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Abstract

The focus of the article is on shared obliviousness as a group phenomenon at team and
institutional levels. The author mentions obliviousness at cognitive, emotional, and behavioral
levels, as well as its dynamical characteristics, such as primary, secondary, and mixed types of
formations. The article provides description of various forms of shared obliviousness in the
workplace with case illustrations. Both the adaptive and maladaptive roles of obliviousness are
mentioned. It is proposed that in obliviousness is close to ego defense mechanisms, or just
another form of psychological defense. It can also be a coping strategy, allowing individuals or
groups to deal with feelings of shame, guilt, embarrassment, or uneasiness caused by harmful
issues in the workplace.

The recommended interventions may increase the level of awareness and thus mitigate the
extent of unnecessary obliviousness. It is also suggested that the interventions be adapted to
specific individual needs and group dynamics in teams.
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Disclaimer

In order to maintain client confidentiality, all of the names, characters, companies,
places, and some insignificant details of the case studies contained within this article have
been modified to preserve the integrity of the professional relationship that was established.
No similarities to a person, living or dead, should be implied, as none is intended, and any
resemblance to any real names, characters, companies, and places is purely coincidental.

Introduction

The concept of obliviousness is generally associated with lack of awareness,
information, or knowledge about certain important issues in an individual’s life, particularly
where an individual is supposed to be informed or mindful about these matters. Not
remembering certain ideas or thoughts, missing appointments, not raising important points
in business discussions, ignoring dramatic events and their possible impact, forgetting recent
disturbing experiences, or not noticing unfair treatment of peers, are examples of this
phenomenon.

It should be acknowledged, however, that obliviousness has primarily an adaptive
role. That means it allows individuals or groups of people to filter an excessive flow of
information, select the most relevant items, and limit the amount of material for analysis and
decision-making. It also allows individuals or teams to remain or become unaware of any
overtly delicate issues in the workplace, thus preventing possible confrontation with self or
others. This behavior indirectly supports self-preservation. Nevertheless, as any other
adaptive mechanism, it can become maladaptive and cause serious problems, especially
when related to communication in the workplace or in other daily life settings.
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In the previous article (Arasaage, 2012), the focus was made on various aspects of
obliviousness among employees and its different categories. It was mentioned that
obliviousness is normally defined as a lack of conscious awareness or mindfulness, and
information or knowledge in situations where a person is normally aware, informed, or
mindful of certain matters matters (Carver & Scheier, 1985; Schlenker & Weigold, 1990;
Rosenblatt, 2009). Some authors emphasize also a lack of awareness about socially
important issues, such as race relations in the United States (Parker, Moore, & Neimeyer,
1998; Roysircar, 2004).

A brief review of the general literature on the subject leads to two definitions of
obliviousness:

1. Forgetfulness — or lacking remembrance, memory, or mindful attention
(in situations where memory and attention are generally preserved), when the person
normally is supposed to recall or keep in mind certain thoughts, ideas, events,
knowledge, etc. It is also mentioned that forgetfulness and unawareness can be
caused by neglectful or heedless failure to remember.

2. Lack of conscious awareness and knowledge — or a state of being uninformed
or unmindful; free of worry or care where a person, as per his or her background, is
supposed to have awareness, information, or knowledge about certain issues.

The majority of individuals who participated in the study have prescribed primarily to
the second meaning of obliviousness, rather than the first. Obliviousness is also associated
with notions of ignorance, escape, and forgetfulness. Some common synonyms are:
amnesia, forgetfulness, oblivion, ignorance, unawareness, unconcern, innocence, disregard,
indifference, insensibility, unawareness, unconsciousness, inadvertence, unfamiliarity,
ignorance, freedom from worry or care, carelessness, neglect or unpleasantness,
unmindfulness, and escape or avoidance of matters.

The goal of the present article is to focus on group obliviousness, including teams and
institutions.

As mentioned in previous publications, at least three structural categories of
obliviousness should be identified:

1. Cognitive signs of obliviousness are likely observed more frequently. These may
include amnesia, forgetfulness, oblivion, ignorance, unawareness, innocence,
nescience, unawareness, unconsciousness, unfamiliarity, ignorance, unpleasantness,
unmindfulness, or lethe, or lack of awareness about important issues or events,
disregard of threats or opportunities, ignoring or not recalling important ideas and
knowledge, and dismissal of one’s own values, beliefs, or principles.

2. Emotional signs include remaining or becoming indifferent, insensitive, insensible,
experiencing freedom from worry or care, unconcern, disregard, carelessness, or lack
of affection.

3. Behavioral aspects can include neglect, inadvertence, abeyance, escape, avoidance,
difficulties in communication, and difficulties in applying professional skills.

These three categories described in detail in the previous publications (Arazage, 2012;
Agazade & Martynova, 2012) are technical divisions, but they are also important practically.

In terms of the dynamics of obliviousness, it is necessary to differentiate the
mechanisms of formation, course (timeline), and point of reference. In the mechanism of
formation, obliviousness can be divided into three types — primary, secondary, and mixed.

1. Primary obliviousness develops due to lack of initial awareness about issues that an
individual generally knows about. Primary forms are likely the most common types of
obliviousness.
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2. Secondary obliviousness is characterized by self-silencing or silencing by others
resulting in secondary lack of awareness about a subject matter. These cases are
usually observed in teams with influential team leaders or members who can police
other members. In some cases, team members may demonstrate receptiveness to
being silenced by others.

3. Complex and mixed forms of obliviousness take place when individuals choose to
contact those who help them maintain their unawareness. These complex forms
include partial obliviousness rather than complete with regards to an issue or event.
Three cases below illustrate various complex and mixed forms of the mechanisms of
formation.

In reference to the timeline, the incidence of obliviousness can be divided as such:

e Episodes — which is an ordinary event that seldom causes any problems for the
individual or for the teams;

e Temporary state — lasting usually several weeks, up to two months;

e Ongoing condition — continuing over extended periods of time, such as for several
months or years;

e Practically permanent quality — this becomes a personality trait or group feature that
remains fixed in place.

The Opposite of Obliviousness

The direct opposite of obliviousness presents as attentiveness, heed, mindfulness,
remembering, awareness, consciousness, understanding, and so on. In regards to the
antonyms of an oblivious individual, such persons are characterized as acquainted, aware,
cognizant, and conscious.

As per practical experience, awareness seems to be the most precise opposite to
obliviousness. Awareness is normally defined as a perception and cognitive response of a
human being to himself or herself, to an environment, or to an incident.

The exaggerated forms such as hyper-awareness, hyper-consciousness, hyper-
vigilance, and activated recollections are seldom observed in one’s daily life and may be part
of a psychological condition or mental health disorder.

Observations from Shared Obliviousness in Teams and Institutions

Some common issues associated with shared obliviousness in teams, and to some
extent, in institutional systems have been observed. Shared obliviousness in these
circumstances can be defined as the lack of common awareness or knowledge among team
members or institutional employees, whereby having such awareness is the norm.

Teams and institutions demonstrate not only initial obliviousness, but also secondary
forms, where obliviousness is maintained through internal policing and silencing
mechanisms. Silencing within the team is either initiated by the team leader or at least
approved by him or her. The silencing and policing measures against some employees who
make continuous efforts to threaten the team’s obliviousness, can actually be severe to the
point where these individuals are known as “problem persons” and eventually are excluded
from the team and even from the organization. Such measures serve as punishments or
warnings not only for the targeted staff members, but also for all other employees. Not
surprisingly, the silenced employees either continue to be oblivious to certain important
issues or keep a low profile, even though they are fully aware of the situation, for the sole
purpose of self-preservation.
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Obliviousness in teams and institutions should be distinguished from those cases that
outwardly look similar, when the employees’ actions are done intentionally. For example, if
employees purposely avoid discussing the apparent issues of favoritism or sexual
harassment, this should not be viewed necessarily as obliviousness. If the team leader
intentionally refuses to acknowledge the obvious success of some employees, this is not
obliviousness either. Similarly, an individual as a team member can become insecure due to
group pressure and silencing, and outwardly may look oblivious, even though in the reality
he or she is not but has chosen to keep a low profile. Some of these cases could be related
to pseudo-obliviousness, while others may represent an adaptive behavior. For the purpose
of the final evaluation, it is important to do an in-depth analysis of each case.

Team — and to a lesser degree institutional — obliviousness could be divided into two
main groups: external and internal.

1. Obliviousness to issues external to teams and institutions
(illustrative, not exhaustive)

Ignoring physical threats

Teams and institutions operating in high-risk locations have to take measures to
protect their employees and premises from possible individual or group threats. In some
cases, such measures can be very time consuming and costly. Furthermore, if the risks in
the environment remain high, a business company or a humanitarian organization could be
forced to discontinue its activities. In such cases, team leaders or institutional senior
managers often have to make difficult decisions. If they choose to continue to work with a
certain level of risk, this should be viewed as a risk-taking managerial decision and not
obliviousness to the employees’ needs.

In some cases, however, the manager may be simply oblivious to the risk factors and
ignore even the most serious warning signs.

Case study

A female staff member of an international organization in Eastern Europe repeatedly
received threats to her life from her ex-partner. She informed the local police, who, for some
reason, did not take any protective measures. She then shared the problem with her peers,
as well as with the team leader, and requested that he organize transportation for her to and
from work. As a general rule, the organization provided security measures for their
employees, especially females in various offices, when needed.

However, in this situation, the team leader did not pay any attention to the employee’s
request, even when she showed him the text messages with threats. He did not take any
steps to protect the employee. Her peers did not seem to be concerned either. This went on
for about two months, when she was suddenly attacked near her apartment and was stabbed
several times by her ex-partner. Luckily, she was discovered by a neighbor soon after being
injured and was taken to the hospital in time to be saved.

Thus, despite the apparent threat to one of the team members, the team leader and
coworkers remained oblivious to the obvious life threat to one of their team members.
Rather than taking practical steps to protect the coworker as was the organization’s practice,
the team continued their work as usual. A factor contributing to the increased obliviousness
of the team is probably associated with the lack of empathy shown from her colleagues and
team leader, who probably perceived this case as a domestic problem rather than a real
physical threat from an ex-partner.
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Obliviousness to social, political, and management changes

In some cases, individuals, teams, and even organizations may function without
necessarily noticing apparent changes in the environment, as happened to many people
during the collapse of the Soviet Union. Many teams, as well as organizations continued their
work in the same modality as they had for years before. Similarly, individuals and teams
may become oblivious to apparent changes in managerial practices, as well as in institutional
rules and regulations. These include situations of changes imposed on public institutions and
their teams by higher authorities in the official chain of command.

Case study

When the general district hospital in the Caucasus received new instructions from the
Ministry of Health, the maternity department of the hospital revised their newborn services
and changed their traditional newborn care for exclusive breastfeeding and rooming in
(referring to babies staying in the room with their mothers). The personnel of the in-patient
maternity department moved these changes forward rather rapidly, since the modified baby
care was much easier both for the personnel and the mothers. However, staff members in
the outpatient mother and child unit of the same hospital continued their work as usual,
unaware of the apparent changes in the baby care, and provided attention to pregnant
women in the old manner. This went on despite the ongoing information sharing between
various departments and units within the hospital.

Obliviousness to traumatic experiences of others

Just as family members are sometimes oblivious to traumas that occur to others, such
as rape or physical abuse (Rosenblatt, 2009), so teams and institutions can be unaware of
the difficulties of other people and even of entire communities.

Case study

Following the influx of a large group of internally displaced persons from one of the
affected regions in the Caucasus, local psychiatrists offered services to individuals through
local medical authorities. Due to the huge need for psychosocial support, the service
providers were overloaded with work. However, the department of psychiatry that had the
most advanced and experienced psychiatrists, continued their work as usual and did not
offer any additional support, although some of them provided free professional services to
individuals after working hours. The department did not get involved as a team even after
the chancellor’s general appeal to all departments of the university.

Thus, despite the apparent need to provide psychosocial services to the traumatized
population, the psychiatrists remained oblivious and did not respond to the call for support
even after the chancellor’s request. It is important to note that the team did not make any
conscious decision to stay away from the problem. Individually, some of them were not
indifferent to their responsibilities, but on their own, they provided free services to the
affected people.

Obliviousness to racism and ethnocentrism towards external parties

The importance of addressing the problem of obliviousness towards cultural
ethnocentrism (sense of cultural superiority, usually with little knowledge about other
ethnicities) and racial privileges has been mentioned by several authors (Mclntosh, 1993;
Parker, Moore, & Neimeyer, 1998; Fulkerson, 2007).

It should be mentioned, however, that overt cases of racism and ethnocentrism are
observed rather uncommonly. Subtle forms are much more common, and teams and
institutions frequently remain oblivious to these appalling behaviors that include criticism of
local traditions (even if they contain no violations of human rights), patronizing remarks
about the local government ("Their government is awful, but then people deserve the
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government they have"), disrespectful comments about local professionals or culture, and so
on. Sometimes ethnocentrism is expressed through obliviousness of the local cultural norms
or taboos.

Case studies

In Laos, the newly arrived mid-level manager of a humanitarian organization rejected
a request from local doctors and personnel for emergency medical equipment for medical
centers, and insisted instead on procurement of only basic medical supplies. The argument
was that the local people do not need any sophisticated equipment. The senior managers of
the same organization seemed to be unaware of this unusual response to a request for
practical assistance and never gave it much attention.

In Myanmar, in a meeting between an international organization and mental health
professionals, a junior manager rejected the offer from an international professional
association to provide free psychosocial services to the locals. Although he was new to the
country, he stated that the local population are not like people in developed countries and
have their own traditional support system and therefore do not need any counseling
services. This thinking was totally inaccurate from the professional perspective of both local
and international experts. Other managers participating in the meeting remained oblivious to
this offensive comment. After the meeting, one of the international experts noted to her
colleagues: "Look, this manager almost said that local people are not human and therefore
do not need human support in the form of counseling, and the other managers did not even
notice it".

The openly expressed egregious attitude of the two managers, as distinct from their
respective international organizations, is commonly exhibited towards local people in
different countries. These line managers were not experts in health or psychosocial fields,
but nevertheless they expressed their unacceptable comments. They had not conducted any
needs assessment and thus did not have any evidence to support their unfounded
statements. Additionally, they had no real knowledge about the local culture. Nevertheless,
they refused to help purely on the basis of their racial attitude. The worst part of the story is
that other managers seemed oblivious and did not intervene.

Obliviousness to external relationships and images

Teams that are successful with external parties are sensitive and careful in their
interactions with clients. They are aware of their dealings with them, and also of the
impression they make on others. Some teams, however, seem to be partially or totally
oblivious to how they are perceived. The phenomenon is different from misperceptions or
biased perceptions in teams (Gervais & Goldstein, 2007), meaning the team members’
perception of themselves is different from the reality. Rather, in the case of team
obliviousness, employees are totally unmindful of their external relationships, including
others’ perceptions of them.

Case study

A team of three experts based in the headquarters of a multinational business
company in New York provided regular training and coaching sessions to senior and mid-
level managers from the main subsidiaries of the organization. The management training
courses were attended by employees from different parts of the world. Upon completion of
the workshop, the participants completed an evaluation sheet that noted their satisfaction
with the overall course rather than with the actual content. Since the trainees were quite
happy to travel to HQ and stay in the city for two weeks at the company’s cost, not
surprisingly they were quite pleased to participate in the training. In reality, however, the
majority of the participants were dissatisfied with the course per se and the authoritative
style used by the trainers. In private discussions, the participants expressed how they
viewed the trainers as purely headquarters based employees who were unaware of field
realities.
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The team members were totally unmindful of the impression they had made on the
participants. The training was discontinued when an anonymous report compiled by external
evaluators revealed poor results in the training workshops and little change to work status.

Thus, despite the need to get genuine feedback from the trainees about the usefulness
of the training workshops, the team conducted a formal evaluation that did not reflect the
participants’ true opinion. The team could have conducted a follow-up study to check the
impressions they made on the managers, as well as applicability of their technical
recommendations. This study would have allowed them to modify the content and the
facilitation style — a task that would have been more useful for the participants.

2. Obliviousness to internal factors in teams and institutions
(illustrative, not exhaustive)

Obliviousness to unfair distribution of power and benefits in the workplace

The structures and functions of teams and organizations in any workplace are
designed to ensure maximum production and human resource efficiency. Generally, this
involves strong staff support through many internal avenues. In certain corporate, multi-
national business organizations, non-governmental and international organizations, privileges
are sometimes provided to senior managers and international staff regardless of their
qualifications or professional experience. In some organizations, privileges that may actually
be unfair are incorporated into the statutes, while in others it is practiced de facto, even if it
is not reflected in the organization’s rules. Unfortunately, personnel are frequently oblivious
to these advantages and take them for granted, seldom raising any concern over them.

Case study

Eugenia, from an international organization in Ukraine, shared the following
observation: "As soon as Nora, formerly a national staff member in one of the countries of
Central Asia, was promoted to an international line manager’'s post in our office, she
immediately felt the difference between her previous position and the new one. Nora started
to be oppressive and even offensive towards the national employees, while she maintained
friendly peer relations with all international staff in the office. She behaved in this manner
because she felt empowered by her new position in that she could fire any national
employee, while she herself could not be fired, no matter how poorly she performed her
duties.

Nora was a weak professional and managed her unit very poorly. However, the
international staff remained unaware of her harassment of the local employees, even though
everything occurred in their presence and they also witnessed her extremely poor
performance. As all other international staff, she had the privilege of abusing the system and
people under her supervision for her own benefit, while national staff could not even protect
themselves.

The depressing aspect of this story is not only the ongoing harassment by the newly
appointed international employee but also the oblivious behavior of the other international
employees.

No doubt, ignoring reality helps some international staff not feel guilty or ashamed of
their unfair advantages. International employees in some situations may express their
concern about some aspects of the unfair interaction between the international and national
staff, but seldom about this overall phenomenon. Vincent, a visiting international employee,
was shocked to see how offensive the head of the country office (also an international
employee) was in India with his national staff. He shared his indignation with some
colleagues from the company. However, he never mentioned that the manager behaved this
way because of the unfair power he had as an international manager. Just like other
international employees, he truly believed that the business company was fair to all the
employees, and that there were no real advantages for international staff or disadvantages
for local staff.

Meditsinskaya psikhologiya v Rossii 7 WwWWw.mprj.ru N2 3(32) 2015



MEOULUMUHCKA S
NCYXONOrms B POCCUM

Additionally, international staff was able to afford the luxury of being oblivious to the
uneven and unfair balance of benefits. However, they were not oblivious to what they
perceived as "breaches"; in hierarchical relationships. For example, in Azerbaijan, the
director of an international company repeatedly declared that the organizational rules applied
equitably to all staff, regardless of gender, nationality, religion, or seniority. He was very
surprised — and actually expressed this openly — when he saw that a Western ambassador
who visited the company’s office cordially greeted one of his local staff members and had a
private conversation with him. The director could not understand how the ambassador of an
influential country would have anything in common with a national staff member. In Georgia,
the director of the country branch of an international business company was very surprised
that his national employee had spent his annual leave in Germany and not in his home
country. He could not believe that his subordinate could afford traveling to a European
country while just on leave.

The rules in many organizations seem to be really fair for all the staff, regardless of
the institutional hierarchy and nationality. However, the implementation models of these
rules vary from one branch to another, and can be considerably modified in different teams.
Since the international staff runs various international agencies, companies, and trans-
cultural corporate organizations, it is not surprising that they prefer to remain oblivious to
such unfair distribution of benefits and privileges, and to maintain these differences.

We do need to remember that there are also those senior managers who are well
aware of this fact and consciously support the status quo.

Obliviousness to manipulation of information

Employees are usually well aware of the manipulation of information by their teams or
institutions (e.g., when mediocre or failed activities are presented as achievements), but
prefer to take a cautious stance and avoid openly expressing their critical views. There are
cases, however, when employees refrain from assessing their teams or institutions,
preferring to be unaware of the truth. Additionally, some team leaders and institutional
senior managers limit information sharing with their staff and classify information as
confidential, especially when it comes to financial issues — not because the information is
secret but rather due to their interest in keeping their staff uninformed.

