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Abstract

The purpose of this study is to evaluate the
effectiveness of scientifically based methods
for assessing employee performance in modern
organizations, particularly in the pharmaceutical
industry. The research aims to integrate the
evaluation process into the organization’s
development strategy, ensuring alignment with
both internal and external environmental factors.
Furthermore, it focuses on examining the utility
of jobEQ tests for measuring work attitudes,
motivation, and emotional intelligence. Methods.
The study employs a comprehensive review of
existing literature on employee involvement
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AHoTania

MeTo10 JloC/TiP)KeHHS] € BU3HAuYeHHSA edek-
TUBHOCTi HAyKOBO OGI'PYHTOBAHUX METO/IB OLli-
HIOBaHHSI POGOTHU CIHIBPOGITHUKIB Yy Cy4acHHUX
opranisauisix, 30kpeMa y ¢apMaleBTHYHINA Npo-
MUCJIOBOCTI. JloC/iP)KeHHs ClpAMOBaHe Ha iH-
Terpauii MpoLecy OLiHKHA B CTpPATEril0 pO3BHUT-
Ky opranisanil, 3a6e3neyyioun y3ro/pkeHHs fK
i3 BHyTpilmHiMH, Tak i 30BHilIHIMU paKToOpaMu
cepenoBuuia. KpiMm Toro, BoHOo OopieHTOBaHe Ha
BUBYEHHS KOpHCHOCTI TecTiB jobEQ a5 BuMI-
pIOBaHHSl CTaBJIeHHs [0 po60TH, MOTHBaLii Ta
eMoliiHoTO iHTesiekTy. MeTOoAU. Y JOCi/PKEHHI
BUKOPHCTAHO BCeGIYHUN OIS HAsiBHOI JiiTepa-
TYypHU 3 NUTAHb 3aJly4eHHH NpaliBHUKIB Ta OLiH-
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and performance assessment, with a focus on
identifying gaps in current methodologies. It also
includes an analysis of jobEQ tools, specifically the
Inventory for Work Attitude & Motivation (iWAM),
COMET, and the Values Systems Questionnaire
(VSQ), to evaluate their effectiveness in predicting
employee behavior and performance in various
job contexts. Results. The findings reveal that
while various methods for assessing employee
involvement exist, they often fail to account for
the unique external and internal environments
of organizational structures. The jobEQ tests,
particularly iWAM and COMET/EQ, provide
valuable insights into employee thinking
styles, motivational preferences, and emotional
intelligence, which are critical for aligning
individual performance with organizational goals.
Conclusions. To summarize, the integration of
evidence-based employee performance evaluation
methods with an organization's development
strategy is crucial for achieving strategic goals
and enhancing overall effectiveness. The jobEQ
tests offer a promising approach to measuring
key aspects of employee engagement, but further
research is needed to develop assessment tools
that fully consider the complexities of both the
external and internal organizational environment.

Keywords: labor involvement, motivation,
adaptation, work result, pharmaceutical industry,
marketplace.

Introduction

In today’s rapidly evolving business landscape,
the evaluation of employee performance has
become increasingly critical across all industries.
Effective performance evaluation is no longer a
mere formality but a strategic necessity that must
be seamlessly integrated into an organization’s
overall development strategy (Fombrun et al,
2000). This integration ensures that employee
assessments not only reflect individual
contributions but also align with the broader
goals of the organization, driving both personal
and organizational growth.

