job (https:/
www.goodfirms.co/resources/employee-engagement-statistics, 29.09.
2022). In Poland, on the other hand, job satisfaction surveys are con-
ducted, among others, by CBOS. According to the 2021 results, more
than four-fifths (82.4%) of gainfully employed people declare greater or
lesser satisfaction with their work. However, only just over a third (36.8%)
of those in employment are definitely satisfied, and rather satisfied
(45.6%) is the dominating group (CBOS, 2021: 16). The results of the
2021 survey differ from the results recorded by CBOS from 2006 to
2013, as in those years more than three quarters of economically active
Poles (78 %) were satisfied with their work, including almost one third
(30%) who had no doubts about it. Lack of job satisfaction was felt by
one in eleven (9%) of those in work, and about one in eight (13%)
expressed ambiguous opinions. Comparing the years indicated, there was
a4.4% increase in the percentage of job satisfaction among Poles (CBOS,
2013).

Authors of numerous studies look for correlations between job satis-
faction and productivity, quality of customer relations, pro-social beha-
viour, lower absenteeism, higher loyalty (Bajcar, Borkowska, Czerw,
Gasiorowska 2011; Kopertynska 2008), or adaptation to work (Siekanska
20035). It is taken as a kind of indisputable aspect that people declaring
satisfaction with their work also consider the organisation to be a good
employer. The lack of research in this area prompted the author of this
article to undertake scientific inquiries to fill this area of ignorance.
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Results of empirical studies

Description of the research sample

The empirical research, the analysis of which made it possible to
answer the research questions posed, was carried out in June 2022. The
respondents included 384 Polish residents with work experience. People
of working age were invited to participate in the study, which, according
to the legal regulations currently in force in Poland, currently includes:
men between 18 and 64 years of age and women between 18 and 59
years of age (Table 1).

Table 1
Structure of the research sample
Criterion N %

Gender Female 180 46.875

Male 204 53.125
Generation Z 112 29.17

Y 146 38.02

X 126 32.81

Source: own study results.

The structure of the research sample reflects the structure of the
general population of Poland (according to the Central Statistical Office
data), with the criterion for sample selection being three independent
variables, such as gender, generational affiliation and voivodeship (strati-
fied selection). Representatives of generation Y constituted the largest
group in the sample (38.02%), while the largest number of respondents
came from the Mazovian Voivodeship (13.80%) and the Silesian Voivo-
deship (11.72%) (resulting from the size of the population in these two
voivodeships).

Analysis of quantitative data and statistical relationships

In order to search for the relationship between job satisfaction and
the organisation’s image as an employer, the research first examined the
issue of job satisfaction. Respondents were asked to respond to the state-
ment: I feel satisfied with my job. A total of 384 respondents responded
(Chart 1).
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6,51 2.87

= Rather yes

= Definitely yes

= Hard to tell
Rather not
Definitely not

Chart 1. Perception of job satisfaction — respondents’ opinions

Source: own study results.

A feeling of job satisfaction was declared by 71.36 % of respondents.
The opposite opinion was held by 9.38% of respondents. The difficulty
in answering this question was indicated by 19.27% of respondents.
Responses to this question were analysed in terms of independent variables
to reveal potential relationships (Table 2).

Table 2
Job satisfaction and gender and generational affiliation

Independent  Strongly Rather It’s hard Rather  Definitely

variable yes yes to say not not

Gender

Female 32.58%  41.01%  19.10% 5.06% 2.25%

Male 29.61%  39.81%  19.42% 7.77% 3.40%
Generation

zZ 32.14%  40.18%  19.64% 6.25% 1.72%

Y 31.51% 38.36% 19.86% 4.79% 5.48%

X 29.37% 42.86% 18.25% 8.73% 0.79%

Source: own study results.

Analysis of the survey results revealed that more women (by 4.17%)
than men declare job satisfaction. The largest number of respondents
feeling satisfied with their job comes from the youngest generation —
generation Z (72.32%), followed by generation X (72.23%), and genera-
tion Y (69.87%) taking just the third place. The largest number of people
from generation Y feel dissatisfied with their jobs — 10.27%. Performing
statistical analyses — looking for relationships between gender and genera-
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tional affiliation and feelings of job satisfaction — revealed no significant

relationships (p 0.005).
Respondents also expressed their opinions regarding the image of
the organisation they work for as an employer (Chart 2).

4,69 1,04

= Strongly positive
= Rarther positive
= Neither positive nor

negative
Rather negative

Strongly nasgative

Chart 2. Image of the organisation as an employer

Source: own study results.

A positive image of the organisation was declared by 70.31% of the
Polish respondents. A negative image, on the other hand, was revealed
by 5.73% of respondents. The difficulty in unambiguously defining the
quality of the image was manifested by almost % of respondents (as many
as 23.96% of surveyed Poles). Respondents’ opinions regarding image
were also analysed taking into account the criterion of gender and genera-
tional affiliation (Table 3).

Table 3

Image of the organisation vs. gender and generational affiliation

Independent  Strongly Rather It’s hard Rather Strongly

variable positive positive to say negative  negative
Gender
Female 30.90%  39.89%  23.60% 4.49% 1.12%
Male 24.76%  4515%  2427% 4.85% 0.97%
Generation
Z 25.00%  50.00%  20.54% 4.46% 0.00%
Y 29.45%  39.04%  23.29% 6.16% 2.05%
X 27.78% 40.48% 27.78% 3.17% 0.79%

Source: own study results.
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Analysing Table 3, it is possible to indicate that a comparable percen-
tage of women and men declare a positive image of the organisation in
which they work. It is worth noting that fewer men than women indicate
a strongly positive image. Men are less enthusiastic in their assessment.
On the other hand, when considering the image through the prism of
generational affiliation, a positive image of the organisation as an employer
is indicated by the greatest number of representatives of the youngest
generation Z (75 %) and therefore those with the least work experience.
As in the case of job satisfaction, the largest number of representatives of
generation Y also indicated a negative image of their organisation as an
employer (8.21%). Through analyses, no statistically significant relation-
ships between the indicated independent variables and the image of the
organisation were revealed.

Taking into account the importance of both job satisfaction and em-
ployees’ opinions on the image of their organisation as an employer, the
research conducted sought to answer the fourth research problem formu-
lated in the form of the question: Is there a relationship between job
satisfaction and the quality of the organisation’s image as an employer?
Statistical analyses conducted revealed a statistically significant relation-
ship between the two variables (p = 0.00, Cramer’s V 0.42, average strength
of relationship) (Goéralski 1987). Respondents who indicated that they
felt satisfaction with their work most often expressed a positive opinion
about the image of their organisation as an employer. In contrast, respon-
dents who found it difficult to answer, as well as those who did not feel
satisfied with their work, more often indicated a negative image of the
organisation.

Summary

Taking into account the current situation on the labour market in
Poland, including the growing trend of implementing employer branding
strategies, the implementation of which is inextricably linked to measuring
employees’ job satisfaction and taking into account their work experience,
caring for the organisation’s image as an employer requires a great deal
of knowledge of the potential relationship between the analysed variables
(image quality and job satisfaction). Given the importance of both vari-
ables, including the consequences of both a lack of job satisfaction and a
negative image of the organisation as an employer, the research sought
to verify the existence of a relationship between the variables indicated.
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Summarising the results shown, it can be indicated that more than
70% of the surveyed Poles feel satisfied with their work, as well as expres-
sing a positive opinion about the image of their organisation as an em-
ployer. Opinions in the areas indicated were not statistically significantly
differentiated by gender and generational affiliation.

The research did, however, confirm the relationship between image
and job satisfaction, which makes it possible to conclude that while caring
for employees’ job satisfaction, the number of people who positively assess
the organisation in question as an employer grows at the same time. The
research shows that those who did not feel satisfied with their work and
those who, according to the two-factor theory of F. Herzberg’s two-
factor theory of job satisfaction or dissatisfaction, were more likely to
speak negatively about the organisation’s image as an employer. Identi-
fying such people in the organisation and explaining the reasons for their
behaviour should be a priority and the basis for effective employer branding
activities. By surveying feelings of job satisfaction, not only can an
organisation reveal the scale of job satisfaction, but at the same time it
faces the possibility of predicting with high probability what its image as
an employer is among internal stakeholders.
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‘V10B/1€TBOPEHHOCTD PA0OTOI M HMUIK OPraHM3allK KaK padoToaarens —
onbIT COTPyIHNKOB B IToJbine

Pe3rome

OpraHu3aiiusi ¢ CUIbHBIM OPEHIOM B Ka4eCTBE pabOTOAATENSI — 3TO CYOBEKT,
VAEJSIONINI 0C000€ BHUMaHUE TOTPEOHOCTSIM COTPYIHUKOB C YYE€TOM MTPOUCXO-
JSIIMX U3MEHEHUI B OKPY>KCHUM — Ha PhIHKE TPYJa, BKIOUAs COLUATbHBIC U3-
MEHEHUSI, TaKMe KaK MOKOJEHUECKOe MHOTOOOpa3ue U BBITEKAIOIINUE U3 3TOTO
pa3inyHble MOTPEOHOCTU, OXUIAHUS U YCTAHOBKU. JIMHAMU3M OKPYXXEHUS U
JKeJTAHUE OCTAThCS HA PBIHKE, B TOM YKCJIC pean3aliist BUICHUSI U MUCCUU, TPe-
OyeT, YTOOBI B KOJUIEKTUBE COTPYIHUKOB HAXOWIIMCH JIIO/IA, KOTOPBIC YyBCTBYIOT
YIOBJIETBOPEHHOCTh paboToii. McciieoBaHMsI KaK yI0BIETBOPEHHOCTH PaboTOl,
TaK 1 KauecTBa UMUK OpraHU3al[MKi CTAHOBSITCSI OCHOBOM 3(h()EeKTHBHOTO OpeH-
nuHTa padortonatens (employer branding), mpu aToM hopMHpOBaHUE YIOBICTBO-
PEHHOCTHU PabOTOM 1 3a00Ta 06 UMUJIKE SIBIISICTCS HEMPOCTOI 3anayeit. CylecTByeT
psiz hakTOpOB, HAa KOTOPBIE HE BCET/Ia BIMSET OpraHU3allusi, OMHAKO MPOBEICHKE
PEryJISIPHBIX OTIPOCOB COTPYIHUKOB Ta€T BOZMOKHOCTb BbISIBUTh ITOTEHIIMATBbHBIC
3aBMCUMOCTH, YTO MO3BOJISIET TPUHUMATh PAllMOHAIbHBIE KAAPOBBIC U UMUJIKE-
BbIC PEIICHUS.
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YauTeiBast BaXXHOCTb OOOMX IMTOCTABIEHHBIX BOTIPOCOB — YAOBJIETBOPEHHOCTH
paboToif M UMUK OPTAaHM3AINY KaK paboToaaTe s, B TOM YUCIIe BaKHOCTD TIPO-
BEJICHVSI UCCIIETIOBAaHUA, TTO3BOJISIIOIINX KAY€CTBEHHO OLIEHUTD 9TU ITEPEeMEHHbIE,
OCHOBHAS 11eJTb TAHHOM CTaThbU — MOKa3aTh B3aUMOCBSI3b MEXIY YIOBIETBOPEH-
HOCTBIO COTPYIHUKOB M Ka4eCTBOM MMUIKa pabotonarens. Kpome Toro, ¢ yue-
TOM IeMOTpadUIecKX U3MEHEHU W X BIUSHUS Ha PIHOK TPyAa aBTOP MPO-
aHaJTM3MPOBAJT B3aUMOCBSI3b MEXIy TeHAEPHOU U TMMOKOJEHIECKO TTpUHAIIeXK-
HOCTBIO U OIIYIIEHNEeM yIOBJIETBOPEHHOCTH pabOTO M MHEHHEM O KauecTBe
“MUIKa paboronaressi. B craTee mpeacTaBaeHbl pe3yabTaThl OTIpoca, TPOBEIeH-
Horo ¢ ucnonb3oBanreM Metoguku CAWI B 2022 1. Ha BeIOOpKe U3 384 coTpyn-
HUKOB u3 [lospuim.

KimoueBbie ci10Ba: yIOBIeTBOPEHHOCTH PabOTOM, UMUK, paOOTONATETb.
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CTPECC U ITPOI'YJIbI HA PABOTE.
OIIbIT PETMOHOB I1O0JIBIIIN 1 POCCUN

CTpecc OTHOCUTCS K IMBWJIM3ALIMOHHBIM 00ie3HsIM X X1 Beka. YCKOpeHHbIi
TEMIT XKM3HU TPUUMHSIETCS K TOMY, UYTO Ha KaXKIOM 1Iary JIFOIM MoMNanatoT B CTpec-
coBBle cuTyaunu. [IpucyTcTBre cTpecca KpenKo CBSI3aHO ¢ HEOJIaronpusTHBIM
BIIMSTHUEM OKPYXaroIeil cpeibl, BRICOKMM YPOBHEM ypOaHM3alMU 1 Ipodeccu-
OHAJIbHOM aKTUBHOCThIO. B 1 XapakTep paboThl UTPAIOT CYIIECTBEHHYIO POJIb
KaK UCTOYHMK BO3HUKHOBEHMUS cTpecca. CTpecc BhI3bIBACT Y PAOOTHUKOB J0JITO-
CPOYHOE OTCYTCTBHE Ha paboTe, KOTOpOe MosBIsIeTCs Bee vaie. OTCYyTCTBHUE CO-
TPYAHUKOB MOXET OBITh BBHI3BAHO TPYIHBIMHU YCIOBMSIMU TPYyAa, HE3MOPOBOI
atMocdepoil Ha paboTe WM HEYIOBIETBOPEHHOCTBIO paboToil. dusnveckoe u
YMCTBEHHOE HaIlpsKeHUE YacTO MPUBOAMT K YXYALIEHUIO 3I0POBbs, KOTOPOE SIBJISI-
€TCs IPUUMHOM OTCYTCTBUS Ha pabOTe M MHOTOYMCIICHHBIX TIPOITYCKOB IO OOJIC3HU.
[J1aBHOI 11€JTBIO CTaThU ObLJIa OLIEHKA COOTHOIICHNSI, BBICTYITAIOIIETO MEXKIY YPOB-
HEM OIILYyIIaeMOT0 CTpecca U KOJIMYEeCTBOM JAHEN OTCYTCTBMS Ha padore. Uccie-
JIOBaHUE OBLTIO CBSI3aHO C BBISIBJICHUEM CTPECCOBBIX (DAKTOPOB, BHICTYIAIOIIMX Ha
pabore, KaK CO CTOPOHBI paOOTHUKOB, TaK 1 CO CTOPOHBI paboTomaTeeii.

B pabote 6b11a chopMyIMpoBaHa ClIeAyIOIIast TUTIOTe3a: y JTIoIeii 6oJee ImoI-
BEprarolImxcsi CTpECCy XapakTepHO yallle OTCYTCTBOBaTh Ha paboTte. HacTosiee
HCceOBaHUE SIBISIETCS YACThIO MCCIIE0BATEIbCKOTO MTPOEKTa, Kacarolerocs Tpy-
nmoycTpoliictBa B 6aHKax B [Tonbire n Poccun. DMmmpudeckoe uccieaoBaHue ObU1o
mposeneHo B 2016—2020 romax cpenu paboTHUKOB 6aHKoB B I1osbine u Poccum.
Wcnonb3oBaH onpoc, MpoBeaeHHbIN cpeau 2357 paboTHUKOB 6aHKOB B [Tosibliie
1 389 pabotHukoB B Poccuu. M3 npoBeaeHHbBIX UCCIETOBAHUI BO3HUKAET, UTO
TUITIOTE3a YaCTUIHO OIpaBIajiach M OHA MOATBEPXKICHA OOIIMM MHIEKCOM CTpecca
(mpoananm3npoBaHHbIM MeTonoM CRT). PaGoTHMKY (32 MCKITFOUeHUEM JTIOCH ¢
HE3KOHOMHUYECKUM BbICIIIUM 00pa3oBaHMEM), KOTOpbIe paboTaIu B 1ITa0-KBap-
TUPax, a TAKXKe POCCUUCKUX OTACIECHUSIX U BHYTPEHHUX CTPYKTYPHBIX MOpa3ie-
JICHUSIX MeHee 44,5 9acoB B HEJIETIO M ITPOITYCTHIIN Oosiee 4,5 MHSI, XapaKTepru30Ba-
JIMCh ITOBBIIIICHHBIM YPOBHEM cTpecca. AHATOTUIYHOE COOTHOIIIEHKE Ha0II01aI0Ch
B cityyae cyounaekca crpecca 2 (Mmeton CHAID), usmepeHHoro ist pabOTHUKOB
MOJILCKUX ONMepallMOHHbIX oTaeaeHuit 1o 40 yacoB B Hexeo. CTpecc Ha MecTe
paboTHI BBI3BIBACT, Yallle 1 TOJIbIIIE OTCYTCTBOBATH Ha paboTe.