Case study

During the early emergency period of the tsunami disaster in Indonesia, at the end of
2004 and early 2005, practically all national and international humanitarian organizations
focused their time, energy, and funding on helping the affected population. Many of the
deployed personnel from these agencies remained in the devastated area for weeks or
months, and worked beyond any job requirements, sometimes for 16 to 18 hours per day.

However, there were also episodic observations of poor management of the financial
resources that were frequently insufficient to address the huge needs. The following example
represents an exceptionally rare case of such a performance and a team’s unawareness of
the poor quality of their work. The senior managers from one of the non-governmental
organizations informed their staff about their ongoing support to the affected population and
the huge funds allocated to the emergency relief operations. This is how one of the
international employees shared her frustration with us. She said: "More than 90% of all
funds allocated by our agency were used for the employees’ high salaries, contracting
external consultants, paying for the office needs, arranging personnel’s travels, procurement
of vehicles for office use only, and fuel and other operating costs, while very little was
actually allocated for the beneficiaries." She believed this was due to the lack of experience
by senior managers on emergency response rather than because of intentional misuse. As
per her observations, the majority of the staff truly believed in the senior managers and the
efficiency of the relief assistance provided to the affected people. Furthermore, the visiting
senior managers of the organization have also mentioned the so-called "excellent work of the
staff".

Meditsinskaya psikhologiya v Rossii 8 WwWWw.mprj.ru N2 3(32) 2015



MEOULUMUHCKA S
NCYXONOrms B POCCUM

The significance of this case is in the poor response by the team to the emergency
situation. It is well known that this type of mismanagement can happen in any organization.
However, this was accompanied by the lack of the team’s insight about their poor
performance and the management’s manipulation of the information. Obviously, both the
managers and regular employees were so satisfied with their work in the organization that
they preferred not to be aware of the inefficiency of their activities vis-a-vis the needs of the
affected population.

Obliviousness to favoritism or nepotism

Team leaders and coworkers are usually sensitive to the issues of favoritism or
nepotism. Generally, team leaders raise their concerns about possible mismanagement of
human resources, while at other times they prefer not to discuss this, even if they are well
aware of these activities. This should not be confused with obliviousness.

Sometimes, employees look ignorant vis-a-vis obvious human resource imbalances,
such as promotions of favorite candidates or family members, giving credit and appreciation
to the privileged employees, and so on.

Case study

In an international organization in Turkmenistan, the country director gave apparent
privileges to two staff members whom he valued because of their total allegiance to him. "I
know they would always be on my side, no matter what happens", he once said to his close
friend. Not surprisingly, he would send them to numerous trainings, workshops, and
conferences, all at the expense of the institution. Additionally, he gave excellent evaluations
of their mediocre performances and repeatedly recommended them for promotion.

The problem was that the other seven employees took such favoritism for granted and
never even thought of discussing the situation. This changed when another country director
was appointed, and she made it clear that the work would be organized differently with
equitable distribution of responsibilities, workload, and benefits.

Favoritism is a frequently observed phenomenon, whether in businesses or
humanitarian organizations. However, the team in the above scenario demonstrated lack of
awareness about the issue. Normally, such non-responsiveness contributes to the creation of
a disparaging culture in teams and institutions.

Lack of awareness about the illusory superiority of managers and supervisors

This phenomenon is somewhat similar to the Dunning-Kruger effect (Kruger &
Dunning, 1999). The team members are not aware of the incompetence and inexperience of
the team leader, who in turn is also unaware of his or her own competence. Such cases
should not be confused with low profile and compliant behavior of employees, when they are
actually aware of their supervisor’s professional incompetence but prefer to keep silent. The
issue can also be observed at the institutional level.

Case study

As soon as Arif returned to Iran from studying abroad, he joined the department of
social sciences at a university in Tehran. Arif was impressed by the professional level of his
fellow professors and enjoyed discussing various technical topics with them. However, he
noted that the head of their department usually did not provide any technical input during
such discussions, and even when he did, his points seemed to be irrelevant. Instead, he
spoke with Arif and other professors about general issues, but did so in a patronizing
manner. For example, rather than providing answers to particular professional questions, he
would say: "Arif, you are still young! You will get more experience with our team and
understand things better then", or "Your suggestion is interesting, but this is not the time for
it! You should think about it again”, or "I did not like your report, since there is practically
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nothing substantial in it. Please rework it". Arif noted that the chief was always general in his
feedback and never provided any specific suggestions for improvement. Very soon, Arif
realized that their chief was not an expert but that he felt superior to all his subordinates
nonetheless.

Arif was very surprised that the other members of the department were not aware of
their supervisor’s shortcomings but considered him to be a competent specialist and
manager.

A superficial analysis of this case shows that only the new member of the team was
able to notice the obvious mediocre standards of the team leader. This was odd because the
atmosphere in the department was otherwise open and smart. A probable explanation for
this behavior is the hierarchical structure of the department and the respect attached to the
team leader’s position.

Ignorance about professional levels and performance

Team leaders and members in such cases appear to be unaware of the professional
level of other members in the organization. Regardless of experience or qualifications, an
accurate assessment of an employee’s professional capacity is absent. In some cases, there
is also an unawareness of the quality of the performance, when team members seem to be
unable to distinguish an employee’s excellent from mediocre or poor performance. This
phenomenon can also be observed at the institutional level.

Case study

One of the most essential programs on mother and child health in an international
non-governmental organization in Tajikistan was managed by Dr. Aida. Although this
program had been implemented almost six years earlier, there had been no significant
progress in the development of the program itself. The positive aspect of Dr. Aida’s
performance was that she managed to establish good relationships with the national health
authorities. Nevertheless, this was not enough to achieve any positive results for the
program. Despite lack of any considerable achievements, the country director and other
team members mentioned her allegedly successful job. After a few years of working in the
agency, Dr. Aida was promoted to another post in a different organization.

Dr. Diana replaced Dr. Aida and begun her new job very energetically. She managed
to advance the relationships with health officials to the collaborative level. Within one year,
the mother and child health program achieved considerable success. A breastfeeding project
was introduced throughout the country, and several maternity hospitals were officially
declared baby-friendly. Mandatory training workshops on maternal health and essential
newborn care were conducted for all doctors and nurses in the main maternity units, which
resulted in the great improvement of the relevant health indicators.

However, despite regular positive reports and information sharing by Diana, her
coworkers seemed to be unaware of the success, even though the excellent work of the
program was emphasized regularly. The issue was resolved by Diana’s colleague, who, at the
official NGO meeting, listed all the program achievements, mentioning in particular Diana’s
role in achieving the success.

Thus, the team members were unable to distinguish the excellent work done by the
new employee from the ordinary performance of the previous one. Although the previous
employee was unable to make any progress in her program, her good relations with the
health officials in the country were erroneously taken for success in the program’s
advancement.
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Despite the fact that the new employee was well accepted by the team and that she
maintained good relations with the staff, the team members remained oblivious to her
outstanding job. What is more, they seemed to be unaware that she managed to move
relationships with health officials to a new level of collaborative activities. It seems that the
staff members did not pay much attention to the professional levels of two officers and were
simply uninterested in the efficiency of their performances. Instead, they attributed the
program’s success to the first employee’s tenure in the organization.

Obliviousness to the concerns and the needs of employees

This is usually expressed through lack of consideration and support for the needs of
employees. Team leaders and coworkers are unaware about even the essential needs and
concerns of employees. The problem is also noted at the institutional level.

Case study

Margaret, a human resources manager at an international organization, presented the
following story: "I was visiting Pakistan a few years ago. The country had been exposed to
numerous emergencies, such as devastating floods, social and political unrest, economic
instability, terrorist attacks, and opportunistic criminality. The local and international media
were covering extensively the hardships of the local population. The purpose of my mission
was to assess the needs of staff from various international organizations in the country, and
determine what internal resources would be needed to address those needs. I was doing this
in close collaboration with my colleague, also a professional in this field. The methodology of
this assessment included conducting focus group discussions, direct observations, meetings
with employees, and structured interviews with managers. By the end of the first week, we
had a good working knowledge about the essential needs of the staff, including gender
specific concerns.

However, we needed to obtain more information from some other managers. One of
the most important meetings was with a senior female manager from the Ilargest
international organization in the region. She was originally from another Asian country. Prior
to the meeting, we expected to get a lot of insightful feedback regarding the needs of her
staff. Indeed, the meeting with the manager started energetically, as she shared with us the
highlights of the program, including the project on empowerment of women in the country.
We had no doubts that these activities were successfully implemented. Then we moved to
the discussion on the most essential concerns of the staff. We asked several questions, and
to our surprise and disappointment, she could not provide proper answers to any of the
questions, even the most basic ones. She had no clue even about the specific needs of the
female staff in her department. We asked ourselves afterwards how she was able to
empower the female population in the country if she did not have any idea as to how to help
the local staff of her own organization. When we left the office, I noted to my colleague, "I
think she lives in her agency with the concerns and values of the organization, and not in
this country. She is not aware of the basic things that are happening in the country and the
impact of these devastating events on the population and even on her own subordinates."

This case reveals the manager’s greater interest in her work activities than in the
needs of her employees, including the female staff. Although her project activities are
focused on the female population in the country, she was totally unaware of important
realities of her female subordinates. This is not the same as when the manager intentionally
ignored the needs of her staff. Rather, her priorities were definitely in the project work set by
the agency. Additionally, she must have felt that she had no real control of what would
happen to her female staff because of the difficult situation in the country, but could control
her own achievements in the agency.
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Unawareness of abuse of authority, exploitation, discrimination, and
harassment in the workplace

In the majority of cases, managers and employees are quite sensitive to cases of
discrimination and abuse of authority. Such cases can seriously affect the morale of the staff
and cast a serious blow on the image of any team or organization. Therefore, not
surprisingly, senior managers, staff associations, and employees take these matters
seriously and respond to them in a rapid and comprehensive way.

However, in some cases, employees at the institutional or team level seem to be
unaware of obvious cases of harassment in the workplace, sexual harassment, exploitation of
employees for personal gain, use of office cars for personal needs, or requests to perform
inappropriate tasks for a supervisor. Sometimes, if the issue of abuse is raised, naive
questions arise, followed by silencing imposed by others. According to Rosenblatt (1994), in
hierarchical systems, patterns tend to replicate down the line. In other words, if the
institution has a pattern of abusing authority or practicing any form of discrimination or
harassment, any team from the same institution might be drawn into reproducing the same
destructive patterns.

Unfortunately, discrimination and harassment in different forms are still observed in
teams and institutions, and one of the reasons for not addressing this problem is managers’
and employees’ obliviousness to the issue. The most common forms of these violations
include:

e Masked racism and ethnocentrism. As mentioned above, racism and ethnocentrism
in today’s world take on subtle and masked forms. For example, employees may not
notice that their organization or company is run by senior managers of the same race
or culture, with limited opportunities for other individuals. Sometimes, ethnocentrism
is expressed through disrespect of the cultural norms of certain employees, or through
insensitive remarks about the culture of these employees. Criticism may be expressed
by unjustified overgeneralization of negative features and attributing negative
elements to an entire race. In some instances, employees remain not only unaware of
such discrimination, but also condone these attitudes. Team leaders or institutional
managers sometimes discriminate against people from their own race or culture
through a mechanism of self-racism or reverse/negative ethnocentrism. For
example, a line manager in a non-governmental organization never recruited any
applicants from his own race, even though these applicants met all the job
requirements and were in fact the best candidates for the available posts.

e Ableism or disability discrimination. Obliviousness in this form of discrimination is
usually observed when ableism in the team or institution is discreet. For example,
during a group discussion of problems experienced by employees of a mid-level
business company in Iran, workers were very surprised that because there were no
elevators, their coworker with special needs could not access higher floors in the
building. As some of the employees admitted after the discussion, they were simply
unmindful of the needs of this colleague with disabilities and therefore never raised
the issue of accommodating him.

e Ageism is characterized by discrimination of an individual’s age. For example, in one
particular trading company, employees were unaware that the manager favored young
specialists of both genders at the expense of more experienced and qualified
coworkers of middle age.

e Psychological and sexual harassment. Individual employees or team members are
seemingly oblivious to harassment taking place either in their teams or in their
institutions. One of our female clients told of the following situation: "At our meetings,
our unit chief repeatedly attacked me personally for no obvious reason, threatened to
take measures against me, and accused me of creating issues that were totally outside
of my control. At certain times, one of my colleagues joined him in these tirades.
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When I raised the problem of this behavior with one of my peers, she was surprised
and told me that she did not see any actual harassment. I know her well, and she
truly said this with all sincerity. Even when I brought evidence to support everything I
had said, she looked a little lost, but answered that she hoped these things would not
happen again". The behavior of employees with obliviousness can be taken for ego
defenses of denial or compartmentalization. In reality, however, certain employees are
indeed oblivious to harassment against their coworkers, as well as to repercussions of
harassing behaviors. Sometimes, an employee’s obliviousness can be a coping
strategy for dealing with a difficult situation.

e Gender discrimination in the workplace. The following statement by Mclntosh
(1993) provides an interesting insight into gender and race discrimination: "It seems
to me that obliviousness about white advantage, like obliviousness about male
advantage, is kept strongly inculturated in the United States so as to maintain the
myth of meritocracy, the myth that democratic choice is equally available to all." On
many occasions, team members are unaware that team leaders and institutional
senior managers, including female supervisors, prefer to recruit male applicants. The
next case demonstrates obliviousness of the team leader and his team members to
obvious gender discrimination activities.

Case study

Adnan was a young chief of the administration department at a large medical facility in
Turkey. With good professional experience behind him, he was able to successfully manage
the department and the financial responsibilities of the job. There were seldom any
complaints voiced about Adnan by hospital personnel or patients. His managerial style was
transparent, and he practiced an "open door" policy. Any employee, regardless of position in
the organization, could enter his room and discuss work related matters in a safe
environment. Adnan was proud of his openness and frankness with the staff.

Soon after obtaining this post, he decided to liaise with a mentor recommended by
one of his colleagues. Adnan would meet with his mentor two or three times a year. He
shared various work related and private issues with the mentor and quite frequently followed
his advice. In a private discussion with his friend, Adnan repeatedly mentioned the
usefulness of such sessions.

Once, in a discussion with this mentor, Adnan complained that he had recruited
several persons for the post of his assistant in the last four years, but was never happy with
any one of them. While answering the mentor’s questions, Adnan mentioned that his
assistants were all male. He admitted also that being a happily married person he had
recruited only male applicants in order to avoid stirring up any possible rumors about him
working with women, and to avoid potential allegations of sexual harassment, even though
he assured the mentor this behavior would never happen.

However, during the session Adnan also made an unusual discovery about his
unethical managerial pattern that he had been totally unaware of — namely that he had
been unfair towards all the female applicants, and had disregarded their qualifications and
experience.

This case illustrates a manager’s and team member’s obliviousness to an obvious case
of gender discrimination. Although the manager’s decision to contract only male applicants
was provoked by his fear of potential allegations of sexual harassment, this could not justify
a negative bias against female applicants. Similarly, none of his team members, even though
the majority of them were forthright with him and had openly discussed other work related
problems, had ever mentioned this point to him, probably due to their indifference to this
matter.
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Thus, common issues associated with shared obliviousness in the workplace can be
divided into two main groups: to issues internal and external to the team and to the
institution. Obliviousness to some issues external to teams and institutions may include
ignoring physical threats in the environment, unawareness of social and political changes in
the society, indifference towards traumatic experiences of others, and ignorance of racism
and ethnocentrism towards external parties.

Issues internal to teams and institutions may include obliviousness to unfair
distribution of power and benefits in the workplace, unawareness of manipulation of
information, ignorance of apparent cases of favoritism or nepotism, unmindfulness of the
illusory superiority of managers, unawareness about professional performance, lack of heed
to human needs of employees, and obliviousness to abuse or harassment in the workplace
(including masked racism and ethnocentrism, self-racism, disability discrimination, ageism,
psychological harassment, and sexual discrimination).

The policing and silencing mechanisms play an important role in creation and
maintenance of the shared obliviousness in the workplace, especially when silencing is either
initiated by the team leader or justified by him or her. It is important to acknowledge that
obliviousness in the workplace should be distinguished from those cases that appear similar
when the employees’ actions are done intentionally and consciously.

Managing Obliviousness

As mentioned above, obliviousness is a hormal human response or condition that has
the adaptive function of protecting individuals or groups from being overloaded with
information or experiences. Therefore, as long as obliviousness does not cause any
problems, there is probably no need to intervene or to address the issue.

In some cases, however, when obliviousness is too profound or lasts for too long,
causing problems for the environment in the team or organization, the need for addressing
the matter then becomes critical.

The following strategies are recommended for addressing problematic cases of
obliviousness both at individual and group levels:

e Acknowledging the issue

e Raising awareness of the phenomenon and addressing it through information,
education and communication materials

e Capacity building on managing obliviousness through training, with special focus on
adaptive coping strategies
e Organizing mentoring and coaching sessions

e Ensuring access to counseling services

Addressing team obliviousness

Managing shared obliviousness in teams by and large follows the same principles as
addressing obliviousness in general. However, it does require additional and more complex
interventions for cases of shared obliviousness in teams or organizations:

e In order to ascertain obliviousness in teams, it might be necessary for external experts
to conduct evaluations of the team efficiency. These experts can be invited either from
another unit of the same institution, or be totally external to the organization.
Estimating the level of awareness could be one of the goals of such an assessment.

e It is usually beneficial to create mechanisms for open and safe feedback in the team.
Some teams are open to any feedback, some are partially open and partially closed,
while others are totally closed.
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e In case of obliviousness to stressful response in teams, a checklist for assessing the
team stress level could be used.

e In order to mitigate certain mechanisms of obliviousness, it is essential to revisit some
roles in the team and eliminate conflict of interest.

e Team reflection exercises, including drawing lessons learned upon completion of a
work cycle, a difficult unexpected assignment, or a crisis situation are also useful.

It is important to note that while dealing with obliviousness, whether at the individual
or the team level, one should maintain counseling boundaries, especially upholding the
cultural context. In some countries, addressing components of obliviousness may be
considered serious violations of privacy or may be a cultural taboo. In case of an ongoing
exposure to a stressful situation, excessive transparency as a result of a client opening up
may lead to over-sharing. In such cases, individuals and teams may regret sharing some
private information with their counselors or therapists. Furthermore, over-sharing may lead
to loss of ego defensive mechanisms with secondary aggravation of the client’'s mental
health. Likewise, special caution should be exercised while elaborating jointly with them on
issues related to shared team and institutional level obliviousness.

Special techniques in raising team awareness

The goal of this exercise is to identify problematic areas of team unawareness and
perhaps shared obliviousness in a group brainstorming and discussion setting. Upon
completion of the exercise, the participants are expected also to identify possible steps in
increasing their level of team awareness. Technically, it is close to the focusing-oriented
intervention intervention (Gendlin, 1996; Weiser Cornell, 1996). The exercise is based on
practical experiences; however, it can be modified to your own context.

The participants should be from the same team. The exercise should be conducted by
a facilitator, who will go through the following stages:

1. Introduction
Brainstorming on the team activities that the team members are aware of
Brainstorming on the team strategies that the team members are not aware of

Contemplation on possible ways to mitigate unawareness among team members

i AW N

Conclusion

Here are the steps in detail:

1. The facilitator explains the overall goal and methodology of the exercise, as well as
provides the outline of the exercise. The duration is about 5 minutes.

2. During the next stage, the facilitator requests that the participants reflect (in writing)
on "post-it" cards the main focus of their team activities. The facilitator will collect all
cards and post them on a flipchart, and follow with a brief discussion to clarify
everyone’s remarks. This stage normally lasts about 10 minutes.

