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Abstract. Technological advancements in IT companies frequently led to significant
organizational changes, which challenged employee adaptability and performance. The purpose of
this study was to explore the effectiveness of cognitive and behavioral strategies, specifically
Cognitive Restructuring, Stress Management, and Behavioral Feedback Loops, in managing these
transitions. The research employed a mixed-methods approach, collecting data through employee
surveys, manager interviews, and performance reviews before and after the interventions. Key
performance metrics such as Employee Engagement, Team Collaboration Flexibility, Learning
Speed, and Turnover Reduction were analyzed. The findings demonstrated that cognitive
restructuring improved engagement and teamwork, stress management significantly reduced
turnover, and feedback loops enhanced learning speed and team collaboration. The study concluded
with practical recommendations for IT companies to integrate these strategies into their change
management practices, highlighting the importance of a multi-faceted approach to fostering
adaptability and resilience during periods of technological transition.

Keywords: Cognitive restructuring, Behavioral strategies, Change management, IT companies,
Stress management, Organizational psychology

Introduction

Change is a constant in the IT industry, driven by rapid technological innovations such as
software upgrades, cloud transitions, artificial intelligence, and automation. However, the successful
adoption of these technologies depends not only on technical expertise but also on how employees
psychologically cope with and respond to these changes. The psychological effects of change, such
as resistance, stress, and disengagement, can significantly impact organizational outcomes, leading
to reduced productivity and higher turnover.

Industrial and organizational psychology offers valuable frameworks for understanding and
addressing the human aspects of organizational change. This paper explores cognitive and behavioral
strategies to reduce resistance and stress, facilitate adaptation, and improve overall employee
performance in IT companies. These strategies include cognitive restructuring, continuous feedback
loops, and stress management techniques.

Materials and methods

In this article, cognitive and behavioral strategies, including cognitive restructuring, behavioral
feedback loops, and stress management techniques, were explored as methods for managing
technological changes in IT companies. The article examines how these strategies help employees
reframe their perceptions of change, reduce stress, improve adaptability, and enhance overall job
satisfaction. Through the integration of organizational psychology theories and real-world
applications, the article highlights the practical implications of these interventions in fostering a more
resilient workforce during periods of organizational transition.

Cognitive Restructuring

Cognitive restructuring is a technique used to help employees alter their perceptions of stressful
situations, such as technological changes, by reframing negative thoughts into positive or neutral
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ones. In IT settings, employees may view new systems as threats to their job security or competence.
Cognitive restructuring workshops aim to shift these perceptions from “I can’t handle this new
technology” to “This is an opportunity to improve my skills and contribute more effectively.” Training
programs can focus on helping employees understand the long-term benefits of change and guide
them through the cognitive reappraisal process [1].
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Figure 1. Organization Charts for Large and Small Span of Control

Figure 1 highlights the differences between organizations with small and large spans of control,
which significantly impact how cognitive and behavioral strategies should be implemented during
technological transitions. In hierarchical organizations (small span of control), where decision-
making is more centralized, cognitive restructuring becomes critical to help employees at lower levels
overcome the psychological barriers to change. On the other hand, in flatter organizations (large span
of control), where managers oversee larger teams, stress management techniques such as mindfulness
and feedback loops are vital to maintaining employee well-being and ensuring adaptability.
Understanding the organizational structure allows IT leaders to tailor their change management
strategies effectively, ensuring smoother transitions and minimizing resistance. It shows that
hierarchical and decentralized structures impact how employees perceive change.

Behavioral Feedback Loops

Behavioral feedback loops play an essential role in reinforcing positive behaviors during
transitions. IT employees often need real-time feedback to adjust to new systems and technologies
effectively [2]. Continuous feedback helps employees understand their progress, correct mistakes,
and build confidence in their abilities. Feedback mechanisms can be integrated into performance
management systems, providing constructive guidance during the learning phase of new technology
adoption.
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Figure 2. A Diagram of Goal Theory

Figure 2 highlights the importance of setting specific and challenging goals during
organizational change, as outlined in Goal Setting Theory (Figure 8.2). In the context of managing
change in IT companies, clear goals provide employees with direction and purpose, helping to reduce
psychological resistance. For example, when employees are given well-defined targets related to
learning new technologies, they are more likely to embrace change as an opportunity for growth.
Moreover, the use of continuous feedback loops, aligned with Goal Theory, reinforces progress
toward these goals, ensuring that employees remain motivated and engaged throughout the transition
[3]. By setting attainable, stepwise goals, managers can guide employees through technological
changes in a structured, psychologically supportive way.

Following the exploration of Goal Setting Theory in Figure 2, it is essential to delve deeper into
how organizational structures influence the implementation of psychological strategies for managing
change. Understanding the various parts of an organization and their roles during times of transition
can provide valuable insights into how cognitive and behavioral strategies should be applied across
different levels of management and operations. As organizations navigate technological
advancements and structural changes, alignment between different parts of the organization becomes
critical to ensure smooth adaptation.

In other hand, 360-degree feedback involves gathering feedback from multiple sources—such
as peers, subordinates, and supervisors—rather than just from top-down evaluations. This
comprehensive feedback helps employees adjust their behavior more effectively during periods of
organizational change. By receiving feedback from various stakeholders, employees gain a holistic
understanding of their performance and areas of improvement.
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Figure 3 - 360-Degree Feedback Model

Figure 3 illustrates the 360-degree feedback model, a critical tool for reinforcing adaptive
behaviors during organizational change. In IT companies undergoing technological transitions,
feedback from multiple sources, including peers, subordinates, and managers, ensures that employees
receive comprehensive evaluations. This system enables employees to adjust their behaviors in real-
time, fostering a culture of continuous improvement and collaboration [4]. As shown in the model,
the use of 360-degree feedback contributes to increased production efficiency and overall job
satisfaction by aligning employee performance with organizational goals. The positive effects of this
feedback mechanism are evident in improved financial performance, enhanced reputation, and
reduced resistance to change. By establishing continuous feedback systems, IT companies can
reinforce the behaviors necessary for successful adaptation to new technologies and processes.

Stress Management Techniques

Stress is one of the most significant barriers to successful adoption in IT environments. The
rapid implementation of new technologies can create feelings of overwhelm and frustration among
employees. Stress management programs, such as stress inoculation training (SIT), mindfulness
practices, and relaxation techniques, help employees manage the psychological pressures of change
[5]. These programs provide employees with coping mechanisms to reduce anxiety and improve job
satisfaction during high-demand periods.
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F ire 4. Mintzberg’s Organizational Parts

Mintzberg’s Organizational Parts, as illustrated in Figure 4, breaks down an organization into
key components: the strategic apex, middle line, and operating core. Each of these parts plays a
distinct role in driving and responding to organizational changes. In the context of IT companies
undergoing technological transitions, this framework is particularly useful for understanding how
stress management and cognitive restructuring interventions should be tailored to different
organizational levels.

1. Strategic Apex: The top-level management, responsible for strategic decision-making,
often initiates change. Leaders in the strategic apex must model adaptability and resilience to set the
tone for the rest of the organization. Cognitive restructuring workshops aimed at executives can help
them reframe challenges and effectively communicate the long-term benefits of technological change
to lower levels of the organization.

2. Middle Line: Middle managers act as a bridge between the strategic apex and the
operating core. They are often tasked with implementing changes, and as such, they need support in
managing stress and resistance within their teams. Stress management techniques such as mindfulness
practices and stress inoculation training can equip middle managers with the tools needed to handle
the psychological pressure that comes with overseeing transitions.

3. Operating Core: Employees at the operational level are responsible for executing the
day-to-day tasks that support organizational changes. This group is particularly vulnerable to stress
and resistance, as they often face the most immediate impacts of technological shifts. Continuous
feedback loops and real-time behavioral feedback can help employees in the operating core adjust to
new systems and processes more effectively, reducing errors and fostering a culture of adaptability.

Understanding the distinct roles of each part of the organization, as outlined in Mintzberg’s
model, allows for a more targeted application of cognitive and behavioral strategies. By aligning these
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strategies with the needs of different organizational levels, IT companies can enhance their capacity
to manage change effectively, ensuring that all parts of the organization work cohesively toward a
common goal.

Figure 5 - A Systems View of an Organization

Figure 5 illustrates the systems view of an organization, showing how various external factors,
such as suppliers, government regulations, industry standards, and competition impact the internal
functioning of the organization. In the context of IT companies, these external forces play a crucial
role in shaping how technological transitions are handled. For example, industry standards might
dictate the urgency of adopting new technologies, while customer expectations and competition could
drive the pace of change [6]. Understanding these external pressures allows IT organizations to
manage both internal and external demands during times of transition.

This figure reinforces the idea that IT companies must adopt a holistic approach to managing
change, considering not only the internal processes and employee readiness but also the external
environment. By doing so, organizations can create strategies that align with external forces while
minimizing the stress placed on employees. Cognitive restructuring and stress management
techniques are especially important in this context, as they help employees cope with the pressures
introduced by these external factors.

The role of leadership in managing technological changes in IT companies

While Figure 5 offers a broad understanding of the external factors influencing an IT
organization, it is equally important to examine how internal leadership within the organization
responds to these external pressures. Effective change management requires leadership at all levels
to support employees during periods of technological transition. From top management to first-line
supervisors, leaders play a critical role in framing change, offering guidance, and providing emotional
support. To fully understand how an organization's internal leadership functions in response to the
challenges posed by external factors, we turn to Figure 6, which illustrates the different roles and
skills required at each leadership level within the organization. This transition highlights the interplay
between external pressures and internal leadership structures that together shape the success of change
management strategies.
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Figure 6 - Leadership and Systems Theory

Figure 6 provides an in-depth look at leadership at different levels of organization, first-level
supervision, middle management, and top management. It describes the different skills and
perspectives required for leaders to manage organizational change effectively. In IT companies
undergoing technological transitions, this leadership framework is crucial for ensuring that each level
of management is prepared to support employees through changes. For example, first-level
supervisors require technical knowledge and fairness in applying rules, while middle managers need
a subsystem perspective to ensure smooth integration of new technologies across teams [7]. Top
management, meanwhile, 1s responsible for driving change and setting the strategic vision.

This figure highlights the necessity of a multi-level leadership approach to change management
in IT companies. Leaders at each level must adapt their leadership styles and strategies to meet the
specific needs of employees. This framework aligns with the cognitive and behavioral strategies
discussed in your article, as it emphasizes the role of leadership in guiding employees through
stressful transitions, whether through cognitive restructuring, continuous feedback, or stress
management programs.

Results and discussion

The cognitive restructuring workshops and stress management programs implemented in IT
companies resulted in significant improvements across several key performance metrics, as illustrated
in Figure 7. These programs focused on helping employees manage the stress associated with rapid
technological transitions and adjust their attitudes toward change. The results show positive outcomes
in four key areas: adaptability improvement, stress reduction, job satisfaction increase, and burnout
reduction

Results and Improvements from Cognitive Restructunng and Stress Mansgement Programs
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Figure 7. Percentage Improvements from Cognitive Restructuring and Stress Management
Interventions

Adaptability Improvement: Employees who underwent cognitive restructuring workshops
demonstrated a 30% improvement in adaptability compared to a 5% improvement in the control
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group, which did not receive any intervention. This stark contrast highlights the efficacy of cognitive
restructuring in helping employees adapt to new technologies. The employees in the intervention
group expressed a greater sense of confidence and readiness to embrace change, as opposed to the
control group, which showed signs of reluctance and uncertainty in dealing with technological
transitions.