Kimouessle ciioBa: ctpecc, pabota B 0aHKax, ppIHOK TPYy/a.
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BBenenne

Hekotopble opraHuszaiyu, HarpuMep 6aHkKu, 3a nociaeaaue 30 jger
npeTepriesv OOLIMPHYIO PECTPYKTypu3aluio. bbuio BHeApeHO yIpaBiie-
HUE 10 LIEJISIM, ayTCOPCHHT, ayTIUIEICMEHT, COTPYAHUKH OBUTH YBOJICHBI,
COTPYIHUKM MPOILTH 00ydeHNe B MaccoBOM Topsinke (Andrzejczak 2010;
Baszyniski 2008; Pajgk, Kamiriska Kvilinskyi 2016; Piasecki 2018; Wiec-
zorek-Szymanska A, 2015, Wyrwa 2015). DTo, B CBOIO 0Yepe/ib, OB -
sU10 Ha paboTonmatesei u cotpynHukoB (Yuxanmosa 2014; Chirkowska-
Smolak, Grobelny 2016; Colligan, Higgins 2005; De Sio, Cedrone, Tro-
vato Battagliola, Buomprisco, Perri, Greco 2018).

deHOMEH cTpecca BBICTYIAET, IO KpailHel Mepe, B IBYX acIleKTax:
MOJOXUTEbHOM U OTpULIaTeIbHOM. [103UTUBHBIN CTPeCcC — 3TO MEXaHU3M,
KOTOPBII ITOOYXKaeT K IeCTBUIO, TTO3BOJISIET pealnu30BaTh BCE Te HOBbIE
1IeJIU ¥ TIPeoaoJieBaTh cCaMble CIOXHBIC TIPEISTCTBUS U TpyaHOCTU. On-
HaKO, KOHTPACT MEXIY LEJISIMU U PEaIbHOCTHIO YacTO BEAET K CTpeccy,
KOTOPBIIf 00BIYHO MpeBpalliaeTcsl B MOTUBaLMIO. [Tpu G0IbIINX pacXox-
JIEHUSIX OHU IIPUBOJIST, OAHAKO, K pa304apOBaHUIO, HATIPSIKEHUIO U arpec-
CHU, U TOTIIA MOSIBISIETCS] BPEAHbIN CTpecc, KOTOPBI 3acTaBisieT Joaei
OTKa3aThCs OT CBOMX MEUT M CTPACTell, CHIKAsI CBOU OXHMIAHUSI, B UTOTE
Yero UM He yIaeTcst NOCTUYb ynaoBaetBopenust (Szopa, Harciarek, 2004,
ctp. 75). B pe3ynbrare TaKOro HAaKOIJICHMS HEOIaTOTIPUSITHBIX CUTYalIi
1 YCJIOBHI 9acTh paOOTHUKOB HE MOXKET pa3o0paThCs ¢ IeaMU Ha padboTe
U UCHOJIB3YET OTIYCK 10 60se3Hu. C Apyroil CTOPOHBI, CaMO UCHOJIb30-
BaHWE OTITYCKOB MOXET BEI3BaTh CTPECC, OCOOCHHO OCECITOKOSACH O neja
ITocJie BO3BpallleHNsT Ha pabOTy MM BO3MOKHBIC HETaTUBHEIC TTOCTICI-
CTBUSI, CBSI3aHHEIC C OTCYTCTBHEM Ha paborTe.

XoTs GOJBIIMHCTBO paOOTHUKOB 1 paboToaTesieil 0CO3HAIOT Hera-
THBHBIC TIOCTICACTBUS CTpecca, TO BCe eIlle OYeHb PEIKO COBEPIIAIOTCS
IMOACYETHI 3aTpaT cTpecca. B 2013 romy OBLIIO TTpOBEACHO HUCCIIeAOBaHNE
Matrix-om, B KOTOPOM PacCUYMTaHO 3aTPaTHl CTPecca, CBI3aHHOTO C pabo-
toii B EBporre. ®eHoMEH cTpecca Ha paboTe y MHOTHX paOOTHUKOB IIPH-
BOJIMT K IEIIPECCHUU, a 3aTpaThl Ha ero iedeHue B EBporne ucuncieHo B 617
MJIPZI €BPO B rofl. 3aTpaThl paboTomaTelisl, BRITCKAIOIINE M3 OTCYTCTBHS Ha
paboTe cocTaBuIM 272 MUUTHAPIOB eBpo B Toa. CTpecc CcBsI3aH TaKKe C
ITOTEePEeii ITPON3BOANTEIIFHOCTH TPY/Ia, OLICHUBAIOIIeIcs B 242 MUUIHapaa
eBpo Broa. PaGoTomarenb Takske HECET pacXOIbl, CBSI3aHHBIC C 3aTpaTaMu
Ha CoIlMaJibHOE obecIieueHre B pa3Mepe 39 MIITUApIOB €BpO B TOO U
3aTpaTaMM Ha 3IpaBOOXpaHeHUE, KOTOPhIE COCTaBWIN 63 MULInapaa eBpo
Bron (EU-OSHA, 2014, ctp. 34).
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[1aBHOI1 11€/1bI0 CTaThU OBUIO OLIEHUTh COOTHOIIEHHE MEXIY YPOB-
HEM OIIYIIIaeMOT0 CTpecca M KOJIMYECTBOM JHEI OTCYTCTBUS Ha padoTe.
HccnenoBaHue CBA3BIBAIOCH C OTIO3HAHMEM CTPECCOBBIX (PAaKTOPOB, BBIC-
TYIAMOIIMX Ha MECTaX pabOThI KaK CO CTOPOHBI paOOTHUKOB, TaK M CO CTO-
poHBI paboTtonareseii. B craTbe cchopMyIMPOBAaHO CIICAYIONIYIO TUIIOTE3Y:
JUTSL JTIOJICH 4yBCTBYIOIIUX O0Jiee BHICOKMI YPOBEHBb cTpecca Ha pabote
XapaKTepHO Yallle OTCYTCTBOBATh Ha paboTe.

CTpecc MHTEPNPETUPYETCS U aHAIM3UPYETCSI MHOTMMM aBTOPaMM:
(Jedrzejczak, 2002, ctp. 5; Mackiewicz u ap., 2014, ctp. 186; Mohajan,
2012, ctp. 1; Nouri, Asgarnezhad, 2002, ctp. 102; Szopa, Harciarek, 2004,
ctp. 75). Ilox crpeccoM Ha paboTe MOHUMAETCS anarTUBHAS peaKilys opra-
HU3Ma B BUJIC HEIPHMSATHBIX SMOLIMI, YyBCTBA HEKOHTPOJIMPYEMOCTH 1
OIIYIICHUST HECTIOCOOHOCTH CIIPABUTHCS C OKPYKaIOIIei cuTyamueii. 91o
omnpeaeieHre COTIacyeTcsT ¢ MOAX0omoM, TpeactaBieHHbIM (Grobelny,
2016), 10 ectb aBTOpamu onipocHuka crpecca PSWP. (Chirkowska-Smolak)

B teyenue nociaenHux 30-u JeT GaHKM MPOIUIM PSII ITPOLIECCOB pe-
CTPYKTYPU3ALIMU M CMEHBI COOCTBeHHMKA. OHU BHEIPSUIM HOBBIE TEXHOJIO-
TUH, yIIpaBJICHUE MO LIEJISIM, ayTCOPCUHT, ayTIIEMCMEeHT, MUHUMU3MPOBaIU
OTAENAEHMS, a TaKKe “pacIlTIoIIUBaId” U yIIPOILIAIU OpraHM3alMOHHbIe
CTPYKTYpPHI. DTO CO3/aJI0 AMHAMUYHYIO pab0vyIO Cpely CO CTPECCOM.

B craThe MCITONB3YIOTCSI UCTOYHUKY Ha IOJILCKOM M aHTJIMICKOM $I3bI-
Kax M3 00JIaCTH 9KOHOMUKH, OAHKOBCKOTO JieJia, TICUXOJIOTHH, a TakKe
yrpasienust nepcoHaioM (EBSCO, Emerald, ProQuest). Hacrosiimast cra-
ThSI SIBJISIETCS YACThIO IIMPOKOTO UCCIIENOBATEILCKOTO ITPOEKTa, OXBAThIBA-
OLLIETO PSIZT BOITPOCOB B 00JIACTH YITPABJICHHSI YEJIOBEUECKMMU Pecypcami,
KaJIpOBOM ITOJIMTUKH, a TAK3Ke TICUXOJIOTUH TpyIa. DMITMPUYECKOE UCCIIEN0-
BaHue 0bL10 TTpoBeneHo B 2016—2020 rogax cpeay pabOTHUKOB OaHKOB B
IMonwe u Poccun. Mcnonb3oBaHo ornpoc, MpoBeAeHHbIH Ha rpyrine 2357
paboTHuKOoB B [Tosbiiie u 389 pabOTHUKOB, MPUHSTHIX Ha padoTy B Poccuu.

TeopeTnuecKkuii MOAXO0J K CTPECCY B
«Mojie M TpedoBaHuii-KOHTpOIsA» Kapaceka'

OIHO#i U3 caMbIX MTOMYJISPHBIX MOJEJNIEN CTpecca ABIAETCS «MOJIEN
TpeboBanmit-KoHTpoIs» (Demand-Control model), paspaborannast ame-
puka"ckuM couonorom P. Kapacekom. ComtacHo €ii, MICTOYHMKOM CTpeC-
ca Ha paboTe ABJIAIOTCA BhICOKME TPEOOBAHUS, TIPEbIBIISEMbIE K pabOT-

! TpencraBneHHbIe PE3yabTaThl UCCIICAOBaHNMA ABJIAOTCA YaCThIO 0oJiee ILIMPOKOTO MPOEKTA.
Taxum obpaszom, onucanue moneau Kapaceka, MeTona nccae0BaHusI U JaHHBIX TPUMEHUMO
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HUKaM, ¥ HU3Kasl CTETIEHb CBOOOJIBI, C KOTOPOI OHU JTOJIKHBI BHITTOJIHSTh
[OpYYEHHbIE UM 3a7a4i. ABTOP TaKXe YITOMWHAET APyrue (pakTophl —
TpeOGOBaHMs — KOTOPbIE TIOBBILIAIOT YPOBEHL cTpecca. K HuM oTHOCsTCS:
MeperpysKa 00sI3aHHOCTIMM, BHICOKHIA TEMIT pabOTbl ¥ HEBBITIOJHEHHE
crangapra 3anad. C TOYKM 3peHUS KOHTPOJISI, CTPECCOBLIMU SIBIISTIOTCS:
OTCYTCTBHE CTIOCOOHOCTH KOHTPOJIMPOBATH A€ACTBHSI pAOOTHUKOM, 1 HE-
BO3MOXHOCTb MCIIOJIb30BaHKS €ro crocobHocreir. CoracHo MOIENH,
MOXKET OBITh 4 CUTYallu, OIpEIeseMble HU3KUM WM BBICOKUM YPOB-
HeM TpeOoBaHMii M KoHTpoist. HanboJiee HaIrIpsiKeHHAs CUTYaLKs — 3TO
HU3KUI KOHTPOJIb ¥ BRICOKKE TpeboBaHMsl. HU3Koe HampsKeHKeE COIpo-
BOXKIAETCS BHICOKMM KOHTPOJIEM M HU3KMMU TpeOoBaHUsIMU. B cBoIO 0ue-
pelib, OMHOBPEMEHHbIN BHICOKUIA yPOBEHb TPEOOBAHU I M KOHTPOJIS TP~
BOIUT K aKTUBHOI1 pabore. CONpoBOXIAEMBbII HU3KUM YPOBHEM TPeGO-
BaHUA U HU3KMM YPOBHEM KOHTPOJIS, TIPUBOAAT K MACCUBHON padoTe
(Huang et al., 2011, c. E95; Karasek, 1979, c. 285—-288). Kpome Toro,
CUTYaLUsI C HAITPSDKEHUEM MOXET ObITh CMSITYEHA C TIOMOILBIO COTPY/I-
HuKoB (Dugiel et al., 2012, p. 58).

Tpebosanwust k pabore

HU3KNEC BBICOKHE
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Pucynok 1. Monens TpedoBaHNs/KOHTPOJIb

HWcrounuk: cocrasieHo aBropamiu 1o (Le Blanc, de Jonge, Schaufeli, 2003, c. 185).

TakXe K pesyjbraTaM UCCIe0BaHM 1o npyrum acrniektam YUP u apyrum padoTtam aBTO-
poB. Bostee moapo6HbIe TaHHbBIE MOXKHO HaiiTH B mpeabiaynmx cratbax (Davydenko et al.,
2018; Kazmierczyk, 2019; Kazmierczyk et al, 2019; Kazmierczyk, Chinalska, 2018;
Kazmierczyk et al., 2020; Kazmierczyk, Zelichowska, 2017; KazZmierczyk, Aptacy, 2016).
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Tunoresa: y nroneit 0oJiee MOABEPralOIIUXCsI CTPECCY XapaKTePHO yallle
OTCYTCTBOBATh Ha paboTe.

[Iporybl MOTYT OBITh BbI3BaHBI IJIOXUMU OTHOIIICHUSIMU C PYKOBO-
JIUTEJISIMA U KoJuleraMu, (OU3MYECKUMHU YCJIOBUSMU TPYyla, XapaKTepoM
paboTLI WM CTUIJIEM yripaBieHns opranusanueii (Inoue et al., 2010; Piot-
rowska, 2018). MHorue aBTOpbl OTMEYAIOT CBSI3b MEXKIY TUITIOM pabOTHI,
MTOBTOPSIIOIIMMMUCS 3a7a4aMi M OTCYTCTBUEM COTPYIHMKOB Ha pabodyem
MecTe. bbul TpoBeieH aHaIM3 MPOOJIEM CO 3I0POBbEM, BBI3BAHHBIX (DaK-
TOpaMu, MPUCYTCTBYIOIMMU Ha MpeanpusaTusx. Ompoc npoBoauics B 11
IIPOM3BOACTBEHHBIX KOMITAHMSIX, B KOTOPBIX puHsun ydactue 100 oduc-
HBIX pabOTHUKOB U 250 dpusnueckux paboTHUKOB. [1pon3BoaCTBEHHbIE
pPabOTHUKM Yallle OTMeYand OTCYTCTBUE 00JIe3Heil Ha 00C/IeI0BaHHbBIX
npeanpusaTusx. CpeaHssi MPOI0JLKUTEIbHOCTh OTCYTCTBUS 110 OOJIE3HU
coctaBuia 8,6 nHs. 50% oducHbIX paboTHUKOB U 40% MpPOM3BOICTBEH-
HBIX paOOTHUKOB IIPUIIUIM Ha paboTy, HECMOTPsI Ha TO, YTO MX 310POBbE
yKa3bIBaJIO Ha HEOOXOIMMOCTb OTITYCKa I10 0oJie3HU. B pesybrate MeHee
1/3 cOoTpyIHUKOB 3200J1eJ11, 3apa3uBILIMCh OT OOJIbHBIX KoJIIer CylliecTByeT
CBSI3b M€Ky TUIIOM BBITIOJHSIEMOI pabOThI, BLICOKMM YPOBHEM CTpecca
M HaJIMIreM OOJIbHBIX Ha pabovyeM MecTe.

OducHbie paboTHUKY (44 %) yallie TPUXOAUIN Ha paboTy OOJIBHBIMU,
3TO OBLIO CBSI3aHO C MEePEeU30BITKOM 00SI3aHHOCTEI 1 BBITIOJTHEHUEM 3a-
Ja4 B CPOK, YTO YaCTO COMPOBOXAAIOCH HEXBaTKOI BpeMeHu. PaboToma-
TEJIU TIBITAIOTCS OTPAaHUYUTD TIPOTYJIbl PAOOTHUKOB — TUIATSAT JOTIOJIHM-
TeJIbHbIe OOHYCHI 32 pabOTY 0€3 OTITYCKOB 110 00J1e3HM. C OTHOI CTOPOHHI,
3TO BBITOIHO [UISI PAOOTHUKOB, TIOTOMY YTO OHU HE TePSIIOT YacCTh CBOCIH
3apIUIaThl; OHU HE YXOIAT B OTITYCK ITO OOJIC3HU M3-3a CTpaxa MoTepsTh
6oHyc. YacTto paboTatoniye, 0yayuyu 00JbHBIMU, HE TIOJb3YIOTCS OTITyC-
KOM I10 00JI€3HU, a UCIOJIB3YIOT OTITYCK; Iejaio Tak 14,3% onpoIieHHbIX
>KeHIIUH U 16,7% myxauH. [1o cpaBHeHUIO ¢ 0(UCHBIMU PaOOTHUKAMU,
usznyeckre pabOTHUKY Yallle OTCYTCTBYIOT M3-3a IIPOOJIEM CO 3M0POBb-
€M, CBSI3aHHBIX ¢ pabOTOIl, U HU3KOH YIOBJIETBOPEHHOCThIO pabOTOM
(Pecilto, 2015, c. 269—-274).

[Iporynabl Ha paboTe TakKXKe CBSA3aHbI C HEITOJIHBIM MCITOJIb30BaHUEM
Tpy/ia U CHIKEHHMEM ero Ipou3BoauTeIbHOCTH. [1moxue yciaoBust Tpyna,
OTCYTCTBHE OOIIEHMUSI, HEYIOBJIETBOPEHHOCTh pabOTOM, HecrubaeMblit
rpaduk pabOThI M CTPECC MOIYT CTaTh MIPUYMHOM OOJiee YacTOro OTCYT-
cTBUS paboTHUKOB. Pu3nueckast 1 yMCTBEHHasT Harpy3ka 4yacTo IpUBO-
JIAT K YXYILIEHUIO 310POBbS YeJIOBEKa, UTO SIBJISIETCS IPUUYMHON HEBbIXOA
Ha paboTy 1 MHOTOYMCIIEHHBIX OTITYCKOB 110 00sie3Hu (Lehmann, Schnabel,
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2014, pp. 368—381). bokeHbO0OM M DKOMAL MPOBEIN MCCICAOBAHUS B
IBerrum B 2005—2008 Tomax, YTOOBI OIIPEACIUTh IPUINHBI OTCYTCTBUS
Ha padoTe. OHM YTBEPXKIAIOT, YTO O0Jiee YacToe KpaTKOBPEMEHHOE OTCYT-
cTBUE (10 8 MHEI) BCTpevyaeTCsT Y My>KIMH 1 BEI3BAaHO OTCYTCTBHEM KOHT-
posist Han paboToit. YBeanueHue paboyeit Harpy3ku o3HayaeT, 4YTo KpaT-
KOBPEMEHHOE OTCYTCTBME Ha paboTe MepeXOoAuT B AJIUTEIbHOE OTCYT-
cTBUE — Oostee 8 mHEH. YBeIMIeHNE TOATOCPOYHOTO OTCYTCTBUS Ha pabo-
T€ B OCHOBHOM O0YCJIOBJICHO LIIMPOKUM KPYTOM 00sSI3aHHOCTEN U HU3KUM
YPpOBHEM KOHTPOJIS 32 BEITTOJTHEHHOI PabO0TOi, a TAKKE OTCYTCTBUEM IO -
JIEPKKU CO CTOPOHBI KOJUIET U pyKoBoacTBa. OTCyTCTBUE 10 00JI€3HM Ha
paboTe cpeay XKeHIIMH BO3HUKIIO M3-3a Ype3MEPHBIX TPeOOBaHUIA CO CTO-
ponbl HauanbeTBa (Bokenblom, Ekblad, 2010, ctp. 7—26).