3. Then, the facilitator asks the participants about areas that their team members might
not be aware of. This can done by asking certain team specific questions like, "Have
you ever violated any rules?" or "Have your partners or clients always been happy
with your team?" or "Has your team been successful lately?" The participants are then
asked to brainstorm about various aspects of the team’s unawareness and put their
ideas on cards. The facilitator collects the new cards and posts them on the flipchart.
Following a brief clarification, the participants discuss the areas of possible reduced
team awareness. This session may last up to 20 to 30 minutes.
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4. In the next stage, the facilitator leads the discussion on possible strategies to
strengthen the team’s shared awareness, and then he or she posts these reflections
on the flipchart. This takes about 10 minutes.

5. The session is concluded by summarizing the findings and providing recommendations.

Conclusion

As a psychological and social phenomenon, obliviousness in the majority of cases is a
standalone experience that plays a very important role in adaptation to working and living
conditions. It also helps individuals, teams and organizations filter incoming information and
thus facilitates the decision making process.

However, obliviousness is closely connected with other human experiences and
behaviors. It is quite close to ego defense mechanisms, especially to denial, and to a lesser
degree to suppression and repression. Obliviousness is probably another form of
psychological defense. It can also be a coping strategy, allowing individuals or teams to deal
with feelings of shame, embarrassment, guilt, or uneasiness caused by personal issues. In
the workplace or other environments, there may be misbehaviors, social inequality,
unjustified benefits, difficult interpersonal relationships, traumatic experiences, and other
related causes.

Not surprisingly, obliviousness can be expressed towards not only negative, but also to
neutral and positive experiences and events. Even though the potential impact in such cases
may appear minimal, it may cause serious resentment among those who feel neglected or
unfairly treated, with the undesirable result of lowering team moral or having employees
become indifferent to their role as part of the larger organization.

The recommended intervention provided in the article may increase the level of
awareness and thus mitigate the extent of unnecessary obliviousness among teams. In some
situations, these interventions may be partially efficient or not efficient at all, and if used too
aggressively or inappropriately, they may even aggravate the wellbeing of employees,
especially if obliviousness is a component of a coping strategy or ego defensive mechanism.
Therefore, it is suggested that the interventions be adapted to specific individual needs and
group dynamics in teams.
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AHHOTaUunA

3abseHne pans 60MbWKMHCTBA M3 HAC — 3TO OTCYTCTBME WM Xe HenoCTaTOK BHUMaHMS,
nHdopMaunmm mnm obblYHAsE HEOCBEAOMNIEHHOCTb O TOM WM WMHOM npeaMeTe ob6cyxaeHus. ITO
0CcobeHHO npuBneKkaeT BHWUMaHWE, KOr4da Mbl >KAEM nMposiBAeHMs npodeccuoHanmsma wu
KOMMETEHTHOCTN OT OKpYXawwWMx Hac ntogen. HeBHMMATENbHOCTb K onpeAeneHHbiM maesM, K
OAHaXAbl Ha3Ha4YeHHOW BCTpeve, CyLleCTBEHHbIM AeTansM BO BpPeMs AenoBOro pasrosopa smbo
npeHebpexeHne BaXHbIMU COBbLITUAMU W CriaxmBaHue 3ddekTa, KOTOpbIn 3TN cobbiTMS MOryT
nmeTb B 6yayuweM, nonbiTka 3abblTb HENPUATHDLIM ONbIT BO B3aMMOOTHOLUEHUSIX C OKPYXaoLWnMmn
Win Hecnpaeseanmeoe K cebe OTHOLWEHWE CO CTOPOHblI KOMMer SABAAKTCA SAPKUMW npuMepaMmu
paccMaTpUBAEMOro HaMu sIBJIEHMS.

CnepyeT Npu3HaTb, YTO 3abBeHMe MMEET adanTUBHbIA XapakKTep. ITO 03HAYAET, YTO UHAMBUA UK
rpynna MWHAMBUAOB CTaNIKMBAKOTCA C OFPOMHbIM KOAMYECTBOM WHdopMaunn. [lonydaemyto
nHdopmauno uNbTpyOT M pasgensior Ha 6onee mnm MeHee Heobxoammyk. Takxe cnegyer
OTMETUTb, YTO nodobHas nmpoueaypa OrpaHMYMBAET aHaNM3 U Nocieayolee NMPUHATUE PELLUEHUN.
AZanTMBHOCTb TaKXe MO3BOMSET WMHAMBMAY WM KOMaHAe u3beraTb LWEKOT/IMBbIX BOMPOCOB Ha
pabouem MecTe, uTO B 6yayuwem nomoraeTt obesonacutb cebs oT KoHdAMKTa Kak ¢ cobolr, Tak U C
OKpy>Xatwmnmmn. [laHHoe noBeAeHne KOCBEHHO CrnocobCcTByeT caMocoXpaHeHuto. TeM He MeHee, KakK
n Ntobon Apyron 3alUMTHbIA MeXaHU3M, 3abBeHNE MOXET M He cnocobCcTBOBaTh adanTauun U aaxe
CcTaTb NMpMYMHON npobnem, CBA3aHHbIX C KOMMYHUKauMeln Ha paboyem mecTe, goMa u T. 4.

HacToswwas craTbsi ocBelwaeT KONJIEKTUBHbIA (heHOMeH 3abBEHMS HAa YPOBHE KOMaHAbl AN FPyMMbl
MHOMBUAYYMOB M Ha 60siee WMpPOKOM YpOBHE — OpraHM3aummn. ABTOp paccMaTpuBaeT 3abBeHue Ha
KOFHUTMBHOM, 3MOLIMOHANIbLHOM W MOBEAEHYECKOM YpOBHE. ABTOp TakKXe YyAeNnsieT BHUMaHue
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OVHAMUYECKNM XapaKTepucTukKam 3Toro sasneHusi. PaccmaTpmBaloTcsi mepBUYHbIE, BTOPUYHbIE U
CMelwaHHble dopMbl 3abeeHusi. CTaTbs HacblWeHa MpuMepaMyn passindyHblX ¢GOpM M TUMNOB
OpraHusaunoHHOro 3abeeHus. YNOMMHAKTCS TakxXe aganTueHble yHKUMK 3abBeHns n, HaobopoT,
Ae3ajanTmBHble. ABTOp npepsaraeT paccMaTpmBaTb 3abBeHMe KaK 3aWMTHbIA MexaHW3M, CBOEro
poAa MNCUXONOMMYECKUI LWNT, MCNONb3yeMblh Ha paboTe, nMnMbO Kak CcTpaTeruio, MO3BOMSIOLWYIO
WHAWBUAY WX FPpynmne nuL CnpaBnsTbCs C YyBCTBOM CTbiAa, BMHbI, CMYLLEHMUS U 6ECNOKOMNCTBA Ha
paboTe.

ABTOp TakXe npeanaraeTr pag TEXHUK, CI'IOCO6CTBYI'OLLI,MX CHUXEHNIO YPOBHA 3a6BeHM9I, KOTOpblE
MOXHO NMPpUMEHATb NCXoaa u3 ocobeHHOCTEN Kak nHaAnBuaa, Tak U rpynnbl anu.

KnoueBble cnoBa: 3abBeHue; OopraHmdaumnoHHada ncumxonorunda, adantaund, 3allUTHblE
MEXaHWU3Mbl.
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C Le/lbio COXPaHUTb KOHMUAEHUNAIbHOCTb K/AMEHTa M MOAAEPXKATb OAHaX/bl 3a/10)KEHHbIE
npuHUKNIbI  MPOGECCUOHANIbHOM 3TUKM BCE WMMEHAa, XapaKTepbli, HauMeEHOBaHWS KOMMaHWH,
opraHu3aumni v gpyrue, MHOrAa Ba)KHbl€, a Mopovi n HECYLECTBEHHbIE AETa/IN, KOTOPbI€ YNTaTEsb
BCTPETUT B pa3zbupaembix MHOK C/iy4asix, 6bl/in M3MEHEHbI. BO3MOXXHAas CXOXECTb C TEM WUJIN MHbIM
YeJ/IOBEKOM, XUBbIM JIN60 MEPTBLIM, Criy4ariHa. CxoACTBO UMEH JIIOA4EN, HAMMEHOBAHUY KOMIMaHUi,
opraHusauuii, ropooB, LWTATOB U T.4. TAKXE C/1edyeT pacCMaTpnBaTh Kak C/1y4aniHOCTb.

BBepneHune

3abeeHne ansa 60NbWIMHCTBA M3 HAC — 3TO OTCYTCTBME WIWN Xe HeAOCTaTOK BHUMAaHMUS,
nHdopmaumm nnm obblyHas HeOCBeAOMNIEHHOCTb O TOM MW MHOM NpeaMeTe 06CyXaeHus. ITo
0CcObeHHO npuBnekaeT Halle BHMMaHWe, KOrga Mbl XAeM NposiBNeHus npodeccnoHanmsma m
KOMMNETEHTHOCTM OT OKpY>KaloLwWmX Hac nogen. HeBHMMaTeNbHOCTb K ONpeAeneHHbIM naesmMm, K
OAHaXAbl Ha3Ha4YeHHOW BCTpeye, CyLWeCTBEHHbIM AeTansM BO BpeMs Aen0BOro pasroBopa
nnbo npeHebpexxeHne BaKHbIMU COBLITUAMKU U crnaxuBaHue addekTa, KOTopbIn 3TU CobbITUS
MOryT uMMeTb B 6yayweM, nonbiTka 3abbiTb HEMPUATHbLIM OMNbIT BO B3aWMOOTHOLUEHUSAX C
OKpYXawLWwMMn U HecnpaBeanneoe K cebe OTHOWEHWE CO CTOPOHbI KOer SBASTCA
APKMMW NpUMEpaMn paccMaTpMBaeMoro HaMun SIBJIEHUS.

CnepnyeT npusHaTtb, 4YTO 3abBeHMe MMeeT afAanTUBHbIN XapakKTep. DTO O3HAa4aeT, 4To
WHOVMBMA WAW Tpynna WHAMBWAOB CTaNKMBAKTCS C OFPOMHbIM KOJIMYECTBOM WMHMOpMauuUu.
Monyyaemyto uMH@GoOpMaumio GUNLTPYIOT U pa3aensatoT Ha 6onee mnuM MeHee Heo6XOAUMYIO.
Takxe crnegyeT OTMETUTb, YTO NoaobHasa npoueaypa OorpaHMYMBAET aHanNM3 U rnocreaytouee
NPUHATUE peLlleHUMNn. AJANTUBHOCTb TaKkXe Mo3BONseT WHAMBMAY W KOMaHae wusberaTtb
LLLEeKOTNMBbLIX BOMPOCOB Ha paboyem MecTe, 4yTo B byaywem noMmoraeT obesonacutb cebs oT
KOH(NMKTa Kak Cc cobomn, Tak 1 C okpyxalwumm. [laHHoe noBeaeHMe KOCBEHHO crocobecTeyeT
CaMOCOXpaHeHu. TeM He MeHee, Kak W NO60OM Apyron 3alWMTHbIN MexaHu3M, 3abBeHue
MOXEeT M He crnocobcTBoBaTb adanTauMM M Adaxe CTaTb MPUYMHONM MpobneM, CBA3AHHbLIX C
KOMMYHMKaunen Ha pabouem mecTe, AoMa 1 T.A4.

B npeabiaywert ctatbe [1] 9 nonbiTancd choKyCcuMpoBaTb BHMMAHME Ha pPas/MYHbIX
acrnekTax u Kkateropusix 3abseHus cpegm COTPYAHMKOB. Bbl10 0TMEUYEeHOo, YTO AaHHOe sSBneHue
06blyHO oOnpefenseTcs KakKk HeAOCTaTOK CO3HaTeNbHOCTW, BHUMaHUSA, WHMOPMaUUKU UK
3HaHMS B TeX CUTyauusix, rae OHM AOJ/DKHbl ObiTb MNposiBNEHbl Hampsmyk [5; 14; 16].
HekoTopble aBTOpbl TakKXe MnoA4YepKUBalOT HeLOoCTaTOK OCBEAOMJIEHHOCTM B COUMasbHO
3Ha4YMMbIX 06/1aCTSX, TaKMX KaK MexpacoBble oTHoweHns B CLUA [12; 15].
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KpaTtkuin 0630p nuTepaTypbl NO AaHHOMY BOMpPOCY BbISBUA [ABa OMNpeaeneHuns
3abBeHus:

1. 3abbiBUMBOCTb — B CUTyauuu, Koraa namaTb U BHUMaAHME, B MPUHLUNE, COXPaHEHbI
WNKM Xe Korga OT 4enoBeka TpebyeTcs BCMNOMHUTb MAW 3anNOMHUTbL OMpeAeneHHble
MbICN, naeun, cobbiTns, nonesHyw uHdbopmaumo n T.4. Takxke 6bl10 OTMEYeHO, 4TOo
3abbIBUMBOCTb MOXET ObiTb Bbi3BaHa onpeaeneHHbIMWU npobnemMamMm CO 340POBbEM,
Koraa cnocobHOCTb 3aNOMMHATbL M BCMOMUHATbL CHUXAETCS.

2. HexBaTka CO3HaTENbHOrO0 MOHMMAaHMA WM Xe NpPoCcTo 3HaHusA. CoCTosiHMe, npu
KOTOPOM $§ICHO owyuwaeTca oTcyTctBne MHEGOOPMUPOBAHHOCTN. MoBepxHOCTHOE
OTHOLWWEHNE K TOMY UIN NMHOMY BOMPOCY, @ 3a4acCTyto U NpocCTasa XanaTHOCTb.

BONbWKMHCTBO Y4YaCTHUMKOB MWCCNEeAOBaHWUS CCbIJla/IMCb Ha BTOPOE OnpeaeseHune.
3abBeHMe TakKXXe MOXHO OTHEeCTM K HEBEAEHWI0, YyXody OT peasibHOCTM WAM MpPOCTOM
3abbIBUMBOCTM. B 06WEM M LENOM CUMHOHUMAaMK AAHHOIMO TEPMMHA MOTYT ObiTb TakMe MOHATUSA,
Kak aMHe3us, 3abblBUMBOCTb, HEBeAEeHMEe, HEeBeXecCcTBo, 6e3pasnnume, npeHebpexeHue,
XanaTHOCTb, OTCYTCTBMe GecrnokoncTBa, 6€33ab0THOCTb, HEMpUSATUE, YXOA4 OT peasibHOCTU M
YKNOHEHNEe OT 06513aTeNbCTB.

Llenblo faHHOW CTaTbM $BASIETCA OMNUCaHWe SBMIEHUS KOJIJIEKTUBHOrO 3abseHus.
Ncxopa n3 npexHux nybnukauun, cneayer OTMETUTb, NO KpanHen Mepe, TpU CTPYKTYpHble
KaTeropun 3abBeHusl.

1. KOorHuTuMBHbiE nNpu3HakmM 3abBeHus BkAOYalOT B ceba amHe3mio, 3abbIBUMBOCTDL,
HeBeAeHMe, YKNOHeHMe OT 0653aTenbCTB, paBHoOAyLIME nepen Yrpo3on WM MNosHoe
OTCYTCTBME MHTEpeca nepea OTKPbIBAOLWMMUCA BO3MOXHOCTAMMU, HeNpusaTue noaen
WHbIX MNPUHLMMNOB, WMHOW KYNbTypbl, WHOrO MWPOBO33PEHMUS, WMCMNOBEAYIOLUNX WHYIO
penuruto.

2. DMoOUMOHasnbHble MpU3HAKU BKIKOYAKOT B ceba 6e3pasnuume, HEBOCMPUMMUMBOCTD —
KaK KOTHWUTMBHYIO, TaK UM 3MouumoHanbHyt. Cilofla TakXe MOXHO OTHECTM
6€33a60THOCTb, paBHOAYLUIME N OTCYTCTBUE MPUBA3AHHOCTU K KOMY-NN60.

3. [loBeaeHuyecKkune acrnekTbl BKIOYAOT B cebsl npeHebpexeHne, HeonpeaeneHHoCTb, YXoa
OT peanbHOCTW, YKMOHEHWE, MpPO6aeMbl KOMMYHUKATUBHOIO XapakTepa W npobnemsl,
CBSI3aHHblE C NMPUMEHEHNEM NMPOdECCUOHANBHbLIX HAaBbIKOB Ha MpakTUKe.

[aHHble Tpn KaTeropmum 661 NoapobHO onNMcaHbl B Npeabiaywmnx nybnukaumax [1; 4].

MpuHMMass BO BHMMaHMe AMHAMWKY pa3BuTUS 3abBeHusi, HeobxoaMMO pasnnyaTthb
MEXaHU3Mbl (HOPMUPOBAHUA, JIMHUM MNOBEAEHUS W KOHTPOJSIbHOM TO4YKM. 3abBeHue B
MexaHu3Me GOpPMUPOBaAHUS MOXET ObITb pa3aeneHo Ha TPM Tuna — NEepPBUYHbIN, BTOPUYHBIN U
CMELLAHHbIN.

1. MepBu4yHOe 3abBeHMe pa3BMBaAETCA BCAeACTBME HedoCcTaTka WM OTCYTCTBMUSA
rnepBoHa4yasibHOrO 3HaHMA O NpeaMeTax, uMelLwmnx obllee 3HadeHne ansa nHAMBKUAA.

2. BTOpu4YHOe 3abBeHME XapaKTEpPU3YETCS «CaMOINYLIEHMEM» WUIIN XE <INYLEeHNeM» co
CTOPOHbI OKPYXalLWmX, YTO B KOHEYHOM UTOre U NPpUBOAUT K HEAOCTATKy MHQopMaumn
0 TOM MM nHoM npeamete. Cnyyam nogobHoro poaa obbIYHO HabAAKTCA B rpyrnnax
C CUNbHLIMW NMAEPAMU UAN C YNEHaMW KOMaHAbl, KOHTpoONMpylwmnmMmn paboty apyrux.
B HekoTopbIX Crny4asX uneHbl KOMaHAbl MOryT AEMOHCTPUPOBATb BOCMPUMMUMBOCTb K
TOMY, YTO NPOUCXOAUT NEPUOANYECKOE «T1yLUEHME» CO CTOPOHbI KOMer.

3. KomnnekcHas wn cMewaHHas @GopMbl 3abBeHMS HanpsMyl CBSA3aHbl C BblOOPOM,
KOTOpbI AenaeT MHAMBMA, KOrada OH u3bupaeT Ans KOHTaKTa TeX, KTO MOMOraeTr eMmy
noaaepXmBaTb CBOE COCTOSIHME HEBEAEHUSI WM XE HEeOCBEeAOMJIEHHOCTU. [aHHble
¢dopMbl noapasyMmeBatoT noa coboi yactuyHoe 3abBeHMe B 3aBUCMMOCTM OT TOW WU
MHOWM NpobneMbl nnn xe cobbiTms.
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HeobxoamMMo 06paTuTb BHMMAHME Ha cneayolme 3Tanbl 3a6BeHus.

- Dnm3oabl — crnopaganyeckume ciaydan, KoTopble peAkKo MOryT AOCTaBUTb NMpobraembl Kak
MHAMBMAY, TaK U KOMaHAe B LIENIOM.

- BpeMeHHOe cocTosiHMe — 06bIYHO MPOAO/IKAETCA OT HEeCKOJbKMX Hedenb A0 ABYX
MecsLleB.
- [MpogonmkuTenbHoOe COCTOsSsHMEe — [JINTCA AO0BOJIbHO-TaKM [0JIr0, OT HECKOJIbKUX

MecsaueB A0 HECKOJIbKUX NET.

- [lpakTnyeckn nepMaHeHTHOe COCTOsHMEe, pacCMaTpMBaeMOE KaK XapaKTepHas 4epTa
yenoBeKa unun rpynnol.

MpoTBONOJ/I0XKHOCTb 3a6BeHUIO

MpsiMOM NPOTMBOMOMOXHOCTbIO 3abBEHMIO SABASIKOTCS TakKuMe MOHATUS, KakK BHMMaHue,
OCTOPOXHOCTb, NPOHMLATENBHOCTb, MHDOPMUPOBAHHOCTb, CO3HATE/IbHOCTb, MOHMMaHME U T.4.
XapakTepusoBaTb 4enoBeKa, SB/SAKOWErocs nNpsMOA MPOTUBOMOSIOXHOCTbIO YEN0BEKY B
COCTOSSHUM 3abBeHUs, MOXHO TaKMMW TepMUHaAMU-MpuUNaraTesibHbIMMU, KaK CO3HATEsIbHbIN,
MHMOOPMNPOBAHHbLIA U OCBEAOMI/IEHHbIN.