Stress Reduction: Employees in the intervention group reported a 25% reduction in stress, while
those in the control group reported only a 10% reduction, likely due to natural adaptation over time
without specific training. The marked difference suggests that the stress management techniques,
including mindfulness and relaxation exercises, had a profound impact on reducing workplace
anxiety. Furthermore, biofeedback techniques allowed employees in the intervention group to gain
better control over their physiological stress responses, which was not observed in the control group.

Job Satisfaction Increase: In terms of job satisfaction, the employees who participated in the
stress management programs reported a 15% increase, while the control group reported a slight 5%
increase in satisfaction. The control group's increase was likely due to standard organizational
improvements unrelated to the specific interventions. However, the employees in the intervention
group attributed their higher satisfaction to feeling more equipped to manage stress and workload
during technological changes.

Burnout Reduction: There was a 25% reduction in burnout among employees in the intervention
group, compared to a 10% reduction in the control group. This suggests that the burnout experienced
by employees could not be effectively mitigated without targeted stress management interventions.
Employees in the intervention group emphasized that practices such as mindfulness and biofeedback
helped them feel less overwhelmed and more in control, particularly during high-demand periods.

Comparison of Methods on Additional Key Metrics
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Figure 8. Comparison of Methods on Additional Key Metrics

The results shown in Figure 8 were obtained by evaluating the effectiveness of three key change
management methods Cognitive Restructuring, Stress Management, and Feedback Loops across
several critical performance metrics in IT companies undergoing technological transitions. Data was
collected through a combination of employee surveys, manager interviews, and performance reviews
conducted before and after the implementation of each strategy. The effectiveness of each method
was measured by comparing the percentage improvement in metrics such as Employee Engagement,
Team Collaboration Flexibility, Learning Speed, and Turnover Reduction, which were selected for
their relevance to employee adaptation and organizational success during periods of change. Figure
8 compares these methods, showing that Cognitive Restructuring was most effective in improving
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Employee Engagement (40%) and Team Collaboration Flexibility (35%), highlighting its role in
motivating employees and enhancing teamwork during transitions. Stress Management had the
greatest impact on Turnover Reduction (20%) and also improved Team Collaboration (30%) by
reducing stress and preventing burnout. Feedback Loops were highly effective in increasing Learning
Speed (35%) and Team Collaboration Flexibility (40%) by providing real-time feedback that helped
employees adapt quickly to new technologies and work cohesively in teams. This comparison
emphasizes the complementary strengths of each method in supporting employees during
technological changes in IT companies.
Recommendations and Practical Implications

Table 1. Key Recommendations for Managing Technological Change in IT Companies

Recommendation Description Practical Implication
Implement Establish regular workshops to | Reduces anxiety, improves
Cognitive train employees on reframing | adaptability, and leads to quicker
Restructuring negative thoughts related to | adoption of new technologies,
Workshops technological changes. ultimately boosting productivity.
Utilize Feedback | Introduce continuous, real-time | Helps employees adjust to new
Loops in | feedback systems, such as 360- | systems faster, reduces errors, and
Performance degree feedback models, during | builds confidence, while reinforcing
Management transitions. adaptive behaviors.

Integrate Stress | Implement mindfulness, stress | Reduces employee stress, lowers
Management inoculation, and biofeedback | burnout risk, increases job
Programs training to manage stress during | satisfaction, and enhances overall
rapid changes. well-being in  high-demand IT

environments.
Tailor Strategies to | Customize cognitive and | Increases effectiveness of

Specific IT Sectors | behavioral strategies based on the | interventions by addressing the
specific challenges of different IT | unique stressors and requirements of

sectors  (e.g., cybersecurity, | each sector, fostering higher
software development). adaptability and innovation.
Create a Culture of | Leadership should  model | Builds an adaptable and innovative
Adaptability adaptability and  resilience, | workforce, reduces resistance to
recognize flexibility, and | change, and promotes smoother

encourage open communication. | transitions with fewer disruptions.

Use Technology to | Use digital learning platforms to | Provides flexibility for employees
Facilitate Learning deliver cognitive restructuring | to learn at their own pace, improving
and stress management training | retention and application of skills

programs. during  transitions,  enhancing
overall learning outcomes.
Enhance Cross- | Promote collaboration between | Encourages knowledge sharing,
functional departments during technological | reduces duplication of efforts, and
Collaboration transitions to share knowledge | promotes  cohesive  adaptation
and reduce silos. across the organization during IT
changes.
Monitor Employee | Implement continuous | Early detection of stress or burnout
Well- monitoring of employee stress | allows for timely intervention,
beinzsxcvbnm,./ levels and well-being, using | reducing the negative impacts of
During surveys and health check-ins. technological change and
,mnbTransitions maintaining high employee morale.
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According to these recommendations in Table 1, future initiatives should focus on further
integrating cognitive and behavioral strategies with emerging technologies like Al and machine
learning to enhance adaptability. Additionally, developing more personalized stress management
tools, tailored to individual employee needs, could lead to even greater resilience during rapid
technological shifts. Continuous feedback systems could be enhanced with data-driven analytics to
provide real-time insights into employee performance and well-being, ensuring more proactive
intervention during transitions.

Future implications for IT companies

Increased Focus on Employee Well-being: As 1T companies continue to undergo rapid
technological changes, there will be a growing need to prioritize employee mental health and
resilience. Stress management programs, cognitive restructuring workshops, and continuous feedback
systems should become integral parts of change management strategies, ensuring employees can
adapt to new technologies without experiencing burnout.

Integration of Al and Data Analytics in Change Management: 1T companies will likely leverage
Al and machine learning to improve the effectiveness of feedback loops and stress management
programs. Personalized data-driven feedback and predictive analytics can help managers monitor
employee performance and well-being in real-time, allowing for proactive interventions during
transitions.

Customized Solutions for Different IT Sectors: As different sectors of IT face unique challenges,
future strategies should involve more tailored interventions. Companies will need to customize
cognitive and behavioral strategies for specific roles like cybersecurity, software development, or
cloud services—to address sector-specific demands and improve overall adaptability.

Enhancement of Remote and Hybrid Work Support: With remote and hybrid work models
becoming more common, IT companies will need to adapt these cognitive and behavioral strategies
to virtual environments. Remote stress management tools, virtual cognitive restructuring workshops,
and digital feedback platforms will be necessary to maintain employee engagement and well-being
across distributed teams.

Development of Resilient Leadership: Future IT organizations will need leaders who are not
only technologically adept but also capable of guiding their teams through psychological and
emotional challenges during transitions. Leadership development programs focusing on emotional
intelligence, adaptability, and change leadership will be key to driving organizational success.

Table 2. Limitations and Possible Solutions

Limitations Possible Solutions
Short-term Focus of | Implement follow-up programs to reinforce cognitive and behavioral
Interventions strategies over the long term.
Lack of | Develop personalized stress management tools using Al and data
Personalization in | analytics to cater to individual employee needs.
Stress Management
Inconsistent Standardize training programs and leadership involvement to ensure
Application ~ Across | consistency across all teams and departments.
Teams
Resistance to | Increase transparency in feedback processes and provide training on
Behavioral Feedback | the value of continuous improvement.
Difficulty in Remote | Create virtual platforms and tools for delivering stress management,
Application cognitive restructuring, and feedback remotely.
Limited Data on | Conduct longitudinal studies to assess the long-term effects of
Long-term Impact interventions on employee performance and well-being.
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Table 2 highlights the importance of addressing the limitations in the implementation of
cognitive and behavioral strategies to ensure their long-term success in IT companies. By providing
solutions such as personalized interventions, standardized training, and the use of Al for monitoring,
organizations can overcome challenges like inconsistent application and short-term focus. These
improvements will help foster a more resilient and adaptable workforce, ensuring that employees are
well-supported during times of technological change and transition.

Conclusion

This research demonstrates that cognitive and behavioral strategies, rooted in industrial and
organizational psychology, are crucial for managing change in IT companies. Cognitive restructuring
helps employees reframe negative perceptions, feedback loops reinforce adaptive behaviors, and
stress management techniques reduce the psychological burden of change. The results from the case
studies and surveys show that these interventions improve adaptability, reduce resistance, and
enhance employee well-being.

As technological innovations continue to drive changes in the IT industry, the integration of
psychological strategies into changing management processes will be vital for ensuring smoother
transitions. Organizations must focus on the human side of change by incorporating these strategies
into their training and development programs to foster a more resilient and adaptable workforce.
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coyuyme. B amoii cea3u easxicHvim npeocmasnsiemcsi  8b100p 3¢ppexmusnvix cmpameutl OKA3aHUS
NOMOWU NOOPOCMKAM 8 PAMKAX — NPOSPAMMbL KOMNJIEKCHOU USPOBOU mepanuiu.

Knroueswie cnoea: nuunocmuoe pasgumue, noOpOCMKU, NPOSPAMMA, KOMNIEKCHASL USPOBAsL
mepanusl.

BBenenue. AKTyaabHOCTh HCCIIEIOBAHUSI OOYCIIOBIIEHA TEM, YTO B COBPEMEHHBIX YCIIOBHSIX
peanu3alii OCHOBHBIX HaNpaBICHUN 00pa3oBaTeIbHON CTpaTeruu MOAPACTAIOLIETO MOKOJICHHUS
HanboJiee ysS3BUMOM KaTeropuel SIBISIOTCS MOAPOCTKH, IOCKOJIBKY OHM — OJHA M3 COCTaBHBIX
qacTel 00I1ecTBa, MO3TOMY MbI I0JIKHBI IOHUMAaTh, B YEM COCTOSIT UX JIMUYHOCTHBIE U COLIUANIbHBIE
3arpockl, W Kak MO’KHO MM MTOMOYb B TPYAHBIX )KH3HEHHBIX CUTYAITHIX.

B uccnenoBanuu C.JI.PyOuHIITEiHA O TUEPKUBAETCS, YTO CO3HAHUE KOHKPETHOI'O pealbHOTO
WHIWBHIA — 53TO €IWHCTBO NMEPEKHMBAHUS W 3HAHUWS, HEKas CHCTEMa, ¢ BHYTPEHHsSI IpUpoja
NePeKUBAHNUHN BBISIBIIIETCS B €r0 OTHOIICHUH K BHELITHEMY MHUpPY. B 3TOM CBsI3u BakeH Te3HUC O TOM,
9TO BCAKOE JIEHCTBHE UYEIOBEKa MCXOIWT M3 MOTHBOB, KOTOPBIC HAMPABISAIOTCS K OINpPEIeIeHHON
LeNIM, pa3pemas Ty WIM WHYIO 33Jady, BBIPAXKalOT OMNpEAEIICHHOE OTHOIIEHHE K OKPYXKAIoIEMY
MHUpY, BoOpaB B ceOsi pabOTy CO3HAaHUS U BCIO IOJIHOTY HEMOCPEACTBEHHOI'O MEpEekHUBaHUS B
nesrensHocTH [1, . 14, 21].