Tun u xapakTep padoThI SIBISIOTCS BaXKHBIMU MCTOYHUKAaMU CTpecca.
Ha pabouem MecTe cymiecTByeT psill (haKTOPOB, KOTOPBIC YXYIIIAIOT 3110~
POBbE U MPUBOMAST K HEBBIXOAY Ha paboTy. OHU CBsI3aHbI C HEaleKBaTHOM
opraHu3alneit Tpyma, Ype3MepHBIM OpeMeHeM 00S3aHHOCTE M HeXBaT-
Koii BpeMeHU. KOH(IUKTBI ¢ IpyTMMU JIIOBMU, OTCYTCTBYE BOZMOXHOCTH
MPUHKUMATh CAMOCTOSITEIbHbIC PEIICHUS M OTKAa3 OT COLIMAaIbHOM KU3HU
IIPUBOISAT K CHIDKEHHIO ITPOM3BOINTEILHOCTH,, TUIOXOMY YIIPABIICHHIO Bpe-
MEHEM, a TAKXKe K 00JIee YaCThIM IPOryJIaM U OTITycKY 1o 0ose3nu (Michie,
Williams, 2003). Kpome Toro, mojydaTh mmocodue 1mo 60Je3Hn MOXKET
BBI3bIBATh cTpecc. C KaxKabIM THEM OTCYTCTBUS KOJTMUYECTBO 3a1a4 YBeIr-
YUBAETCH, U COTPYAHUKY HYXKHO OyIeT HAaBEPCTATD YITYLLIEHHOE ITOCJIE BO3-
BpaleHusI Ha paboTy. JauTeabHbIe MIPOTYIEl ¥ pabOTHHKA Y KOTOPOTO
CPOYHBII TPYIOBOI TOrOBOP MOTYT BbI3BaTh OIMACEHUS, YTO MOCIE BO3-
BpallleHUsI Ha pabOTy TPYAOBBIC OTHOIICHMS He OyIyT ITpomieHbl. OTHO-
IIEHUs] MEXJIy CTPECCOM U MPOTryJaMU MOXHO paccMaTpUBaTh KaK JIBY-
CTOPOHHME, TIOTOMY YTO, C OMHOM CTOPOHEI, CTpecc Ha pabOTE 3aCTaBIISICT
JIIONIel HAXOAUTHCS B OTIIYCKE IT0 00JIC3HU, a C IPYTOIl CTOPOHBI, IIPOTYJIIBI
BBI3bIBAIOT CTPECC U MOTYT UMETh MHOXECTBO MOCIEICTBUIA.

Merton,

Bormpochl cBsI3aHHbBIE ¢ U3MEPEHUEM YPOBHSI CTpecca ObLIN OCHOBAHbI
Ha Ankete Bocnpustusi Ctpecca Ha Pabore (BCP), aBropctBa Tepesnl
Xupxkockoit-Cmonak u SApociasa [podeHoro (Ha ocHoBe PSS-10: Ilen-
noH Koan, Tom Kamapk u Pooun Mepmenbiireiin) (Chirkowska-Smolak,
Grobelny, 2016, ctp. 131—139; Cohen, Janicki-Deverts, 2012, Cohen,
Williamson, 1988). B uccnenoBanuu 2-aktopHasi cTpykTypa imkais! (BCP).
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IlepBriit (hakTOp OBLT CBSI3aH C MPSIMBIMU MYHKTaMU (Borpocamu 1, 2, 3,
6,9, 10), KoTopble ObLIN CBSI3aHBI C HEIOCTATKOM KOHTPOJISI, Ype3Mep-
HBIM KOJIMYECTBOM 00$13aTEIbCTB, CTPECCOM CBSI3aHHBIM C HEOXKMIaHHBIMU
M3MEHEHUSIMU Ha paboTe U HEAOCTATKOM BIMSIHUSI HA COOBITUSI Ha pabo-
yeM MecTe. B Toxxe BpeMst BTopoii (haKTop CKJIAIbIBAJICSI C 00paTHBIX ITyH-
KTOB (Bompockl 4, 5, 7, 8), KOTOpble Kacaauch 4YyBCTBA KOHTPOJUPOBATh
CBOIO PabOTy, BO3MOXHOCTHU CIIPABJISITLCS C TPYAHOCTSIMU Ha paboTe 1
OCBOEHMEM 3MOLIMI Ha paboTe. DT (haKTOphI ITPEACTABIISAIOT JIBa aCIeKTa
M3MEPEHUsI, KOTOPhIE CBSI3bIBAIOT MCIIOIb30BAHUE BOIIPOCOB B aHKETE
cOpMyIMPOBaHHBIX TO3UTUBHO 1 HeratuBHO (Chirkowska-Smolak, Gro-
belny, 2016, ctp. 135).

Jlannble

Hu omgHo yupexnmenue (BKIo4Yas ACCOLMAIINIO MOJBCKUX OAHKOB,
HauuonanbHbiii 6aHk [Tonbiu, YnpaBneHue (puHaHCOBOrO Haa3opa
IMompimm, LleHTpambHOE CTATUCTUICCKOE YIIpaBICHUE U NX POCCUMCKIE
SKBUBAJICHTbI) HE UMEET OOIIETOCTYITHON CUCTEMbI BHIOOPKU — CITMCKa
BCEX COTPYIHUKOB 0aHKOB B [1ospire mm B Poccun. OTCYTCTBYIOT TaKKe
TaHHBIC O KOJIMYIECTBE PAOOTHUKOB B OTACIBHBIX TEPPUTOPUATBHBIX CIH -
HuLax (BKJItoyas ropoaa). B oTuerax oTaeabHbIX 0aHKOB MMEIOTCS TOJIbKO
(bparMeHTapHBIC TaHHBIC ITOJTYICHBI U3 OTYETOB O COOTHOIIICHUH 3aHSITO-
CTH TIO BO3pacTy, Mojy U obpasoBanuio. B myGmukammu (Kazmierczyk,
2011) cucremMaTUYeCKM aHAIM3UPOBAIUCH BCE OOIIEIOCTYITHbIE JOKJIA-
OBl 1 (pHAHCOBBIC OTIETHI Bcex 0aHKOB B [lompmre 3a repuox ¢ 1990 1o
2011 roa. B HEM comepKanuch Bce JaHHbIE, KOTOPbIE MOXHO MOJIYUUTh U3
OTYETOB O CTPYKTYPE 3aHATOCTH IO METPUICCKIM TaHHBIM. M3-3a OTCyT-
CTBUSI CUCTEMbI BHIOOPKHU HEBO3MOXKHBIM ObLITO ITPOBECTH CTyYaliHbIN TECT.
B croxwmBIIeiicss cuTyaluyu eIMHCTBEHHBIM BapUaHTOM TOJIy4YeHUS CITy-
YyaiiHO# BBHIOOPKM ObLIa OBl OTIpaBKa MHTEPBbIOEPOB B CIy4aitHO BBHIO-
paHHbIe oTaeaeHUs 6aHKa. Torma caydyaitHOCTb OyaeT rmoaydyeHa ajisl oT-
neiaeHus. JIpyruM BaprMaHTOM OBUIO CAEIaTh OIPOC BCEX COTPYIHUKOB
6aHka B [lonbiie u Poccuu. Oba BapuaHTa ObUTM HEBO3MOXKHBIMU U3-3a
OTpaHMYCHHBIX CPEICTB, BBIIEICHHBIX HA MCCICIOBAHNE, a TAKXKe HEXKe-
JJaHUe caMUX OaHKOB C/IeJIaTh 3TO.

Orpoc ObUT aAHOHUMHBIM, 1 TIO3TOMY HEM3BECTHO COTPYTHMKI KaKIX
0aHKOB IIPUHSIIN ydacTre. VICIToab3ys macIopTUIKy OIPOCHNUKA MOXHO
KCCJIEN0BATh CTPYKTYPY BBIOOPKH I10: BO3PACTY, TPYAOBOMY CTaxy, 00pa-
30BaHMIO, 3aHIMAaeMOMU JOJDKHOCTH, TUITY OaHKa M CPAaBHUTH €TO C YITOMSI-
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HYTBIMU TaHHBIMU U3 0TY4eTOB. OCHOBBIBAsICh HA CPABHEHW U TaHHBIX ITac-
HNOPTUYKY U JaHHBIX 0TueToB (Kazmierczyk, Zelichowska, 2017, ctp. 60—
62; Kazmierczyk, 2011), MOXXHO ceaTh BBIBOI, YTO UX CTPYKTypa B
IMonbure coBnanaet. Boibopka B Poccuu ciauiikom MajaeHbKast 4ToObI 1a-
BaTh MIPUHLMITHATbHbIE BBIBOIIBI.

HanHble orpoca, mpoBeneHHOro B 2016—2019 ObLIM MCIIOIb30BaHbI
IIJIST TIPOBEPKM JaHHOTO Te3uca. [1pu coope maHHBIX TPUMEHSIIICS METOI
«CHEXHOT0 KoMa»2. HOBBIX yJaCTHMKOB OIPOCca MPUTJIALIaIn JULA, YK
ero Tpormieaimme. Mcmomp30Balnch TUIHBIC KOHTAKThI, HAHOCWIINCH BU-
3UTHI B OaHKU. BbL10 pasociaaHo 6osee 24 ThIC. 3aIPOCOB ¢ MPOCKOOIt 3a-
ITOJTHUTB aHKETY 110 3JICKTPOHHOM TTOYTE WJIM B COTMAIbHBIX ceTsx (Face-
book, GoldenLine u LinkedIn) u rTemarndeckux opymax. AHKETHI ObUIH
JIOCTYITHBI KaK B 3JIEKTPOHHOM, TaK 1 B OyMaxkKHOI hopMe.

OCHOBHOMY OITPOCY ITPEIIIICCTBOBAI ITPEIBAPUTEIHHBII, COCTOSIBIIIIA
UX IBYX yacTeii. BHavasie oOciieqoBazach HeOOIbIas IPyMIia peCIiOHAeH-
TOB (180 CTyIEeHTOB) C IE/IBIO BEITBUTH BO3MOXKHEBIC IIPOTUBOPEUNS 1 yOEC-
TIIUTBCSI B TOM, YTO BOIIPOCHI sICHO cchopMyiMpoBaHbl. [1penBapuTebHbIi
OIPOC MOMOT YCOBEPILIEHCTBOBATh aHKeTy. Ha BTopom aTame nuioTtaxa
66110 obciemoBaHo 100 mpencraBuTeNneil 6AHKOBCKOTO CEKTOpa. 3aTeM
OIMpOC ObLI MepeBeieH Ha PYCCKUT SI3bIK TPYMIION 13 12 (pU10J0roB, Mcu-
xoJioroB, 6aHkupoB 1 HRM-cnierinanucroB. JAByxaTaliHOe MUIO0TaXKHOE
uccienoBaHue B Poccuu mpoBonuiioch Ha rpymme u3 50 CTyIeHTOB, a 3a-
TeM Ha rpymiie u3 50 6aHKUPOB.

Br160opky coctaBuim 2,357 pecrioHaeHTOB B [1osbIlne (3amOTHUBIIIX
152 snekTpoHHbIe 1 1768 OyMakHBIX aHKeT) 1 389 pecroHaeHTOB B Poc-
cum (TOJBKO OyMaXKHBIN OIPOCHMK). B Tabmmiie 1 mipeacTaBiaeHBI TOI-
pPOOHBIE TaHHBIE O CTPYKTYpPE BHIOOPKMU.

Pe3ymsraThl SMIMPIYECKOr0 HCCIIEOBAHNS CTPecca

Hns uccnemyeMoli BBIOOPKU ObLI pacCuMTaH MHIEKC CTpecca U €ro
cyomHaeKcs (Tabir. 3). OHM OBUIM pacCUMTAHBI COTJIACHO C OIIPOCHUKOM
PSS10, To ecTh Kaxablil BOIPOC MMeJ OAMHaKOBbIN Bec. [1epBbiil cyOuH-
JIEKC OXBaThIBaJ MpsIMble MO3ULIKUK (Bompock 1, 2, 3, 6, 9, 10), a Bropoii
CcyOMHIIEKC ObLT CBSI3aH C MEPEBEPHYTHIMU MO3ULUSIMU (BOIpockl 4, 5, 7,
8). YpoBeHB cTpecca, M3MEPEHHBIN IO 00IIeMy ITOKa3aTelllo cTpecca B

2 JlaHHBIN METOJ He 3aTpaTeH. TakxKe ero MperMyILecTBO 3aKTI0YaeTCs B IPOCTOTE M OXBaTe
OOJIBIIMX TPYII.

53



Socialas zinatnes regionalajai attistibai 2022 - Sociologijas un vadibzindtnes aktualitates

IMonpme (M = 1,83; SD = 0,67), oka3sajcs 6oblie, yeM B Poccun
(M =1,59; SD = 0,67), u pa3HuIlia OblJla CTATUCTUYECKU 3HAYNMOM.
B cnyyae cyounaekca 1 u cyonHaekca 2 ypoBeHb cTpecca B [ToJblie Tak-
JKe OBLT CTATUCTUYECKH 3HaUYMMO 0osbIie, 9eM B Poccun (p < 0,05). Be-
JIMYMHa cujibl adekTa mo BceM mnokasaTessiMm Oblia HeGoblIon. Hau-
6osbimii pazmep effect size (20,42%) Kacaercst 0011Iero MHIEKCa cTpecca.
Hemuoro menbimii acdexr (16,61%) HabmomaICs B TIPSIMBIX TTO3UIIUSIX,
KOTOpBIC OBUIH CBSI3aHEI C OTCYTCTBHEM KOHTPOJIS, TTIeperpy3Koii 00s13aH-
HOCTet, HEpPBO3HOCTHIO M3-3a HEOXMIAHHBIX M3MCHEHUI Ha paboTe n
OTCYTCTBMEM BJIMSIHUSI HA HEKOTOPbIE COOBITUS, MPOUCXOISIIIME Ha pa-
o6ouem mecte. CaMblilt HU3KU 3(pdeKT ObLT HaliieH B Ciyvyae repeBepHy-
ThIX BoripocoB (15,49%), KoTopble KacalKuch OILIYIIEHU paOOTHUKOB O
KOHTPOJIE pabOTHI, ¥ KAK OHU CITPABIISTIOTCS C TTPOheCCUOHATEHBIMU TPYI-
HOCTSIMM a TaKXKe ITPEOI0JICHUEM 9MOLIMI Ha paboTe.

Tabnuiia 3
Wupekc cTpecca u ero cyounaekchl (Kpurepuii MaHHa- YUTHH)
Cyommaexc 1 CyoOunnekc 2
Kpurepnii Hunexe (Bompocsi 1, 2, (sompoce!
cTpecca 3.6,9, 10) nepeBepHyThI
4,5,7,8)
TTonpiia
CpenHee apudmeTuyeckoe 1,83 2,09 1,45
Menunana 1,80 2,00 1,50
CraHaapTHOE OTKJIOHEHUE 0,67 0,87 0,66
Poccus
CpenHee apupmeTnaecKoe 1,59 1,81 1,27
Menunana 1,60 1,83 1,25
CraHIapTHOE OTKJIOHEHUE 0,67 0,93 0,72

TecThbl 3HAUUMOCTH CPEAHUX pasnuuii Mexay [Tonbineit u Poccueit
U kputepuit MaHHa-YUTHu 363263,00  380655,50 384453,50

W-kputepuii BunkokcoHa 439118,00  456510,50 459919,50
Z -6,47 -5,26 -4,97
AcuMNTOTUYECKAsI 3HAYMMOCTD 0,00 0,00 0,00
Effect size 20,42% 16,61% 15,49%

Tpumeuanue: effect size — koadbunment lacca.

McTouHuK: COOCTBEHHBIE Ppacy€Thl HAa OCHOBE JaHHBIX OITpocCa.
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Juarpammbl 1 1 2 WILTIOCTPUPYIOT B3aMMOCBSI3b YPOBHEH cTpecca 1
KOJIMYECTBA THEM B KOTOPBIX paOOTHUK OTCYTCTBOBaN Ha padote. Tak B
ciyyae TTobim, Kak 1 Poccuu, CI0KHO YBUAETh, 4YTO BMECTE C POCTOM
KOJIMYECTBA JHEW OTCYTCTBHUSI Ha paboTe MEHSIETCS YPOBEHB cTpecca. 3ame-
TEH TaKXe BhIOPOC — MEPCOHBI XapaKTepU3YIOIINECs HU3KUM YPOBHEM
cTpecca 1 0OJIbIIUM KOJUYECTBOM JHEH OTCYyTCTBUS. Bo3mokHO, cylie-
CTBYET TPETHU (haKTOP, KOTOPBIi CTAHOBUTCS TPUUMHOM TOTO, YTO PabOT-
HUKU OLIYILAIOT HU3KUIT yPOBEHB cTpecca. JlaHHbIe ¢ [uarpaMm He Mo3Bo-
JISTIOT C/IeIaTh OMHO3HAYHBIE BHIBOIbI, HO JAIOT IIAHC, CTABUTH TOIOJHU-
TEJIbHBIC BOMIPOCHI 1 OOBICHSATH COMHEHUSI.

Crpana onpoca: lNonswa
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McTouHuK: cOOCTBEHHbIE pacyeThl HA OCHOBE JJaHHBIX OIpoca.