34ecb cneayetr oTMETUTb, UYTO MHMDOPMUPOBAHHOCTb MOXHO 6bi10 6bl paccMaTpuBaThb
Kak OAHY W3 CaMbIX TOYHbIX MPOTUBOMOMIOXHbIX XapPaKTEPUCTUK MpobreMbl 3abBeHUS.
NHbOPMUPOBAHHOCTE O06bIYHO OMNpeaensieTcd KakK BOCMPUATUME WKW CO3HAaTeNbHbIA OTBET
MHOMBUAA Ha Kakoe-Nn6o NPoUCLLECTBUE, OKPYXXEHME WU AaXe CaMoro cebs.

TeMm HEe  MeHee  COCTOsSiHWE  TMNepuHGOPMUPOBAHHOCTH WHAMBMAQ,  €ero
rMNepCco3HaTeNbHOCTb, UNepo6ANTENbHOCTE W aKTUBMPOBaHHbIE  BOCMOMWHAHUS  pPeaKo
HabnoaalTCa B MOBCEAHEBHOW >XW3HM W MOFYT ABASTbCS KaK 4acTbl MCUXOSIOMMYECKOro
COCTOSIHMS, TaK M AyLIEBHbIM PpacCTPONCTBOM.

HabnopeHunn 3a KoNINIEeKTUBHbIM 3a6BeHneM B KOMaHAaxX u OopraHmsaumax
pa3JINYHOIro Tuna

KonnekTtneHoe 3abBeHune MO>XXHO onpenennTb KaK HEAOCTAaTOK obLwe
WH(MOPMNPOBAHHOCTU WU 3HAHUS B Cpefe Y1eHOB KoMaHAabl uan paboTHMKOB OpraHmsauun,
TOoraa Kak MMeHHO Hanmymne MHMOPMUPOBAHHOCTN B 3TOM CNy4ae ABAseTcH HOpMOVl.

KoMaHabl 1 opraHmM3aumMm AeMOHCTPUPYIOT HE TONTbKO NEepBUYHOE 3abBEHMNE, HO TaKXe U
BTOPUYHYIO CTaaulo 3TOro siB/ieHUs. 3abBeHue 37eCb CTaHOBUTCA 60siee OYEBUAHBLIM U3-3a
BHYTPEHHEro KOHTPONS W  <«3arfaylwmBaHus». «3arnywuBaHue» B KoMaHae numbo
MHULMUNPYETCS CaMUM NINAEPOM KOMaHAbl, TMH60 NPOCTO 0406pAETCs U NPUHUMAETCS UM.

«3arnywmBaHme» M Mepbl  MOBbLIWEHHOr0  KOHTPONAS  Hah  COTpyAHMKaMy,
npeanpMHUMalOWMMKU  ONpeaeNnieHHble Mepbl, pacueHMBaAeMble pPYKOBOACTBOM KaK Yyrposa
3abBEHMI0 KOMaHAbl, MOryT WMeTb KpalHe CTporMin xapakTtep. [eno B uTOore MOXeT
3aKOHUUTBLCS TEM, UYTO <«MPOBAEMHbIX» UCK/OYAT M3 KOMaHAbl, NoABepratoT o6CTpyKuumn, a
nos3agHee M M3roHST M3 opraHusaumun. MNonyuynTb NpeaynpexaeHue M B KOHEYHOM uTore
NOABEPrHYTbCA HaKa3aHUK0 MOryT He TOJIbKO Nl0AW, MPOSIBUBLUME CBOK HENOS/IbHOCTb, HO
TakXe W OCTajlbHble uYfieHbl KOMaHAbl. Hu4yero yaMBUTENBHOrO, YTO <«3arnylaemble»
coTpyaHukn nmbo npoaosmkatoT npebbiBaTb B COCTOSSHMM 3abBeHMs (0COBEHHO 3TO
NposiBASIETCA, KOraa Aes0 KacaeTCs 4Yero-To BaXHoro), Mbo npoaosikalT «He 3aMedaTb>,
npu STOM O0CO3HaBass o0CObYy KOHMIMKTHOCTb CUTyauun, 4TO SBNSETCS TMPU3HAKOM
CaMOCOXpaHeHus.

KonnektneHoe 3abeeHue cneayetr oTAn4yaTb OT TeX C/lyyaeB, KOTOpble MOryTt
nokasaTbCs CXOXMMU. Hanpumep, ecnu cOTPyYAHMK HaMepeHHO m3beraet pa3roBOpoB Ha TeMy
daBopUTU3IMa WM XKe CeKCyasnbHbIX AOMOraTeNnbCTB, TO 3TO He creayeT paccMaTpuBaTb Kak
3abBeHune. Ecnm HayanbCTBO HaMepeHHO O0TKa3blBaeTCA OT NPU3HaHWUA 3acCnyr Toro nin NHoro
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paboTHMKA, 3TO TAaKXe He cneayeT paccMaTpuBaTh Kak 3abBeHMe. TOYHO TaK Xe 4YeloBeK
MOXET  MOoYyBCTBOBaTb Ccebsi  HEeyBEpPEeHHbIM  M3-3a  [PYNMnoBOro  [aB/€HUS UK
«3arnywmnBaHua», M CO CTOPOHbl MOXET MOoKasaTbCsA, 4YTO OH HaxoAMUTCA B COCTOSIHUU
3abBeHMs, XOTA Ha CaMOM fAefne OH MOr MpPOCTO BbI6GpaTb <«MNOMAUTUKY» CAEPXKAHHOCTM U
oTManumMBaHusa. HekoTopble U3 3TUX C/TyYaeB MOXHO OTHECTM K MceBAo03abBeHuto, Toraa Kak
Apyrve npeacTtasnatoT coboi NposBneHne aaanTUBHOIo NoBeAEHUS.

KonnekTuBHoe 3abBEeHUE MOXHO pasAenTb Ha ABE OCHOBHblE rPyMnbl — BHELLHIOW U
BHYTPEHHIO0.

1. 3a6BeHMue No OTHOLWIEHMIO K NpeaMeTaM, He UMEIoLLUM npﬂMOﬁ CBA3MUN
C KOJUIEKTUBOM WIN oprauusauueﬁ.

UrHopunpoBaHue pU3nNUYeCcKom yrposbl

KomaHabl M oOpraHusaumu, AeUCTBYKOWME B MecTax C MNOBbIWEHHOW CTeneHbto
OMaCHOCTM, AOJIKHbl MNPUHMMaTb Mepbl ANS 3aWuTbl M CBOMX COTPYAHMKOB, W CBOEro
nMyllectBa. B HeKOTOpbIX cnydyasx noaobHble Mepbl MOryT ObiTb 3aTpaTHbIMM KakK B
(VHaAHCOBOM, TaK M BO BPEMEHHOM MnnaHe. bonee Toro, ecsm onacHOCTU He yAaeTcs B UTOre
n3bexartb, paboTy opraHmM3auuMnm NpUXOANTCS OCTaHaBAMBaTb. be3ycnoBHO, 3TO O4YEeHb
TPpyAoHOE pelleHne aAns pykoBoAcCTBa. B cnyyae e npoaoskeHus paboTbl Aaxe npu BbICOKOM
CTeneHM OonacHOCTM NoAO6HbIN wWar cneayetr paccMaTpuMBaTb KakK PUCKOBAHHOE pelleHue,
NPUHATOE PYKOBOACTBOM, HO HEe Kak 3abBeHMe Mo OTHOLWEHUIO K WTaTy COTPYAHUKOB. B MHbIX
Xe cnydyasix nogobHble peleHusl, NMPUHMMAEMble BbICIUIMM PYKOBOASLWIMM COCTaBOM, HYXHO
pacueHMBaTb KaK MNpeHebpeXeHMe CTeneHbl HaABUraloWencss OnacHOCTM u 3abBeHneMm
daKTopoB pucka.

MNMpumep

XKeHwmnHa, CcoTpyaHUK MEXAYHapoAHOW opraHun3auyummn B BoctoyHou  EBpore,
nepuoanYecku rosiy4dasaa yrposbl CO CTOPOHbI CcBoero ObiBwero naptHepa. OHa
npounH@opmMupoBasia MECTHYIO [oanUu O [OCTynarwmx B CBOM agpec yrposax. K
coxxasneHuro, xasobe He yaenuau [OJIKHOro BHuUMaHusi. Bugs nogobHoe OTHOLIEHME COo
CTOPOHbI [PaBOOXPAHNUTENIbHbIX OPraHoB, XEHLYMHa rogenvnsaacb npobseMori co CBOMMU
KoseraMm v pyKoBOAUTENEM OpraHu3auun. B utore oHa nornpocusia BblAEANTb A7151 cebs
wogepa, KOTOpbiki MOr 6bl MpuUBO3UTL €€ Ha paboty u agomou. Kak npaBu/io, B C/ydae
HeobxoauMoCTn opraHusaumsi oTBeyasna 3a [10406Hble Mepbl 6e30MacHoOCT  CBOUX
COTPYAHUKOB, OCOBEHHO €ecC/in [EI0 KacasioCb COTPYAHUKOB-)XEHLNH, HO, K COXasleHWK, Ha
3TOT pa3 npocbba XeHLMHbI ocTasnack 6e3 BHUMaHWs CO CTOPOHbI pykoBoAacTBa. Kossnierun
Takxxe He rposiBuan 03aboyeHHOCTHU 10 3TOMy noBoAy. Eu npuwaoce xute u paboratb 0KOJ10
AByX MecCsiUeB B [AaHHOU CcuUTyauuu, roka ee ObIBLUMI NapTHEP HE COBEPLUN/T Ha Hee
HanageHune Bo3/ie ee CO6CTBEHHOM KBapTupbl. [10/1y4YnB MHOMOYNC/IEHHbBIE HOXEBbLIE PaHEHMS,
JKEHLMNHa BCce-Taku Bbhkuaa brarogaps cocesy, Bbi3BaBlueMy «CKOPYH MOMOLLb».

30ecb Mbl CTaNKMBaeMcsl C TUMWYHBLIM NpuMepoM 3abBeHus. BmecTo Toro 4Ttobbl
npeanpuHaTb 3G hEKTMBHbIE Mepbl MO 3alUUTe CBOEro COTpyAHMKA, NMepcoHan M pyKoBOACTBO
opraHusauuMm npocTo NpoAOC/IKaIU AEATE/IbHOCTb B 06bIYHOM nopsaake. MNpuunHy 3a6BeHus B
5TOM KOHKPETHOM C/lyyae MOXHO pacrno3HaTb B OTCYTCTBUW COYUYYBCTBMA Yy KOMMEr MU
PYKOBOAUTENS, KOTOPbIE OTHEC/WN >anobbl XEHLWMUHbI K JINYHbIM NMpobiemMaM, He MMEKLWUM
HMKAKOr0 OTHOLWIEHUS K AESTENbHOCTM OopraHu3aumun. CneayeTt Takxke OTMETUTb, YTO HU ee
pyKOBOAUTENb, HWU KOJNJIErN HE YBUAENM PeasnibHON yrpo3bl, HECMOTPS Ha TO, YTO >KEHLIMHA
nepnoanyecku nokasbiBana cooblueHuns, nsobunyolime obelwaHmsmMm dU3nYeckor pacnpassl.

3a6BeHMe No OTHOLWEHUNIO K U3BMEHEHUAM COLMAJIbHOIo, NOJIMTUUYECKOro
XapakTepa v K NpMHUMNaM yrnpas/ieHusa

B HekoTOpbIX cny4dasxX MHAMBUAbI, KOMaHAbl, KOJINEKTUBbl U AaXe uesible opraHusaumm
MOryT NO/IHOUEHHO (PYHKLMOHUPOBATb, UTHOPUPYS OYEeBUAHbIE U3MEHEHUAMUK, NMponcxosaLme
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BOKpPYr, unu npeHebperas umu. MNogobHoe npoucxoamno CO MHOrMMKM BO BpeMsl pasBana
CoseTtckoro Coto3a. MHOrme KonekTMBbl M OpraHuM3auum npoaonxanu pabotatb Tak Xe, Kak
paboTannM Ha MNPOTSXKEHUM MHOIMX NeT A0 3TOro. TOYHO TaK Xe MHAMBUAbI U KONNEKTUBbI
MOryT MNposiBNATbL 3abBeHMe MO OTHOLIEHUID K OYEBUAHbLIM M3MEHEHUSM B PYKOBOACTBE Haj
cobori, npasmnam mn T. 4. MNoaobHble nepeMeHbl 06bIYHO BHeApATCA B (GOpMe MpUKa3os,
yBeAOMNEHUI U T. A., KOTOpble HanpasiseT B 06WeCTBEeHHble MHCTUTYTbl U UX KONNEKTUBDI
BbiCLLEE PYKOBOACTBO.

MNMpumep

llosyunB HOBbIE MHCTPYKUMMN U3 MUHUCTEPCTBA 34paBoOOXpaHeHNs, parioHHas 60bHULa
Ha KaBka3ze nepecmoTpenia paboTy CBOEro poansibHOro otgeseHus. OTHbIHE 6bIs1o
rnpeanncaHo BBECTU SKCKITHO3NBHOE rPyAHOE BCKapM/IMBaHUE, @ TakKXXe 03B0JISITb POXEHULAM
M HOBOPOXAEHHbIM ObITb B OAHOM romeljeHnn. [lepcoHan CTaumoHapHOro OTAE/IEHWUs] CTal
roCTerneHHO BHEAPSITb 3TW HOBLUECTBA. B To xe Bpems ambysiaTopHOE OTAE/IEHNE 3TOM XKe
60/1bHULbI NIPOAO/IKaA0 cBoto paboty, He 3Hass 06 usMeHeHussx u Beas HabwgeHune 3a
6epeMeHHbIMU XEHLMHaMn 1o crapuHke. Caegyetr OTMETUTb, YTO BCE 3TO POUCXOAMIIO Ha
(OHe MOCTOSIHHO LUMPKYnpyroLern nHeopmaymm o HOBOBBEAEHUSIX B Pa3/IMYHbIX OTAE/IEHNSIX
AaHHOU 60/1bHULbI.

3a6BeHMe HAaCU/IUA MO OTHOLUEHUIO K OKPY>KaloLnM

TOYHO TaK >Xe, Kak OAHW UfieHbl CEMbUM WMHOIAA HEe MpUAAT 3HAYeHUsa PU3nYeckomy
HaCUANIO MO OTHOLLEHUIO K APYTrMM UfieHaM CBOel Xe ceMbu [14], KONNeKTUBbI, OpraHn3aumnm
M WHCTUTYTbl MOFYT HE O0CO3HaBaTb BCeX TPYAHOCTEM W MOCNEeACTBUA, C KOTOPbIMU
CTaNKMBAKOTCA XepTBbl Hacunusa. od XepTBaMM Hacunusa cneayetr MNOHWMATb HE TOJbKO
MHAMBUOB KaK TaKOBbIX, @ Liefible coobLLIecTBa.

MNMpumep

Hab6nwoaas 3a Han/ibiBOM 60/1bLUMX TPy 6EXEHLEB U3 TOU WM UHOM ropsiiei TOYKU Ha
KaBka3ze, MECTHbIE ricuxnaTpbl Ha4yasaum rpeasaratb CBOK MOMOLLb UHANBUAAM 4EPE3 MECTHbIE
opraHbl  34paBooxpaHeHusi. [lpuHuMass BO  BHUMaHuWe OCTPyHO  Heob6xoAuMMOCTb B
ricuxocoumnasibHou NnoAAEPIKKE, CrieUnaanctbl 6bi/in OYKBaIbHO reperpyxeHbl paboton. Tem
He MeHee Kageapa ricuxmatpuu, rge paboTazam camble OrbITHbIE CrELNAINCTbI, pPoAoJIXKaaa
CBOt0 paboTy B 06bIYHOM pEXUME M HE CTasa npeanaaratb HUKaKon [OMNOJIHUTE/IbHOM MOMOLYM.
Cnegyetr OTMETUTb, YTO MCUXMATPbl Kageapbl npeaocTas/isiin CBOKO MOMOLb B CBO6OAHOE OT
pabotbl Bpemsi. Kageapa KakK KOJJIEKTUB r1poAo/IKaaa OCTaBaTbCsl MacCUBHOM faxke rocse
TOro, Kak Obl/10 03By4YEHO 00paljeHue PEKTOpa YHMBEPCUTETa KO BCEM [IperiogaBaTesisiM.
TakuM 06pa3oM, HECMOTPS Ha OYEBUAHYHO HEOOXOAMMOCTb B MMOMOLM, [ICUXNATPbI AGHHOIO
OTAENIEHNS  [IPOUrHOPUPOBA/IN  OFPOMHOE KOJIMYECTBO TPaBMUPOBAHHbLIX JIOAEN, Jaxe
HECMOTpsi Ha npeanucaHmne cBepxy. [aHHass ¢gopma 3abBeHusi TeM npuMeyaTtesibHa, YTOo
KOJI/IEKTNB HE TMPUHMNMaAs 0CO3HaHHOIO PEeLLEHUs], TaK KaK BHE paboyero BpEMEHU MCUXUaTPbI
BCE )X€ 0Ka3bIBa/iy MOMOLb HYXA3ILNMCS.

3abBeHue Npu pacusMe M 3THOLEHTPU3ME B OTHOLUEHUUN «UHOPOALIEB»

Ba)xxHOCTb AaHHOM npobnembl 6bina noayepkHyTa HECKONbKMMWU uccnegoBaTensmum [7;
11; 12]. Tem He MeHee cneayeT OTMETUTb, YTO SIBHblE, HUYEM HEe MPUKPbITbIE Clly4Yan pacusMma
N 3THOLEHTPM3Ma MNPOUCXOASAT HeyacTo. bonee «Msarkme» nNposiBeHMS 3TOr0 HeraTMBHOMO
SABJIEHUS, KOrAa KOJUIEKTMBbI WU OpraHusaumm no3BONsT cebe KpUTUKY TOro WMIM MHOMo
coobulecTBa, BCTpeyaoTcsa ropasao yawe. Kputuka MecTHbIX TPaaAuUUM 1 yKnaaa, Aaxe ecnu
He HabnaaeTcs HapyleHWI MpaB 4YenoBeKa, 3aMeyaHus OTHOCUTENIbHO paboTbl MECTHOro
npaBUTENbCTBA, HENEeCTHble 3aMedaHuUsl 0 MeCTHbIX npodeccuoHanax WnuM KynbType W T.4.
ABNSAIOTCA nNpuMepaMm 3abBeHMs Npu  CAy4dasx pacusMa W 3THoueHTpusma. WHoraa
3THOLEHTPU3M NPOSIBNSETCA MOCPEeACTBOM HapyLleHUs MOpaibHbiX HOPM MM Taby MeCTHOro
coobuecTtaa.
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MNMpumep

BHOBb rpubbIBLUMIT MEHEAXED CPEAHEr0 3BEHa ryMaHuTapHou opraHusauum B Jlaoce
oTKaszas B rnpocbbe MeCTHbIM Bpadyam 06 obopyaoBaHun A5 otaeneHuin «CKOpo#u noMoLym»
HECKO/IbKUX MEANLUMNHCKNX LeHTpoB. OH HAacCTosis1 TO/IbKO Ha BbIAEIEHUN CTaHAAPTHbIX
MeANUNHCKMUX npenapatoB. ApryMeHT fpeacTaBuTesiss AaHHOM opraHm3auun 3aka4dascsi B
TOM, 4YTO MECTHbIE XXUTEN HE HYXAAKTCI HU B KAaKOM COBPEMEHHOM MEANLUNHCKOM
obopyaoBaHun. PyKoOBOAUTEN OpraHu3aumn OCTaiuCb B HEBEAEHMM 06 OTBETE, AAHHOM UX
COTPYAHUKOM, U HE npuaaan 60/1bLLIOro 3Ha4YeHus [4€Ey.