A.A.Pean ormedaer, 4TO B MOJIPOCTKOBOM BO3pPacTe Yy MOJIOJBIX JIFOJCH aKTHBHO
¢dopmHpyeTcss camMOCO3HaHUE, BbIpaOaThIBaeTCd COOCTBEHHAs HE3aBUCHUMas CHUCTEMa STalOHOB
CaMOOLIEHUBAHMsI ¥ CAMOOTHOILIEHMsI, Bce 00Jiee pa3BUBAIOTCS CIOCOOHOCTH IPOHUKHOBEHMSI B CBOM
COOCTBEHHBIN BHYTPEHHUI Mup, cBoei «S-konuenuun» (2, ¢.357].

Ha ninyHocTHOE pa3BUTHE IOAPOCTKOB B 3HAUYNUTEILHON CTENIEHH BIUAET OOLIECTBO, B KOTOPOM
OHHU pacTyT. FIMeHHO B 001ecTBEe MOAPOCTKM YYaTCsl HANAXUBATh OTHOLICHHUS C OKPYKaIOIIUMH,
IIPUCIIOCA0INBATHCS K PA3IMYHBIM CUTYALUSIM, OOPOTHCS ¢ OKPYKAIOIIUMU TPYIHOCTSIMH.

B sTtoMm Bo3pacTte aedpuuMT HEOOXOIUMOIO BHUMAHHUS, IOHUMAHUS U IPU3HAHUS TOIPOCTKA
Yy OKpYXKaloIMX ero OJM3KUX JIOJEH MOXKET MpUBECTH K HechopmupoBaHHOCTH U aAubdy3un
KpHU3UCa, YTO B pE3y/lbTaTe BEIET K OECIONIE3HOCTH CYIIECTBOBAHUS B OOILECTBE IS CaMOI0O
yenoBeka. Llenbro Hallero ucciae10BaHus SBISAETCS TICHUXOJOTHYECKOro COMPOBOKICHHS U3yUEHHE
TEOPETUYECKHX M MPAKTUYECKHX OCHOB JMYHOCTHOTO PA3BUTHUS TMOAPOCTKOB B YCIOBHUAX
npUMeHeHus WrpoBoid Tepamuu. OOBEKTOM HCCIENIOBaHMUS CTall nporecc MpUMEHEHHs
KOMIUIEKCHOW WrPOBOM Tepanmuy B KOPPEKIMU TMPOOJIEM JMYHOCTHOTO PA3BUTHS MOAPOCTKOB.
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[Ipeamer mccnenoBaHus: MCUXOJIOTMYECKUE 3aKOHOMEPHOCTH JIMYHOCTHOTO Pa3BUTHSI TOAPOCTKOB.
I'unoresa uccnepoBaHus: MO3UTUBHAS JUHAMHMKA JTMYHOCTHOTO Pa3BUTHS ITOJIPOCTKOB MOXKET OBITh
o0OycioBiieHa NPUMEHCHHEM KOMILUIEKCHOH WMIPOBOM Tepamud.  3aadyd HCCiaeaoBaHus: 1)
[IPOaHATU3UPOBaTh  TEOPETHYECKUE U MPAKTHYECKHUE AaCHEeKThl  HMCCIEJ0BaHUN MpodieM
JUYHOCTHOTO Pa3BUTHS TOAPOCTKOB; 2) TPOBECTH JKCIEPUMEHTAIILHOE HCCIICIOBAHUC
IIPUMEHEHHS KOMIUIEKCHOW UTPOBOM TEPAMK JMYHOCTHOIO Pa3BUTHSI TOJPOCTKOB; 3) IPEIIOKUTh
PEKOMEHJAMN IO MCHXOJOIMYECKOMY CONPOBOXKICHHUIO NPOOJIEM  JIMYHOCTHOIO pPa3BUTHS
IIOAPOCTKOB.

OcHoBHast yacTb. rpoBas Tepanusi — METOJ] ICUXOTEPANIEBTUYECKOTO BO3ICUCTBUS HA JETEH
U B3pOCJIBIX. B COBpEeMEHHON IICUXOKOPPEKLHMHM HUIPa UCIOJIL3YETCS B IPYIIIOBOM IICUXOTEPAIIUU
U COLMAIBHO-TICUXOJIOTMYECKOM TPEHHMHI€ B BUJAC CIECHHANbHBIX YNPAKHCHUH, 3aJaHUNA Ha
HeBepOalbHble KOMMYHMKAIIUU, Pa3bIrPhIBAaHUSA Pa3IMYHbIX cUTyauuid u ap. Urpa cmocobctByeT
CO3/IaHUI0 OJIM3KUX B3aMMOOTHOIIEHHHM MEXAY Y4aCTHHKaMH IpYIIbl, CHUMAeT HalpsSKEHHOCTb,
TPEBOTY, CTpax Iepe]l OKPYXKAaloIIMMH, TOBBIIIAET CAaMOOILIEHKY, MO3BOJSET MPOBEPUTH cels B
Pa3IMYHBIX CUTYalUAX OOIIEHHs, CHIMAET ONACHOCTh COLIMATIbHO 3HAUUMBIX MTOCIIEICTBUI.

[cuxorepaneBrudeckuit 23PpPEeKT UTPOBBIX 3aHATUH Y IMOJPOCTKOB JOCTUTAETCS Oiaromaps
YCTAaHOBJICHHUIO IOJIO)KUTEIBHOIO SMOLMOHAIBHOIO KOHTAKTa MEXIy HMMM M B3pocibiMH. Mrpa
KOPPEKTHUPYET MOJaBiIsIEMbleé HETaTUBHBIE AMOLIMU, CTPaxy, HEYBEPEHHOCTb B ceOe, paclupser
CHOCOOHOCTH JAeTel K OOIIEHUIO, YBEIMYMBAET JUANa3oH JOCTYHHBIX JIMYHOCTH AECUCTBUM B
COLIUYME.

OTnuunTeNbHbIe TPU3HAKU Pa3BEPTHIBAHUS UIPhl — 3TO OBICTPO MEHSIOIIUECS CUTYalUH, B
KOTOPBIX OKa3bIBaeTCs OOBEKT IMOCie JCUCTBHM C HUM, M CTOJIb e OBICTpOE IMPHCIIOCOOICHHE
JIEUCTBUI K HOBOUM CUTYyaIlUH.

CTpyKTypy WIpBI COCTaBISIOT POJIM, B3SIThbIE HA C€0sl UTPAIOLIUMU; UTPOBBIE JEHCTBUS KaK
CPEIICTBO pealu3alliy ITHX pOJIEH; UIPOBOE NMPUMEHEHHUE MPEIMETOB — 3aMEILEHUE PEalIbHBIX
IIPEIMETOB UTPOBBIMU (YCIIOBHBIMHU); PEAJIbHBIE OTHOIICHUS MEXAY UTPAOIIUMH.

CroxeToM Hrpsl SBIISICTCSL BOCIPOM3BOAMMAs B HeMl 001acTh AEHCTBUTEIBHOCTH.
CopepxaHHEM UIPbI BBICTYNAET TO, YTO BOCHPOU3BOJUTCS IMOJAPOCTKAMM KaK IJIaBHBIH MOMEHT
JESTeIbHOCTH U OTHOIIEHUM MeXIy HUMH. MrpoBble cUTyallud TOMOTalOT (OPMHUPOBAHUIO
IIPOU3BOJIBHOTO MOBEICHUS JINYHOCTH B MPOLECCE €€ COLMATN3ALUH.

OO0umMHM  MOKa3aHUSAMH K TPUMEHEHHIO WIPOBOM Tepamuu SBISETCS: COLMAIbHBINA
MH(pAHTUIN3M, 3aMKHYTOCTb, HEOOLIUTENbHOCTh, (POOMUYECKHUE pPEaKIMH, CBEPXKOH(OPMHOCTb U
CBEPXIIOCIIyILIaHUE, HAPYILIEHUS MIOBEEHUS U BPEHBIE IIPUBBIYKHU U JIP.

Hcnonp3oBaHne KOMIUIEKCHOM (CMELIaHHON) UTPOBOM Tepanuu JUisi KOPPEKIUH JTUUHOCTHON
chepbl y TMOAPOCTKOB CTAHOBUTCS BO3MOXKHBIM IIPU YETKOM OTCIIEKHBAHUU JIMYHOCTHBIX
HOBOOOpA30BaHWN M TaK HAa3bIBAEMbIX IOJBMKEK B IMOBEACHMM peOEHKAa. YMEHHE ICHXOJora
CBOEBPEMEHHO OTpEarupoBaTh  Ha ATU M3MEHEHHUS I03BOJIAET 'MOKO HCIOJIb30BaTh UIPOBBIE
CUTyallud  pa3IMYHbIX METOJOB WIPOBOM  Tepamud, UYTO THOBbIIAET 3()PEKTUBHOCTD
IICUXOTEPANEBTUYECKOTO MPOLIECCA U 3HAYUTEIBHO YIPOILIAET €T0 HCIOIb30BAHKE.

B nepBblii IMKIT MOTYT BOWTH 3aHSTHSA, B KOTOPBIX MPHUCYTCTBYET CHUHTE3 IHPEKTUBHOU M
HEJUPEKTUBHON UIPOBOM Tepanuu MpH NPEBATMPOBAHUM JUPEKTUBHON Tepanuu. Kaxxnoe 3anaTtue
ATOTO IMKJIA BKIOYaeT B cebs Tpu aTama CBoOOmHAas Wrpa MOAPOCTKAa O3 BMeEIIATEIhCTBA
ncuxosiora. JIaHHBIN 3Tanm HpeArnosiaraeT OpraHu3alIi0 B3pOCIBIM CBOOOIHOM HUIPHI MOJPOCTKA,
UCIOJB3YySl METOJ, HEIUPEKTHMBHOW wurporepanuu. Hampumep, KOHKpPETHBIE WIPBI WIA
CTPYKTYpUPOBAaHHBIC UTPOBBIC CUTYAIlUH, MIpeIaraeMble IICUX0JI0rOM, CBOOOHASI UTPa MOAPOCTKA
(ipu KenaHuM).