Crpana onpoca: Poccus
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YpoBeHb cTpecca BhICTynawluil y paboTHUKOB 0aHKOB B [1oJibiiie 1
B Poccnm MOXHO aHATM3UPOBATh C ITOMOIIIBIO AepeBa IIPUHSITH PEIICHMIA.
Taxke, Kak 1 B cJIydae KJIaCTepOB, IIPY IIOCTPOSHUH IepeBa YINTHIBAIOTCS
cxoacTBa U pasnuuus. [Ipenronaranock, 4To MHIEKC cTpecca (o01Iuii a
TaK e 00a aHAIM3NPOBAHHBIX CYOMHIEKCA) SIBIISIIOTCS 3aBUCUMOI TIepe-
MEHHO1, a XapaKTepUCTUKN 0AHKOBCKUX CIYKAIINX M XapaKTePUCTUKHI
0aHKOB — He3aBUCUMBIMU (BO3pacCT, OTCYTCTBUE Ha pabOTe, BUI KOHTPaKTa
(CpoUHBIif 1 OECCPOUHBIN TPYAOBOU JOTOBOP M IPYTHE (DOPMBI 3aHSTOCTH —
TIepBOE M HACTOSIIIEE BPEeMS), ITOJI, MECTO XKUTEIIbCTBA, TOJDKHOCTD, 00pa-
30BaHUE, OMBIT PaOOTHI U TPUCYTCTBUE HAYAIbHUKA, OOIIMI CPOK CITYKObI
¥ KOJIMYECTBO YacoB, (DaKTMUECKH OTPAOOTAaHHBIX Ha MPOLIION Hemene,
IeJIeHre Ha OaHKKM KOMMepUeCKIe 1 KOOTIepaTUBEI, CTpaHa, TOl, UCCIICIO-
BaHWUS, BUJ OaHKa, OpraHU3allMOHHAs €MUHUIIA, MECTO PAOOThI, TPEUMY-
IIEeCTBO KaIlMTalla CTpaHbI WM 3aTpaHNYHOrO 0aHKa). MeTonm mepeBheB
knaccudukamm 1 perpeccun (CRT) mompasymeBaet, 4To OMHOPOTHOCTh
TPYIIbI BBICTYIIA€T B KauecTBe KpuTepus pazoueHusi. [loayyusiimecs
TPYIIITEI TOJDKHBI 00JIaIaTh MAaKCUMAJIBHOI BHYTPEHHEH OMTHOPOTHOCTBIO.
CHAID (aBTOMaTH4eCKOE BBISIBIICHIE B3aMOCBSI3¢H IT0 METOIY X1-KBal-
paT) obecreuyrBaeT MHOTOYPOBHEBOE pa3jesieHue. Xu-KBaapaT ONTUMU-
3UPYETCSI, a TPYIIITEI MOTYT OBITH 00beIMHEHBI B KaTeTopuu. OOBIMHO TP
HCIIOJIb30BAHMM 000MX METOIOB KaXAbIi y3€J1 CKJIAIbIBAETCS KaK MUHU-
MyM 50 HabGmoaeHUSIMU. BBUTH MOJTyYeHBI 6 TepeBbheB, OXBATHIBAIOIINX 2
metoma (CHAID/CRT) u 3 Tuma mHIEeKCOB cTpecca (001l MHIEKC cTpecca
U ero 2 cyouHaekca). boliy npeactaBieHbl TOJIbKO I€PEeBbsl, Y KOTOPBIX
KOJIMYECTBO JHEI OTCYTCTBUS Ha pabOTe OKa3aJIMCh CTAaTUCTUYECKU 3HA-
YUMBIM C TOUYKH 3pEeHUS YPOBHS CTpecca.
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AHanu3 ¢ ucnojb3oBanueM Metoga CRT moaTrBepan, 4To Koaude-
CTBO IHEI OTCYTCTBUS Ha paboOTe He MMECT PEIIAoNIeTro 3HAUYCHUS IS
obuiero ypoBHs ctpecca. KonnuecTBo aHel OTCYTCTBUS Ha padoTe ObLIO
IubbepeHIMPYIOIIUM KPUTEPHUEM IIJISI SKOHOMUUYECKOT0, CPETHETO KO-
HOMIYECKOTO ¥ HEAKOHOMUYECKOTO, OCHOBHOTO 1 ITPO(EeCCHOHAIIBHOTO
BBICIIIETO 0Opa3oBaHms. boiee BRICOKMIT ypoBeHB cTpecca (1,57) ucIbI-
ThIBAJIW JIIOJU, OTCYTCTBYIOIIME Ha paboTe Oosee 4,5 nHeit. Kak ormeTunun
IMuotposcka u [TopcmoTTup, cTpecc B padboueii cpeae IPUBOIUT K TOMY,
YTO IIPOTYJIBI CPEAU COTPYIHUKOB ITPOMCXOIST Yallle, © OHI HOCSIT IOJITO-
cpounbrii xapakTep (Porsdottir, 2018, p. 2; Piotrowska, 2018).

Anamm3 CHAID mokasai, 9To KOJIMIeCcTBO THEI OTCYTCTBUS Ha pa-
00Te He MMeeT pPeIIaroIero 3HaUCHMS TakKe UIST BTOPOTo CyOMHAeKca
cTpecca. B moabckux onepalimoHHbIX MOApa3aeIeHUSIX, IIe COTPYIHUKU
pabotamm meHee 40 yacoB B Hememio (M Y JIfOIEH, KOTOPbIe HEe yKa3aan
BpeMsI pabOTHI/KaK JOJITO OHU padboTtaii; 1,49), st ypoBHS cTpecca MMe-
JIO 3HaYeHME KOJIMYECTBO THEH OTCYTCTBUS Ha pabOTe B TeUEHUE MOCe-
mHUX 12 MecsiieB. CaMblil HU3KHMI YPOBEHB CTpecca HaOIIOOaeTCs Y JIf0o-
JIeit, KOTOPBIE He TIPOITYCTIIA HU oqHOTOo pabouero aus1 (1,24). C npyroit
CTOPOHBI, JIIOAU, KOTOpble OTCYTcTBOBaau Oosiee 10 gueit (1,77), ucrbi-
TBIBaJIX OOJIBIIICE HATIPSDKEHUE. DTU OTHOIIICHUSI MOTYT OBITh IBYCTOPOH-
HUMM, MTOCKOJIbKY CTpecC Ha paboTe 3acTaBJIseT JIoAei yaile OpaTh OT-
MyCK 10 00JIe3HU, HO IJIUTEIbHOE OTCYTCTBUE Ha paboTe TakKe SIBISIeTCS
CTPECCOM UIST COTPYAHMKA. YacTo MIINTETbHBIC OTCYTCTBHSI MOTYT OBITh
pe3yJIbTaTOM IIJIOXMX OTHOILLIEHUM ¢ KOJIJIEraMy Y Ha4aJlbCTBOM, a TakKe
IJIOXUX YCIIOBUIA Tpyda U HEYIOBJIETBOPEHHOCTH paboToii (Inoue et al.,
2010; Piotrowska, 2018). Cpenn 00BSICHSIOIINX ITEPEMEHHBIX HE MMEJTH
3HAYEHUSI: TOI ICCIEOBAaHUS, TIOJI, MECTO XKUTEJIbCTBA, 00pa30BaHUE, TUIT
U KanuTas 0aHKa, MeCTO paboThl, CTaX pabOTHI U MPOTyYJIbl Ha paboTe.
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IMocaencTus ans moaean Kapaceka

Mogens Kapaceka xapakTepr3yeT IIPOIIECCH, ITPOUCXOASIINE Ha pa-
00Te, HO HE YYUTBIBAET MOCJIEACTBHUS CTpecca WM CUTyalluu, KOTAa BBICO-
KU1 ypOBEHb CTpecca 3acTaBisieT paboTHUKA YT ¢ paboThl. [Tpu nocta-
TOYHO BHICOKOM YPOBHE CTpecca pabOTHHUK OOJIbIIIE HE MOXET IIEPEHOCUTD
CTpecC U «yOeraeT ¢ MoJist OUTBbI» — YXOAUT B OTIYCK 10 0oJie3Hu. Torma
MOJIy4aeTcsl, YTO HU OAMH U3 YeThIpeX BapuaHTOB, co3daHHbIX Kapace-
KOM, HE SIBJISIETCS pellIeHUeM MpoOIeMBbl sl TAKOTO coTpyaHuKa. Hu onuH
13 HUX He BKITIOUAeT OTITYCK 110 00J1¢3HNU. JI0CTaTOYHO BEICOKAST TOJISI TPe-
OoBaHMIT K KOHTPOJIIO OYIeT yCTaHABIMBATH IIPEIEI, IIPH KOTOPOM paboT-
HMK peliaeT B3sTh OTIYCK 1o 6oJie3HU. Toraa Bo3HMKaeT BOIPOC, KaK OTHO-
CUTCS K paOOTHUKY, KOTOPBI BOCITOb30BaJICSI OTITYCKOM MO OOJIE3HU, U
KaK K paOOTHHKY, KOTOPBII BO3BpAIIacTCsI M3 TAKOTO OTITyCKa Ha padboTy?
MO:KHO TTOIO3peBaTh, YTO TPaHMIIA, OTIpenesseMast CTCIICHBIO KOHTPOJIS
U TpeOOBAHUSIMM, 3aCTaBISIOLIMMU pabOTHHUKA «yOeraTb» U3 padoueii
cuTyauui (T.e. 00JbHUYHBIN JIUCT), SIBJISIETCSI CYyObEKTUBHOM U UBMEHY U~
Boii. C 0IHO#T CTOPOHBI, MOKHO TTOH03PEBATh, YTO C OTABIXOM PAOOTHUK
CMOXXET BEIIEpKUBATh BCe OoJiee BRICOKME TpeboBaHMsI. OqHAaKO He SICHO,
IIPOUCXOIST JIM 3TH U3MEHCHMST HEIIPEPHIBHO MJIN, MOXKET OBITh, CYIIIE-
CTBYIOT KaKMe-TO MPOpbIBHbIE. MOXHO TaKXe IM0J03peBaTh, YTO HEMOC-
PEACTBEHHO Mepel BO3BpallleHHeM Ha paboTy CTPecc MOXKET YCUIUTHCS
M3-3a CTpaxa Iepel MPEACTOSIINMI 00sI3aHHOCTSIMI (TPeOOBAHUSIMM).
CremoBateIbHO, KPUBast, MUTIOCTPUPYIONIAST TIPOIIOPIINI0 KOHTPOJIBS K
TpeOOBAHUSIM, OMIPEACISIONIAs HEOOXOIUMOCTb OT/IbIXa OT PaOOTHI, OyIET
U-o00pa3Hoii.

B cBoto oyepenb, paOOTHUKM, HAXOASIIUECS B OTIYCKE MO OOJIE3HMU,
BEPOSTHO, TTOJIyJarOT OOJIBIIIE TTOMIEPKKI OT CBOCH ceMbH (Moaenb ISR;
Le Blanc, de Jonge, Schaufeli, 2003, p. 178). HaxoxaeHue B OTITyCKe IO
00JIe3HU SIBJISIETCS] CUTHAJIOM TOT'O, UTO YEJIOBEK HYK/1aeTCsl B TAKOM MO/~
JIepPKKe, KPOME TOTO, BO BPEMsI OCBOOOKICHMS OCTACTCSI OOJIBIIIC BpeMEHU
IIJIST KOHTaKTa ¢ ceMbeil. C Ipyroif CTOpOHBI, CBSI3M C PadOTOI Cl1a0bl, U
OTIeJIeHUE OT Hee MTO3BOJISIET IT0-HOBOMY B3IJITHYTh Ha Hee. Moaenn Ka-
paceka He yUUThIBAeT HE TOJbKO OTCYTCTBHE Ha pabOTe, HO 1 ITPOJOJIKM -
TETLHOCTH TOTO OTCYTCTBHS U PUCK YBOJIBHEHUSI. BeposiTHO, MOXHO OBLTO
OBl BKITFOUMTH M3MEPEHNE pYCKa YBOJIbHEHUS B Moaenb Kapaceka. BtoT
PUCK BO3pacTaeT ¢ yBeJIMUYEHUEM TpeOOBaHUI U yMEHbILIEHUEM YyBCTBa
KOHTPOJIS.
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BoiBoapl

CornacHo rumnoTtese, 00jiee HaNpsDKEHHbIE JIIOIU Yallle OTCYTCTBYIO
Ha paboTe. DTa rMIToTe3a 0OKa3ajach YaCTUIHO BEPHOM 1 TTOATBEPKICHO
ee ¢ TTOMOIIIbIO 0011Iero uHaeKca cTpecca (ucrnoab3onaics meton CRT).
CoTpyaHHKH (33 UCKITIOYCHUEM COTPYIHUKOB C BEICIITIM HESKOHOMMYEC-
KM 00pa3oBaHUEM), TIepepaboTaBIe MeHee 44,5 4acoB B HEZIETIO B POC-
CUMCKUX OTAEJIEHUsIX OaHKOB M BHYTPEHHMX CTPYKTYPHBIX ITOApa3aesie-
HUSIX, KOTOPBIC IIPOITYCTHIIA OOJIBIIE 4,5 THS XapaKTepU30BaJIUCh IIOBBI-
LLIEHHBIM YPOBHEM cTpecca. AHAJTOTHYHOE COOTHOILIIEHUE HabII01a10Ch B
ciay4Jae cyomHmekca ctpecca 2 (ucromab3oBaiics Mmetoq CHAID), m3mepeH-
HOTO IIJIsS1 COTPYAHUKOB, KOTOphIe MpopadoTaiu 10 40 yacoB B HEACIO B
MOJIbCKUX OMepallMOHHBIX YupexxaeHussx. CTpecc Ha padboyeM MecTe Mpu-
BOIUT K 00JIee YaCTBHIM M JTOJITHM IIporyiaM. OHI MOTYT OBITh BBI3BaHEI
HepBHOI aTMocdepoil, KOHMIUKTaMU ¢ PYKOBOJICTBOM UM KOJIJIeramMu, a
TaKKe TUTOXUMH YCIOBUSIMU Tpya. [1porystb MOTYT OBITH IBYCTOPOHHUMIU.
C omHOIt CTOPOHBI, CTpecC Ha paboyeM MecTe 3aCTaB/sIeT COTPYIHUKOB
YaIIe UCII0JIb30BaTh OTITYCKH IT0 00JIE3HU, HO C IPYTOil CTOPOHEI, TOJITO-
CPOYHOE OTCYTCTBHE Ha pabOTe TaKKe SIBJIICTCS IS COTPYIHNKA CTpeC-
COM.

Bormpoc cTpecca sBasieTcs MeXIUCUUIIMHAPHBIM, TaK KaK ¢ OTHOMN
CTOPOHBI, 3TO IICUXOJOTMYECKUI BOIIPOC, a C APYTOif CTOPOHBI, UTO MOKa-
3bIBACT JaHHAsI paboTa SKOHOMUYECKUIA, TaK KaK OH OTpaxkaeT B cede pe-
3yJbTaThl ¥ 3 (MEKTH PAOOTHI, TPOU3BOAUTEIBHOCTD U TIPOTYJIbI COTPYI-
HUKOB, a CJIeIoBaTeIbHO, OKa3bIBaeT BIMSHUE Ha 3(PHEKTUBHOCTD Mpea-
npudTusg. C ICUXOJIOTUYECKOM TOYKU 3PCHUS MOXHO PEKOMEHIOBATH
MUHUMM3ALMIO CTpecca, YBeJIUYUB KOMGbOPT 0(pMCHOTO MPOCTpaHCTBaA.
DJIeMEeHTaMH 3TOTO IIPOCTPAHCTBA MOTYT OBITH KOMHATHI OTIBIXa, YMJIAyT-
DPYMBI UJIM UTPOBbIE KOMHATHI. MOXHO TaKXKe MpeUIoKUTh paboTy ¢ He-
TIOJTHBIM pabodMM ITHEM, YTO TOJDKHO YMEHBIIIUTD KOJTMUECTBO HETaTHUB-
HBIX cTUMYJI0B. C OpyTOii CTOPOHBI, TAKUE PEIICHUS TOPOTH, ¥ TIO3TOMY
MaJIOBEPOSITHO, YTO OaHKM OYAyT UX BHEAPSITH MoBceMecTHO. C KOHO-
MHUYECKON TOUKM 3PCHMSI, BEPOSITHO, CTOMUT JepKaTh COTPYIHMKA B Ha-
MNPSIKEHHOM COCTOSIHUM, TaK KaK OH, BEPOSITHO, 00J1ee MOABEPKEH BIUSI-
HUIO paboTomarters.

HpeiHenHss1 craThs UMeeT CBOM orpaHuyeHus1. B Oyayiiem Hamo usy-
yaThb BJAUSTHUE CTpecca Ha JOJTOCPOYHOCTh OTIYCKOB 10 60j1e3Hu. B aH-
KeTe, NCITOIb30BaHHOI B HACTOSIIINM MCCIICTOBAHUM HE TIPUHSITO 3TOTO
acrexkra Bo BHMMaHue. OrpaHuyeHUEeM UCCIeIOBaHUS SIBISIETCS HeCTy-
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yaitHast BeIoopKa. CTOUT TaK:Ke MOMBITAThCsI CO3IATh KOAGhMUILIMEHT prcKa
repexo/a Ha OTITYCK 110 60JIE3HM, OXBAaTHIBAIOLINI KaK YPOBEHD TPEOOBA-
HWIA, TaK ¥ CTETIEHb KOHTPOJIS.

Hccaedosanue evinonneno npu gunancosoii noddepicke POOH
8 pamkax HayuHoeo npoekma No 19-29-07131.
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Stress and training at work. Experience of teh regions of Poland and Russia
Summary

Stress is one of the civilizational diseases of the 21st century. The main
purpose of the paper was to evaluate the relationship between the level of perceived
stress and the number of days away from work. The study identificate stress
factors acting at work, both on the part of employees and employers.

The following hypothesis was formulated in the work: people who are more
stressed tend to be absent from work more often. This study is part of a research
project concerning employment in banks in Poland and Russia. An empirical
study was conducted in 2016-2020 among bank employees in Poland and Russia.
A survey conducted on a group of 2357 bank employees in Poland and 389
employees in Russia was used. From the studies carried out, it appears that the
hypothesis was partially justified and it was confirmed by the general stress
index (analyzed by the CRT method). Employees (with the exception of people
with non-economic higher education) who worked at headquarters, as well as
Russian branches and internal structural units for less than 44.5 hours a week
and missed more than 4.5 days, were characterized by an increased level of stress.
A similar relationship was observed in the case of stress sub-index 2 (CHAID
method), measured for workers in Polish branches up to 40 hours per week.
Stress at the place of work causes the absence of employees to appear more often
and for longer periods.

Key words: stress, work in banks, labour market.
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UKRAINIAN MEDIA DURING THE WAR

In the information warfare with Russia, a culture plays an important role,
because one of the main theses of Russian propaganda is that there is no Ukrainian
identity, and everything Ukrainian was created by the communist government
of the beginning of the XX century.

The study analyzed news websites that debunk Russian fakes about the
situation at the front, how Ukrainian media in the field of culture changed the
vector of their work, adapting to the conditions of the information warfare.