B BupmMe Ha BCTpeye rpeacTaBuUTeNIeN MEXAYHapOAHOM opraHu3aumm v creynaincros-
cuxmaTpoB  MEHEAXEp  MI3ALWEro 3BeHa OTBEPr  MPEAJIOXEHUE  MEXAYHapPOAHOM
npogeccrmoHanbHOM accoumaumm MpeaocTaBuTb 6ECnIaTHy CUX0/IOMMYECKYO MOMOLLb
MECTHOMY HacesieHmto. XO0TS OH npubbisl B CTPaHy COBCEM HEAABHO, TEM HE MEHEE 3asBUJ1, YTO
MECTHOE HacesieHne — 3TO HE MAaLMNEHTbl U3 pa3BUTbIX CTPaH M, COOTBETCTBEHHO, OHU UMEKT
CBOIO COOGCTBEHHYIO CUCTEMY T[OAAEPKKU U HE HYXAAKTCA B KaKoWi-nbo MoMoLu.
lpumMeyaTesnibHO, 4TO ApYyrne MEeHEAXEPbI  MPOUrHOPUPOBAaIN 3TOT  OCKOPOUTESbHBbIN
KOMMEHTapuii cBoero kossieru. [1ocie BCTpeyYn OAUH U3 MEXAYHAPOAHbLIX SKCMEPTOB BCE XE
3aMeTu/: «Bbl TOJILKO MOCMOTPUTE HA HEro, OH MOYTU CKa3as, YTO MECTHbIE — 3TO HE JI0AM.
Ye/l0BEYECKOE OTHOLLIEHME M MOMOLb — 3TO TO, B YEM OHW HE HYXAAKTCA. A PYKOBOACTBO
Jaxe He 3aMEeTUII0 3TOro».

MopnobHoe OTHOLWEHME K BblleHa3BaHHbIM MpobieMaM COTPYAHMKOB MeXAYHapOAHbIX
opraHm3aumMin NOBCEMECTHO BCTPeYaeTCs B pasHbiX CTpaHax. MeHeaxepbl MafLllero 3BeHa He
6blIN 3KCNEepTaMMU HU B MeAWUMHE, HW B COLUMANbHOM MCUXONOrNM, HO TEM HE MeHee UuX
BbICKa3blBaHUA He BCTPETU/IN AOSHKHOIO OCYXAEHUSI CO CTOPOHbI Konner. U 3To npm ToMm, 4TO
CBOW BbICKa3blBaHUSA OHW HE YyAOCYXWNIUCb NOATBEPAUTb Kakom-nnbo aokasaTtenbHor 6asoin,
He npoBeNn HWKaKOoM OLEHOYHOW 3KCchepTMsbl W T. 4. BpobaBok kO BceMy 3TU rope-
crneunanncTbl He UMeNN HUKAKOro MOHSTUSE O MECTHOW KynbType. Ho Hauxyawum B obowmx
3TUX MpUMepax SBASETCA AaXe He MNposiBfieHMe pacu3Mma, a TO, YTO KOJIJIerM HUKaK He
BblKa3asin CBOEro Heoao6peHnsa 1 He NonbITanMCb OCYAUTbL NoBeaeHMe 060X MeHeXKEPOB.

3a6bBeHue No OTHOLWEHMIO K BHELWWHUM KOHTaKTaM

KonnektmBbl M KOMaHAbl, YCMELWHO BeaywMme CBOM [Aefia, O4YeHb LWEeneTuIbHbl U
BHMMaTeNbHbl K CBOMM KneHTaM. OHM OCO3HAKT BCH BaXXHOCTb CBOEW paboTbl M CTaparoTcs
NpoM3BeCcTH Xxopollee Bre4yatseHne. TeM He MeHee HeKOoTopble KOANEeKTMBbl TakXe
noaBepXeHbl 3abBeHMIO, 4YAaCTUYHOMY WM MOAHOMY, 0CO6eHHO Koraa Aeno KacaeTcs
BOCMPUSTUS CO CTOPOHbI BHELIHErO0 OKPYXeHus. JaHHbIn (EHOMEH HECKOIbKO OT/IMYaeTCcs OT
npoctoro npeaybexaeHns wnn npeHebpexenna [9]. 3mecb yMeCTHEN cCKasaTb, uTO
BOCMPUSITUE UYIEHOB KOMaHAbl WIN KOJJIEKTUBA HECKOJIbKO pPas3HUTCS C peanibHOCTbio. B
c/lyyae KOJIJIEKTUBHOIO 3abBeHns paboTHUKM HEBHMMATENbHbI K CBOMM BHELLUHMM KOHTAKTaM M
npeHebperatoT MHeHNeM o cebe 1 o ceoen pabore.

MNMpumep

KomaHaa mn3 Tpex 3KcriepToB, rpeacraBuTesneri 60/bLUos KOMAaHum co LWTab-KkBapTnpon
B Hbio-Mopke, npoBoauna peryssipHble TPEHUHIM C MeHeAXepamMu CpeaHero v MAaALero
3BEHAa OCHOBHbIX (DU/IMasIoB 3TOM XXe KOMMaHUu CO BCEro MUpa. B KOHLE TDEHUHra y4aCTHUKUN
AOJIKHbI ObI/IN 3ar0/IHUTb OL|EHOYHbIE JINCTbl. TaK KakK YYaCTHUKWN TPEHMHra Obl/iv Br1OJIHE
Z0BOJIbHbI TEM (DAaKTOM, UTO UM yAas10Chb Mo6bIBaTh B LITAO-KBAPTUPE KOMIAHUU U MPOBECTU
aBe Henenu B Hbro-Mlopke 3a ee cyet, TO B UTOre 0KasasoCh He yAUBUTEbHO, YTO OLEHOYHbIE
JINCTbI 6bI7IM 3aroJIHEHbI HENnpasAuBoOK MHGopmaumnein. Ha camom xe paene 60/bLINHCTBO
YYacTHUKOB 6bliiv pa3odyapoBaHbl CaMUM TPEHMHIOM W TEM aBTOPUTAPHbLIM CTWU/IEM 0434
UHpOopMauny, KOTOpbIKi u3bpann A1 cebs 3KkcriepTbl. bbl1o0 0o4eEBUAHO, UTO TpeEHepaM
COBEpLUEHHO 6€e3pas3/iIn4HO, Kaxkoe Bre4dyaT/ieHNne Ha CcaMoM JAe€/le OHU [pon3BOASIT Ha
Y4YacCcTHMKOB. XOTS CTOUT OTMETUTb, 4YTO TPEHEPbI BCE-TAKU MOMNbITAINCh Y/YHLINTb CBOHO
paboTy, HO TOJIbKO MOC/JE€ TOro, Kak OAMH N3 Yy4YaCTHMWKOB BbICKa3as CBOW [1PETEH3UN B
aHOHUMHOM OL|EHOYHOM JIUCTE.
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TDEHVIHFVI 6bInn npekpalwleHbl Mnocse TOoro, KakK He3aBUCUMblE 3KCMNepPTbl BbiABUINU
CcTabunbHble pe3ynbTaThl. KOMaH,CI,e 3KCnepToB cCneaosasio BHMMaTeE/lbHO WU3Yy4YUTb, KaKoe
BneydyaTtsieHne OCTaJiIoCb OT UX paﬁoTbI Y MEHEOXEPOB. BHe Bcsakoro COMHEHUA, 3TO NoMorno
6bl UM BOBpPEMA YyNy4dlUTb CBOIO pa60Ty B UENOM U MU3MEHUTbL CoAepXaHMe TPEHUHIOB B
Byaywem.

2. 3abBeHue K BHYTPeHHUM (hakTOpaM B KOJJIEKTMBAX U OpraHM3aumax
(vnnocTpatMBHbIE, HO HE ucyepnbiBaowWme npuMmepbl heHoMeHa).

3a6BeHMe K HecnpaBea/IMBOMY pacnpeaesieHuio NoJIHOMoYMi 1 6nar
Ha paboueM MecTe

CTpyKkTypa 1 dyHKLUN TON MW MHOM KOMaHAbl MW OpraHM3auum onpeaensioTcs TakuMm
06pa3oM, 4Tobbl Ha MaKCMManNbHOM YpPOBHE MOMYy4YUTb BbIro4y OT npoaesnbiBaemMon paboTbl u
Hanbonee apdeKTMBHO 3aHATb CBOM paboumin nepcoHan. DTO BKAYaeT B ceba noaaepxky
nepcoHana Ha TOM MAW MHOM YpOBHE MNOCPeACTBOM MHOXeCTBa BHYTPEHHUX pblyaros. B
onpeAeneHHbIX KOprnopauuax, MexXAyHapoAHbIX KOMMAHUSAX, HEenpaBUTENbCTBEHHbIX W
MeXAYHapoAHbIX OpraHusauusax bnara v NpuBMNerMn Cpeam MeHeaXepoB CTapllero 3BeHa
pacnpepensoTcs TakuMm 06pa3oM, 4YTO CTAHOBUTCHA $SCHO: HM UMX KBanudukaums, HU
npodeccrMoHanbHbin ONbIT HE SABASKOTCA OCHOBOMOJAralOWMM KpUtepmeM Ans oueHumBaHus. B
HEKOTOpbIX OpraHmM3aumax npueBMNerum, n3HavyanbHO HecrnpaBensnBble, 3a5I0XKeHbl B YCTaBe,
Toraa Kak B ApPYrMX OpraHusauusax 3TO MOXET 6bITb M HMKaAK He oTobpaxkeHo. K coxanenuto,
3avactyto paboTHMKM ocBeaoMAEeHbl O NOAOOHOM MpakTUKe M BOCMPUHMMAIKOT BCE KakK CaMo
coboln pasymerolleecs.

MNMpumep

EBreHusi, COTPYAHWK MEXAYyHapOAHOU opraHusauymn B YKpauHe, roAenaacb CBOUM
HabnwaeHnem: «Kak To1bko Hopa, 6biBLIasi Korga-To COTpyAHUKOM OpraHu3aumu B OA4HON U3
CTpaH LleHTpanbHOU A3umn, rony4yuna rMoBbILLEHME, OHA CPa3y XK€ o4YyBCTBOBasaa pasHuly
Mexay CBoe rnpeabiayLyer n HOBOM AOJIXKHOCTbO. Hopa ctasa 3aMeTHO arpeccuBHEN, U ee
OTHOLUEHNE K MECTHbIM COTPYAHMKaM opraHusauymm CcTajo HOCUTb  AO0BOJIbHO-Taku
OCKOpOUTE/IbHBIV XapaKTep. Bce 3To npoucxoamio Ha ¢oHe Toro, 4To Hopa B TO Xe BpeMs
MbiTanacb 3aBsi3biBaTb M BCAYECKM [IOAAEPXKNBATL OTHOLUEHUSI C  MEXAYHapOoAHbIMU
COTpyAHUKamMu opraHunsaumu. Ee noBegeHme OCHOBbIBA/IOCb Ha TOM, YTO OHAa [ronpocTy
4YyBCTBOBa/sia CBOKO 6e€3HaKa3zaHHOCTb Ha HOBOM MecCTe u bbisia ybexaeHa, YTO MOXET yBOIUTb
7110600 MECTHOro coTpyAHuka. B To e BpeMs yBo/inTb Hopy 6bi/1l0 HEBO3MOXHO, XOTS OHa
rJ710X0 Cripas/isiziacb CO cBoevi pabortoi. Hopa 6bin1a cnabbiM rnpogeccuoHasioMm, n ynpassisna
OHa CBOMM OTAE/IOM KpakiHe HeagpeKTnBHO. TeM He MeHee, HECMOTPS Ha raoxyt paboty
Hopebl, MexayHapoaHble COTPYAHUKN OpraHu3aumn rnpearnoysm He 3aMedatb poucxoasiliee
BOKpyr. Kak oauH 13 MexXAyHapoAHbIX COTPyAHMKOB, Hopa nonpocTy wucrosib30Basaa CcBoe
riosioxxeHune. Jlroam xe nog ee pyKkoBoACTBOM HE MOIJ/IN 3alUNTUTb cebsi».

CaMbIM HenpusATHbBIM MOMEHTOM BCEW 3TOM WUCTOPUWN SABNSIETCA [aXe He MoBeAeHue
Hopbl, @ TO, UTO MeXxAyHapoAHble COTPYAHUKW MOMPOCTY MPOUrHOPUPOBAsIM MPOUCXOASILLEE.
MexayHapoaHble  COTpYyAHWKK, 6e3yCrioBHO, MOryT Bblpa3uTb CBOE  HeAOBOJIbCTBO
OTHOCUTENbHO B3aMMOOTHOLUEHWIA C MECTHbIMW COTPYAHMKAMM, HO 3a4acTyld OHW 3TOro He
Aenator.

BUHCEHT, MeXAyHapOoAHbIN COTPYAHMK OAHOM W3 opraHusaumii B WHAuMK, 6bin
LLOKMPOBAH TEM, HACKO/bKO rpybo mno3Bonsiet cebs BecTum rnaBa oduca C MECTHbIMU
coTpyaHukamun. OH rnoaenunsicsa CBOMM HEerogoBaHMEM C HEKOTOPbIMM M3 CBOMX Konsier. TeM He
MeHee cneayeT OTMETUTb, UTO OH TakK WM He YMNOMSHY/, 4YTO MeHeaXep Ben cebs Takum
0bpa3oM K3-3a CBOEro MNOJIOXKEHUS MexAyHapoAHOro coTpyaHuka. Kak u nwobol apyrow
MeXAYHapOAHbIN COTPYAHUK 3TOW opraHusaunm, oH 6bll YBEPEH, YTO KOMMNAHUS cripaBeanmBa
KO BCEM u4sleHaM KOJI/IEKTMBA BHE 3aBUCUMMOCTM OT TOro, MECTHbIA JIN Tbl COTPYAHUK WIN
WHOCTPaHHbIN.
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OAHako HeobxoAMMO OTMETUTb, YTO MeXAYHapoAHble COTPYAHWKWM 3a4acTyro npuaatoT
OrPOMHOE 3Ha4yeHne nepapxum Ha paboyem mecTe.

K npumepy, B AsepbaiaxaHe AUPEKTOP MEXAYHAPOAHOM KOMMAaHWUW MNepuoanYeckm
3a8BNsAN, UYTO NpaBuia OpraHU3auMn paBHbl AN BCEX COTPYAHWKOB, BHE 3aBMCUMOCTU OT WX
HaUWOHANbHOCTWU, PENMrun Unu Bo3pacTta. TeM He MeHee OH 6binl KpaliHe yAMBAEH, Koraa
NMOCON OAHOW M3 3anagHbiX CTpaH CepAevyHO MOMpMBETCTBOBA/l MECTHOrO COTPYAHMKA €ero
oduca 1 3aroBopusl C HUM. [UPEKTOP KOMMaHWM HEOAHOKPATHO 3asiBMsAfl, YTO He MOHUMAET,
YTO 06LLUEro MOXET 6bITb Y NOC/AA Pa3BUTON CTPaHbl N MECTHOIO COTPYAHMUKA.

B 'py3un aupekTop dunuana MexayHapoAHOW KOMNaHwuu 6bln OYeHb yAUBAEH, KOraa
y3Han, YTo MeCTHbIN COTPYAHWK NpoBen oTnyck B FepMaHuMn, a He B cBoen cTpaHe. OH He Mor
NOBEPUTb, YTO €ro NoAYMHEHHbI MOr cebe NO3BONUTb OTMYCK 3@ rpaHuLen.

MpaBuna BO MHOMMX OpraHM3auusaX KaXyTCsa CrpaBeasIMBbIMM M paBHbIMU AN BCeEX
COTPYAHWKOB, HECMOTPS Ha 3THMYECKYH MNPUHAANEXHOCTb M npodeccmoHannsM. U Bce xe
cnenoBaHWe 3TUM MNpaBuaaM MOXET 6bIT NMPUCTPACTHbIM, @ NOPOK 3TU NpaBuia HapyLwakTCcsa C
BbIroAon Ans cebsa. Tak KakK 3a4acTyld Ha PYKOBOASLLMX AO/HKHOCTAX B MeXAyHapoAHbIX
opraHmsaumsax HaxoasaTCsl MHOCTPaHHbIE CNEeUNanunucTbl, TO HE YAUBUTENbHO, YTO OHWU MOMpPOCTY
He 3aMeyalT HecnpaBea/IMBOro pacnpegeneHns 6rnar M NpuMBUAErMA W OCTalTCA
npuBepXXeHuamMmm ANCKPMMUHALMN NO OTHOLLUEHUIO K MECTHOMY MepcoHany.

He cnepyeT 3abblBaTb, YUTO HEKOTOpPblE M3 MEHeAXEepOB CTapllero 3BeHa MnpeKpacHo
ocBefoM/ieHbl 06 3TMX HapyLleHMsAX, HO OHW MNpeanouYMTaloT He 3aMedaTb UX U MPOoA0/IKaTb
CBOlO pabouyio fesTeslbHOCTb.

3a6bBeHue ans MaHuNynauum nHdopmaumen

COTPYAHUKM XOpOLWIO 3HAKT, KOrda pPYKOBOACTBO MbITAETCA MaHUMNyAMpoBaTh
nHdopmMaumein. Hanpumep, Koraa nocpeacTBeHHas, a Nopoi U npoBanbHasa paboTa BblAaeTcs
3a [JOCTUXeHWe. TeM He MeHee OHM He BbIpaXkalT CBOEro HeAoBOJIbCTBA OTKPbITO.
BcTpeuatoTca cnydyaun, Korda COTPYAHWMKM TMOMPOCTY CcTapakwTcs npeHebpedb NpaBaov W
ocTaThCa B HeBeAeHuM. Baob6aBoK KO BCEMY HEKOTOpPble PYKOBOAUTENM HAMEPEHHO
OrpaHMuMBalOT PacrnpocTpaHeHue mHdbopMaunmn, ocobeHHO Koraa Aenio KacaeTcs BOMpocos,
CBSA3aHHbIX C Byxrantepuei. DTO MNPOUCXOAUT OTHIOAb HE M3-3a TOro, 4YTo WHdOopMauuma
AB/IAETCA CEKPETHOMN, @ MOTOMY, UYTO PYKOBOACTBO HAaMpsiMyl0 3aMHTEPECOBAHO B TOM, YTO6bI
COTPYAHMKM KakK MOXHO MEHbLLE 3HaNK, a Nydlle He 3Hanu onpeaeneHHbiX hakToB BoobLLe.

MNMpumep

Bo Bpemsi pa3pylwintesibHoro yyHamMm B KoHue 2004 roga B WHAOHE3uM rpakTU4ecku
BCe ryMaHuUTapHble opraHu3alumn puHyJIMCb Ha MOMOLUYb MOCTpaaaBLUeMy HaceseHuno. MHorue
U3 COTPYAHMKOB AaHHbIX OpraHn3aunii HaxoAu/IMCb Ha MECTe pupoAHON KaTacTpogpbl B
TeYeHne MHOIrmx Heaesib n MecsueB, paboras rpu 3ToM rno 16, a To u 18 yacoB B A€EHb.

Tem He MeHee CTa/iM W3BECTHbI CJlyd4au /10XOro yrpas/ieHUs (GHUHAHCOBBLIMU
pecypcamn, KOTOPbIX SIBHO HEAOCTaABAasI0O Hy>XAarLeMYyCs HaCeJlIEHUIO.