Bo BTOpO# LIMKII BXOJAT 3aHATHS, B KOTOPBIX TAK)KE€ IIPUCYTCTBYET CUHTE3 HEAUPEKTUBHOU U
JUPEKTUBHOM HUIPOTEPAIlMU, HO B 3TOM LIMKIIEC NPEBAIMPYET HEAUPEKTHBHAs UIrpoBas Tepanus. B
ucciaenoBanuu .M. KacsIMOBOM npeacTaBieHa XapaKTEPUCTUKA HAIIPABICHUN UIPOBOM TEpaIUU
U TMOAYEPKHYTA HEOOXOIUMOCTh IPUMEHEHHS METOA0B IMarHOCTUKHU B PA3JIMYHbBIX HANIPABICHUIX
urpoBoi tepanuu [3].
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MeTtoa KOMIUIEKCHON WTPOBOW Tepanuy MOKa3ajics HaM HaubOojiee MPUEeMIIEMBIM B JTaHHOU
cuUTyaruu. MeToj MO3BOJSET BKIIOYATh B 3aHATHUS CBOOOIHYIO UTPYy MOAPOCTKA, Pa3BUBAIOIIUE
KOMMYHUKATUBHBIE WIPbl, MOJBHKHBIE WIPBI, WIPHI, IMOJHUMAOIIAE SMOIMOHAIBHBIN TOHYC,
CIOJKE€THO-POJIEBBIE WUTPbI, UTPbl — JpamMaTU3allMM, & TaKXKe MPOrpPaMMHBIC 3aHATUSA JUPEKTUBHOM
WUTPOBOM TEPAIHUH.

B dopmupyromem skcrnepuMeHTe HaMH OblIa  NMPUMEHEHA KOMIUIEKCHAs MporpaMma C
WCIIOJIB30BAHUEM  CHUCTEMBl WIp, YIPaKHEHHH, CUTyalluil, NPEICTABICHHOW B HCCIIEIOBAHUAX
C.A.UrymnoBa, [I''M.KacemmoBo#i, B.Oxnennep, H.B. Camoykunoii u np., mpeaBapUTEIbHO
aJlaTHPOBAHHAS K JTAHHOW MOAPOCTKOBOM rpymie [3-6].

Llenv npocpammvl: KOMIUIEKCHas WIPOBas Tepalus JMYHOCTHOTO PAa3BUTHUS MOAPOCTKOB.
3aoauu npoepammel: 1) ycTaHOBIEHUE IPYKECKOH aTMOChEphl Cpeau MOIPOCTKOB; 2) pa3BUTHE
KOMMYHHKATHBHBIX HAaBBIKOB OOIIEHHMS B IOAPOCTKOBOW cpene; 3) CO3laHUE CHUTyauud amis
TBOPYECKOTO CaMOBBIPAKEHUSI B IPOLECCE KOMMYHHUKATHUBHOU JAESITeNbHOCTU;4) pacKphITHE
MOJIOKUTEIBHBIX KAYeCTB U YEPT MOAPOCTKOB; 5) pa3BUTUE YYBCTBA MOHUMAHMS U CONEPEKUBAHUS
K APYTUM JIIOASM. Dmanst pabomsl no npocpamme: 13Tan (IMarHOCTUYSCKUNA) — 2 3aHATHUS; 2 dTall
(yctaHoBouHBIN) — 1 3aHATHE; 3 3Tan (KOPPEKLUMOHHBIN) —6 3aHsTHI; 4 3Tan (3akperunsitomuii) — 1
3aHATHE; 5 ATan (KOHTPOJBHBIN) — 1 3aHATHE. Memoosl peanusayuu npocpammvl. POJIEBbIC UTPHI;
WUTPOBBIE CUTYAILIMH, YITPAKHEHUS; SMOIIMOHAIBHO-CUMBOJIMYECKUE UTPHI-YIIPAKHEHUS U JIP.

ConepxaHue MpeACTaBICHHOM  KOMIUIEKCHOM — MIpPOrpaMMbl UTPOBOM TE€palid  MOKET
TBOPYECKHU OPUMEHATHCSA IICUXOJIOIOM C Y4E€TOM IOTEHIMajla | MpoOJeM IMOJPOCTKOB.
JITMTeTbHOCTH OJTHOTO 3aHATHUS C YI€TOM BO3PACTHBIX 0COOEHHOCTEH moapocTkoB — 60 MuHyT. Beero
ObUTO TIpOBeNeHO MOATanmHO 11 3aHATHIA. mNpUMepHas TeMaTHKa KOTOPHIX INPEICTaBlIeHA HIKE:
Ilepeviii sman (koncmamupyrowuit). Ilepsoe 3ausmue. [lenv: onpeneacHUe YpOoBHS JTUIHOCTHOTO
pPa3BUTUSL U MEXKIWYHOCTHBIX OTHOIIEHUW Yy CTapmmMxX NOAPOCTKOB. [IpoBeaeHue MeTOIUK
«lom.[lepeBo.Yenosek.» Ix.byka, «Connomerpus J[.Mopeno. Bmopoe 3anamue.

Llenv: ompeneneHue ypOBHS ~— CAMOOLIGHKM IICUXWYECKUX COCTOSIHUM U COLMAJIbHOM
(GpyCTPUPOBAHHOCTH Y TOJAPOCTKOB. METOIMKA TUArHOCTUKY CAMOOLIEHKH TICUXUYECKUX COCTOSIHUN
I".Aitzenka U3MEpPSIET cpady 4YeThipe (PakTopa, BIUSAIOMIME HA MEXJIMYHOCTHBIE OTHOIICHUS
WCIBITYEMbIM TMpEJIaraeTcd OINUCAHUE PA3JIMYHBIX [ICUXWYECKUX COCTOSTHUH. Meroauka
JIMAarHOCTUKU YPOBHA comuansHOl (pyctpupoBanHocty JI.M.Baccepmana (mommdukamus B.B.
boiiko) mo3BonseT (PUKCHUPOBATH CTENECHb HEYIOBICTBOPEHHOCTH COIMATBHBIMU JOCTHKECHHUSIMH B
OCHOBHBIX aCTIEKTax KU3HEACATEILHOCTH. Bmopoti sman (ycmanogounwiil). Tpemoe 3anamue. [lenv:
co3/aHue OJarompUsATHON IMOIMOHATBFHON aTMOC(Epbl IPUHATUS U IOBEPUTEIHLHOCTH B OOILICHUU.
«3apaBcTBYyi»; «Benukonennas Banepus»; «Exukny; «Onesanoy; «3aitMu MecTo»; «MOJIEKyIb»;
«Apo3n»; «Kucoukm»; «Texnuka «Po3oBblit kyct». Tpemuti sman (popmupyrowuii) Llens:
KOPPEKLHUSI JINYHOCTHOTO Pa3BUTHS U MEXIUYHOCTHBIX OTHOIIEHUN. Yemeepmoe 3anamue. Llens:
HAy4YUTh CHUMATh Oapbep Ha MPOSBICHHUE YyBCTB U dMOIUH. «JlackoBoe ums»; «['py3uHCKUN XOp»;
«MpI naem B moxom»; «Opkectpy; «Uuxanue cionay; «Unmoapom»; «Peiokay; «[IpaBaa wim J0KbY;
«I'pom — yparan — 3emierpsicenue»; «Paccka3 oxoTHuka»; «Tpu My3blKallbHBIX cioray. [lamoe
sanamue. [lenb: co3gaHUE TICHMXOJIOTMYECKM 3alIUIIEHHOW CUTyallMH I JMYHOCTHOIO
CaMOpPacKphITUA Y4acTHUKOB urp. «Mmsa mpeBpatunochy; «Kak npusneus BHuUManue»; «Ccopay;
«ITokaxu-kto?»; «CpaBHeHHE ¢ Bemiblo»; «Otramai Bempby»; «M300pa3u xuBOTHOE»; «OKHUBIIHE
KapTUHBD»Y, «OMOIMOHAIBHOE COCTOsHUE»; «Busyammszamus BepOanbHOU (dpasey. [llecmoe
sauamue. llenv: 3HAKOMCTBO C 0a30BbIMU HaBbIKaMH 00IIeHUA. «/leHb poxnenus»; «L{BeTb»;
«Tocte»; «Moe moBeneHue B KOHGUUKTEY; «ABTOOyc B uyac muk». Cedvmoe samsamue. Llens:
oOyueHue MHOJIPOCTKOB HaBbIKaM KOJJICKTUBHOM camoopranuzanuu. «CienonsiT»; «3acHyTh Ha
wieye»; «CTpouM aBToMOOWIbY. Bocbmoe 3anamue. Llens: pa3BUTHE YyBCTBA MHTYULIUH. «Madus».
leeamoe 3anamue. Llens: pa3BUTHE y MOJPOCTKOB HABBIKOB OOIICHUS B PA3JIMYHBIX KU3HEHHBIX
cuTyanusx. «4ail B moJioBUHE JIBEHAAATOr0 HOUM»; « TpeyroapHuK»; «3HAKOMCTBO Ha JIABOUKEY;
«CorHate co cryna». Yemeepmouiu sman. [llenv: 3aKperjiecHHE Yy MOJPOCTKOB HABBIKOB
MEXJIMYHOCTHBIX OTHOILIECHUH. /Jecaimoe 3anamue. «JlanbHue KOMMyHUKauum»; «/a — Het — nay;

0 “MexayHapoHbIH Hay4HO-UccaefoBaTebcKUH LeHTp “Endless Light in Science”



MCUXOJIOTUYECKUE HAYKH
Impact Factor: SJIF 22%2212 '55'211 PSYCHOLOGICAL SCIENCES

«ITapom»; «HaGmronenue 3a nBmwkeHusIMm»; « CaMblil paccessHHBINY; «Jlokauk»; «MHe HpaBUTCS B
Tebey; «BonmeOnoe 3epkano». Ilamuii sman (konmponvhuii). Llenb:  BBIIBUTH YPOBHH
JIMYHOCTHOI'O PA3BUTHS U MEKJIMYHOCTHBIX OTHOLUEHUN, CAMOOLICHKH IICUXWYECKHX COCTOSHUU,
COLMAIbHONW (PPYCTPUPOBAHHOCTH Yy  MOAPOCTKOB. OQounnaoyamoe 3amsmue.  TecTUpOBaHUE;
Meroauka «Comuometpus» . MopeHO», MeTOauKa TUAarHOCTHKM CaMOOILICHKH MCUXMUYECKHUX
coctosHui [ Aif3eHKa ¥  METOAMKA JMATHOCTHUKU YPOBHS COLMAIBbHON (PpyCTPHUPOBAHHOCTU
JI..Baccepmana (momudukanus B.B. boiiko).