The editorial policy has changed significantly. Now more meticulous fact-
checking takes place, as Russian propaganda works even more inventively. Media
workers carefully review the profiles of organizations that offer help, — sometimes
they may be genuine volunteers, and sometimes they may be fake.

The war is a tough challenge for any business, and even more so for indepen-
dent online media. Most of them received income and paid for the work of
journalists with advertisements or subscriber subscriptions. However, in wartime,
these resources are limited.

Key words: media, war, social issues, fakes, campaign, advertisement.

Introduction

In today’s world, information warfare is an important element of the
fight with the use of various practices and tactics. The war in its natural
sense ceases to be the only means of winning and spreading influence,
mass media play an important role in this.

The fact is that information policy, an economic component of both
media organizations and journalists in particular, is changing in a certain
way.

The problem of the importance and place of mass communication in
information and real warfare in modern political society is always relevant,
it has an interdisciplinary nature and does not remain unnoticed by political
scientists, journalists, psychologists, sociologists, among whom are such
Ukrainian scientists as H. Pocheptsov, T. Isakova, V. Konakh, O. Lazo-
renko, O. Senchenko, L. Yevdochenko, Y. Horban, P. Shpyha, I. Zavadskyi
and others. Some foreign scientists such as S. Morgan, A. Klimburg,
M. Libicki, J. Bryan, S. Thompson, S. Kara-Murza, S. Rastorhuev, A. Zino-
viev and others also devoted their works to this issue.
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Taking into account the fact that Russian military and informational
aggression against Ukraine is currently ongoing, the study of media influ-
ence on public opinion, moods among different categories of citizens,
ethnic communities, their expression of will regarding political transfor-
mations in the country is important and relevant. And the study of the
role of mass communication in this process and the attitude of the popu-
lation to mass media, as well as the economic component of mass media,
is one of the main indicators for studying, analyzing the content of the
information component, assessing public and electorate attitudes, media
literacy, as well as further developing ways to resist information weapons,
manipulative information, etc.

The activity of mass communication is shown in the local studies of
Ukrainian authors during hybrid war: D. Arabadzhyiev (Arabadzhyiev
2020), O. Komarchuk (Komarchuk 2019); O. Kravchuk (Kravchuk 2019)
and others.

At the current stage, the scientific understanding of the media sphere
through the prism of war, the study of its development in wartime Ukraine
and its role in rather complex socio-political and economic conditions is
relevant.

Methods of media research in Ukrainian society

To implement the research, general scientific and special methods
were used, in particular: historical — to know the state of study of the
issue; analytical-synthetic, comparative — to identify trends in the field of
journalism based on the collected empirical material; inductive — for
generalization and systematization of conclusions. The method of typo-
logical analysis was applied in order to differentiate the array of media
studies. The method of content analysis was used to study certain docu-
ments.

How do Ukrainian art media work?

Let us check the conditions in which artistic media worked and are
still working during the war: “Your Art”, “LiRoom”, “Moviegram,
Chytomo”.

“Your Art” is a media about Ukrainian art, founded in Kyiv in 2019,
chief editor is Nastia Kalyta (Your Art 2022). After analyzing the activities
of “Your Art”, it was concluded that the media company lost part of its
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budget to order the articles from authors, on the other hand, more atten-
tion was paid to the publication. The new goal of “Your Art” is to record
Russia’s war crimes in the culture: persecuting of artists, destructing and
looting of institutions, etc. The editors are convinced that cultural media
is the only channel for our artists to communicate with the world. There
cannot be an independent state without culture. The editors gathered a
team of volunteers, with whom they launched a bilingual version of the
website (in Ukrainian and English), funding and resources were cut in
half. The website traffic doubled. The absolute leader here was the content
dedicated to various opportunities for artists during martial law (How
they work 2022).

“LiRoom” is a media about the new Ukrainian culture: music, cinema
and literature. The purpose of the publication is to develop and popularize
Ukrainian culture, it has been operating since February 1, 2012. Since
April 2022, this is a media about the new Ukrainian culture. According
to the definition of the editors: “New Ukrainian culture” is the one that
corresponds to current trends. We can write about albums, books and
films that were not released today or yesterday, but they fit into the con-
text of the development of Ukrainian culture. At the same time, we can
ignore the freshest releases, because they give off mustiness despite all
the efforts to seem new”. The editor-in-chief is Oleksii Bondarenko
(LiRoom 2022).

Shortly before the war, the editorial team did not have an office, all
employees were relatively safe (Lviv, Kyiv, Dnipro), they did not have to
stop working. Just a few weeks before the war, the editors made a decision
they had been planning for quite some time — they expanded the topics.
The audience received this change quite positively. This made it possible
to systematize work within the team and even made the editors look for
new employees. The priority of the publication is now the Armed Forces
of Ukraine and the help of the army, as well as diplomacy, which helps
to get more weapons.

The editor claims that the role of culture is fundamental. Its influence
on the country and people cannot be estimated by any tangible quanti-
tative indicators. However, the way out is exactly what we are fighting
for. The culture during war must document processes and quickly reflect
on them.

The editorial office received several grants. The cultural community
became more active and, together with the journalistic community, was
ready to support the media. This is a small amount of money, but it is
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enough for the editorial office to live for at least a few more months with
a stable salary.

But the financial model in general is quite uncertain, because in two
years, pandemics and war can finally finish off the industry, which in
many aspects was holding up only by mass events. Therefore, searching
for advertisers is useless.

As evidenced by the activity of the analyzed media, the audience
needs artistic content even during the war. For example, a large chat
community and an audience interested in Ukrainian cinema and literature
gathered during Eurovision Song Contest (How they work 2022).

“Moviegram” is an online film publication with original research
and a unique style. The publication is focused on independent and high-
quality mass cinema. The editor-in-chief is Anna Shakun (Moviegram
2022).

During the first month of the war, all members of the editorial staff
had their fronts — some of them volunteered, some went to the territorial
defense. After some time, they returned to “Moviegram”. Basically, the
publication was relaunched, with increased emphasis on the Ukrainian
film industry and processes related to it. Currently, there is a lot of news
from the world of cinema, which is not generally covered by the major
media. “Moviegram” is a good platform for such releases. Three new
authors joined the editorial team and launched a series of materials
devoted to documenting in the time of war, and started to publish texts
about propaganda in cinema.

Before the war, the media platform earned money exclusively on
promotional events for individual films. Currently, there are no earnings
from advertising. The team works only on a volunteer basis. The audience
in social networks has become more active (How they work 2022).

“Chytomo” is a professional media about books and book publishing
in Ukraine and the world. The editor-in-chief is Oksana Khmeliovska
(Chytomo 2022).

From the first day of the war, the editors changed the work: they
added an English-language version of the website; they began to plan the
release of materials for both Ukrainian and international audiences; they
increased the amount of news five-fold, and the articles were published
less frequently. The volume of work of each employee has increased signi-
ficantly. The editorial policy has changed greatly. Now more meticulous
fact-checking, as Russian propaganda works even more inventively. The
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journalists scrutinize the profiles of organizations that offer help — some-
times they may be genuine volunteers, and sometimes they may be fake.

The editors decided not to publish the opinions of opposition Russian
writers, even if they harshly criticize Putin’s policies and express conscious
opinions, so as not to legitimize the image of “good Russians”, which is
now actively used by Russian propaganda. The team tries to be more
careful with topics that may cause differences of opinion in society. These
are mainly topics of the study of Ukrainian language by people who
come from the east; teaching of Russian language and Russian studies in
educational institutions, etc.

The editors began to adapt our English-language news specifically
for an international audience in order to explain the context that is not
immediately obvious to foreigners. In addition, the editors agree on the
reprinting of articles by English-language profile media or preparing
original joint materials, for example, on the front page of Publishers
Weekly.

The publication’s budget before the full-scale invasion of the Russians
was formed from grants, charitable contributions from readers and
advertisements from publishers. During the war, these sources of funding
are impossible because, according to the “Chytomo” survey, sales of
95% of publishers have decreased, and the ability of our readers, members
of the creative class, to spend money has dropped. The Ukrainian Cultural
Foundation, on which high hopes have been placed, gave its budget to
the needs of the army (Chytomo 2022). The editors are looking for a
way out of the financial crisis: they organized a charity auction, and they
were able to function with these funds in the first months of the war. The
editors have applied for 13 grants, but have already received eight rejections.

The situation is similar with many other profiled independent media
with which there is a connection — some of them are launching a joint
fund, some are trying to convince investors of institutional support, some
are refocusing on foreign sponsors. Obviously, the priority now is to
support journalists working in dangerous regions. The publications plan
is to increase the number of benefactors among the English-speaking
audience on Patreon.

“Chytomo™, in addition to finding opportunities for activity, tries to
support other media — when there is an opportunity, we support one-
time or regularly give funds, for example, Korydor, Khmarochos, The
Ukrainians, Ukrainer.
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The visits at “Chytomo” have doubled during the war: if before the
war it was 5,000 visits per day, now it is 10,000 or more. During the
war, the most widely read materials were devoted to the topics of the
Ukrainian language during the war — transformation, original words,
and courses on the study of the Ukrainian language were of great interest.
People were encouraged by the public statements of famous writers about
their support for Ukraine, as well as their termination of contracts with
the Russian book market.

Since February 2022, “Chytomo” began to publish selections of
poems about the war, and poetry is being read well, people need means
to express their emotions. On the other hand, the monitoring of foreign
mass media that write about Ukrainian culture, in particular about litera-
ture, is of interest to a smaller number of people, but the editorial office
continues to do it, because it is important to know how foreign public
intellectuals and journalists react and how their rhetoric changes (Chy-
tomo 2022).

The audience of “Chytomo” is interested in debatable issues regarding
the renaming of streets and towns, changes in the school curriculum, or
the rejection of the inheritance of Soviet and Russian books in libraries.
The public wants quick steps in the humanitarian direction, but they are
often ill-conceived. “Chytomo” started a discussion on how to remove
Soviet and Russian books from Ukrainian libraries.

Recently, there has been a trend towards the need for materials on
pre-war topics — some selections of new books from Ukrainian publishers,
reviews on quality publications, the editors sometimes return this content
(Chytomo 2022).

Ukrainian online media during the war

The war is a tough challenge for any business, and even more so for
independent online media. Most of them received income and paid for
the work of journalists with advertisements or subscriptions. However,
in wartime, these resources are limited. We will analyze the economic
and financial activity of the most popular online media in Ukraine.

One of the most popular online publications “Ukrainska Pravda”
(Ukrainska pravda 2022) does not provide information publicly, but some
websites note that salaries are paid on time and in full, there were no
layoffs, the economic and financial condition is stable. The majority of
workers moved to the western region of the country. “Ukrainska Pravda”
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pays for the staff s accommodation. The editorial office has a pre-deve-
loped security protocol that provides certain protected methods of com-
munication between colleagues. And some employees are provided with
satellite communication, including Starlink (Donaty 2022).

UNIAN - Ukrainian Independent News Agency is the first and largest
independent news agency in Ukraine, founded in 1993, a leader among
the country’s news media, the most cited source of news about events in
the country (UNTAN 2022).

The UNTAN team continues to work from different parts of Ukraine.
In the first weeks of the war, some employees wrote news directly from
Kyiv subway. Staff have not been cut, advances and salaries are paid
regularly. In general, the agency did not reduce employee benefits. One
of worst news is that one of the employees from the political news depart-
ment of UNIAN was captured by the Rashists. It happened near Kyiv.
His fate is still unknown (Donaty 2022).

“Censor.NET” is Ukrainian news, social and political internet portal
with a popular forum, founded in 2004.

There were no layoffs in the editorial office. The level of salaries
decreased due to a drop in income, the counterparties declared force
majeure according to the contracts. Each member of the editorial team
of “Censor” voluntarily donates to the Armed Forces of Ukraine and
relief funds, some of them volunteer. The publication has the “Butusov
Foundation” (Yurii Butusov is an editor-in-chief), which collects money
for the army (Censor.NET 2022).

DOU is the largest Ukrainian community of developers in the field
of IT (DOU 2022) and the online publication of the same name. The pub-
lishing team decided to send all the money that would remain after paying
salaries, taxes and other expenses to the army. DOU donated more than
5 million hryvnias to the “Return Alive” fund. Economic and financial
activities of the editorial office during the war: a cash cushion was set
aside for employee salaries; monetary aid was paid to all employees; tax
benefits (about the 2% tax) and dividend payments were canceled, and
the community continues paying taxes and actively working to restore
the activity of companies on the DOU. “Sales have decreased significantly.
But every day more and more companies are returning to the site”, said
DOU employee Vladyslava Zatsarynna (Donaty 2022). In addition, DOU
plans to expand to Europe: to launch a website in Poland and build an IT
community outside of Ukraine.
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Ukrainian television channels

During martial law, all national TV channels were supposed to unite
and broadcast the telethon “Unified news #UAtogether”. It is with the
help of the telethon that a unified information policy will be implemented
in the state during the war (Presidential Decree No. 151/2022 and No. 152/
2022 and in the message of the National Council on Television and Radio
Broadcasting of Ukraine) (Presidential Decree 151; Presidential Decree
152).

The first decree stipulates that the operator of the multi-channel TV
network “Zeonbud” LLC will work as part of the Radio Broadcasting,
Radio Communication and Television during the period of martial law.
Zeonbud includes 34 national and regional channels.

In accordance with the decree, the State Special Communications
Service of Ukraine, together with the Concern and Zeonbud, must ensure:
1) stable functioning of digital broadcasting facilities and uninterrupted

broadcast of television channels in MH -1, -2, -3, -5;

2) round-the-clock monitoring of the broadcast network, equipment of
the main multiplexing station, satellite and terrestrial communication
channels;

3) reservation of satellite channels for the delivery of programs and
equipment of the main multiplexing station;

4) backup delivery of TV channels to digital transmitters with the invol-
vement of an alternative satellite operator (Presidential Decree 151).

The second decree stipulates that during martial law, the country’s
unified information policy is implemented in the 24-hour marathon

“Unified news #UAtogether”. The NSDC of Ukraine obliges all national

TV channels to unite to work on a telethon that will be broadcast round-

the-clock.

In 2021, the National Council reported on 27 nationwide TV channels
in Ukraine. For example, these are “1+1”, ICTV, “Rada”, “UA: First”,
“UA: Kultura”, “Priamyi”, “Espresso”, “Ukraina 24”, “Inter”, etc.
(Kozhen 2021).

From the first day of the war, several TV channels worked on the
telethon: “Suspilne”, “Rada”, “Inter”, ICTV, “1+1”. “Ukraina 24”, which
alternated on the air.

The most popular television product is “Unified news”. It is watched
by at least 40% of viewers every day (Kozhen 2022).
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The undisputed leader of the telethon is the “1+1” channel with a
daily share of 19.3% for the week (April 18-24), which is compared to
the “Ukraina” channel, which share is 1.7%, or “Inter” with 0.7 %, shows
the strength of the brand and the trust of the viewer (Kozhen 2022).

A commercial director of 1+1 media, Valerii Varenytsia, said that
television advertising is slowly, but returning to the national chan-
nels. “Are we satisfied with the demand? Of course, “yes”, because
this “something” is much better than nothing. Our group was the first
to suspend advertising and was also one of the first to resume it. The
market offer is still limited and we do not advertise on the flagship chan-
nel of the “1+1” group, which continues to broadcast the telethon “Unified
news” (a joint project of Ukrainian TV groups), but channels “2+2”,
TET, PLIUSPLIUS and “Bihudi” are already available to advertisers”
(Kozhen 2022).

In the absence of peoplemetric studies, the outdated, but currently
only acceptable, principle of advertising sales was returned — “by slots”,
that is, not by ratings, but by the number of broadcasts.

The group “1+17 sells on the market a package deal with 4 channels
of the group at a single price — 1000 hryvnias for 30 seconds of broad-
casting on one channel. The prices are fixed and do not change depending
on budget or time of broadcasting. A 50% markup applies to companies
that continue to operate and advertise on the Russian market. There are
a number of companies that we completely refuse even if they are eager
to pay more. Everything is a subject to 100% advance payment (Kozhen
2022).

In addition to direct advertising, the “1+1” group also renewed spon-
sorship sales. The famous 2021 morning program “Breakfast with 1+1”
is broadcast simultaneously on two channels of the media group — “2+2”
and TET. Judging by the reaction of viewers on social networks, this
only increases the audience. It was “Breakfast” that became our main
platform for integration sponsorship, interest in which is gradually reco-
vering. And the numbers of the charity concert of the band “Okean Elzy”
called “And everything will be fine” from Kyiv subway or the last match
of “Dynamo” with Borussia Dortmund confirm that the television group
is on the right track.
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Regional media

It was not easy for regional media in Ukraine to survive: among the
reasons are difficulties with financing, a small advertising market, and
problems with personnel. With the beginning of the full-scale invasion,
physical and mental danger, the impossibility of working under occupa-
tion, and problems related to evacuation were added to these factors.

At the same time, the war with Russia showed how important regional
mass media are for local residents, and especially for those who live in
towns and villages temporarily under the control of the Russian occupiers.

Is there a chance for the regional media to survive after the war, how
can they be helped in this, or will the mass media change after the victory?

The founder of “Svoi.City” is the “Abo” media growth agency. In
addition to the online magazine, there is a whole network of resources in
the front-line cities: “Popasna.City”, “Volnovakha.City”, “New-Yorker”
is a website about Ukrainian New-York in Donetsk region, sites in Mari-
anka, Toretsk, Troitskyi and Svatove. Now some of the newsrooms are
on the occupied territory, some are in the front-line.

For example, the Donetsk edition “Svoi.City” from the very beginning
did not have a news format, but the team assumed that they tell stories
about people, about towns. The editors were not looking for “treason”,
but, on the contrary, tried to show the positive changes taking place in
the independent Ukrainian east. At the same time, they tried to help the
residents of the occupied territories with useful instructions to facilitate
their communication with the independent territories, as well as their life
in general: if they want to leave, register some documents, etc.

Now the team works remotely, safely, and continues to talk about
what is happening in the east of Ukraine.

Since 2014, people from the occupied territories have been working.
But every year it was more and more difficult to get information from
there. A lot of great journalists have left that region. Getting exclusive
materials specifically from Donetsk or Luhansk became a difficult task.
Since February 2022, it scaled even more.