CrapLumit MeHeaxXep 04HOMN M3 HErpaBUTEbLCTBEHHbIX OpraHu3auymni rnpouMH@opMmnpoBas
CBOMX COTPYAHMKOB O MOMOLUM [OCTPaAABLIEMY HACEIEHNIO M O 6O0/bLINX MEPEYNCITIEHHbIX
CyMMax, KOTOPbI€ MOXXHO 6bI/10 6bl MCO/Ib30BaTh B C/1y4Yae HENpPeABUAEHHbIX cuTyauni. OaHa
COTpyAHUL@ OpraHn3auum rnogeansacb ¢ HaMmm CBoMM MHeHueM. OHa coobLyuna ciegyrLlee:
«bonee yem 90% Bcex [AEHEXHbIX CPEACTB b6bl/I0 MCrOJ/Ib30BAHO AJ1S1 BbINaTbl BbICOKMX
3apnaar, pacTpadyeHo Ha HyXabl oguca u noesgku, obecrieyeHne COTPYAHUKOB
aBTOMOGU/ISIMU, Ha roproYdee. B utore A5 caMux Hy>XAarLMXCS 0CTaBasioCb 04eHb Maso». 1o
MHEHUWIO COTPYAHULbI paccMaTpuBaeMON HaMu OpPraHu3auun, BCE 3TO [IPOUCXOANIIO U3-3a
OTCYTCTBMSI ¥ PYKOBOACTBA OfNbITa 10 OKa3aHu rnomoLyn rnoctpagasuinm. OHa B UTOre Tak u
He BbICKaszazna Toro, 4YTO T[IPUYNHOM BCEMY MOr/710 b6biTb 6aHasibHoe 3/10yrnoTpebieHmne
AEHEXHbIMM cpeacTBamn. Ko Bcemy rnpoyemy, npubbiBLumii Ha MeCTo paboTbl CcTapLumni
MeHeaXXep TakxKe O0TMETUJ1, YTO paboTa rnepcoHasioM BEAETCS 3aMeYaTesibHO.
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BaXHOCTb [AaHHOro NpuMepa B TOM, YTO KOJIJIEKTUB COTPYAHUKOB Tak M He oKasas
MOMOLLUM HACENEHUI B TOM KpawHe OCTPOM CUTyauuu. DTO He CEKPEeT, 4YTO MNoAo6Hble
3/10yNOTpeBNEeHNss MOXHO BCTPETUTL B Nto60i opraHusauuun. OAHaKo B paccMaTpuMBaeMoM
HamMuM npuMepe cneayer OTMETUTb, YUTO COTPYAHMKU 6bIM  M3HAYaNbHO BBEAEHbl B
3abnyXAeHne CBOMM pyKOBO/ACTBOM, TO €CTb OKa3a/iCb NOABEPXKEHbI MAHUMYALNN.

OueBuaHOo, u4TO0 o06a MeHegxepa W psaoBble COTPYAHUMKM  6biAM  HACTOMBbKO
yOOBNETBOPEHbI CBOEN «paboTol», 4YTO MOMPOCTY MPeArnodYs M He 3aMedaTb COO6CTBEHHOM
He3(PEKTUBHOCTM B CUTyaLMM OKasaHUa HE0bXxoAMMOM NOMOLLM NOCTpaAaBLUEMY HAaCeNeHUHo.

3a6bBeHune npu nposBsieHnn (paBOpUTUIMA UM HENOTU3MA

PyKoBOAUTENN U COTPYAHUKM OYEHb UYYBCTBUTE/IbHbI K TAKMM HEraTUBHbLIM SIBJIEHUSAM,
KaK HernoTMsM M ¢haBopuTU3M. 3a4acTylo PYKOBOACTBO BblKa3bliBAaeT CBOE 6ECMOKOWCTBO O
HapyleHnax npu npuveMe Ha paboTy, XoTa B APYroe BpeMsi CTAapaeTcs He 3atparvsBaTh 3Ty
TEeMy, AaXe NPEKPACHO 3Hasi O NPOUCXOASALLEM.

COTpyOHUKN € MWHOrAa MOSHOCTbD UIHOPUPYIOT MOAO6HYH HecnpaBeasMBOCTb,
BblKa3biBas AOBEPUE K HOBOMY COTPYAHMKY U LIEHS ero MHUMble 3ac/yru.

MNMpumep

AnpekTop 0AHONM U3 MEeXAYHapOAHbIX opraHudaumii B TypKMEHUCTAHE 3aMETHO
6/71aroBonM/1 ABYM CBOMM COTPYyAHUKAM. [IpUYMHOM CTO/Ib SIBHOrO (haBoOpUTU3IMAa SIBJISISIACh
YBEPEHHOCTb AMPEKTOPA B UX MPEAAHHOCTHU. PasroBOpUBLLNCE C OAHUM M3 CBOUX OIN3KUX
Apy3€eii, ANPEKTOP 3asiBUJ1, UTO OH ybEXAEH B TOM, YTO 06a 3TUX COTPyAHMKAa 6yAyT BcerAa Ha
€ro CTOpOHe, U4TO 6bl HU [PoM30LLI0. He yANBUTENbHO, 4YTO MMEHHO </THOOUMYNKN»
PYKOBOAMNTESS 10J1y4aan BO3MOXHOCTb MOCELaTb MHOrOYUC/IEHHbIE TPEHUHIM, KOHGEepeHLnu,
Bbl€3)KaTb 3a rpaHuly. BaobaBok KO BCEMY OCPEACTBEHHAas pabodasi AeSATe/lbHOCTb 060MX
COTPYAHMKOB MPENOAHOCHIACh KaK IMpPOsIB/IEHNE BbICOKOro MpogeccuoHasinima, 4to AaBasio
BO3MOXHOCTb PYKOBOAUTEIO MEPUOANYECKM PEKOMEHAOBATb MX Ha 60/1€ee BbICOKME
JOJIKHOCTH.

OCHOBHOI NMpo6aeMoit ABASANOCL TO, YTO CEMb OCTAaBLUUXCA COTPYAHWKOB BOCMPUHANM
3Ty CUTYaLMIO KaK HEYTO camMo cob0oi pasyMeloLleecss U HUKOrAa He BbiCKasblBasiMCb MO 3TOMY
nosoAy. TOMbKO C MPUXOAOM HOBOIO PYKOBOAMTENS CTaNo MOHATHO, UTO BCE COTPYAHWUKM
opraHusaumm UMerT paBHble paboyne 0693aHHOCTM M TaKMe Xe rMpaBa Ha MoslyyeHue B utore
TeX UNKN UHbIX 6nar.

®aBoOpUTU3M OYeHb YacTo BCTpeyaeMbli (eHOMEH Kak B KOMMAHUSX, Tak U B
ryMaHUTapHbIX OpraHusauusax. TeM He MeHee KOJIJIEKTUB COTPYAHWKOB MPOMIHOPMpPOBan
MMeBLUYI0O MECTO HecrnpaBea/IMBOCTb MO OTHOLWEHWUIO K HUM. MoaobHOe OTCYTCTBME OTBETHOM
peakLMn B KOHEYHOM CYETE MOXET NPUBECTU K PasBUTUIO NpeHebpexeHnst Ha paboyem MecTe.

OTCcyTcTBMe npocdeccuoHanusMa y pykosoaurtens

[aHHbIi deHOMEH MMEET onpenesieHHYI CXOoXecTb ¢ addekToM NaHHura — Kpiorepa
[10]. CoTpyaHuWKM oOpraHumsauuMm WM  4YfneHbl KOoMaHAbl He 3aMe4dalT OTCYTCTBUA
KOMMNETEHTHOCTN U NpOodEeCCMOHANBLHOro OMnbiTa Y PYKOBOAUTENS, TaK Xe Kak M OH caM He
BUANT 3TUX HeaoCTaTKoB y cebsd. HoO He CcTouT nyTaTb 3TO C CUTyauuen, Korga COTPYAHWUKU
NPOCTO CTapalTCHA 3aMoNyaTb HEKOMMNETEHTHOCTb CBOEr0 PyKOBOAUTENS, NPU 3TOM NPEKpPacHO
0CO3HaBas €ro MUHYChI.

NMpumep

lMonyunB cteneHb Ha 3anage, Apugd BepHyscs B MpaH u yCTpousics B OAMH U3
yHUBEepcMTeTOB B TerepaHe Ha OTAENIEHNE COUMabHbIX HayK. Apug 6bia1  NoTpsiceH
rnpogeccuoHanbHbIM YPOBHEM CBOMX KOJIZIEN M 4acTo 6ecefoBasl C HUMU O TEX WMJIM UHBIX
HayyHbIx npobaemax. Ho BCkope OH 3aMeTusi, YTO 3aBEeAYLMIA AenapTaMeHTOM, MPUHMMAs
yyactme B pasroBope, J/iMbo [rornpocTy OTMaj4YuBaeTcs, J/mbo BCTABASAET PEMNINKW, He
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umerLme Hu4dero obujero ¢ obcyxaaemou Temou. [lpumeqaTtesibHO, YTO rpu 3TOM AEKaH
ro3Bo/isiz1 cebe natepHaIMCTCKuUU TOH rpu obLjeHun co csommu rpogeccopamu. K rnpumepy,
3a4aBasi Borpoc, Apng c/ibilasza oT CBOEro pyKoBOAUTESSI YTO-HUMOYAb Bpoae: «Apug, Bbl Bce
ewe monoabl! Ckopo Bbl Habepetecb orbiTa un bynere rMoHUMaThb BCE ropasfo Jydilue», uiun
«Bawe npepanoxeHne A0BO/IbHO-TAKU MHTEPECHOE, HO ceryac He BpeMsi! Bam cnenoBasio 6bi
370 06gyMmaTb 6osiee TwaTe/lbHO», Wan «Bal OT4ET HE COAEPXKUT HUYEro CyLECTBEHHOIO.
lMoxxanyvicta, nopaboTanTe Hag HuM». ApUG Takxe 3ameTnsi, 410 €ero Liegp Bcerga
ucriosib3oBas oblymne ¢pasbl, HUKor4a He BAaBasiCb B rnogpobHOCTH, 1 AaxKe ero coBeTbl bblin
KpariHe pa3MbITbiMU. Bckope Apug rMoHss, YTO AeKaH ero akysbTeTa rnpocTto He SBJISIETCS
rnpogeccruoHasoM U TeM HE MEHEEe 4YyBCTBYET cebs Bbllle OKPYyXarolmx ero CoTpyLHUKOB
¢dakynbtetra. Apng 6bis1 MOPaxeH, YTo 3TOro He BUAST Apyrue.

Bernbii aHanns npuBeAeHHOro NpuMepa AaeT HaM MOHSATb, YTO TOIbKO HOBUYOK MOXET
3aMeTUTb NoAo6Hble HEeAOCTaTKU Yy CBOEro pyKoBOACTBA. IJTO TeM 6ofniee CTpaHHO, 4To
aTMocdepa B KonnekTuBe 6blna OTKpbITass M 6naroxenaTtenbHas. Bo3MOXHbIM 06bSICHEHUEM
NPOUCLIEALLEro MOXET CNYXWTb CTPOro uepapxuyeckas CTpyKTypa dakynbteta M TO
YBaXeHWe, KOTOPbIM 06bIYHO OKPY>KAlOT PyKOBOAUTENS.

3a6bBeHMe No OTHOLWEHUIO K NpocghecCMoHasIn3My U UCNOJIHEHUIO 06a3aHHOCTel

PykoBOAUTENN WU COTPYOAHWUKM B CUTyaumsix noaobHoro poaa o6bl4HO nNpebbiBaloT B
HEeBEeAEHUN OTHOCUTENbHO NPOMdECcCMOHaNIbHOrO YPOBHSA CBOMX Koner. BHe 3aBUCMMOCTM OT
onbiTa WM  KBanudukauuii, wuMerwmuxcs Yy paboTHMKA, TOUYHAs OUEHKa ero
npodeccMoHanbHOl AesSTeNbHOCTU OTCYTCTBYET. B HEKOTOpbIX Cnydasix 3abBeHWi0 npeaaeTcs
TakXe M YpPOBEHb BbINMO/HEHHOW paboTbl. TO €CTb OKpYyXalolWue He B COCTOSSHUM TPE3BO
OLEHUTb, HACKOJIbKO XOPOLLO UM NAOXO BbIMNOJIHEHO TO MW MHOE 3aAaHue.

MNMpumep

Auga siB/isiIacb PyKOBOAMUTENIEM M3BECTHOM MPOrpaMmMbl B chepe rnoaAaepKKN 340p0BbS
matepn u pebeHKa OAHONM U3 MEXAYHapOAHbIX HENPaBUTEbCTBEHHbIX OpraHulauuii B
TagxukucraHe. XoTsi ee rnporpamma Hadyasna AevicTBoBaTb yxe 6 J1eT Ha3ad, HUKaKux
BUANMBbIX PE3Y/IbTAaTOB paboTbl HE 6b110. [103UTUBHbBIM PEe3y/IbTaTOM AESATEbHOCTU AUkl 6bII10
HanaxwBaHue npogeccnoHasibHbIX CBSI3€i C YMHOBHMKAaMW OT 34paBOOXpaHeHus. TeM He
MeHee cKa3aTb, YTO 3TOro 6bl710 4OCTaTOYHO, HE/b3sl. HecMoTpss Ha OTCYyTCTBME Kakoro-/nb6o
npoABMXXeEHUS, paboTa Anabl BCE-TaKu rosyy4mnsia no3MTUBHYH OLIEHKY CO CTOPOHbI ANPEKTOPA
M COTPYAHNKOB OpraHu3aumm.

locne Hecko/bkux NET paboTbl Auga Mosyynsia roBbILEHNE W repelsia paboTatb B
Apyryto opraHusaumto. HoBbili pyKoBoOAWTENb MpPOrpamMmel, /[uaHa, B3siiacb 3a paboTty C
3HTYy3ua3moM. Ei yaanocb AOCTUYbL OMNPEAE/IEHHOr0 Mporpecca B npuBAeYEHUN YUMHOBHUKOB
MuHuCTEpCTBa 34pPaBOOXpPaHeHUsi K 60s1ee TECHOMY W MpoAyKTUBHOMY COTPYAHMYEeCTBy. B
TEUEHME OAHOro TOJIbKO roga nporpamma [uaHbl repelsia Ha COBEPLUEHHO WHOM, 6osiee
BbICOKMIA YpOBEHb paboTbi. Cpeamn 3TUX AOCTUXEHMIA MOXHO OTMETUTbL OTKPbLITUME MPOEKTA 10
KOPM/IEHUIO TPyAblo M [0 OpraHusaumm J[ETCKMX KOMHAT B HECKOJbKMX MECTHbIX
MO/IMKIIMHWKaX. [/1S AOKTOPOB U MeacecTep 6blin MpoBEAEHbI 06513aTe/lbHbIE CEMUHAPbI 10
MaTepUHCKOMY 3/[0pOBbI0 U yXO0Ay 3@ HOBOPOXAEHHbIMU. TeM He MeHee, HeCMOTpsl Ha
MO3UTUBHbIE B LIESIOM PE3y/ibTaTbl, KOAAern [AuaHbl npoaosixaan oCTaBaTbCsl 6€3y4acTHbIMU K
pabote u anatuMyHbIMU K [POUCXOASILUMM Ha WX [/1a3ax M3MEHEHUsIM. [1popbiB, KOTOPbIL
Habnoaancs B A€SITE/IbHOCTU OpraHn3aumu B 3TOM ro4y, C/I0BHO HE Urpasa A5 HUX HUKaKoM
poJin U 6blJT COBEPLUEHHO MPOUrHOPUPOBAH COTPYAHUKaMu riporpaMmsi. [Ipobrema 6bisia Bce-
Taku pelieHa, Korga OAWMH W3 Kosaer [uaHbl rnyb6/nyHo rnepeyncsini BCe HOBLUECTBA U
OTMETNJ1 0COBYI0 POJIb HOBOIrO PYyKOBOAMNTESSI B UX BHEAPEHUU.

YneHbl KONMEeKTUBA OKa3asIMCb HECMOCOH6HbIMU OLEHUTb YPOBEHb PaboTbl, NpoAenaHHoM
[OvaHoi. He cMornm OHM 3aMeTUTb U TOro, UYTO Mo PYKOBOACTBOM AuAbl BCE AOCTUMXKEHUS
CBOAMNMUCH TONbKO K HaNaXXMBaHUK KOHTAKTOB C OMUUMANBbHLIMU JINLAMU CTPaHbl, U He
6onee. HecMOTpsSs Ha TO UTO HOBbIA COTPYAHWUK OblN MNPUHAT KONJIEKTUBOM, KOJJErn
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NpPOAO/IXXann 0CTaBaTbCA B COCTOAHUM 3a6BEHUSA AOCTAaTOUYHO NPOAOIXKUTENbHOE BpeMs. bonee
TOro0, OHW MPOMNYCTUN Aa)e TaKOW BaXHbI MOMEHT, KaK NMpoABUXEHME B3aUMOOTHOLUEHUN C
YUMHOBHMKAMM MWHUCTEPCTBA HA COBEPLIEHHO HOBbIM, 605ee NpPOAYKTUBHbLIA YPOBEHb
coTpyAHuyectBa. CTaHOBUTCS SCHbIM, 4YTO COTPYAHMKM OpraHM3auMm MpPOCTO HE WMenu
HMKaKOro ocoboro MHTepeca HU K cBoel paboTe, HM K TEM, KTO UMK pyKoBoaun. BmecTto aToro
OHW NPOCTO CBSI3anu BCe yCcnexmn B paboTe CBOEro NpoeKkTa C NepBbIM cneunanmucTom, AMaon.

3abBeHune NO OTHOLIEHUIO K HY)XAAaM U 3a6oTaM paboTHMKOB

3TOT TUn 3abBeHUs 06bIYHO BbIpaXKaAeTCs B HeAOoCTaTKe BHMMaHUS K COTPYAHMKaM CO
CTOPOHbl PYKOBOACTBA. B AaHHOM c/lyyae MeHedykepbl, AMpPeKTopa, rNaBbl BEAOMCTB U WX
3aMecTUTenn MornpocTy He 3HalT M He 3aMedyalT Bcex noTtpebHocTtenm M 3aboT CBOMX
NOAYMHEHHbIX.

MNMpumep

MaprapeT, MeHeaXXep oTAena KaapoB MeXAyHapoAHOW opraHusauumn, pacckasana HaM
cnenyoLyo NCTOpuUIo:

«Heckonbko ner Hazag s 6bina B [lakuctaHe. CTpaHa sIBHO CTOJIKHyJsacb ¢ 60/1bLunM
KOJIN4eCTBOM rpobsieM, Taknx Kak HaBOAHEHMS, COUMAsIbHbIE U MOJIMTUYECKUE KATak/IN3Mbl,
JKOHOMMYecKasi HeCcTabu/ibHOCTb, TEPPOPUCTUYECKME aTakm U KpUMuHasa. MeCcTHbie un
MHOCTPaHHbIE CpeACTBa MaccoBOK MHEGOPpMaunu roCToOSSHHO MepeaaBaan CBEAEHMSI O HOBbIX
npobsemax MeCTHOro HacesieHus. OCHOBHOM LE/1bi0 opraHn3auuu, rge si paborasa, 6bi/10
OUEHNTb  MOTPEBGHOCTU  epcoHasa MHOMOYNUCIEHHbLIX  MEXAYHapoAHbIX  OpraHu3auui,
pabotarowmnx B lNakncraHe. Takxe s 4O/IKHA bblaa OnpeaennTb, Kakmm o6pa3omM MOXHO 6b1/10
661 y0B/1ETBOPUTL NMOTPEGHOCTMN NEPCOHasa opraHn3aumni, Mcxoasi n3 BHYTPEHHUX PEeCypCoB.
Bcro paboty si npoBoAnsia C KOJJIEroH, HAacTosILMM rpogeccnoHanoM. Metonosornsi Haleh
paboTbl BKAo4Yana B cebsi npoBeAEHNE Takux MepornpusTni, Kak obCcyxxaeHusi, HabaaeHus,
BCTPeYn C COTPYAHUKAMN N MHTEPBbLIO C MEHEAXEPAMMU.