3akaiouyenue. B uccienoBaHnn  Obula MOATBEPXKICHA TUIIOTE3a O TOM, YTO TO3UTHUBHAS
JUHAMHMKA JHUYHOCTHOTO Pa3BUTHUSL IMOAPOCTKOB MOXKET  ObITh OOyCIIOBI€HAa  NpPHUMEHEHUEM
KOMIUIEKCHOM MIpoBOM Tepanuu. Tak, Hanpumep, B DKCIIEPUMEHTAJIBLHOU I'PYIIIE MO3UTHUBHAS
JUHAMHUKA TIPOCIIEKHUBAETCS 1O JABYM (aKkTopaM: TPEBOXKHOCTh U (PPYCTPUPOBAHHOCTH, & IO
METOJMKE YpPOBHS COIMAJIbHOH  (PpPyCTPUPOBAHHOCTH  OSKCIIEPUMEHTANIbHAs Tpymmna Jo
KOPPEKIIMOHHOW paboThl HAXOAWJIach Ha HEONPEAENCHHOM YpPOBHE M  IOCJE KOPPEKIUH Ha
MOHMKEHHOM YpOBHE (PYCTPUPOBAHHOCTH. B HccienoBaHMM MEXIMYHOCTHBIX OTHOIIEHHWH ¢
nomotbio Meroauku "CounomMerpus” NpOCISKUBACTCA OIpPEAENCHHAs [O3UTHUBHAs JUHAMHKA
IPYNIOBBIX B3aUMOOTHOIIECHUH, BBISIBJICHBI MOJAPOCTKU C PAa3IMYHBIMU COLMAIbHBIMU CTAaTyCaMU:
JUZEPhl, OTBEPraeMble U U30JIMPOBaHHbBIE. KpoMme TOro, BBIIEIAIOTCA NOAPOCTKU 10 aKTUBHOCTH B
oOUIeHNH: OOIIUTENbHbIE, CTPEMAILIUECS CO BCEMH HMETh XOPOUIME JAPYKECKHE OTHOILICHUS;
UMEIOIINEe HECKOJIBKO MOCTOSHHBIX JIpy3€il (Kak MpaBuilo, 3TO MOAPOCTKH, OTBEpraeMble APYrUMH);
n30upartenbHble B OOILEHUH, TACCUBHBIE U MOJPOCTKH, HAXOASAIIMECS B CAMOM30JISIUN, HEraTUBHO
HaCTPOEHHBIE, C ArPECCUBHBIMU TEHIECHIUSAMMU.

Wrak, nenp Halero UCCIIEIOBaHus 10  HMCCIEIOBAHUIO IICHXOJIOTMYECKOTIO COITPOBOKACHUS
po0JIeM JIUYHOCTHOTO PAa3BUTHUS MOJAPOCTKOB B YCIOBUSX NMPUMEHEHHUS] KOMIUIEKCHOW MIPOBOU
Tepanuu OblIa JOCTUTHYTAa. METOAMKH MCCIIEOBAHMS BBISIBUIU CPEIHUN YPOBEHb CAMOOLIEHKH
MICUXWYECKUX COCTOSHHM M HEOIpe/IeICHHBI YPOBEHb (DPYCTPUPOBAHHOCTH B TPYIIIE, YTO MOXKET
OBITH CBSI3aHO C CaMOONpENETIeHUEeM ydalmxcs B couumyme. [lcuxonoruueckoe COMpoBOXKICHUE
poOJIeM JIMYHOCTHOTO Pa3BUTHS IMOJIPOCTKOB MMEET ONpEAETCHHbIC MEePCIEeKTUBBI JaTbHEUIINX
UCCJIeIOBaHUMN B KOHTEKCTE pa3pabOTKU U MPUMEHEHUS KOPPEKIMOHHBIX ITPOrPaMM.
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Annomayun: B oannoii pabome onucvieaemcs 0 co30aHuU UHKIIO3UGHBIX 63AUMOOMHOUEHUU
6 odepcmee u popmuposanue NOIUMUSHOU aMMOcghepuvl 8 KoLIeKmuee.
Knrwouegvie cnosa: Hnkio3usnocms, 1uoepcmeo, KOLEKmus, pasHooopasue.

Ha ceronHsmnmii 1eHb IMIEPCTBO HY’)KHO pacCMaTpuUBaTh €€ mupe. JInaepomM B TOM WK HTHOU
CTETIeHH, HEOOXOAMMO OBITh, B IIEPBYIO OUEpeib, Al caMoro ceos. [1]

JImnepckue kayecTBa BBIPAKAETCS HE TOIBKO B YIPABICHUYECKUX HABBIKAX, HO U B IOHUMAaHUHU
OKPYKaIOIUX, CIPAaBEJIMBOE OTHOIIEHUE K KOJIEraM, JIOSUIBHOCTh, KOHKPETHOCTh B JIEHCTBUSIX,
CO3/1aHHE€ TO3UTHBHON IICHXOJOTHYECKON arMoc(epbl KaK CO CTOPOHBI PYKOBOJCTBA, TaK U CO
CTOPOHBI ~COTPYIHUKOB, KOPHOPATUBHOCTb, OEPEKIMBOCTH B OTHOUICHHHM MOpPAJIbHBIX U
MaTepuasbHbIX OJar.

B nupepcTBe BakHBI IIOHMMAaHUE, MOAJNEPKKA WU YBAKUTEIBHOE OTHOILIEHUE HE TOJIBKO
PYKOBOIMTEISA, HO U IIOAYNHEHHBIX.

HyxHO yuuThIBaTh O Pa3sHOOOpa3HM B KOJJICKTHBE W WHKIIO3UBHOIO MOAXOAA K KaKIOMY
4eJIOBEKY HCXOId M3 MX HOTPeOHOCTEH, 3TO MOryT OBbITh WMHBAJIMJbl, CIa0OBHUIAIINE, JIIOAU
uMeroIye: JIErkoi popmbl ayTu3Ma, OHK03a00JIeBaHHSA, HEHPOTryMOpaibHbIEe H CEPIEUHO-COCYAUCThIC
3a0051€BaHus, JOTOKJIOHUCH, STTUIICTICUEH | JIp.

Ecnu roBopuTth O HEKOTOPBIX CIIydasX YIPaBIEHHUS, TO €CTb BEPOSATHOCTb CTAJIKHMBATHCS C
Pa3IUYHBIMHU CUTYyalUsIMU MEXY PYKOBOIUTEIAMH U OJYHMHEHHBIMMU:

- Korna pykoBonuTenbs X04eT rOCIOACTBOBATh HaJl MOAUYMHEHHBIMU J1aBasi X0/ CBOUM JIMYHBIM
aAMOUIIMSIM;

- Korma pykoBomuTenb AOCTATOYHO MPUHUMAET HEOOOCHOBAHHBIE KaJIOOBI CO CTOPOHBI
NOAYMHEHHBIX JieT1asi CyObEKTUBHBIE BHIBO/IbI, BBITOBOP, OYJJIMHT;
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- Co3nmanne co CTOPOHBI PYKOBOJIUTENS HEPBO3ZHOW U HAMPSIKEHHON OOCTAHOBKH B TOW WIIH
MHOW OpraHu3aliy JeJIaeT HEBBIHOCUMYIO aTMoc(epy B )KU3HEACSITEIbHOCTH KOJUIEKTUBA U B UTOTE
ITOHMKAETCS POU3BOAUTEIIBHOCTD TPY/A, a TAKKE TEKY4YECTh KaJIpOB, TaK KAK 3TO MOXET MOBJIUATH
Ha 37J0pPOBbE COTPYIHUKOB;

- He BbINONHEHNE MM HECBOEBPEMEHHOE BBIMOJHEHUE 3aJJaHUU TOAUYMHEHHBIX cOO0Ia WIn
3aBEJIOMO HEKOPPEKTHOE BBINOJIHEHHE, YTOOBI OKa3aTh JABJICHHE HA PYKOBOIUTENS U 3TO TOXKE
OKa3bIBAET JECTAOMIN3AIINIO B KOJJIEKTHBE;

- OTKa3 paboTarh Mo MOJI0KEHUIO, CO3JaHUE PA3IMYHOTO POAA UHTPUT U OYJTMHTA CO CTOPOHBI
MMOTYMHEHHBIX MPU IPUXOJE B KOJUIEKTUB HOBOTO PYKOBOIUTES.

Ji1st Toro, YT00OBI CIPABIISATCS ¢ JAHHBIMH CUTYAI[USIMH, HEOOXOIMMO CO3/IaHHE TOBEPUTEIHHBIX
OTHOILIEHUU JAPYT K JIPYTy C HWHKIIO3UBHBIMH TMOAXOAAMH, (pOpMHUpPOBAHHEM IMO3UTHUBHOM MCHXO-
HMOIMOHAIBHON atMochepsl. D (HEeKTUBHOCTS JHepa MO3UIMOHUPYETCS B HAXOXK/ICHUHU OajaHca
MEXKy YIPABICHUEM U MOAJAECPKKH KOMaH/BI.

Takum 00pa3oM MOJBITOXKA, MOXKHO TPUBECTH B KayecTBe npumepa OacHio MBana Kpeiiosa
«Jlebenp, myka u pak», rae HHPOPMHUPYETCsl 0 HEOOXOAUMOCTH UMETh CIaKEHHOCTh B KOJUIEKTUBHOM
B3aMMOOTHOIIECHUS, YTOOBI IOCTUYh pe3ylbTaTuBHOCTH [1, 2].

3aki0ueHue

BripaboTka MuIepcKuX KauecTB SBISIETCS CBOEro poaa uckycctBoM. Cosznanue OaronpusiTHOR
arMoc(ephl B KOJUIEKTUBE 3aBUCUT KaK OT PYKOBOIHUTENS, TaK U OT MOAYMHEHHBIX. A 3TO B CBOIO
o4yepeab 3aBUCUT OT MOPAJIbHO-IICUXOJOTUYECKUX BIUSHUH, COITIACOBAHHOCTH B KOJIJIEKTUBE U
WHKJIFO3UBHOM PaBEHCTBE.

CIIMCOK HUCITIOJIB3OBAHHbBIX HCTOYHUKOB

1. 3apsopubix M.JI. JlumepcTBOo Kak HEOOXOAMMOE KadyeCTBO COBPEMEHHOIO 4eJOBeKa. —
CoBpemennble nHHOBaLuu. — MBanoso, P®. — Ne2 (40). — 2021 - C.77-79

Kppuios U.A. bacuu. — JIutpec. —2019. — C.6.

3. https://dzen.ru/a/Xf9gPxbvkACtnUac
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Annomauyun: B oannoii cmamee paccmampusaemcs uHmepHem-3a8UCUMOCHb Y Oemell U
NOOPOCMKO8 KAk ncuxuveckoe paccmpoiicmseo. Paccmampueaemcs akmyanvHocms  O0aHHOO
(eHomeHna 8 cogpemenHolU ncuxonosuu. Pazoupaemcs usmenenue 8 QyHKYUOHUPOBAHUU MO32a U
COCMOSIHUU CO3HaHUs. Bviopannoii ayoumopueti ucciedo8anus OAHHOU Npodembl cmanu Oemu
Maaouieti 803pAcmHOU SPYNnbl U HOOPOCMKU, POOUBUUUECS. 8 UHDOPMAYUOHHYIO IPY, MAK KAK UMEHHO
OHU Oonvbwe 6ceco noogepenucy euuanuto 1T- mexnonocuu. Coenam 661600 0 He0OXOOUMOCHD
oanvHeuule2o Usy4yeHuss U UCCIe008aHUs, C UYelbl0 BblHeCeHUsi OAHHOU NpobiemMvl HA YPOBEHb
00WecmeeHHOCIU, U PACKPLIMUSL HOBbLX NEPCREKMUBHBIX COPOH PA36UMUs 00uecmsa.