Now there are problems with getting information from the territories
that were occupied recently. Local residents could be informers for the
Ukrainian mass media, even in spite of the danger, but there is simply no
connection.

Despite all the difficulties, “Svoi.City”, “Volnovakha.City”, “Popasna.
City”, the website of the city of New-York are working: the journalists
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were evacuated to a safe territory, they were helped financially and pro-
vided with accommodation for a start.

Those evacuated journalists also fill the websites of the temporarily
occupied and front-line cities of Luhansk region and Donetsk region:
“Svatove.City”, “Toretsk.City”, the website of Kurakhovo and Marinka —
“KuMa”.

In the first days of the war, the journalists were shocked, probably
like everyone else, by this scale of military operation.

In the first month after the beginning of the invasion of the Russian
Federation, the team wrote many instructions on evacuation and assist-
ance to displaced persons. Previously, the online magazine had a section
called “Our people abroad”, where compatriots, who left and somehow
adapted, settled in other countries, shared their experiences. With the
beginning of this aggression, it changed its focus: journalists focused
specifically on people who left Ukraine after February 24 and found refuge
in various countries around the world. The column demonstrated real
cases of how Ukrainians are helped in Europe, the USA, Canada, etc.
On the basis of this information, it is easier for people to decide whether
they should evacuate, and if so, where exactly. At the same time, the
journalistic team documents the testimonies of victims of Russian aggres-
sion.

The journalists find people, who were in the hot spots, and record
their stories in order to document Russia’s war crimes: in Mariupol,
Rubizhne, Popasna, any other affected Ukrainian town or city.

The journalist, editor and coordinator of the online magazine “Svoi.
City” Haiane Avakian notes: “The most painful thing is journalists who
for one reason or another remained under the occupation. Whether to
talk about them publicly or to remain silent depends on each specific
situation” (Regional 2022).

Before the full-scale invasion, the question of the survival of regional
media was a question of business models, transformation from denatio-
nalized newspapers to modern online media or other formats. Now there
is a complete absence of the advertising market, the forced relocation of
newsrooms, the safety of journalists, etc. To counteract this, systematic
support of such mass media is necessary: financial, security, any, which
will allow to preserve local media.

The analytics of small regional websites show that their traffic has
jumped a bit since the beginning of the full-scale invasion. People are
looking for information on local resources. Despite the fact that some of
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the occupied cities were left without the Ukrainian Internet, all the pro-
hibitions of Roskomnadzor are in force there, they still find the oppor-
tunity to access Ukrainian mass media: the demand for local information
is very high (Regional 2022).

There are three main ways for supporting small local mass media.
The first way is the safety of journalists, assistance with trips, accommo-
dation. Something that allows a person to feel safe and think that he/she
can already come to his/her senses and continue working. The second
way is to focus on newsrooms that were evacuated and want to continue
working with the subject of occupied territories or front-line towns
(Regional 2022).

A non-propaganda point of view is needed in the occupied territories.
Even if the occupiers block Ukrainian media, there must be a resource
where information can be obtained. People will find the opportunity to
visit such resources.

The third way is financial support for newsrooms, so that it is possible
to keep the team, to pay for the work of journalists, at least some minimal
fees, in order to preserve human potential and continue working further.
International partners can and do help here. They are ready to support
journalists fighting disinformation (Regional 2022).

The representatives of large media have more chances to get journalists
out of captivity or occupation than representatives of small newsrooms,
about which the Office of the President or other authorities probably do
not know.

Fakes during the war

Kremlin propagandists actively use distorted facts and lies, creating
and spreading fakes to manipulate people and paralyze their ability to
think critically. The primary source of such fakes are social networks,
public telegrams, and media directly managed by the special services and
the Ministry of Defense of the Russian Federation. We present the latest
of the most common fakes to show how Russian propaganda works
during the war. After all, this is also a dangerous weapon.

The employees of the Center for Countering Disinformation at the
National Security and Defense Council of Ukraine found educational
materials on the creation of fakes against Ukraine in the social networks
of the occupiers (Occupants 2022).
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4 points in the creation of fakes are clearly distinguished:

A fake must be cliched. You don’t need to come up with anything
out of this world to influence the broad layers of society. It is better to
add even a little absurdity (“The nationalists in Ukraine are crucifying
Russian children”);

The fake must have a powerful message and leave room for one’s
own fantasies (“The mayor is a Russian spy”);

The fake must take into account local peculiarities. It is credibility
by its relation to the area (“Russian tanks are in the village of Ivanivka”);

Multiple repetitions. What was written by three people in the chat
already becomes the truth. And if you add the sacred “Government lies
to everyone!”, then this fake will not dispute any argument. At the end
of this “guide” there is a clear appeal to the occupiers to create fakes and
spread them in social networks of Ukraine (Occupants 2022).

Official Ukrainian sources constantly remind Ukrainians of the fol-
lowing:

Trust only verified sources of information.

Most of the fake news has manipulative headlines that do not cor-
respond to the essence of the message.

Capital letters, “one hundred percent info” or a call for urgent distri-
bution are the first signs of a fake.

Do not trust messages where:

1. There is no link to an official source. Especially if the words “verified
source”, “accurate information”, “maximum repost”, “100% veri-
fied”, “reliable source” are used in the text.

2. The title is written in CapsLock, 20 exclamation marks or many
SOS symbols are used. The more fear and despair the received infor-
mation causes, the more likely it is fake.

3. The information is presented in the format of a panicked voice mes-
sage, because it is impossible to verify either the original source or
the author. This can often be found in Telegram and Viber.

4. Theinformation is presented in the format of a fable, story or anecdote
without photo or video evidence.

5. Tt is reported about capitulation or peace, deployment of Russian
troops or possible bombing. This is how the occupiers spread panic
and fear among civilians in order to undermine the faith and resistance
of the Ukrainian people (Information War 2022).
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Journalists during the war

In times of war, as in times of peace, the work of journalists is central
to the consolidation of democracy, the protection of freedom of speech
and human rights.

“QOur task and the task of our international partners is to protect
journalists as much as possible during the performance of their profes-
sional duties by providing appropriate knowledge and protective equip-
ment. Since the first days of the war, there has been a huge shortage of
body armor and helmets in Ukraine. Recently, together with our partners,
we have worked out many options, and now, at the request of Ukrainian
journalists, protective equipment is delivered to all regions where military
actions are taking place”, said Serhii Tomilenko, the head of the National
Union of Journalists of Ukraine (Job 2022).

The work of Ukrainian journalists is complicated by the fact that
any accreditation is impossible in the territories temporarily controlled
by the Russian occupants. There is constant pressure on journalists, illegal
detentions, and kidnappings. In such territories, a journalist is a target
for the occupiers, along with public activists or Ukrainian law enforcement
officers. The journalists are forced to hide, look for ways to leave, secretly
transmit news about what is happening. The journalists remember that
the main task is to prepare and convey the material for the audience, not
to openly fight the regime.

The “Safety Guide for Journalists”, prepared by the organization
“Reporters without Borders” together with the National Union of Jour-
nalists of Ukraine (Ukrainian version) with the support of UNESCO, has
been published. The guide offers practical advice for journalists working
in high-risk areas, as well as brief instructions on how to prepare for
different types of hazards, which can include armed conflicts, epidemics,
natural disasters and street protests. In addition to advice on precautionary
measures, the guide contains stories from international correspondents
about their experiences when traveling to high-risk areas.

During the four months of the war, 32 journalists have died (UNIAN
2022).

The topics on the safety of mass media workers have been added to
the programs for the “Journalism” specialty.
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Language culture of mass media during the war

Ukrainian scientists are not afraid of difficult tasks, debatable posi-
tions. Scientific studies on the language of Ukrainian mass media seem
interesting, since the journalistic style is today the most dynamic and has
the greatest influence on language practice.

In the language of the Ukrainian mass media at the beginning of the
century, the dominance of non-stylistic language units became even more
pronounced, which caused active interaction with stylistic units, and sig-
nificantly expanded their functional and stylistic fields. In the language
of modern Ukrainian mass communication media of the given period,
especially in Internet resources, there is a characteristic strengthening of the
previously formed tendency to loosen literary norms, which is caused by
a continuous change of linguistic tastes and characterizations, which do not
always coincide with real linguistic usage, as well as with codified rules use.

It was the authors of modern informational and analytical texts from
the beginning of the military invasion who boldly, uncompromisingly,
with an unequivocal negative assessment, began to use their proper names
to denote the enemy and enemy realities with a lowercase letter (russia,
moscow, russian federation, etc.). This is a unique language practice,
which, despite the violation of norms, is implemented by Ukrainian infor-
mation resources. Thus, under the influence of non-linguistic factors,
with the help of language resources, the authors humiliate, do not recognize
and fight the enemy.

Ukrainians used and still use substandard, sometimes even obscene
vocabulary to expel enemies from Ukrainian territories, indicating the
direction the invaders have to go. It was the Ukrainian language that
helped to exterminate the enemies in the Poliskyi forest, who misunder-
stood the phrase “Rudyi lis” (lis — fox in Russian, lis — forest in Ukrainian),
that is, a forest affected and destroyed by radiation, as a name for the
famous red animal — the fox!

The daily additions of Russian-speaking Ukrainians to courses and
platforms for learning their native language is becoming more active.

Ignoring Russian scientific sources is another disrespect to the enemy.
Some graduate students and experienced scientists remove Russian sources
from dissertations and other studies and build a concept of exceptional
based on the results of the works of Ukrainian and international scientists.
Whether to use Russian scientific sources is a difficult question, the answer
to which can be found after the end of the Russian invasion. It will not
do without discussions.
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Conclusions

After the invasion of Russia, some significant changes took place in
the work of Ukrainian mass media. Most media resources have changed
the structure and frequency of releases. Artistic mass media function in
some places at the expense of grants.

Most Ukrainian TV channels reformatted their activities. Regional
media are in a more difficult situation both in terms of functioning and
financing, especially the media on the occupied territories. The number
of journalists killed in the war is constantly increasing.

The work of journalists regarding behavior and security is special
during the war. International organizations help Ukrainian media both
informative and financially.

The language of the Ukrainian mass media has sometimes acquired
bookishness, and in relation to the enemy — vulgarity and emotional-
expressive coloring.

The mass media constantly study the market demand and are ready
to quickly restore “peaceful” projects if necessary.

Bibliography

Arabadzhyiev D. Y. (2020) The main directions of development and formation
of the political system of Ukraine during modern hybrid war. The modern
Ukrainian state: vectors of development and ways to mobilize resources:
materials of the Fifth All-Ukrainian Scientific and Practical Conference,
Odesa, April 3,2020. Odesa: K. D. Ushynskyi SNPU, Center for Social and
Political Research “Politicus”, pp. 13-18.

Censor. NET. (2022) Ukrainian independent online publication. https:/censor.net/

Chytomo. (2022) https://chytomo.com

Detector media (2021) URU: https://detector.media/

Donations, charity, movings and partial savings. (2022) How Ukrainian online
media exist during the war. 2022. URU: https://dev.ua/news/yak-zhyvut-
ukrainski-onlain-media

Decree of the President of Ukraine No. 151/2022. (2022) On the decision of
the National Security and Defense Council of Ukraine of March 18, 2022
“On the neutralization of threats to the information security of the state”
https://www.president.gov.ua/documents/1512022-41757

DOU. (2022) Ukrainian online publication of the community of programmers.
https://dou.ua/

Each of the 27 nationwide TV channels broadcasts at least 75 % of the Ukrainian
language. (2021) https://www.nrada.gov.ua/kozhen-iz-27-zagallonatsionalnyh-
telekanaliv-zabezpechuye-v-efiri-ne-menshe-75-ukrayinskoyi-movy/

82



M. Navalna, N. Kostusiak - Ukrainian media during the war

How Ukrainian cultural media work during the war. (2022) https://suspilne.medi
a/245223-ak-pracuut-ukrainski-kulturni-media-pid-cas-vijni/

How to recognize a fake. (2022) https://bilyayivka.city/articles/202013/
poshirenishi-fejki-abo-yak-pracyuye-rosijska-propaganda-scho-treba-znati-
schob-ne-piddavatis-manipulyacii

Ivanov V. F. (2010) Basic theories of mass communication and journalism: text-
book. K.: Center of Free Press, 258 p.

Information war fare: how to recognize fakes? (2022) https://platforma.
volunteer.country/posts/informatsiina-viina-iak-rozpiznavaty-feiky

Komarchuk O. (2019) Manipulative technologies of mass communication during
hybrid war: thesis ... candidate of political sciences. National University.
Mykolaiv, 2019. 226 p.

Kostenko N. (2008) Media. Democracy. Culture. Kyiv: Institute of Sociology of
NASU. 356 p.

Kravchuk O. Y. (2019) Threats and challenges to the political security of Ukraine
during hybrid war. Thesis for obtaining the scientific degree of candidate of
political sciences, specialty 23.00.02 “Political institutions and processes”.
State institution “K. D. Ushynskyi Southern Ukrainian National Pedagogical
University”, Odesa, 21 p.

Lihachova N. (2008) Crisis of self-identification. https://detector.media/kritika/
article/38283/2008-05-12-kryzys-samoydentyfykatsyy/

LiRoom. (2022) https://liroom.com.ua/

Moviegram. (2022) https://moviegram.com.ua/

Media Ecology Institute. (2021) https://institutes.Inu.edu.ua/mediaeco/

Mass Media Institute. (2021) https://imi.org.ua/

Pylyp Orlyk Institute for Democracy. (2021) https://idpo.org.ua/

Potiatynyk B. (2004) Media: keys to understanding: monograph. Lviv: PAIS. 321 p.

Regional media: mission — to survive after the war. (2022) https://zmina.info/
articles/media-donbasu-misiya-vyzhyty-pislya-vijny/

Shporliuk R. (2000) Empire and nations / Trans. from English. Kyiv: Spirit and
Letter. 354 p.

The occupiers have “manuals” for creating fakes in Ukraine. (2022) https://rayon.
in.ua/news/496778-okupanti-mayut-posibniki-dlya-stvorennya-feykiv-v-
ukraini

Television during the war did not die, but was reformatted. (2022) https://www.
unian.ua/techno/communications/teza-pro-smert-telebachennya-pid-chas-
viyni-perebilshena-valeriy-varenicya-11806215.html

The Decree of the President of Ukraine No. 152/2022. (2022) On the decision of
the National Security and Defense Council of Ukraine of March 18, 2022
“Regarding the implementation of a unified information policy under martial
law” 2022. https://www.president.gov.ua/documents/1522022-41761?
fbclid=IwAROC-HehSaOMSSFfOsEilWMQdkFqIPIQZ039VHsvTxtc
6rdhd7WrMI4MUQk

83



Socialas zinatnes regionalajai attistibai 2022 - Sociologijas un vadibzindtnes aktualitates

Ukrainska Pravda. (2022) Online newspaper. www.pravda.com.ua.

UNIAN. (2022) Ukrainian independent news agency “UNIAN”. www.unian.ua;
https://www.unian.ua/war/nazvano-kilkist-zhurnalistiv-vbitih-z-pochatku-
povnomasshtabnoji-viyni-v-ukrajini-novini-vtorgnennya-rosiji-v-ukrajinu-
11855865.html

Working on the front lines and under occupation: what Ukrainian journalists
need to know. (2022) https://nsju.org/novini/robota-na-peredovij-ta-v-
okupacziyi-shho-potribno-znaty-ukrayinskym-zhurnalistam/

Your Art. (2022) https://supportyourart.com/

Zasurskyi L. (1999) Mass media of the second republic. M.: Moscow State Univer-
sity, 270 p.

‘Vkpannckue CMMU B rojpl BOiHBI
Pesiome

B nndopmanmonHoii BoitHe ¢ Poccueii BaxkHy0 poJIb UTpaeT KyabTypa, Belb
OIMH U3 OCHOBHBIX T€3MCOB POCCUNCKOM MponaraHabl COCTOUT B TOM, YTO YKpa-
MHCKOU MAEHTUYHOCTU HE CYIIIECTBYET, a BCE YKPAMHCKOE CO31aHO KOMMYHUCTU -
yecKoi BiacThlo Hauaja XX Beka.

B uccnenoBanuu nmpoaHaJM3upoBaHbl HOBOCTHBIE CANThI, pa3BeHUYMBAIOILIINE
poccuiickue eiftku o cuTyaliu Ha ppoHTe, Kak ykpanHckue CMU B cepe Kyiib-
Typbl MEHSIJIA BEKTOP CBOEH pabOThI, afanTUPYSICh K YCIOBUSIM MH(POPMALIMOH-
HOW BOWHBI.

PenakiimoHHas MOJMTHKA CYIIECTBEHHO M3MeHUIach. Ceifyac IpOMCXOIUT
Oouiee TiIaTeJIbHas TTpoBepKa (hakToOB, TaK KaK poCcCUiicKasi mporaraHaa paboTaet
elle n3obperareabHee. Menna pabOTHUKY BHUMATEJIBHO M3Yy4JatoT PO UIIN opra-
HU3alMii, KOTOPbIE MpeajaraloT MOMOIllb, — MHOTIA 9TO MOTYT ObITh HACTOSIIIINE
BOJIOHTEPDI, a UHOTIA — (herKu.

BoiiHna — Tsixenoe ucnbelTaHue 1151 iiodoro Ou3Heca, a TeM 0oJiee 1J1sl He3a-
BUCUMBIX MHTepHeT-CMMU. BobIIMHCTBO M3 HUX MOTYJaIn TOXO/I U OIJIaurBa-
T paboTy XypHAJINCTOB PEKJIAMOM WIIM TTOAMUCKOM. OTHAKO B BOCHHOE BPEMSI
9TU pecypchbl OrpaHUYEHBI.

Kmouessie cioBa: CMMU, BoiiHa, collMaabHbBIC TTPOOIEMBbI, (KM, KamIia-
HUS, pekiama.
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PERCEIVING THE CHARACTERISTICS OF THE ARMED
FORCES FROM AN ORGANISATIONAL STANDPOINT

The article presents the results of research on the perception of the charac-
teristics of the armed forces in Poland from an organizational perspective. These
features may, on the one hand, influence the interest in serving and working in
the army. On the other hand, it affects the sense of security among citizens. The
research was conducted using theoretical and empirical methods, including the
method of a diagnostic survey.