K KOHUy rniepBo# Heaenn HaM yAasocb cobpatb AOCTATOYHOE KOJIMYECTBO Mmarepuasa v
ornpeaennTb NoTpebHOCTU COTPYAHUKOB BHE 3aBUCMMOCTM OT rosia. TeM He MeHee 0CTaBasioCh
ewje orpeaesIeHHoe 4YUC/I0 MEHEAXEPOB, C KOTOPbIMU HaMm MOKa HE yAasoChb nopaborartsb.
OagHovi mn3 Hambosiee BaXHbIX 6blla BCTpeYa CO CTapluMM MEHEAXEPOM, KEHLUNHOM,
paboTtatoLesi B 0O4HOM U3 caMbiX GOIbLUNX MEXAYHAPOAHbIX OpraHu3aumi B pernoHe. Pogom
Hawa Bu3asBu bbl/ia U3 a3naTcKou CTpaHbl. [Jo Hadasa caMoy BCTPEYU Mbl OXUAAIMN OJTyYNUTb
60/1bLIOE KO/IMHYECTBO MHGOPpMaLUM OTHOCUTE/IbHO MNOTpebHOCTer ee COTpyAHMKOB. Haium
OXuAaHns onpasaaancCb, HO INLLb HYaCTUYHO. XKEHLWMHa Havyasna C SHTY3Ma3MOM pacCcKa3biBaTh
0 cBoes paboTte, HanpaB/IEHHOMN Ha yKPerieHue rnos0XKeHNs XeHLnHbl B lNakuctaHe. Koraa
)K€ Mbl BIJIOTHYIO MPpU6AN3NANCE K NOTPEOGHOCTSIM COTPYAHUKOB OpraHu3aymu, Hawa
cobecegHnya He CMOrsia yAoOBETBOPUTE/IbHO OTBETUTb Ha BOMpPoOChbl. OKa3asiocb, 4TO r/iaBa
opraHu3aumn gaxe He B KypcCe HacylHbiX rnpobsieM, CBSI3aHHbIX C )XEHCKOM [0JI0BUHON ee
Konnektnea. [llocne Toro kKak BbIlWAN M3 KabuHeTa, Mbl 334a/MCb BOMPOCOM, KaK XXe& OHa
BoObLYE MOXET pyKOBOAUTL OpraHu3aumein, A[esiTe/IbHOCTb KOTOPOM Harnpas/ieHa Ha
YAYHLIEHNE XKNU3HU XKEHCKOM 4YacTu HaCeeHusi CTPaHbl, €C/in OHa HEe BUANT, YTO y Hee
nponcxoaut nog 60okom. OHa He 3HaeT M He MOHUMAET MPONCXOASLLEroO BOKPYr U HE BUAMUT,
Kakoe BJIMSIHME 3TU MpPOLECChl MOryT 0Ka3aTb KakK Ha HacesjeHWe CTpaHbl, Tak n Ha ee
CO6CTBEHHbIX MOAYNHEHHbIX>.

PaccMOTpeHHbIM HaMW Ccnydam aBASeTCAS  SpKMM  NpuMMepoM  3abeeHus, Koraa
PYKOBOAUTENb OpraHM3aummM no-HacTosiweMy 3aumHTepecoBaH B pabote, Torga Kak
noTpebHOCTM CBOUX COTPYAHMKOB CTaBWUT Ha BTOPOW mn/aH nmbo, 4To elle XyxXe, He 3aMedaeT
Boobwe. B To BpeMa Kak MeponpusaTUS OpraHusaumu 6binn HanpasfeHbl Ha yaydlweHue
NOSTOXEHUS XKEHLWMHbI, COTPYAHUKWU-)XEHLWMHbl 6blnn obaeneHbl BHUMaHWEM pyKOBOACTBA.
DTOT C/ly4ail HEBO3MOXHO MOCTaBUTb B OAMH psig C TEMWU, KOraa pPyKoOBOAWUTENb HAaMEpPEHHO
npeHebperaet NnoTpebHOCTAMN CBOUX NOAYMHEHHbIX. CKOpee, 3TO C/y4yal, Koraa npuoputeTbl
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pykosoauTens 6bianM paccTtaBneHbl TakmMm obpasoMm, yTo paboTa BbIxoAwna Ha MepBbi U
OCHOBHOM nNnaH, a COTPYAHMKM MNpoeKTa OCTaBaJUCb MNpeaoCTaBNeHHbIMM camMum cebe.
Bnob6aBoK NpOVHTEPBLIOMPOBAHHbIA HAMW PYKOBOAUTENb, AO/MKHO ObiTb, YyBCTBOBasa, yYTO Ha
CaMOM Jefie OHa He KOHTPOJSINPYET XEHCKYH MOSI0OBMHY CBOMX COTPYAHMKOB M3-3a TSXENon
06CTaHOBKM B CTpaHe, @ MOXET NMLb KOHTPOANPOBaTb COBCTBEHHYIO paboTy B npoekTe.

NMpeHe6bperxkeHne cnyvyasiMm 3710ynotTpebneHus BNacTblo, 3KCnJlyaTaumei,
ANCKPUMMHaLUMEN U AoMOoraTesibCTBaMM CEKCyaJ/ibHOro Xxapakrepa Ha
pa6boueM Mmecte

B 60nblUMHCTBE CNy4YaeB pPYKOBOAUTENM W COTPYAHWKU [AOBOSIbHO YYBCTBUTENLHO
OTHOCATCA K TMPOSBNEHUSIM TaKMX HEraTuUBHbIX SABNEHUN, KaK AUCKPUMUHAUMS nbo
3noynotpebneHne BnacTtblo. [logobHbIE BeEWM MOryT Cepbe3HO MoAOopBaTb MOpasbHbIN
aBTOPUTET TON UM MHOW OpraHM3aumm n HabpoCuTb TEHb Ha ee MMUAX. He yauBUTENbHO, UTO
MeHea)Xepbl CTapllero 3BeHa, NpodCo3bl U CaMU COTPYAHMKM MPUHUMAOT BO BHUMaHue
KaXkabllA Takol cny4dal M cTapatoTcs pearmpoBaTb Ha Hero 6bICTPO M MO BO3MOXHOCTU
3¢pdheKkTUBHO. TEM HE MEHEE B HEKOTOPbIX CUTYaLIMSAX NPOSBNAETCA 3abBEeHME MO OTHOLUEHUI
K C/ly4assM CeKCyaJlbHOro AoMoraTenbCTBa, 3KCniyaTauum nepcoHana wu aBToMobunen B
JIVYHBIX LENSaxX Uan Xe K npocbbaM Co CTOPOHbI pyKOBOAUTENEN caenaTtb 4YTo-1mbo, YTO HMKaK
He ©6blN0 WM3HA4YaNbHO MNpOMMCaHO B KOHTpakTe. CornacHo PoseH6natty [13], B
nepapxmyeckmx cuctemax noaobHoe noBeAeHWE MOXET AybnupoBaTbCs WAW MOBTOPSATHLCS.
OpyrvyMn cnoBaMu, eCcninM yXe €eCTb NpPUMEpP 3N0YyNnOoTPeEBNEHN WM XKE CEeKCyanbHOro
aoMoraTenbCTBa B TOM WAWM WMHOM OpraHusaumm, To B OyAyLlEM MOXHO W CNeayeT oXuaaTb
NOBTOpPEHUST NogobHOro. K coxaneHuio, ANCKPUMMUMHALUKNS M AOMOraTenibCTBa BCE elle 4yacTble
SBJIEHUS,, M OAHA W3 MPUYUYMH, MO KOTOPbIM HE YyAaeTca npeoaoneTb npobnembl, — 3TO
3abBeHME CO CTOPOHbI KakK pPYKOBOACTBA, Tak U COTPyAHWKOB. Huxe npuBoasaATca Haubonee
YacTo BCTpeYaeMble TUMbl pacCMaTpPUBAEMOro HaMN SABSIEHMS.

3aMacKMpOBaHHbIA pacUu3M U 3THOLEHTPU3M

K npumepy, COTpyAHUKM MOTYT U HE 3aMETUTb, KakK B UX KOMMAHUSAX U OpraHm3auumsx,
PYKOBOAUMbIX NHOAbMU OAHOM pacbl MM KYNbTypbl, HET BO3MOXHOCTW MPOABUXKEHUSA AN
npencrasuTenien Apyrux pac, KyabTyp WAM 3THUYeCKuMX rpynn. WHorga noaobHas
AVCKPpUMUHaAUNA nposBnasieTcs B (OpPME HeyBaXXeHUs U 0BUAHbLIX 3aMedaHuin no MNoBOAY
KYNbTYPHbIX OCO6EHHOCTEN TOr0 WM MHOIO COTPYAHWKA WM rpynnbl COTPYAHUKOB. Kputuka
TaKXXe OCYLLEeCTBASETCS U NOCPeACTBOM 0606WeHMS MM NpUAaHNS HEraTUBHBLIX YepT TOM UK
MHOM pace Nnbo 3THMYECKOWN rpynne. B HEeKOTOpbIX Criydyasx COTPYAHUKM HE TOJSIbKO OCTaloTCs
B HEBEAEHUM O AUCKPUMUHAUMM NoAaobHOro poaa, HO AaXe U MUPATCA C noAobHbIMKU ee
nposiBNeHnsAMN. BcTpeyatoTcsa c/aydyan, Koraa PpyKOBOACTBO MOXET AMCKPUMUHUPOBATb
npencraBuTenen cBoen cobCTBEHHOM pacbhl NOCPEACTBOM ayTopacuM3aMa WM TakK Ha3blBaeMoro
HeraTMBHOro arouyeHTpuama. K npumepy, NuHENHbI  pyKoBOAUTENb  OAHOM U3
HenpaBUTENbCTBEHHbIX OpraHusauMi HWUKOra4a He MpuHMMan Ha paboTy npeacTaBuTenemn
cBoel COob6CTBEHHOM pachbl, Aaxe ecnu 3TM KaHauaaTbl OTBedannm BceM TpeboBaHUSM WU
ABNSSINCE NYYLUMMWN NPEeTEHAEHTAMMN HA AOXKHOCTb.

ANCKpUMMHaALUUA UL C 0CO6eHHbIMU NoTpebHoCcTAMM

[daHHas d¢opMa AUCKpUMWHaUMKM O0OblYHO HabnogaeTca B OpraHusauusix, rae co
CTOPOHbI PYKOBOACTBa@ W KOJJIEr OTCYTCTBYET BHUMaHWE K HyXAaM COTPYAHMKOB, UMELLNX
ocobble noTpebHoCTU. Hanpumep, BO BpeMs rpynnoBoro obcyxaeHns npobneMm coTpyaHUKOB
OAHOM W3 KOMMaHuMM B VMpaHe BbIACHMAOCb, 4YTO HEKOTOPbIM COTPYAHMKAM, WMEKLWNM
TPYAHOCTU DU3NUYECKOIo NMepeaBuKeHUs, TIXeNno A0bupaTbCs A0 BEPXHUX STaXen 34aHUA n3-
3a OTCYTCTBUS CneuuanbHO NpeAHasHaAuYeHHOro Ans 3Toh uenn nudra. locne TOro Kak
cobpaHme 3aKOHUYMIOCb, HEKOTOPbIE U3 COTPYAHWKOB MPU3HANNUCL, YTO OHM MPOCTO HMKOrAa
He 3aayMbiBanucb 06 3Ton npobneme W NO3TOMY HMKOrAa He nogHuManu Bonpoc 06
YCTPOMNCTBE NMOAOOBHON CUCTEMBI.
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ANCcKpMMUHaLUMA NO BO3pacTy

K npumepy, B ogHon ToproBon dupme pykoBoauTenb 61aroBoAna  MOSOAbIM
coTpyaHukam oboero nona. CoTpyaHWKM (upMbl CTapliero Bo3pacrta M uMmelowme 6onblie
npodeccrMoHanbHOro onbiTa Npu 3TOM NoaBepraamcb ANCKPUMUHALNM.

Hanapgku v goMorartesnibcTBa

OuyeBMAHO, 4YTO COTPYAHMKM OpraHm3auuMi M YseHbl KOMaHZ MNpeHebperawT Takummu
dopMaMn Hacunus, Kak HanaakM W AOMoraTeNbCTBa CeKCyaslbHOro Xxapakrtepa. OpHa u3
HalIMX KJIMEHTOK NoAennnacbk C HaMU CBOEW UCTOPUEN:

«Ha cobpaHunsix Haller opraHu3auumn rjiaBa MOero oTAesia rnepuoanNYecKn «CpbIBasCcs»
Ha MHe. [lo3gHee cTann nocTynatb yrpo3bl, YTO rpPOTUB MEHS 6yAyT MPUHSITbI MEPbI, U
rnockInaancb 06BMHEHUST B TOM, B YeM 51, B ripuHunne, He 6biia BUHoBaTa. B KoOHeYHoM cyete
O4AMH W3 COTPYAHUKOB MPUCOEANHUIICS K LUEy M Hayas TakxkKe MeHs 06BUHSTb B TOM, YTO
HUKaK OT MeHsi He 3aBucesio. Korga s riogennsiacb cBoey rpobsiemMosi C KOJIJIerov, T1a
BO3pasusia MHe U CTasaa yBepsiTb, YTO HUKAKMX HaNaZoKk Ha MEHS OHa He 3aMmeTuna. S 3Hana
ee A0CTaTo4yHO XOpOoLIO M b6blsia yBEpeHa B €€ WUCKPEHHOCTW. [axe B TOT MOMEHT, Korga s
rnonbiTanacb € onucaTb Kaxablh C/y4dari, OHa CMyTuiacb W Bblpa3usia HaAexay, 4YTo
nogobHoro 60sbLIE HE NMOBTOPUTCS».

NMoBeneHne COTPYAHWKOB B COCTOSSHUM 3abBEHMS MOXHO TMPOKOMMEHTUPOBATb Kak
3ro3alinTy WM nonbiTKy 060cobutbcsd. B peanbHOCTU HEKOTOpbie COTPYAHMKU MPOCTO
3aKpbIBAlOT rnasa Ha HanagkuM U Ha CekCyasbHble AoMoraTtenbCTBa, Koraa pedb naet o6 ux
Konnerax. TakXe HUBENupyroTcs nobble MOoMnbITKM pacckasaTb O HEMNPUSATHOM OMbiTe WM
noAenuTbCs CBOEN TPEeBOroi, OnaceHMsMK, MNOoAO03PEHMSIMM M MpocTo Xanobamu. WNHoraa
3abBeHMe COTpyAHMKA CBSI3@aHO C €ro MacCUMBHOM MOMbITKOM CApPaBUTbCS C BO3HUKLIEN
npobnemon.

FeHaepHaa AMCKpPUMMHAaLUMA Ha paboTte

MakuHTow [11] nuweT no mnoBoAy reHAEPHOW M pacoBOM AUCKPUMMHAUMK: <«MHe
KaxeTcs, 4To 3abnyxaeHue OTHOCUTENIbHO MNPEBOCXOACTBA <«b6enblXx» W MNpeBOCXOACTBA
MY>X4YUMHbI 0COb6eHHO cunbHO 3ameTHo B CLIA, rae OHO cTano ogHMM U3 6acTUOHOB,
NoAAEPXMBAIOLWMX BCEM WU3BECTHbIA MepUTOKPATUUECKUA MU O TOM, UYTO AEMOKpATUYECKWUI
BbIbOp B paBHOW CTeneHu MOXET caenaTb Kaxabl». Bo MHOrmx cny4daax obblyHble
COTPYOHWUKM He UMelT Jaxe npeacraBneHns O TOM, 4TO npu npuveme Ha paboTy
npeanoyYTeHne OTAAETCA MyXYMHe. HwuxkenpusBeaeHHbI MpuMep MOKa3blBAaeT CTeneHb
3abBeHna pyKoBOAUTENS OpraHu3auMn U ero COTPYAHWKOB B OTHOLIEHUW Cly4yast O4YeBUAHOWN
reHaepHOM ANCKPUMUHALNN.

MNMpumep

AfHaH, MOJI040OV rfiaBa aAMUHUCTPATUBHOIO oTAesa, pabotasna B 60/1bLLIOM MEAULNHCKOM
yeHtpe B Typumu. Vimesi 3a crimHoun 60/bLION OnNbIT paboTel B [AaHHOM cgepe, OH cMmor
yCrewHo HanaanTb paboTy CBoOero otgesia u pa3obpaTtbCs B KOPOTKUI CPOK C (pHaHCOBbIMU
BoripocamMun. Peako yaaBasioChb yC/blWaTb Kakune-mbo xanobbl B OTHOWEHUM AgHaHa. Ero
CTU/Ib paboTbl OT/IMYA/IN MPO3PAYHOCTb U MOIMTUKA <OTKPbITbIX ABeperi». JIlobos CoTpyaAHUK
LeHTpa, BHE 3aBUCUMOCTU OT 3@HUMaEMON UM WUJIN €l AOJIKHOCTH, MOIr BOUTU B €ro KabuHeT u
obcyanTb cBsi3aHHblE C paboToi BOrpockl. AAHaH 6bi1 4OBOJIEH, YTO €ro MoJINTUKa BCKOPE
Jasia CBOM pe3y/ibTaTbl, TAKNE KaK OTKPbITOCTb COTPYAHMKOB U UCKPEHHOCTb KoJiaer. Bckope
rnocsie Ha3Ha4dyeHuss Ha rnoct AAHaH pelunsi BCTPETUTbCS CO CBOMM MEHTOPOM. Bctpeumn
rnponcxoanan ABa wan Tpu pasa B rod. AAHaH A€/INICS C HaCTaBHUKOM BCEM, YTO CBSI3aHHO C
ero paboTos, n nopo 3atparnBas Aaxke BOrpoChbl JIMYHOro xapakrepa. AAHaH TakXe 4acTto
npuciyLlInBascs K COBETaM CBOEro MeHTopa. B 6eceae co cBouM ApyroMm AAHaH HECKOJIbKO
pas yrnomMuHas, HaCKoJ1bKO 0J/1€3HbI 47151 HErO MoAo0bHbIe BCTPEYH.
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OaHaxabl AfAHaH [0XasnoBaJiCs €My, 4YTO 3a [10C/IEAHME UYETbIPE roAa [MOMEHS
HECKOJIbKUX  acCUCTEHTOB. Hu oAMH M3 HUX Tak U HE OT/IMYMIICS  BbICOKUM
npogeccmoHaIn3MoM Ha CBOEM r0CTy. AfHaH TaKXXe YNOMSIHYJl, YTO BCE, KOro OH HaHWMaJl,
661 MyxdymHammu. OH A06aBU/, 4YTO, BbIOGUPAsi MYyXYUMH Ha 3Ty AOJIKHOCTb, MPOCTO XOTes
o06e3onacuTb cebsi OT INLLIHUX NEPECYAOB. AAHAH ObIs1 YK€ HECKOJIbKO JIET XEHAT U MOHMUMAaJI,
UTO, MMES XEHLUMHY Ha LOJIKHOCTHU JIMYHOIrO acCUCTEHTa, OH TEM CaMbiM €lje U PUCKYET B
6yayuemM rnosyYnTb 06BUMHEHUS B CEKCyaslbHOM AOMOraTesibCTBE. B utore crasio siCHo, 4To
AfHaH, Bblbupas npeTeHAeHToB Ha AOJIXXHOCTb CBOEro acCUCTEHTA, MPOCTO HE 3aA4yMbIBascs O
npogeccrmoHannsme 4enoseka. Ero HeCcrnpaBeaMBOE OTHOLUEHUE K XXEHLMHAM 06YyC/10BJIEHO
MX [10/10BOK MPUHEANEXHOCTbIO U, 6€3YC/TI0BHO, SIB/ISIETCS SPKUM [PUMEPOM HENPaBmsibHOMO
pPyKOBOACTBaA.

[aHHbIN NpuMep reHAEpPHON AUCKPUMMHALMWU WNNIOCTPUPYET 3abBEHWE HE TONbKO
pyKoBOoAUTENS, HO COTPYAHWKOB OpraHuMsaumn. XOTs MPUUYUHOM U  SBNASSIOCH KenaHue
n3bexartb HexenaTenbHblX B 6yayweM npobnem, B LENOM 3TO He MOXEeT onpaBaaTb ¢hakT
npodeccMoHanbHOro npeaybexaeHns NpoTUB NPeTeHAEHTOK-XKEHLWNH. B To e BpeMsi HUKTO
N3 COTPYAHWKOB AAHaHa TaK M He yKasas eMy Ha HernpaBU/IbHOCTb ero AeWCTBUA. XOTH, Kak
rOBOPWIOCH Bblille, B KOJIIEKTMBE Lapuna aTMochepa UCKPEHHOCTM U BCEOBLLErO A0BEpUS.