Knwoueevie cnosea: 3agucumocms, UHMEPHEM-3A8UCUMOCIb, GUPMYATbHBIL  KOMDOpM,
NCUXUKA, hyHKYUU Mo32a.

B apy pa3BuTHs HaydHO-TEXHHYECKOIO Iporpecca OOJbIION ckauek ObLI CAeIaH MMEHHO B
uHpopMmannoHHoil cdepe. llosBunuck wuHGOPMAIMOHHBIE TEXHOJOTHM, KOTOPBIE CTalu IS
YeJI0BEYEeCTBa HOBOM OCHOBOM M ONOPOW B KM3HH, & UMEHHO YEJOBEK cJelian UH(POPMAILMOHHYIO
chepy TIaBHBIM HCTOYHHKOM €ro pa3BUTHA. Bcs HeoOxommmass mH(OpMaIus, BCe BO3MOXKHBIC
YCIYrM W Pa3BJIEYEHUs BMEIIAJINCh B 3TO MH(POPMALMOHHOE MPOCTPAHCTBO,TO ecTh ceTb. Ho, k
COKaJICHUIO JIaHHOE IPEKpacHOE SIBJICHHE MMEET CBOM IOCJIEACTBHUS, 3 UMEHHO Mbl CTAaHOBUMCS
3aBUCUMBIMU U BbIpa0aThIBA€M OrpaHMYMTEIbHbIE PAMKH HAIIErO0 B3aUMOJCHCTBUS C BHELIHUM
MHUPOM.

Kak Obu1o cka3aHo cereBasi IMyTHHA IMPOSBISETCS B BHJE XPOHUYECKOM 3aBUCHUMOCTH HpHU
HETPAaBWIBHOM €€ MPUMEHEHHH, TICHXOJIOTH MCCIIeAYs JaHHBIA ()eHOMEH NPUPABHHUBAIOT CTETICHb
JAHHOW3aBUCUMOCTH C HAPKOMAaHMEN U aJIKOroau3MoM. [laHHBIN BONPOC KpaliHE BayKEH AJIs HAILIETO
Oyayuiero, Tak Kak OH KacaeTcs Hallux JeTed u Oyayliue TMOKOJEHHs, I0/BEpKEHHbIE
COCYLIECTBOBATh BMECTE CO BCEMUPHOU ceThIO VIHTEpHET.

HHTepHeT-3aBUCUMOCTD IIPEACTAaBISAET coOoit IICUXUYECKOE paccTponCTBO,
XapaKTepU3YIOIIeeCs] COMPOBOKACHUEM OOJIBIIOTO KOJIMYECTBA TOBEACHYECKUX MPoOIeM, B OCHOBE
KOTOPOM JIEKUT NPUCTPACTHE HAXOXKIEHUS B CETU, U HEBO3MOKHOCTBIO IMPOU3BOJILHOTO BbIXO/A U3
He€. OnacHOCTb 3aKJIIOYAETCs B yXyIUIEHMH HOPMaJIbHOI'O IIPUBBIYHOIO COCTOSIHUSI CO3HATEIILHOCTH
pebénka B OoJiee amaTUYHOE U JIENIPECCUBHOE, U B M3MEHEHUHM (PYHKLIMOHHUPOBAHUU MO3TOBOM
JEeSITeIbHOCTH, TIPUBE/S HAIll MO3T B COCTOSIHUU IOCTOSIHHOM T'OJIOBHOM 0OJIH, TOJIOBOKPYKEHUNA U
TA.

[loueMy ke BO3HMKIIA HHTEPHET-3aBUCUMOCTB? Y JleTell U NOJPOCTKOB INPUYUHBI PA3IUUHBL.
Jletn Miaamend BO3PACTHOM IPYINIBI MPOXOAAT OJMH M3 NEPBBIX JKU3HEHHBIX JTAIllOB- M3Y4YCHHE
OKpY’KalOIIero MUpa, MMEHHO YBJICUEHHUE MOSBIIAIONICECS B XOJ€ U3YyUCHUS MHUpPa CHOCOOCTBYET
pHCKY 3a00JI€BaHUs JAHHOW 3aBUCUMOCTBIO. [IepBbIMU cUMIITOMaMH, KOTOPbIE MOKHO OOHApYKUTh
y peO&HKa, SBISAIOTCA: CTPECC, KOTOPHIA MOXKET BO3HUKHYTh M3-3a HEOJIarONOJIyYHOTO CEMEHHOTrO
KJIUMAaTa, B X0 KOTOPOTO PEOEHOK MCIOJIb3yeT MHPOPMAIIMOHHOE T0JIE KaK MECTO 0€301MacHOro
HMOLMOHAIBHOTO CAMOBBIPAKEHHS; H30€KaHNUE OTIEKH POJUTENCH, I/1e peOEHOK HCIIOIB3YET CETh KaKk
0e30I1acHOE MECTO OT 3alpeToB, YNPEKOB; HEIOCTATOK BHUMAHUS, BOBIIEKAsACh B CETh PEOEHOK
MPOSIBJISIET CBOM MOTPEOHOCTH BHUMAHUS, OA00PEHUS, TOIJICPKKH, U TyTEM OOIIEHUS MBITAETCS UX
3akpeiTh.[1] et mompoctkoBoro Bo3pacta (14-18) sSBIAOTCS CaMBIMH YaCTHIMHU MallUEHTaMHU.
[lpuyrHaMu CIIY’)KUT HECTaOWJIBHOCTH TOPMOHANBHOTO (hOHA M HE 3aKpbITbIe MOTPEOHOCTH
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BHUMAaHUs, TOJACPKKU U OAOOPEHHS CO CTOPOHBI TEMeph HE TOJIBKO POAUTENEH, HO M CBOUX
cBepcTHUKOB.  [lepBOoHayanbHBIMU  CHUMOTOMAMH Yy  HOJAPOCTKOB  SIBIIAIOTCA:  MOTEps
B3aMMOIIOHUMAHMSI MEXKIY CBEPCTHHKAMH, MOJPOCTOK HE Hai/id €JUHOMBIIIJICHHUKOB YXOJIUT B
BUPTYAIbHYIO PEaTbHOCTh, T MOXET BEPHYTh CBOK YBEPEHHOCTh B OOIICHUHU; MOIPOCTKOBAS
3aCTEHYMBOCTh, B BUPTYATHHOM MHUPE MOJAPOCTOK MOXKET OTOMTH OT CBOCH WHIWUBUIYAJbHOCTH H
IIPUMEHUTDH HOBBII 00pa3 Ha ce0sl; arpecCUBHOE BO3JICHCTBHE CO CTOPOHBI CBEPCTHUKOB, TIOAPOCTOK
HAXOJSICh TOJT SMOIIMOHAIBHOM JTHO0 ke (pu3uueckoM OyJUIMHIE HY>KAAeTcs B MOJIJEPIKKE, CTpax
nepe POAUTENIMUA IPUBOUT KEPTBY B CETEBOU MUD, T/I€ CYIIECTBYIOT ClielhaibHbie (POPYMBL.[2]

J1abbl 4eTKO MOHATH CTENb PUCKA HHTEPHET- 3aBUCUMOCTH, €€ MOXKHO Pa3esIuTh Ha 3 CTauU:
1) Ha mepBoii cragun peOEHOK 3HAKOMUTCSA ¢ BCEMHUPHOM MAayTUHOW M (OPMHPYET COOCTBEHHBIN
UHTEpHET- CepQUHI, MPEAOCTABISIONMNA HEIOCTAIONIyl0 HH(QOPMAIMI0 U BOCIOIHSIOMIMMA
HEJI0CTaTOK BHUMaHHS. 2) PeOEHOK MPUCTPACTUBIIMICS K BUPTYaTbHOMY MHUPY OTIHAISIETCS OT
peaspbHOTO, W HWIIET MYTH CAMOBBIPAXEHHUS B HEM. 3) XapaKTepU3yeTcs XPOHHUYECKOH (GopMoit
3aBUCUMOCTH, @ HMEHHO YEJIOBEK TEPSIeT aKTUBHOCTh U CTAPAETCs HE KOHTAKTUPOBATH C PeaIbHBIM
mupoM. Cama 3aBUCHMOCTh MOET JENUTh TakKe€ W 10 BHUJAM: 3aBHUCHUMOCTh OT BeO-
cepuHra(HEPEPHIBHBIM MOTOK WH(POPMAIIMK), OT OHJIAWH-OOMICHHS, H3-3a JKKIBl OCTPBIX
AMOIUH(Ka3uHO, UTPHI), MPUCTPACTHE K POCMOTPY (PritbMOB.[3]

[MocnmencTBUS TakoW 3aBHCHMOCTH MOYKHO BBIPAa3UTh B IICHXOJIOTHUYECKOM M (DU3HUECKOM
wane. K mepBbIM OTHOCUTCSI TOPMOXKEHHE MPOLIECCa PAa3BUTUA JIMYHOCTH, €T0 KOMMYHUKATHUBHBIX
HAaBBIKOB, M aJaNTalMOHHOM crnocoOHocTH. K (pn3nonoruueckuM MOCIEACTBUSM OTHOCAT BCE
SIBJICHUS CBSI3aHHBIC C YXYILIEHUEM (PU3HOIOTHUYECKUX (PYHKIUH 3I0pOBOTO YeloBeKa (HaUMHas OT
HapyllleHUEe CHa, TOTEeps alleTUTa, CHUKEHNE UMMYHUTETA 3aKaHYUBAsi CEPbE3HBIMU XPOHUUECKUMHU
3a00JIeBaHUAMHU CEPJIEYHO-COCYAUCTHIX CUCTEM U JIBUTATENILHOTO ariapaTta).