Key words: organisational conditions, military service, characteristics of armed
forces, cooperation, social trust.

Introduction

The armed forces are a complex system consisting of many elements
deployed in the national territory. An important element of it are military
units, which include combat units, rear units and military institutions,
all having legal personality and functioning separately from administrative
and economic perspective (Piotrowska-Trybull, 2013). Community-
embedded units perform tasks for the security and defence of the state.
To carry out these tasks, personnel / soldiers and military personnel with
certain competencies are needed. Having the right conditions for the
performance of tasks and development, they are the guarantee of the
effective operation of the armed forces. The recruitment of soldiers to
the armed forces, their promotion to higher military ranks and the other
elements that make up the personnel function are normalised by a number
of documents (Sirko, 2015). In turn, with regard to military personnel,
the terms and conditions of employment are governed by regulations
that can be influenced by the Minister of National Defence through evalu-
ation of draft legislation that is submitted for approval by non-ministerial
state institutions.

Not only the armed forces, but also the public should be involved in
state security and defence activities. The preamble to the Law on Defence
of the Fatherland emphasises that the duty to protect the Fatherland is
incumbent on all citizens of the Republic, as the matters of defence should
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be of interest to the entire community (Journal of Laws 2022 item 6535,
Law of March 11, 2022 on Defence of the Fatherland). Hence, main-
taining and developing relationships between military units and the com-
munity is important from the perspective of building state resilience and
readiness to respond to threats. Relationships between military units and
communities are developed and, in many places where units are located,
valued by both local authorities and residents (Sirko, Piotrowska-Trybull,
Wojtaszek, 2020; Piotrowska-Trybull, 2013).

One of the strategic goals set out in the national security strategy is
to “increase the country’s resilience to threats, through the creation of a
system of universal defence, based on the efforts of the entire nation, and
to build understanding of the development of the resilience and defence
capabilities of the Republic of Poland” (National Security Strategy, 2020).
Its achievement is conditioned by a number of factors among which an
important place is occupied by the use of the potential of entities of the
public administration, entrepreneurs, units of the education and higher
education system, local communities, non-governmental organizations
and citizens, in particular, the integration of their efforts aimed at: building
knowledge and capabilities that allow the formation of national security,
as well as strengthening social capital through cooperation and cultivation
of values important to the community. Hence, the way the public perceives
and evaluates the activities of the armed forces can influence their under-
standing of security issues, their identification with the military’s activities,
and their willingness to get involved and be part of the organization.
Values that are important to society and are evident in the activities of
the armed forces, are a factor that strengthens support and trust in this
institution. However, the ability to engage in security activities is deter-
mined by the knowledge, skills, values, attitudes, beliefs, interests, needs
and capabilities of the individual and the armed forces, as well as the
situation in their environment in the labour market, among others.

The social, economic, technological, political environment poses certain
challenges that public organisations, including the armed forces, must
meet. In response, changes are being implemented in organisations aimed
at increasing the efficiency of their operations and delivering value to
citizens in relation to the public investments that are made in these
organisations (Piotrowska-Trybull, Jablofiska-Wotoszyn, 2021; Van
Ryzin, Gregg, 2015; Marks-Krzyszkowska, 2016). In the armed forces,
with the beginning of the systemic transformation, reforms were launched
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to professionalise them, consisting in developing and strengthening the
competence of soldiers, equipping them with modern equipment, using
modern technologies, increasing funding, etc. In turn, one of the significant
changes in terms of personnel policy in the armed forces was the aban-
donment of universal conscription and, in its place, the introduction of a
solution based on the voluntary application of candidates for military
service. As a consequence of such a solution, the armed forces compete
on the labour market for candidates for soldiers and military personnel
with specific competences that will enable them to achieve their strategic
objectives and fulfil their mission, which is the duty to defend the home-
land.

The activity of the armed forces and its social perception, but also
personnel policy and conducted promotional activities are elements which,
from the perspective of the labour market, are important factors influ-
encing the image of the army in society and determining the interest in
service and work in the army (Kurek, 2020; Kurek, 2019).

In this context, the authors of the article decided to investigate how
the armed forces are perceived by society and which factors influence the
interest in military service and work in the army.

Information about the research

The research was carried out within the framework of the topic: The
efficiency of recruiting candidates for military service in the Polish Armed
Forces in the light of contemporary management concepts and methods.
The research was conducted using theoretical methods, including analysis,
synthesis, inference, and empirical methods — a diagnostic survey, in
particular the questionnaire technique.

A survey questionnaire was designed for the diagnostic survey. The
questionnaire consisted of 19 closed and semi-open questions, 13 of which
related to substantive issues dealing with the essence of the analysed
issues, while the remaining questions were formulated as particulars.
Questions were prepared using a nominal and ordinal scale. Among the
issues addressed in the surveys, respondents were asked to: 1) determine
to what extent they associate the characteristics proposed by the authors
with the military, 2) assess the usefulness of sources of information on
the military, 3) express an opinion on the motives that may influence the
decision to join the armed forces.

87



Socialas zinatnes regionalajai attistibai 2022 - Sociologijas un vadibzindtnes aktualitates

The respondents were selected proportionally to the number of inha-
bitants of all provinces, maintaining the criterion of gender and age. The
authors of the study assumed that the participants of the study, due to
the subject matter undertaken, including interest in joining the military
service, would be people between 18 and 44 years of age. According
to data from the Central Statistical Office, for 2019 the population in
Poland in the stated range amounted to 14,461,300 people. For this popu-
lation, the sample size (with the maximum deviation error at 5%) was
384 people.

The survey was conducted in the first quarter of 2022. The research
involved 537 respondents from all provinces in Poland. After checking
the completeness of the data contained in the questionnaires and their
correctness, responses from 530 respondents were accepted for further
analysis. Errors, which occurred in 7 cases, prevented their analysis. The
computer programme Statistica v. 13.3 was used to analyse the collected
statistical material.

The article focuses on the public’s perception of the Polish Armed
Forces in the context of the growth of the country’s defence potential.

Characteristics of respondents

Taking into account the population potential of the inhabitants of
the voivodeships aged 18 to 44, the largest number of respondents came
from the Mazovian, Silesian, Lesser Poland and Greater Poland voivodes-
hips, and the smallest from the Opole, Podlaskie and Silesian voivodeships
(Figure 1).

The study involved 273 men (51.5%) and 253 women (48.5%). Taking
into account the professional activity of the respondents, it was found
that more than % of them (79.6%) were employed, the others were
studying or studying (13.2%) or unemployed (7.2%). Some of the respon-
dents (17.4%) attended (previously or currently) a uniformed class, the
others (82.6%) attended classes with other profiles.

Respondents are mainly people with a secondary education (53.0%).
A large group of them (26.7%) had tertiary education. The others were
graduates of vocational schools (13.6%), post-secondary schools (5.5%)
and grammar schools (1.1%).

Those taking part in the study lived in localities with different popu-
lation potential. They included residents of rural areas (14.5% of respon-
dents) and people living in smaller and larger towns and cities: up to
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20,000 inhabitants (5.84 % of survey participants), between 20,000 and
50,000 inhabitants (16.6%), between 50,000 and 100,000 inhabitants
(30.2%), between 100,000 and 200,000 inhabitants (19.6%) and in cities
with more than 200,000 inhabitants (13.6%).

Pomeranian
6.60%

Warmian-Masurian
3.77%

West Pomeranian
4.53%

Podlaskie
3.21%

Kuyavian-
Pomeranian
6.04%

Masovian
13.21%

Greater Poland
9.25%

Lower Silesian
7.36%

Swietokrzyskie
3.21%

Silesian
10.57%

Subcarpathian
5.66%

Lesser Poland
9.25%

Figure 1. Respondents representing individual voivodeships

Source: own elaboration based on conducted research.

As already indicated, respondents are aged 18—44. For the purpose
of the analyses, three groups were distinguished: group A — people aged
18-26(22.2%), group B — people aged 27-35 (35.5%), group C - people
aged 36-44 (42.3%). Figure 2 shows the breakdown of respondents
considering their age and place of residence.
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Figure 2. Structure of respondents according to their age
and place of residence

Source: own elaboration based on conducted research.

On the basis of the results depicted, it can be seen that there is a
differentiation of respondents (by age) for rural areas and small towns,
compared to towns with more than 20,000 inhabitants.

Survey results

The survey was conducted in February/March 2022, i.e. after the out-
break of war in Ukraine, which, according to the authors, may have had
some impact on its results. The proximity of warfare on the territory of
a country neighbouring Poland, and especially the consequences observed
on a daily basis and felt by citizens in the form of, inter alia, an increasing
influx of refugees to our country, resulted in an increased interest in the
problems of security of the state, including the region of Central and Eastern
Europe, influencing the sense of security of citizens (sense understood as
being aware of facts, phenomena occurring in the environment, internal
states, awareness, feeling, impression) (Szymczak, 1978). Research carried
out by the Public Opinion Research Centre (CBOS) shows that in February/
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March 2022, 85% of respondents perceived the situation beyond Poland’s
eastern border as a threat to state security (answers definitely yes, rather
yes). In another survey conducted a month later, the percentage of those
indicating a threat was 79 %, in May 73 % (Kruszynska, 2022). Despite
the downward trend, in July 2022, nearly % of respondents perceived the
situation as a potential threat to the country’s security (survey conducted
from 27 June to 7 July 2022 on a sample of 1,084 people, of which:

62.1% by CAPIL, 23.4% by CATI and 14.5% by CAWI) (Scovil, 2022).
Taking into account the rationale indicated in the introduction, related

to the prospect of citizens’ participation in ensuring the security of the

state, including through joining the military service, the authors of the
study presented respondents with a catalogue of 11 characteristics of the
military as an organisation. These characteristics referred to how the
public perceives the military’s activities and the attributes with which
they associate it. Respondents rated each characteristic on a scale of 1 to

5 where: 1) meant to a very low degree, 2) to a low degree, 3) to a medium

degree, 4) to a high degree, 5) to a very high degree. Respondents were

also given the opportunity to add additional features to the proposed set.
The qualities that the respondents rated highest (responses to a high
and very high degree) were as follows:

e soldiers are ready to make sacrifices for the homeland (83.4% of all
respondents, including 86.1% of men, 80.4% of women, 87.9% of
respondents not attending a uniformed class and 61.9% of those
attending a uniformed class),

e the military operates according to procedures (80.0% of all respon-
dents, including 81.3% of men and 78.6% of women, 85.8% of
respondents not attending a uniformed class and 52.2% attending a
uniformed class!),

e The military is helpful to the community in emergency situations
(79.4% of all respondents, including 80.2% of men and 78.6% of
women, 82.6% of respondents attending classes other than uniformed
and 64.1% attending a uniformed class?),

e soldiers are physically fit (75.3% of all respondents, including 76.6 %
of men and 73.9% of women),

! Between the variable “the military operates according to procedures” and the variable
“attending a uniformed class” there is a relationship with weak strength of association.

2 There is a relationship between the variable “the military is helpful to the community”
and the variable “attending a uniformed class” with a weak strength of association.
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e the military structure is formalised (74.53% of all respondents,
including 73.6% of men and 75.5% of women) (Figure 3).
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Figure 3. Degree to which individual characteristics are
associated with the military, in %

Source: compled on the basis of the survey.

Respondents’ opinions regarding the readiness to sacrifice for the
homeland and the action of the armed forces for the benefit of the local
community, correspond (according to reports published by CBOS, 2022)
to one of the higher levels of social trust in the military among public
institutions, which has been maintained for many years. Between 1995
and 2021, Poles generally rated the Military as an institution well. The
difference between the highest and lowest rating of the military was 12
percentage points. During this period, some similarities in ratings can be
identified (Figure 4).

In February 2020, trust in the army was declared by 83.0% of
respondents (answers “I definitely trust” and “I rather trust”). The survey
on “Current issues and events’ was conducted using the face-to-face
computer-assisted interviewing (CAPI) method, from 6 to 16 February
2020, on a representative random sample of Polish adults consisting of
958 people. Among public institutions in the CBOS survey, the military
was ranked second (after the WOSP) and it is worth noting that a high
level of trust has been characteristic of the military since 2002 (in indivi-
dual years it was at least 74.0%) (Omyta-Rudzka, 2020).
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Figure 4. Dendrogram for ratings of the Army from 1995 to 2021

Source: own compilation based on data from CBOS reports in 1995-2021.

Also in the survey conducted by the authors of the article, the results
of which are presented, respondents were asked about trust in the military
as a public institution. An overwhelming majority of 83.7 per cent of
respondents confirmed trust in the military, while 16.3 per cent answered
in the negative. In the context of the issue of the assistance that the military
offers to the community, in previous studies conducted by the authors,
local authorities and residents, emphasised its importance in the perspec-
tive of building trust in this institution (M. Piotrowska-Trybull, 2013;
S. Sirko, M. Piotrowska-Trybull, 2013). Other authors point out that it
is an element that allows to promote the military and thus also to con-
solidate a positive image of the military in society (Wachowicz B., 2003,
pp. 19-20). The military is also associated with respect for tradition
(69.62%) and openness to cooperation (67.7%) (answers to a great and
very great extent).

The characteristics associated with the military that were the least
positively assessed (to a great and very great extent) included:

e operating under time pressure (49.8 % of total respondents, including

50.5% of men and 49.0% of women, 37.1% of those studying/

studying, 51.2% of those working, 57.9% of those unemployed),
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e placing high demands on soldiers (47.0% of total respondents, inclu-
ding 47.2% of men and 46.7% of women, 47.1% of those studying/
learning, 48.6% of those working, 28.9% of the unemployed?),

® being innovative (32.3% of total respondents, including 32.6% of
men and 31.9% of women, 28.6% of those studying/studying, 33.6 %
of those working, 23.7% of unemployed). The attribute innovation
received more ratings from the lower end of the measurement scale
(very low and low degree) (33.58%).

Some respondents mentioned other positive associations with the
military relating to readiness to act in case of war, protection of citizens,
territorial defence (gaining popularity in local communities), courage and
patriotism. There was also one opinion in which associations with the
military had negative overtones, indicating a lack of universal respect
and that this institution was embedded in the communist era, old-fashioned
and archaic.

Summary

The results of the survey allow us to conclude that the majority of
respondents have a positive perception of the armed forces. Respondents
perceive: the willingness of soldiers to make sacrifices, the fact that they
are helpful in crisis situations randomly experienced by local communities,
as well as the compliance of the army’s actions with procedures. Undoub-
tedly, the public’s awareness that soldiers can be relied upon in the event
of various types of threats is an element that builds public trust in this
institution, which, as the CBOS survey results indicate, has remained at
a high and stable level for many years (74% and above). Interest in the
army is also evidenced by respondents’ answers to the question of whether
they have ever considered joining the military service. 44.15% of the
respondents answered affirmatively that they had considered military
service, while 55.85% denied it. The relatively high share of affirmative
answers in the total number of respondents’ answers allows us to assume
that, on the one hand, the military as an employer due to the conditions
of service offered is well appreciated in society (including by soldiers and
military employees (Piotrowska-Trybull, 2018)). On the other hand, as
an organisation whose function is to ensure the security of the state —

3 There was a relationship of weak strength between the variable army places high demands
on soldiers and the variable professional status.
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considered a public good and a value for society — it allows people to
identify with its actions. The dissemination of values realised by the armed
forces is also fostered by attributes highlighted by respondents such as
respect for tradition (69.62 %) and the military’s openness to cooperation
(67.7%). Nevertheless, some of the attributes assigned to the army in the
organisational dimension: high level of formalisation (74.53 %), working
under time pressure (49.8%), high demands on soldiers (47%) and level
of innovation (32.3%) may affect the lack of interest in serving or working
in the army. Still, in the public perception, the activities of the armed
forces are well appreciated, as evidenced by the aforementioned — high
level of trust in the institution, potentially fostering a platform for in-
creased engagement and cooperation with citizens for security in the state.
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BocnpusTie XapakTepuCTHK BOOPYKEHHBIX CHJI ¢ OPTaHU3ANMOHHOI MO3UIUI
Pe3iome