Takum o6pa3oM, NpuMepbl 3a6BEeHNA KakK TaKOBOIMO MOXHO pasAefinTb Ha ABE OCHOBHbIE
rpynnbl. MNepBas rpynna cBsidaHa C BHEWHMMU U BHYTPEHHUMWU NMpPUMEpPaMMU, OTHOCSALMMUCS K
KONnekTuBy. BTopas rpynna — c npuMepaMu, KOTOpble KacatoTcs opraHusauum B LIENOM.

3abeeHne B 060MX CAy4vaax MOXET BKA4YaTb B ceba urHopumpoBaHue @uanyeckomn
yrpo3sbl, HeBeAeHMWe OTHOCUTENbHO COLMANbHbLIX U MOMUTUYECKUX WU3MEeHeHMn B obliecTse,
6e3pasnuume K nNpUUMHEHUIO 60NM  OKpyXalwmMm nasaM n npeHebpexeHne cny4vassmm
pacvM3Ma M 3THOLEHTPM3Ma B OTHOLLUEHWUWN Yy>KAKOB.

MpuMepbl BHYTPEeHHEro 3abBeHUs BK/OYAOT B cebs HecrnpaBeasMBoe pacrpeneneHue
BNIACTHbIX MOSIHOMOYMM W 6nar, HeBeAeHME B C/ydyasx MaHuUNynsuuum uHdbopMaumen,
npeHebpexeHne SBHbIMWM CclydYasMu  ¢aBopuTM3Ma M HenoTusMa, npeHebpexeHue K
npocdeccnoHanbHoOM AeSTENbHOCTU, HEAOCTAaTOK BHMMAHMSA K HyXAaM W NOTPeBGHOCTAM CBOMX
COTPYAHWKOB, Hanaaku u AoMoraTeNbCTBa Pa3/IMYHOro poaa Ha pabore.

ABTOpUTapHas MaHepa KOHTPONS U «3arnywuBaHUE» UrpatoT BaXKHYH poJib B CO34aHUMU
N nogaepxxaHum 3abBeHns Ha paboTte. To npuobpetaeTt ewe 60nblWY 3HAYMMOCTb, KOraa
«3arnylwmBaHne» WHULUMUPYETCS pPYKOBOAMUTENEM OpraHM3auum WM KOJINEKTMBA WK
OYeBMAHO onpaBabiBaeTcs WM. BaxHo oTAnyaTb 3abBeHMe OT cny4yaeB, kKoraa
BblLLENEpeYNCNEHHbIE AENCTBUSA MMEKOT OCO3HAHHbIN XapaKTep Y MHULMUPYIOTCS HaMEPEHHO.

Kak cnpaBuTbcsa ¢ 3a6BeHnem

Kak yxe ynoMmHanocb Bbilwe, 3abBeHMe — 3TO HOpManbHas peakuust UM coCTosiHue
yenoBeka. 3abBeHMe CTOUT paccMaTpuMBaTb KakK CBOEro poa 3alMTHbIA MexaHW3M, KOTOpbIn
NO3BOJIAET YENOBEKY UNM Fpynne faen 3aWwmnTnTb ceba oT ypeamepHon MHdpopmaunm. Takmm
obpasomM, Ao Tex nop, noka 3abeBeHMe He CTAaHOBUTCSA MPUUYUHOM Kakmx-nnmbo npobrem, HeT
HUKaAKoONn HeobxogmmocTu obpawaTtb Ha 3TO BHMMaHMe. B npoTMBHOM Xe cnydae
HEeobX0AMMOCTb MPUHSATb Mepbl MO OTHOLIEHMIO K 3TOMY HEraTMBHOMY SIBIEHUIO CTAHOBUTCSH
o4yeBMAHON. MNpuBeaeHHbIE HMXE CTpaTermm MOryT MCNONb30BaTbCA B C/lyyasx 3abBeHUs Kak
Ha MHAMBMAYANbHOM YPOBHE, Tak MU B rpynne.

- Tpwu3HaHne npobsemsbl.

- lMonbiTKa pacnpocTpaHuTb WHdoOpMaunlo o GEHOMEHE MOCPEACTBOM MNPOBEAEHUS
NeKuuii, pasaaym matepvana v T.A4.

- OpraHusauusa TPeHUHIoB ¢ hOKYCOM Ha aAanTUBHbIX CTpaTernsax.
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- OpraHusaumsi MEHTOPaMM U TPEHEPAMU CECCUIA AN COTPYAHUKOB.

- ObecneyeHne NCUXONOrMYECKON NoAAEPKKOM.

YT1Oo AenaTtb B ciyyasX opraHU3aUMoOHHOro 3abeseHus

OpraHunsaumoHHoe 3abBeHne, B NpuHLUMNE, TpebyeT TOYHO Takoro e noaxoaa. TeM He
MeHee paboTa MO MNpPeoAONEHUID 3TOr0 HEraTUMBHOrO SABJIEHMS  AOJ/KHA  BECTUCb
OOMOSIHUTENbHBLIMU N 601ee KOMMIEKCHbIMU METOAAMM.

- [Ana onpepeneHus ¢dakta 3abBeHWUs, BO3MOXHO, noTpebyeTcss MNpoOBEeCTU OUEHKY
3PEeKTUBHOCTM  KONMEKTMBa. DKCNepT WaM  3KcnepTbl  MoryT 6biTb nmnbo
npurnaweHHbIMM M3 ApYyroro oOTAena TOW Xe opraHmsauuu, namnbo CcoBeplleHHO
NOCTOPOHHMMU NoAbMU. OnpegeneHve YpoOBHA UYETKOro MOHUMMaHWA  cuUTyauum
COTPYAHUKAMU LOKHO 6bITb OAHOW M3 OCHOBHbIX Lenen npoBeAeHNs OUueHNBaHUA.

- OueHb MONME3HO BHEAPUTb TEXHWKW, TMO3BONAKLWME COTPYAHMKAM B KOJJIEKTUBE
OTKPbITO AENUTbCS CBOMM MHEHMUEM, MpUYEM NOAN AOMKHbI OWYyLWaTh, YTO AenaTb 3TO
6e3onacHo. HekoTopble KOMMEKTUBbI YaCTUYHO OTKPbITbl M YaCTUYHO 3aKpbiTbl, Toraa
KakK Apyrue 3akpbiTbl MOSIHOCTbLIO.

- B cnyvyae 3a6BeHMs Ansa nonydyeHusl OTBETOB Ha BOMPOCHI, KOTOpPbiE€ MOryT Bbl3BaTb
CTpecc y COTPYAHWKOB, HEO6XOAMMO COCTaBWUTb TECT, C MOMOLbD KOTOPOr0 MOXHO
6yaeT onpeaennTb ero ypoBeHb.

- [N CHWXEHUA YpOBHA 3abBEHMA OYEHb BaXHO MEPECcMOTPETb OMpeaeNieHHble Ponn
COTPYAHMKOB B KOJIIEKTUBE M MOMbITATbCA CBECTU Ha HET BO3MOXHbIA KOHMAMKT
NHTEpPECOB.

- KonnekTuBHble 3afaHUs, C/OXHbIE W HEOXWAAHHble YMNpaXHeHUs W  KPU3UCHbIE
CUTYaUUNN TaKXXe ABNAKTCA NMNONTE3HbIMU.

BaXHO MOMHUTb, 4YTO, MMesA AeN0 C PasfNYHbIMU KOJNIEKTUBAMW W PYKOBOACTBOM,
CNeunannucT AO/MHKEH OYeHb AaKKypaTHO BbICTpauBaTb CBOK paboTy M He 3abbiBaTb O
KY/IbTYPHOM KOHTEKCTE. B HEKOTOpbIX CTpaHax MomnbITKY CHU3UTb YPOBEHb 3a6BEHUS MOryT
MPUHATbL 33 CEPbE3HOE HApPYLIEHME YACTHOM >XWU3HM WM XKe 33 MOMbITKY MOBAMATL Ha
KYNbTYpHbIE HOPMbI U MpaBuna. B cnyyae 3KCTEHCMBHOrO CTpecca B xoae paboTbl KAMEHT
MOXET MOAENUTLCA YpPe3MEPHbIM KOJIMYECTBOM MHMOPMALUU. DTO MOXET MPUBECTU K TOMY,
YTO COTPYAHWKM WM AaXe Lefble KONNEeKTUBbI ByAyT B WTOre COXasleTb O TOM, U4TO
MHpOpMaLMA YaCTHOrO XapakTepa cTana obLIen3BecTHOW. Takxe cneayetr o6paTtutb
BHUMaHWE, UYTO 3TO MOXET 0CNabuTb 3aLUUTHbIE MEXAHM3Mbl K/IMEHTA, YTO, B CBOK OYepenb,
NMopon NpMBOAMT K YXYALEHUIO €ro WINn ee MNCUXUYECKOro coctosHusa. Cneayer ouyeHb
OCTOPOXHO MPUCTYNaTb K paboTe C KNNEHTaMKN, HaXoAALLMMUCA B COCTOAHUM 3a6BEHNS KaK Ha
YPOBHE KOMaHAbl UM KOMNEKTMBA, TaK U Ha OpraHn3aumMoHHOM YPOBHE.

CneuunanbHble TEXHUKU MO MNOBbILLEHUIO KOJIJIEKTUBHOU OCBEAOMJIEHHOCTH

Llenbto AaHHOrO ynpaxXHeHus sBMSeTca onpeaeneHne npobneMHbIX MOMEHTOB,
CBSI3@HHbIX C KOJIIEKTMBHbIM HE3HAaHMEM WM OpraHM3auuOHHbIM 3abBeHMEM BO BpeMS
rpynnoBOro MO3roBoro wwTypMa, onpoca mnm obcyxaeHus. Nocne 3aBepLUeHUss MEPONPUATUS
0XMAAETCHA, 4YTO YYaCTHUKM CaMM CMOryT onpeaennTb BO3MOXHble AN cebs TeXHUKM no
NOBLILLEHUID KONJIEKTUBHOW OCBEAOMNEHHOCTU. [loaobHbie MeponpusTUS OCHOBaHbl Ha
MPaKTUYECKOM OMbITE€ M O4YeHb 6nNM3kM K OKyCUpOBaHHOM WMHTepBeHUUW [8; 17]. BaxHo
MOMHUTb, YTO MPUMEHSITb UX MOXHO M MCXOAS U3 AAHHOIO KOHTEKCTA.

YYacTHUKN OOSKHbI 6biTb M3 OAHOW KOMaHAbl WM KONJIEKTMBA. 3a MNpOBEeAEeHUEM
cneauT KypaTop, KOTOPOMY HEO6XO0AMMO MPOWTU Cleaytolume 3Tanbl:

1. O3HakoMNeHMe YyHYaCTHUKOB C YrNpaxXHeHUeM.

2. Onpoc y4acTHMKOB O NoBCeaHEBHOM paboyen AeaTenbHOCTU, KOTOPYH OHM OCO3HAloT.
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3. ONpoC YYacTHMKOB O TMOBCEAHEBHON paboyelt [AeATeNbHOCTM, KOTOPYH OHU He
OCO3HaloT.

4. PaccMOoTpeHMe BO3MOXHbIX MNYyTEN MO CHUXEHUIO HeoCBeAOMNIEHHOCTU COTPYAHMKOB
KonneKTunea.

5. 3aBeplueHune ynpaxHeHus.

A Tenepb gaBanTe paccMOTpPMM BcCe 3Tanbl 6onee Nnoapo6bHO:

1. Kypatop 06bACHAET uenu, MeTOAOoNOorMi0 M MNaH MNpoBeAeHUs YnpaKHeHUs. [epBbii
3Tan 3aHMMaeT OKOJI0 MATU MUHYT.

2. B TeueHne cnepytowero sTana KypaTop MPOCUT YYaCTHUKOB 3adUKCMpPOBaTb Ha
KapToykax OCHOBHble MOMeHTbl CBOoel noBceaHeBHON pabotbl. OH WM oOHa
NpUKpPennsaT X Ha damnyapte M NpoBoAasAT Hebonblwoe obcyxaeHne Ans yTOYHEHUS
TeX WAU MHbIX HKAHCOB, CBA3aHHbIX C paboTol yyacTHMKOB. BTopow 3Tan 3aHumaeTr
0K0N10 10 MUHYT.

3. KypaTtop onpawmBaeT YYaCTHMKOB O TEX MOMEHTax, Mpoucxoaswmx Ha pabote, o
KOTOpPbIX OHW, BO3MOXHO, He jgoragbiBaloTca. [JOCTUUYb 3TOr0 MOXHO, 3ajaBas
onpeaeneHHbie BOMPOChLI, TakMe KakK «Bbl Korga-Hmbyab Hapywanu Kakume-nnbo
npasuna Ha paborte?», unu «Bcerga nn NapTHEpPbI UKW KJIMEHTbI 6bI/IM A0BO/bHLI BaMu
M BalUMMKW KoNJleraMmn?», unm «Jocrturan nn Bal KONEKTMB Kakoro-nmbo ycnexa 3a
rnocnegHee BpemMa?». Kypatop nocse npoBeAeHHOro onpoca cobmpaeTt HOBble KapTOUKMU
M pasBeLlIMBAET MUX Takxe Ha dnunuapte. MNpoBoanTcs odepeaHoe obcyxaeHue, rae
BbISICHAIOTCS MOMEHTbl CHUXXEHHOW OpraHu3auMoHHOW OCBeAOMJIEHHOCTU. Ha Tpetui
aTan 06bl4yHO oTBOAMTCH OT 20 A0 30 MUHYT.

4. Cnepyrowmii atan npeacrasnsaeTr cobor 06CcyxaeHne BO3MOXHbIX MyTen Mo NOBbILLEHUIO
YPOBHSI  OCBEAOMJIEHHOCTW  COTPYAHWKOB.  Pe3ynbTaTbl  0b6CyxaeHus  Takxke
BblBELWNBAOTCA Ha pannyapTe. Ha 310 0TBOAMTCA OKONO 10 MUHYT.

5. YnpaxHeHue 3aBepllaeTcd aHasiM30M BCEX MOJIYYEHHbLIX [AAHHbIX W COCTaB/IEHUEM
DEKOMEH,D,aLlMVI Mo CHUMXEHUIO YPOBHA 3abBeHMs KaK B KOJINEKTUBE, TaKk U B
opraHmsaunnm B LLIENOM.

Cnepyetr TakXke MNOMHWUTb, 4YTO A0 Hayana MMMNJEMeHTaumu TOro MAM MHOro 3Tana
HeobXoAMMO BbISIBUTb XeflaHWe CHU3UTb YpOBEHb 3abBeHMs M AaTb €My OUEHKY B KaXAoM
OTAENbHOM cny4dae. Ecnv cOTpyaHUMK WM KOMNEKTUB He WUCMbITbIBAKOT HUKaKUX npobnem Ha
¢doHe npoucxopswero, Toraa M He Tpebyetrca npoBeAeHMS Kakux-nnmbo meponpusaTui. Ha
CaMOM pene 3TO NPOMCXOAUT AOBOJIbHO 4acTo, TakK KakK OGONbWWHCTBO cnyyaeB 3abBeHus
ABNISIETCA HOPMOWN ANS YenoBe4YeCcKoro noseaeHus.

MpoBoauTb MeporipuaTusa no 6opbbe C 3abBeHMeM cneayeT Toraa, Korda O4YeBUAHbI
cepbesHble MpobneMbl Kak cpeau COTPYAHUKOB, TaK W B KOJIJIEKTMBE B LeESOM. [laHHble
MEponpUATUA MOryT BK/OUYaTb B CeBSA pasnuMyHble CTpaTermu, MEHTOPCTBO, MCMOJIb30BaHUe
06pa3oBaTe/lbHbIX MaTepuanoB, TPEHUHIM MO pPasBUTUIO MPAKTUYECKUX TEXHUK U
NpefoCcTaB/IeHME MCUXONOMMUYECKO NMOMOLLN.

3akJiroueHue

3abBeHne KakK MNCUXOMOrM4yeckoe W couuvanbHoe sBneHne B OOMbLIMHCTBE Clly4vyaeB
SABNISIETCS aBTOHOMHbIM (EHOMEHOM, KOTOPbIA WUIrpaeT O4YEeHb BaXHYK PpoOab B npouecce
ajanTtaumm Kak Ha paboTe, Tak U B XWU3HM Boobuie. 3abBeHne TakxKe NMOMOraeT 4YesiIoBEKy,
rpynnam u opraHusaumsm otbmpaTb HOBYH MHMOPMaLMIO, YTO, B CBOK o4yepenb, BAUSET Ha
NpoLECcC NPUHATUSA PasNINYHbIX peLUEHN.
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TeM He MeHee 3abBeHME TakKXe O4YeHb TECHO CBSI3aHO M C APYrMMM Mnpoueccamu,
NPOUCXOAALIMMM B >KU3HM KaxAOro 4yenoseka. Hampumep, 3TO CBSA3aHO C MexaHW3Mamu
3alUnTbl, 0COBEHHO KOrAa [EeN0 KacaeTca OTpuUaHuUs, U Takxke, NnpasBha B MeHbllUel Mepe, C
NnoaBfeHNEM U KOHTpONMpoBaHMEM. 3abBeHue, TakuMMm o6pas3oM, aBnserca GopMot
NMCUXOJIOMMYECKOMN 3alUMTbI, NMO3BONSAIOLLEN CNPABNATLCA UYENIOBEKY WM Tpynne Nuny C TakuMu
YyyBCTBAMW, KaK CTblll, BUHA, CMYLLEHNE U/TU HENOBKOCTb.

Ha paboTe nnu 3a ee npeaenamm TakKe MOXHO BCTPETUTb TaKUE HEraTUBHbIE ABNEHUS,
KakK rpy60CTb, HEPABEHCTBO, HECMPAaBEAIMBOE BO3HArpaXaeHue, TpyaHble B3aMMOOTHOLIEHUS,
AUCKPUMMHALMA U T. 4.

UTo yameutenoHo, 3abBeHne MOXeT NpUCYTCTBOBATb U B HENTPANbHOM OKPYXXEHUU UNKn
AaxXe B OKPYXEHUN TEX, Ybe 6naropacnono>KeHV|e K BaM aBHO M3BEeCTHO. [lake npuHMMas BO
BHMUMaHMWe, 4TO Bpend OT 3abBeHMSI B TakKoOM cnydyae 6y,qu MWHWUMa/bHbIM, BCE€ >Xe& CTOUT
OTMETUTb: pe3yNbTaTOM MOXET CTaTb 4YyBCTBO 06uabl y Tex, KeM npeHebpernn nam K KOMy
OTHeCNMCb Hecnpasennneso. B 6yayuwem sta obmaa MOXET CTaTb NPUUYMHON CHUXKEHUS YPOBHS
KOMNIEKTUBHOM MOTUBALMN COTPYAHMKOB U UX 6e3pas3ninumsa K CBOEMY MeCTy B KOJIJIEKTUBE.

PekoMeHAOBaHHbIE MHOM MeponpusaTUS AaAyT BO3MOXHOCTb COTPYAHMKaM MNOBbICUTb
CBOW ypOBEHb OCBEAOMJIEHHOCTU U TakKXXe MOMOryT CHU3UTb YpoBeHb 3abBeHnsa Ha paboTe. B
HEKOTOpbIX CUTyaumsax pas3paboTaHHble MpaKTU4yeckme pekoMeHgaumum MoryT  6biTb
3P PEKTUBHLIMKU, HO OHW TakXe MOryt 6biITb U He3IdDEKTUBHbIMU, OCOBEHHO B cCiay4asx
ypesMepHO aKTUBHOIMO BHEAPEHMUS, KOrga COCTOSIHME COTPYAHMKOB HAamMpsiMylo 3aBUCUT OT
3abBeHns, sABNAKOLWErocs B AaHHOM C/lyyae 3aliMTHbIM MeXaHM3MOM UAM  Bbi6paHHOWN
M3Ha4danbHO CTpaTeruemn.
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