CoBpeMeHHasi TICHXOJIOTHSl HEIOCTAaTOYHO H3y4yuia KHOEp3aBUCHUMOCTh YTOOBI CO3/aTh
EAVHYI0 CHUCTEMY IUArHOCTUPOBAHUS U JIEUEHUS MJAHHOTO HEAyra, IMOATOMY B TIPaKTHKE
WCIIONB3YETCSl MHAWBUIYAIbHBIA MOAX0J JedeHus. Ho, mpuxmagHoi ombIT paOOThl C UHTEPHET-
3aBUCHUMOCTBIO BBIpabOTaN OmpeneiéHHble PEKOMEHIAIMN B MPOQPHUIAKTUYECKOM NPUMEHEHHHU:
yIIy4lIaiTe CeMEWHBIN KJIMMAT(COBMECTHOE XO000W, MPOTYJIKH, BeYepa), co3laBaiiTe Oe30macHoe
MPOCTPAHCTBO ISl COOCTBEHHOTO peOEHKa(OKa3bIBaliTe MOAJNEPKKY, BHUMaHUE, MOHMMAHUE...),
CIOCOOCTBYITE pPa3HOCTOPOHHEMY Ppa3BUTHIO JIMYHOCTH peOEHKA(Pa3IMYHOIO pojia KPYXKKH,
CEKIIMH), TUCIUIUIMHUPYITE peOEHKa( BKIIOYANTE PEKUM JIMMUTHOTO MOIh30BaHuUs ).[4]

CoBpeMeHHBIN MUP AUKTYET HOBBIC BEPITUHBI PA3BUTHS YEJIOBEYECTBA, KOTOPHIC HECYT HAM HE
TOJILKO HOBBIC TMO3HAHWSA, HO U HOBBIE TPYAHOCTH. BrnusHue wHPOPMAIIMOHHOHN Cpenbl depes
HNuTepHeT Ha COBPEMEHHBIX MAJILYMKOB U JICBOUCK, POXKIEHHBIX B TieproJ 21 Beka,uaéT ¢ 1eTCTBA U
cunTtaercs Hanbomnee cuibHbIM.[lofaBisronee OONBITMHCTBO MPEACTABUTENICH 3TOTO TOKOJICHUS HE
MIPE/ICTABISAIOT CBOEH JKM3HM 0€3 BBIXOJ]a B MHTEPHET C IOMOIIbIO rajkeroB. [loaTromy Ha Hac kKak
OyIyIIMX CIEUUATNCTOB JIOKUTHCS Ba)KHAS OTBETCTBEHHOCTh 3a TOMOINb M B MOCIEICTBUU
Hay4eHUI0 IPUCTIOCOOIEHUS K JKU3HU BMecTe ¢ MHTepHeTOM.
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INPOPECCHUOHAJIBHBIN CTPECC

MYCAEBA AUTTOHbB JI’KABAHII[P
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NeJarornyeckoro yHMBEpCUTeTa
Crapuuii npenoaaBaTesb kKadeapsl oOIIMX HAYK
AszepOaitmxkan, Hlexn

Annomayun. Cocmosinue cmpecca modcem OblMb GbI36AHO  PAZTUYHBIMU GHEUHUMU U
gHympenHumu (akmopamu cmpeccopamu. Taxue so3z0eticmeus mo2ym Obimb QuU3UOIOSULECKUMU
UIU NCUXONOSULECKUMU.

I1o0 usuonocuueckum cmpeccom ROHUMAIOM pPeaKyulo Op2aHusMa Ha e6o30elicmeue,
ocyujecmensiemoe HenocpeOCmeeHHo Ha meno uenoseka. Taxue 6o30eticmeusi mocym Ovlmb
BHEWHUMU (WM, SUOPAYUsL, HEKOMPOPMHAsS meMnepamypa 6 NOMewjeHuu, MmycKblll Uil sSpKull
ceem, pesKue 3anaxu, 20100) U GHYMpeHHUMU (abopm, poobl, COCMOSHUe Nocie YOdleHUs
IHOOKPUHHO20 OpeaHd, NePexooHble MAanvl HCU3HU (ROOPOCMKOBbL, KIUMAKMEPUUECKUiL),
Onumenvhvle usmamoleéarouue Ooau).

Ipogheccuonanvhviii cmpecc 2mo HanpsANCEeHHOe COCMOsIHUE PAOOMHUKA, KOMOPOE B03HUKAEM
V He2o npu 8030etiCmaulL IMOYUOHATLHO- OMPUYAMETbHBIX U IKCIPEMATbHBIX (DAKMOpo8, U KOmopoe
CB3AHO C BbINONHAEMOU NPOPeccuoHarbhol desimenvhocmolo. CO2NACHO 32150aM COBPEMEHHBIX
uccnedosamerneil, NpPoOHECCUOHATbHLIIL CMPecc SGIAEMCcs Pe3yTbmamom OUcOANaHca mexicoy
HAUYHBIMU HYMPEHHUMU PECYypCamu. pabomaioue2o Yenogeka u mpebosanusmu Heunell cpeovl,
BONIOUEHHBIMU 8 OCOOEHHOCHIAX KOHKPEMHOU MpPyO08Ol CUMYAyUU.

Knrwouesvie cnosa: cmpecc, npogheccuonanviviii cmpecc, 8udvl npoGheccuoHalbHo20 cmpecca,
nOOX00bL K U3YUEHUIO NPOPECCUOHANLHO20 CIMpeccd, QuU3UOIOSULECKULl CMPecc, NCUXOIOSUYECKULL
cmpecc.

Abstract. The state of stress can be caused by various external and internal stressors. Such
effects may be physiological or psychological. Physiological stress is understood as the body’s
reaction to an impact carried out directly on the human body. Such influences can be external (noise,
vibration, uncomfortable room temperature, dim or bright light, strong odors, hunger) and internal
(abortion, childbirth, condition after removal of an endocrine organ, transitional stages of life
(adolescence, menopause), prolonged debilitating pain ). Professional stress- this tension of the
worker which arises it at influence of emotional and negative and extreme factors, and it is connected
with carried- out professional activity. According to views of modern researchers, the professional
stress is result of an imbalance between cash internal resources of the working person and the
requirements of environment embodied in features of a concrete labor situation.

Key words: stress, professional stress, kinds of professional stress, approaches to studying of a
professional stress, physiological stress, psychological stress.

CnoBo «cTpecc» B NEPEBOJIE C aHTJIMHCKOro 03HAYaeT «HaIpsDKeHUe». B Hayky 3TOT TepMuH
Oobu1 BBemeH B 1936 rony kaHanckum ¢usmonorom [ancom Cenbe. OH pazpaboran oOIIyrO
KOHIEMINIO cTpecca KaK MPUCIOCOOUTEIbHON peakliii OpraHu3Ma Ha BO3/IEHCTBUE SIKCTPEMAaIbHBIX
(akTopoB.

I[To onpenenenuto Cenbe, cTpecc 3TO HecHeUPUISCKUI OTBET OpraHu3Ma Ha MPeIbIBICHHOE
emMy TpeboBaHue. DTOT OTBET MPEACTABISIET COOO0M HAPSHKEHUE OPraHu3Ma, KOTOPOE HAIIPABICHHO
Ha MpeoI0JIeHNe BO3ZHUKAIOIINUX TPYAHOCTEN U MPUCIIOCOOIEHHE K BO3POCIINM TPEOOBAHUSIM.

[IpodeccronanpHbIi CTpecc 3TO HANPSHKEHHOE COCTOSIHUE PabOTHHMKA, BOSHUKAIOIIEE Y HETO
MpU BO3ACMCTBUM SMOIIMOHAIBHO- OTPULIATEIBHBIX M 3KCTpEeMajbHBIX (DAKTOPOB, CBA3aHHOE C
BBINOJIHSAEMON IPOPECCUOHATBHOMN 1€ TENBHOCTBIO.
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B nacrosiiee Bpemsi, TepMUH «Ipo¢deCCHOHAIBHBINA CTPECC) BBIACNIEH B OTIEIbHYIO pYOPUKY
«PacctpoiicTBa aganranum» B MexayHapoaHoi kinaccupukanuu 6oneszneit (MKbB-10: 2 73: «ctpecc,
CBSI3aHHBI C TPYAHOCTAMH YIIPaBJICHUS CBOEW MpoQecCHOHANBHOM KU3HBIO»). Kpurepuwu,
OIMCHIBAIOLIHE MPO(ECCHOHATBHBIN CTPEeCC, BKIIOYAIOT B ¢€0s1 COCTOSIHUSA CYOBEKTUBHOIO CTpecca
U 3MOLMOHAIILHOTO PAcCTPONCTBA, OOBIYHO 3aTPYAHSIOUINE COIMaIbHOE (PYHKIIMOHUPOBAaHUE B
npodeccuy ¥ BO3HUKAIOIINE B IEPHOJ aJalTAllUK K ONpeIeIEHHBIM KU3HEHHBIM U3MEHEHUSAM WIIN
CTPECCOBBIM COOBITHSIM, BKITIOUYAsl Pa3BUTHE COMATUYECKOr0 3a00JI€BaHUS WM MPEATOI0KEHHE ero
Hanuuus. Takum o6pazom, mpodecCHOHAIBHBIN CTpecC MHOTOOOPa3HbIM (heHOMEH, BRIpaXkatoLHACs
B (DM3MUECKUX U MICUXUYECKUX PEAKIUAX HA HAMPSHKEHHBIE CUTYAI[H B TPYIOBOM JEATEIBHOCTH.

[posiBnenus 3tux paccrpoiicts o kpurepusim MKbB-10 Bkirouaror B ceOsi:

® CHIDKCHHE HACTPOCHUS, TPEBOTY U OECIOKONCTBO, HEPEAKO UX COUYETAHUs, YUUThIBAsS
BBICOKYI0O KOMOpPOMJHOCTH CH OOIIME MaTOreHeTH4eckue (NCUXUYECKHUe H
OuoNornyeckre) MexaHu3mMbl POPMHUPOBAHUS TPEBOTH U ACTIPECCUBHBIX COCTOSHHIA;

® YyBCTBO HECIIOCOOHOCTH CHPABIATHCA C TPYAHBIMH CUTYallUSIMH, BO3HUKAIOIIUMU B
KHU3HH, WIN YBEPEHHO OCTABATHCS B TEKYIIEH CUTYallUH;

e OIIYUICHUE CHUKEHUS YCIICIIHOCTU U MPOJYKTUBHOCTHU B MIOBCEIHEBHBIX 3aHATHUSAX.

[lo muennto CamoykuHoit H.B. «mpodeccroHanbHBI CTpecC HAIMPSKEHHOE COCTOSHHE
paboTHHKA, BO3HMKAIOIIEE Y HEr0 3TO INPU BO3IEHCTBUU 3MOIMOHAIBHO-OTPUIATEIBHBIX U
SKCTpEMaJIbHBIX (PAKTOPOB, CBA3AHHOE C BBHIMOJIHAEMOM podeccHoHaNbHON AesITeaTbHOCThIO». OHa
BBIJICJISIET  CIEAYIOIIMEe PAa3sHOBUAHOCTH TMPO(PECCHOHATIBHOTO CTpecca: HH(POPMALMOHHBIM,
SMOLIMOHAJIBHBIA 1 KOMMYHHUKATUBHBIN CTpECC.

HNudopmannoHHblii cTpecc, MpexkIe BCero, CBA3aH ¢ MH(POPMALMOHHBIMH IEpErpy3Kamu,
Korja pabOTHHK HE CIpaBIISieTCS C BO3HUKIIEH mepea HUM 3aJadeil ¥ He ycrneBaeT MpPUHUMATh
BaKHOE pEIIEHHE B YCJIOBMUSAX JKECTKOIO OIPAaHMYEHHS BO BpeMEHU. HampsykeHHOCTh MOKET
YCUIIUTBCS, €CJIM MPUHATUE PEIICHUS COMPOBOXKAAECTCS BBICOKOH CTEMEHbIO OTBETCTBEHHOCTH, a
TaKKe B CIIydasX HEONpPEAEJICHHOCTH, NMPH HEAOCTaTKe HEOOXOAMMOH HMH(pOpMAINHU, CIUIIKOM
4acTOM WM HEOXHJIAHHOM HW3MEHEHUHM HH()OPMAIIMOHHBIX IapaMeTpoB MNpoQecCHOHATLHON
NESATEIbHOCTH.