PesynbraThl orpoca Mmo3BoJISIIOT C/IeTaTh BHIBOI, YTO GOJIBITMHCTBO OMPOIICH-
HBIX MTOJIOXUTEIbHO OTHOCSITCSI K BOOPYKCHHBIM CHiaM. PeCTIOHICHTBI BOCTIPUHU-
MAIOT: TOTOBHOCTb COJIIAT K CAMOITOXXEPTBOBAHUIO, TOMOIIIb B KDU3UCHBIX CUTYa-
LIUSIX, CTy9ailHBIM 00Pa30M MepeXXnBaEMbIX MECTHBIMU COODIIECTBAMM, a TAKXKE
COOTBETCTBHUE JCWCTBUI apMuu miporieaypam. HecoMHeHHO, OCO3HaHME Hacele-
HMEM TOT0, YTO Ha COJIIAT MOXKHO MOJIOKUThCS B CJTydae pa3HOTO POjia yIrpo3, siBJIsi-
€TCsI BIIEMEHTOM, (hOPMUPYIOLIUM OOIIECTBEHHOE TOBEPUE K 3TOMY MHCTHUTYTY,
KOTOpOE, KaK MOKa3bIBaIOT pe3ynbraThl ornpoca [IOC, Ha MPOTSKEHUM MHOTHX
JIET OCTAeTCsI Ha BBICOKOM UM CTaOMIIbHOM YpoBHe (74% u Bbiiie). O6 MHTEpece K
apMKK CBUICTENLCTBYIOT M OTBETHI PECIIOHIEHTOB Ha BOIIPOC, 3ayMbIBAJIUCH JIU
OHHU KOTJIa-au00 O MOCTYIUIEHMU Ha BOECHHYIO CIIyXOy. 44,15 % pecrnoHIeHTOB
YTBEPAUTEILHO OTBETUIIN, YTO PACCMATPUBAIIA BOZMOKHOCTb IIPOXO3KICHUST BOCH-
HOM cityk0bI, a 55,85 % orpuiianu ee. OTHOCUTELHO BBICOKAS TOJIsI YTBEPAU-
TEJIbHBIX OTBETOB B OOILIEM YKMCJIC OTBETOB PECIIOHICHTOB TIO3BOJISIET MPEIIIONIO-
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JKUTh, YTO, C OJTHOI CTOPOHBI, BOGHHBI KaK paboTOIATE b B CUJTY TPEIaracMbIX
YCJIOBUI CITy>KOBI BEICOKO LIeHUTCS B o61ecTBe ([Tnorposcka-Tpubym, 2018). C
JIPYrOil CTOPOHBI, KaK OpraHu3alusi, hyHKIIMS KOTOPOIi 3aKJTIouaeTcst B obecrie-
YeHUM 0€30MTaCHOCTHY TOCYIapCTBa, YTO CUUTACTCS OOIIECTBEHHBIM OJIATOM U 1IEH-
HOCTBIO JUTs1 OOIIIECTBA, OHA ITO3BOJISICT JIIO/ISIM OTOXIECTBIISITh Ce0sI C e¢ IeCTBI-
sIMU. PactipocTpaHeHUIO LIEHHOCTE I, peain3yeMbIX BOOPYXXEHHBIMU CHJTAMU, TAKKE
CIMOCOOCTBYIOT TAKME KAyeCcTBA, KOTOPbIC BBIAC/SIOT PECIIOHIEHTHI, TAKUE KaK
yBaxkeHue K TpamuuusaM (69,62%) u TOTOBHOCTh BOGHHBIX K COTPYAHUUYECTBY
(67,7%). Tem He MeHee, HEKOTOPbIE aTPUOYThI, TPUITUCHIBAEMbIC ADMUU B Opra-
HM3ALMOHHOM acIIeKTe: BBICOKMII ypoBeHb opmanusaunu (74,53%), pabora B
ycioBusiX HeiTHOTa (49,8%), BhIcOKME TpeOOoBaHMs K coniataM (47%) 1 ypoBeHb
HoBaropcTBa (32,3%), MOTYT CKa3bIBaeTCsl OTCYTCTBUE MHTEpeca K CIyX0e Win
pa6orte B apmuu. TeM He MeHee, B OOIIIECTBEHHOM BOCITPUSITUH IESITEIbHOCTh BOO-
PY>KEHHBIX CHJT BBICOKO OLICHMBAETCSI, O UEM CBUICTEIBCTBYET BBIIICYTOMSIHYThIN
BBICOKMI1 YPOBEHbB JIOBEPUSI K ITOMY YUPEKICHUIO, TIOTCHIIMATBHO CIIOCOOCTBYSI
co3aHuIo MIaTOPMBI sl 60jiee aKTUBHOTO B3aMMOJCICTBUSI U COTPYAHUUE-
CTBa C TpaxkIaHaMM B LIEJIsSIX oOecIieueHunst 6e30MacHOCTH B TOCYIapCTBe.
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Agnieszka Szczygielska (Poland)

THE ESSENCE OF KNOWLEDGE MANAGEMENT AND
INFORMATION MANAGEMENT IN SECURITY

Today, with the growing role of information and the increasing appreciation
of knowledge, concepts related to the formation of intangible resources are
returning to the scientific discourse. Often the terms information and knowledge
are used interchangeably in scientific deliberations, which is not correct. The
purpose of the article in connection with the above is to analyse the terminological
scope of “information management” and “knowledge management”. Thus, the
subject of investigation will be how information is perceived, as well as how
knowledge is captured. In the process of cognition, the results of theoretical
research were used, especially the results of literature analysis and the results of
indirect non-standardised observation, as well as the results of interviews con-
ducted on information processing and knowledge management in relation to the
Armed Forces.

Key words: knowledge, information, management, security.

Introduction

Nowadays, with the growing role of information and the increasing
appreciation of knowledge, concepts related to the formation of intangible
resources are once again returning to the scientific discourse. In addition,
in many discussions of both knowledge and information management,
the term knowledge society is also widely used and relevant to modern
conditions. It is well-educated, while the knowledge of citizens is used to
drive innovation, entrepreneurship and economic dynamism. Another
take on the term indicates that it is a society that generates, shares and
uses knowledge for the prosperity and well-being of the people who
constitute it (IGI Global 2021). Nowadays, the terms information society
can also be found in scientific discussions, but this is a term for an earlier
stage in the evolution of society.

Often the terms information and knowledge are used interchangeably
in scientific deliberations, which is not correct. Both of them are known
theoretically, but it is worthwhile to know and understand in more detail
the connections between these concepts especially in a scientific context.

The purpose of the article in connection with the above is to analyse
the terminological scope of “information management” and “knowledge
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management”. Thus, the subject of investigation will be how information
is perceived, as well as how knowledge is captured. Therefore, there is a
need to address the following questions: why these terms should not be
used interchangeably, in what aspects they are consistent, and where
there are differences that divide them, and as to draw final conclusions,
indicating what is fundamental distinction that differentiates knowledge
management from information management.

In the process of cognition, the results of theoretical research were
used, especially the results of literature analysis and the results of indirect
non-standardized observation, as well as the results of interviews con-
ducted on information processing and knowledge management.

1. Knowledge and information as convergent concepts

The phenomenon of knowledge has been the subject of interest, delibe-
ration and research by numerous thinkers or empiricists for centuries. In
antiquity, Aristotle, exploring the mysteries of science and knowledge,
pointed out the difference between scientific knowledge and reason and
art (Arystoteles 1983). In subsequent eras, knowledge continued to be a
phenomenon no less fascinating to scientists, economists, practitioners,
poets and philosophers alike. However, it has always been an element
waiting for thorough analysis and of a unique nature. It existed as a
valuable resource that gave a mental, intellectual or professional advantage.
It is undoubtedly an autotelic value.

Therefore, it is worth starting by pointing out the basic differences
between the meanings of the words information and knowledge in the
context under discussion.

Information becomes knowledge when it is processed in the mind of
an individual. This is information that has been converted, has been
understood in a peculiar way, and already has a personal and subjective
appeal linked to one’s experience and innate knowledge.

The entire body of knowledge is an entity formed mainly as a result
of experience, hard work, deep reflection, coexistence with people, obser-
vation of the environment as well as analysis of many staggered events.
It represents a resource of mind unique to each individual, which can be
helpful in building a stronger position for a person in many areas of life.
Knowledge is built on the basis of information collected and received.
Information here is, so to speak, a factor and determinant that increases
the awareness of its holder about a given phenomenon, conditions and
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possible further consequences. The quality, quantity and content of

information determines to a significant degree the decisions made, so

also the subsequent actions taken.

It is worth noting that the source literature mentions several approaches
to knowledge, including: “knowledge, awareness or understanding gained
through experience or study; (...) the state or fact of understanding some-
thing, the sum total of all that has been experienced, discovered or learned”
(Skrzypek 2002).

T. Davenport and L. Prusak, in turn, define it as a composite of ex-
periences, values, contextual information and one’s own expertise offering
the ability to estimate and implement new and subsequent experiences
and information (Davenport, Prusak 2019). Knowledge can thus be seen
as information combined with experience, context, interpretation,
reflection, intuition and creativity (Gottschalk 2008). Knowledge is also
understood as that selected information that has been analysed for
meaning or value, or evaluated for implications for various operations
(Knowledge Management.. 2012).

Knowledge is created after understanding, in the process of learning
and seeing its application. As we know, it is the domain of a human being,
and therefore without his/her involvement, effort, emotion or reflection,
no further progress, creation of new ideas and, consequently, innovative
development is possible (Szczygielska 2020). It is not found in books,
portals, computer systems, because that is where information is located.
However, if the aforementioned elements are the property of the person
who uses them, then he/she knows their meaning, usefulness, as well as
their validity and then for this person they constitute knowledge.

Thus, one can possess information but not knowledge, while the
reverse is not true. One collects information in order to know later how
to act and what decisions to make.

It is additionally worth mentioning that knowledge, as a unique
intangible resource of its kind, is distinguished by its unique characteristics.
The key attributes that distinguish knowledge from other traditional
resources according to A. Toffler (Toffler 1986); (Toffler 1996) are Gru-
dzewski, Hejduk 2004):

e dominance (knowledge is more important than financial and material
resources from the point of view of competitive advantage, as well
as, to a greater extent than the aforementioned, can constitute market
power),
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inexhaustibility (its value can increase with increasing use),
simultaneity (it can be used by different people in different places
with different effects),

e non-linearity (a small amount of it can allow one to gain an advantage
over other market participants, while at the same time a huge amount
of it without the ability to use it does not represent much value).

You can also add other characteristics that make knowledge unique:
it can be created by various methods, using multiple tools,

it is difficult to completely grasp and to fully utilise,

develops in the minds of people, so it is more difficult to control the
processes of thinking, learning and reflection,

is relative and ambiguous,

is dynamic and has the ability to quickly become obsolete,

can materialise in products or intellectual properties,

is subject to structuring in organisational and technological
documentation and databases owing to the codification process,

e assuch it can be an object of trade.

Information has always been a source of power, but the sheer volume
of contemporary incoming information carries the risk of confusion or
overload. This makes it all the more important to distinguish the title
two concepts and the activities and processes involved. The activities
carried out on the knowledge resource, knowledge conversion as well as
processes related to its formation are many times perceived only super-
ficially and are therefore often treated as identical to activities on infor-
mation resources. Thus, knowledge management is often associated by
many with information management, however, in knowledge manage-
ment, the word “knowledge” already means a processed form of infor-
mation that goes beyond the mere extraction of facts from collected data
as in information shaping. The building and creation of knowledge is
directed toward the application of information. Information, as mentioned
earlier, becomes knowledge when it is consciously understood, assimilated
and transformed into a usable form. Undoubtedly, in this regard, infor-
mation is inherent to knowledge.

It should be emphasised that numerous activities are carried out on
information resources but take on a different character than knowledge
management processes. In such important and currently emphasised
information operations begin with the characterisation of the information
environment, i.e. the terrain, civilian information infrastructure, media,
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civilian population or external organisations. In this explored space in
the domains i.e. cognitive, virtual, physical and the relations between
them, operations of information collection, information protection and
information projection are carried out (Modrzejewski 2013). The issue
of information operations is also present during the new type of conflict
that hybrid war is considered to be (Wrzosek 2017). The role of infor-
mation operations in modern military operations is very important in
the process of achieving final success. Information operations are also
the unmasking of false information provided by the opposing side.

The above-mentioned contents are essential arguments pointing to
the opportunities the army receives by collecting data and information,
from which the knowledge resources that are the key to military success
are built.

2. Information management and knowledge management
in terms of normative documents

It is understood that, in general, since 1997, interest in the concept
of knowledge management, tools and methods supporting it has been a
constant presence in science and practice. However, the peculiar history
of the development of the knowledge management concept can be pointed
out even earlier by reading the literature on the subject and the works of
prominent scientists of the subject (Szczygielska 2020).

Exploring the essence of knowledge management, one can find defini-
tions in the literature that emphasise, with varying degrees of intensity,
the multifaceted aspects of the concept. It is worth noting, for example,
the following.

W.R. Bukowitz and R.L. Williams present the opinion that knowledge
management “is a process that enables an organisation to generate value
from intellectual assets or other knowledge-based resources” (Bukowitz,
Williams 2000; Skyrme 2019).

A. Jashapara believes that knowledge management is “[...] an effective
learning process associated with the search for, use and dissemination of
knowledge, using appropriate technologies and cultural environment,
which aims to increase intellectual capital and organisational agility”
(Jashapara 2006).

No matter how many definitions are cited, they refer in their content
to learning, acquiring and using knowledge in such a way as to achieve
the intended goals and reap the profits (not only financial). The role of

102



A. Szczygielska - The essence of knowledge management and information management..

knowledge profiling is repeatedly emphasised, so that the right resources
of knowledge are received by specific people at a precise moment.

Thus, knowledge management, in its essence, is a tangle of processes
that form a coherent, logical whole enclosing the full range of activities
that can be performed on the knowledge resource to make it more
valuable, understandable, practical and, at the same time, unique.

It is extremely important to raise awareness of what knowledge is
and how important its role is also in the armed forces, in building an
effective, modern military. It is worth emphasising that “knowledge
management is the first thing that affects situational awareness, the
common operational picture and the transformation of data into infor-
mation and information into knowledge” (Executive seminar.. 2002).

Not only in the very understanding, approach, practice but also in
many definitions is discernible the distinction stressing that information
is used to create knowledge is a lower level of construction and is, so to
speak, the material for knowledge.

Information management focuses on applications, tools, schema,
structure and business rules that support the sharing of information to
optimise access to data or the right to information, and tools and tech-
nologies can improve the information management service for the com-
mander and staff (Insights and Best Practices.. 2018).

Information management is also seen in U.S. armed forces documents
as that information required in planning, organising, directing, coordi-
nating and controlling organisations and their assigned tasks in missions.
In turn, “products” generated in response to approved information needs
are used for information management. They can take narrative, tabular
or graphical form and be transmitted in various ways, e.g., an oral state-
ment, a written report or an automated data processing tool (Information
Management.. 2019).

In NATO documents, the term information and knowledge manage-
ment (IKM) can be found, where it is emphasised that information is an
organisational asset that should be standardised, protected and secured
primarily in military environments (NATO Directive: Collective Training
and Exercise Directive). In addition, normative records indicate that the
management of knowledge and its derivatives is a fundamental and
necessary component of the mission. For the success of this activity, too,
a computer-based collaborative environment is used to facilitate the
creation, storage and sharing of documents.

103



Socialas zinatnes regionalajai attistibai 2022 - Sociologijas un vadibzindtnes aktualitates

What is also important in the context of the subject considered is the
fact that in the whole process of knowledge management, the developed
rules, guidelines, assessments, reports, briefing minutes, etc. are important
(Szczygielska 2016). Thus, with regard to the solutions contained in the
documents regulating the knowledge management issue, three essential
elements can be observed — the first is the security aspect of information
resources, the second element is IT support, while the third is a set of
organisational regulations. In addition, it is noteworthy that in the content
of the documents there was a combination of two subject areas — the first
is information management, and the second is knowledge management.

Information management is taking care of its proper flow for decision-
making and a sequence of targeted actions on information. The principles
of information and knowledge management, combined with IT
infrastructure and processes, allow for optimal use of the most valuable
resource which is intellectual capital. The training of leaders and specialists
from NATO member and partner countries contributes to the develop-
ment of doctrine, the identification of past experience, the improvement
of interoperability and capabilities, and the exploration and legitimization
of various concepts through experimentation. Information sharing is seen
here as a basic principle of information and knowledge management,
and as a factor in building confidence and support for alliance defence
and security.

It is a widespread and obvious belief that no military operation will
succeed without an efficient and effective flow of information (Russo
2019).

Knowledge management uses a five-step process to create a shared
understanding of a problem, and the stages of knowledge management
include: assess/evaluate, design, develop, pilot/navigate, implement (Tech-
niques for Effective.. 2015). What takes place here is the integration and
alignment of both people, processes, tools and organizational culture
with respect to leaders as well as subordinates to collaborate and share
their knowledge.

With regard to the content presented above, it is worth emphasizing
once again that knowledge management differs from similar information
management activities in that it deals with knowledge-based resources
rather than data or information.
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Conclusion

Resuming the facts presented, it can be pointed out that there is a
functional relationship between the terms analysed. Information manage-
ment can be regarded as operations performed on information resources,
which are pre-existing data placed in a specific meaningful context and
representing a specific value for the recipient. Knowledge management,
on the other hand, is a set of coordinated processes supported by ICT
infrastructure carried out on knowledge with the aim of developing it,
making it more and more useful to the participants of the organization,
increasing the effectiveness of the activities carried out, using the full
intellectual potential as well as developing the intellectual capital of the
organization.

It is important to emphasize the fact that in order for knowledge
management to produce the desired results, it must be carried out metho-
dically as a conscious and planned process, while knowledge must be
treated as a key resource of the organization, continuously developed,
enriched, updated and protected.

The key foundation for any concept, idea, idea or action to come to
fruition are people, and their efforts and experiences, even more so their
knowledge, determine the success and effectiveness of the projects under-
taken. It is the people who transform the often worthless data into valuable
information, create useful knowledge from it, and are themselves the
carriers of a wealth of knowledge and are a source of inspiration and
motivation for action. Their role in the armed forces, in strengthening
national security and in shaping the modern state remains invaluable.
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CyTb ynpasjieHus: 3HAHHSIMH | YIIpaBJieHHeM HHhopMamueii B 0e30MaCHOCTH
Pe3rome

CeromHsi, ¢ BO3pacTaolieil posbio MH(pOpMAIMY U BO3pacTaroleil IIeHHOC-
THIO 3HAHUU, B HAYYHBIN MUCKYpPC BO3BPAIIAIOTCS KOHUEIIINN, CBI3aHHBIE C
bopmupoBaHeM HeMaTepUATBHBIX pecypcoB. HacTo B HAyYHBIX TUCKYCCUSIX TeP-
MUHBI «UHOOPMAIIVSI» U «3HAHWE» UCTIONB3YIOTCS B3aMMO3aMEHSIEMO, YTO HEBEPHO.
Llenpio cTaThu B CBSI3U C UBJIOXKEHHBIM SIBIISIETCS aHAIU3 TEPMUHOIOTMYECKOTO
o0BbeMa MOHATHIA «yTIIpaBieHre nHopMaImei» 1 «yrpapieHne 3HaHUSIMU». Ta-
KUM 00pa3oM, TIpeaMeTOM UCCIeIOBaHUs OyIeT TO, KaK BOCIIPUHUMAETCSI MH(POP-
Malusl, a TakKe Kak GUKCUpyIoTcst 3HaHUs. B mipoliecce Mo3HaHMUS UCTIONb30Ba-
JIACH PE3YIIBTAThl TEOPETUIECKUX MCCIIeNOBAHNI, 0COOEHHO Pe3yIbTaThl aHAIN3a
JINTEPATYPHI U PE3YIBTATHl KOCBEHHOTO HECTAHNAPTU3NPOBAHHOTO HAOTIONEHNS,
a TakKe Pe3yIbTaThl MPOBENEHHBIX NHTEPBBIO IO BOIIPOcaM 00paboTku MHMOP-
Malluy ¥ YIIPaBJIeHUs 3HAHUSMU PUMEHNUTETbHO K BoopyxxenusiM Cumam.

KimoueBsie ciioBa: 3HaHUs, MHOOPMAIUS, YIIpaBieHe, 6e301TacHOCTb.
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