OMOIMOHANBHBIA CTpecC BO3HUKAET MpPH peajbHOW WM MpearnoyiaraeMoidl ONmacHOCTH,
NEPEKUBAHUAX YHW)KCHUS, BUHBI, THEBA M OOWJBI, B CIIydasX HMPOTUBOPEUYHMN MM KOH(IUKTOB C
MOAYUHEHHBIMY, KOJUIEraMH 1o paboTe Win ¢ pyKoBoACTBOM. KOMMYHUKATHUBHBIN cTpecc, CBS3aH,
IIPEK/IE BCETO, C peasIbHBIMU IIPOOJIEMaMHU JIEJI0BOT0 OOIIEHMSI, IPOSBISETCS pa3apa’KUTEIbHOCTH,
HEYMEHUHU 3aIMUTUTHCS arpeccuu, HECIIOCOOHOCTH cPOpPMYIHPOBATH HEOOXOAMMO. CIEIHAIBHBIX
HE3HAHWH TIOBBIIICHHOW OT KOMMYHHMKATHBHOW OTKa3 TaMm, TJ€ 93TO TPUEMOB 3aIlUTHl OT
MaHUITyTUPOBAHUS, HECOBIAJICHUH 110 TEMITY OOIICHHUS.

Heckonbko nHOE ompeseneHue 3Toro TepmMuHa n1aét B ceoux padorax llepbateix FO.B., OH
numret: «IIpodeccuonanbHbIN cTpecc - MHOTOOOpa3HbIN (PeHOMEH, BBIPAXKAIOIIUNCS B ICUXUYECKIX
1 QU3UYECKUX PEaKIHUIX Ha HANPSHKEHHBIE CUTYallU B TPYJAOBOM NEATETFHOCTH YEIIOBEKAY.

[TomumMo 3TOTO, B psiie MCCIENOBaHUM MPO(GECCHOHATBFHOTO CTPecca BBIIETSIOT HACKOIBKO
HaIlpaBJICHUI: YKOJIOTUYECKNN, TPAHCAKTHBIN U PEryJIsTOPHBIN.

B sKkonornyeckoM noaxojie CTpecc MOHUMAETCs KaK pe3ysbTaT B3auMOJICHCTBHUS MHIUBHU/IA C
OKpY’KaIoIIeH cpesoi, MpoPeCCHOHANBHBIN CTPECC paccMaTpUBAETCA KaK OTBETHAs pPEaKIUs
(KarasekL., Theorell T.; Mechanic D.; WolfH.G.). B ucciaenoBaHusix COOTBETCTBHS «JTHYHOCTh
Cpellay YTBEp)KIAeTCsl, YTO CTPECC BO3HUKAET M3-3a HECOOTBETCTBUSI TpeOoBaHM paboyeil cpe/ibpl U
WH/IMBU/YaJIbHBIX PECYPCOB pabOTAIOIIEr0 YeIOBEKA.

B pamkax sToro mojaxoja CyIIECTBYIOT HECKOJBKO pa3jIMYHbIX BapUaHTOB IOHHWMaHUS
npogeccruoHanbHOro cTpecca. Tak, HarnpuMep, HEKOTOPbIE aBTOPHI BBIACISET CIIEAYIOIINE OCHOBHBIE
MOJIEJIH: a) CTPECC KaK peakiusi, 0) CTpecc Kak CTUMYJI, B) CTPECC KaK SMHUIEMHOJIOTUYECKOE SIBICHHE.

B nccnenoBaHuax B paMKax peryasTOPHOTO MOAX0/a CTPECC pacCMaTpUBAETCs KaK COCTOSIHUE,
OTpa)karolllee MEXaHU3M PEryNISlNU IeITeIbHOCTU B 3aTPYJHEHHBIX YCIOBHSX, CTPECC KaK CTUMYJI
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(Broadbent D.E..; Hockey G.R.; Wilkinson R.T.). B pamkax 3Toro mojxoja TeKyIee COCTOSHUE
YeloBeKa OMUCHIBAIOT KaK «Cpe3» aKTyaJU3UPOBAaHHBIX B KOHKPETHBII MOMEHT BpEMEHH
MEXaHU3MOB pETYJSLKU, O0ECIEeUnBAIOIIMX YCIEUIHOE MOBEJIeHUE ueroBeka B crioxuBmMxcs
obctosiTenbeTBax (Jleonosa A.b.). OCHOBHBIM MpeAMETOM HCCIIEIOBAHUI 3TOTO HAIIPABICHUS CTaIU
JeTanu3anys TPEJACTABICHHH O CMEHE MEXaHHW3MOB PETYISIUHN JESTeIFHOCTH O] BIUSHHEM
pa3HbIX (PaKTOPOB, a TAKXKE X OLIEHKA C TOUKU 3PEHUSI BHYTPEHHHX 3aTparT.

B TpancakTHOM moaxoje K MCCIeAOBaHUIO MPO(ECCHOHAIBHOTO cTpecca, MpelioxKeHHOM P.
Jlazapycom, yTBEp)KIaeTcs, 4TO XOTS 3HaHWE MPO(ECCHOHATBHBIX CTPECCOPOB U MMEET 3HAUCHHE,
HeNb3sl YIYCKaTh W3 BHUMaHHS TO, YTO CTPECCOPHI BCEr/la WHIUBUAYaIbHBI, KaK M CIIOCOOBI, K
KOTOPBIM MPHOETatoT JII0U, YTOOBI CIIPABUTHCS CO cTpeccoM. st ommcaHus cTpecca Ha paboueM
Mecrte, o MHeHHto R.S. Lazarus, He00X0UMO U3YYHUTh 3TH UHIUBUyaJIbHbIE TATTEPHBI.

IIpu paccmoTpeHuu nmpodecCHOHATBFHOTO CTpecca, KaK TPAHCAKTHOTO Mpoliecca, CTPYKTypa
CTPECCOBOIO 3MU30/a OyJIET COCTOATh U3 YETHIPEX MOCIEA0BATEIbHBIX SJIEMEHTOB:

1. oco3HaHME CTpeccopa U ero OIEHKa;

2. YMOLIMOHAJIbHBIE PEaKIIUU U KOTHUTHUBHBIE MTPOLIECCHI;

3. KONMHIOBBIE PEAKIINY;

4. pe3ynbTaT KOMMHTA ¥ HOBas OLIEHKA CUTYAIIHH.

CrpeccoBblil 3130, B 3TOM Cy4ae, pacCMaTpUBAETCS, KaK MOCIIE0BATEIbHOCTh «CUTYAITHSI
nericreuey» (Perrez M., Reicherts M. ). M.).

VY mo6oro cTpecca CymecTByeT Tpu (asbl:

1) peakuusi TpeBOTH, KOTOpas MPOSBISETCS B CPOYHOM MOOWIM3AIMM 3AlIUTHBIX CHJI H
peCypcoB OpraHu3Ma;

2) da3a conpoTHBIECHHSA, KOTOpas TO3BOJSET OPTraHU3MYy YCIEIIHO CHpPaBIsATHCA C
BBI3BaBIIMMH CTPECC BO3ACHCTBUSIMHU:

3) dasza ucromieHUs, €CIM CIUIIKOM 3aTSHYBIIASCS M uepecuyp WHTEHCHBHas OopbOa
npuBoaAUT K CHIDKEHUIO alanTAllMOHHBIX BO3MOKHOCTEH OpraHu3Ma.

CtpeccoBoe COCTOSIHUE BBI3BIBACT OMPEACTICHHYI0 OMOXHMHUYECKYIO PEAKIUIO, CBA3AHHYIO C
BbIOpOocOM  anpeHannHa. DOU3NMOIOTHYECKUII CMBICI CTpecca 3aKIIoYaeTcss B MIHOBEHHOH
MOOMITU3ALIMU BCEX CHUJI OpraHu3Ma, HeOOXOAUMBIX JJIsl O0OpBOBI ¢ BparoM Miu OErcTBa OT HETo.

CocrosiHre cTpecca MOXET OBITh BBI3BAHO pPa3IMYHBIMH BHEIIHUMH W BHYTPEHHUMH
daktopamu cTpeccopamMu. Takue BO3AEHCTBUS MOTYT OBITh  (DU3HOJOTHYECKUMHU  WUIIU
TICUXOJIOTUIECKUMHU.

Ilon ¢u3monoruueckuM CTpeccoM IOHUMAIOT peaklHi0 OpraHu3Ma Ha BO3ZeHcTBUE,
OCYIIECTBIISIEMOE HETIOCPEACTBEHHO Ha TEJIO YeIOBeKa. Takue BO3IEHCTBHS MOTYT OBITh BHEITHUMH
(urym, BuOpanusi, HeKoM(pOpTHAs TeMIlepaTypa B MOMEILEHUH, TYCKIIbIH WM SIPKUHA CBET, PE3KHUE
3amaxw, TOJ0/) U BHYTPEHHUMH (aOOPT, POJIbI, COCTOSIHUE TIOCIE yAaJeHUs YHIOKPUHHOTO OpTraHa,
MEPEeXOHbIE 3Tambl XKU3HU (MOJPOCTKOBBIN, KIMMAKTEPUUYECKHU), UINTENIbHbIE H3MaThIBAIOIINE
6omn).

[lon mCcUXOMOTMYECKUM CTPECCOM MOHMMAIOT M3MEHEHHUS OpraHu3Me, MPOUCXOJIAIINE I0J]
BIUSIHUEM TICUXOJIOTUYECKUX (DaKTOPOB: HEYJAOBIETBOPEHHOCTh IOJIOXKEHHEM B OOIIECTBE,
ceMeiiHble POOJIeMBbl, IeperpyKEHHOCTh paboTol, HEeMOCHIIbHBIE TPEOOBAHUS, TOTEPS UMYILIECTBA
WK OJIU3KOr0 YeoBeKa.

[lonsiTHE MCUXOJIOTHYECKOTO cTpecca Obuio BBeAeHO Puxapaom Jlazapycom. Jlazapyc. C.
@donbKkMaH W JAp. B CBOMX I[ICHXOJOTMYECKHX paboTax Hayalu pa3pabaTblBaTh KOHIEHIIHIO
TICUXOJIOTHYECKOTO cTpecca, KOTODBIii B OTINYHe oT bu3noIOrNUecKoit
BBICOKOCTEPEOTUITU3UPOBAHHOM  CTPECCOBOM  peakIMu  Ha  BPEIHOCTh  (YTPOKAIOIIHMA,
HKCTpEMaNIbHBIA (haKTOP), pacCMATPUBAETCS KaK pEakiys ONOCPEJOBAHHOW OLIEHKOW Yrpo3bl U
BHYTPEHHUMHU IICUXOJIOTUYECKUMU TporieccaMu. B cBs3u ¢ atum P. Jlazapyc ormeyai, uto He iro0oe
TpeOOBaHUE CpeJibl BHI3BIBAET CTPECC, a JMIIb TO, KOTOPOE OLICHUBAETCS KaK yrposKaroliee.
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