Despite the growing recognition of the
importance of employee performance evaluation,
there remain significant challenges in developing
and applying scientifically based assessment
methods. Existing approaches often fall short of
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KW INPOAYKTUBHOCTI, 3 aKLeHTOM Ha BUSBJIEH-
Hi NporajivH y NOTOYHUX MeTojoJioriax. Orisg
BKJIDYA€E aHa/i3yBaHHs iHCTpyMeHTIiB jobEQ,
30kpeMa “OnuUTyBaJbHUKA CTaBJEHHSI Ta MOTHU-
Bauii go po6oru” (iWAM), “COMET” Tta “Onury-
BaJIbHUKaA cucTeM LiHHOocTel” (VSQ) AJig ouiHKHK
ix epeKTUBHOCTI y IPOrHO3yBaHHI MOBEAIHKU Ta
NPOAYKTUBHOCTI CHiBPOOGITHUKIB y pPi3HUX KOH-
TekcTaxX po6oTu. PesynsraTi. OTpUMaHi pe3yib-
TaTU NIOKa3yHTh, 1110, X04Ya iCHYIOTb Pi3HiI MeTOAU
OL|IHKHU 3a/1y4€HOCTI NpalliBHUKIB, BOHU 4YaCTO He
BPAxXOBYIOTb YHIiKaJIbHi 30BHILIHI Ta BHYTpILIHI
dakTOopu cepesloBUIA OpraHi3alilHUX CTPYK-
Typ. Tectu jobEQ, 30kpema “iIWAM” ta “COMET/
EQ”, HapaoTh 1iHHY iHopMariito npo cTuJi Muc-
JIEHHS1 CHiBPOOGITHHKIB, MOTHBAIlilHi INepeBaru
Ta eMOIL[iMHUN IHTeJIEKT, 1110 MalOTh BUpillaJbHe
3Ha4YeHHA [J19 y3TroJpKeHHS IHAMBIyaJlbHOI IIpo-
JAYKTUBHOCTI 3 LiJIAMU opraHisauil. BUCHOBKHU.
Y3arajsibHeHO, L]0 iHTerpalis HayKoBO OOIpPYH-
TOBAaHUX METO/iB OLiHKU e(dEeKTUBHOCTI CIIiB-
pPOGITHUKIB 3i cTpaTeri€el0 po3BUTKY OpraHisa-
LIl Ma€e BUpilla/lbHe 3HAaYEeHHA [AJid LOCATHEHHH
CTpaTeriyHuxX ILjiJied 1 MiABUILEHHS 3arajJbHOl
edpextuBHocTti. Tectu jobEQ mpomoHyioTh mnep-
CIIEKTUBHUU MifxiZ 10 BUMIpHOBaHHS KJOYOBUX
acreKTiB 3aJlyueHOCTi CIiBpOGITHUKIB, ajie He-
00xi/iHI momasbII AOCHIMKEHHS AJisT PO3POOKHU
IHCTPYMEHTIB OLIiHKH, 1[0 II0BHICTI0 BPaXOBYHOTb
CKJIQZJHOILli IK 30BHILIHBOTO, TAK | BHYTPIIIHBOI'O
cepenoOBHUIA OpraHi3auil.

KUi11040Bi c/10Ba: Tpy/l0Ba aKTUBHICTb, MOTHU-
Ballisl, afanTallisi, pe3yJbTaT npaii, eMOUiAHUI
IHTeJIEKT, OLliHKa [lepCOHaJYy.

Bctyn

Y cy4yacHOMy [IiJIOBOMYy CepefOBUINi, IO
BU/JKO PO3BUBAETHCH, OLiHKA NPOLAYKTUBHOCTI
CHiBpOGITHUKIB CTAa€E BCe GiJbII KPUTHUYHOI B
ycix rany3sx. EbekTuBHa oniHKa epeKTHUBHOCTI
Gisbiie He € MpocToo GOpPMaJIbHICTIO, a CTpaTe-
rivHO0 HEOOXi/IHICTIO, IKa Ma€ 6YTH 6e3/10raHHO
iHTerpoBaHa B 3arajibHy CTpaTeril0 pO3BUTKY Op-
radizanii (Fombrun et al,, 2000). lia iHTerpanis
rapaHTye, 1[0 OLiHKU CIiBPOGITHUKIB He TiJIbKU
Bi0oOpakarTh iHAUBiAyaJbHUNA BHECOK, aje H
Y3roKy0ThCA 3 LIMPLIMMH LiJIIMUA OpraHisariii,
CTUMYJIIOIOUM SIK 0COOMCTUH, TaK i opraHisamiii-
HUU PO3BUTOK.

HesBaxkalouu Ha 3pocTaroye BHU3HAHHS BaXK-
JIMBOCT]1 OLIIHKKW NPOAYKTUBHOCTI NpaliBHUKIB,

insight.stateuniversity.ks.ua

569



INSIGHT

The Psychological Dimentions

of Society Kheran,

University

adequately considering the complex interplay
between an organization’s internal and external
environments. These environments, characterized
by factors such as organizational culture, market
dynamics, and technological advancements,
significantly influence employee behavior and
performance. Consequently, there is a pressing
need for more sophisticated assessment tools that
can account for these factors, providing a more
accurate and holistic understanding of employee
engagement and effectiveness (Chaudhuri et al.,
2024).

One area that remains underexplored is the
role of motivation, adaptation, and work attitude
in employee performance. While these factors
are widely acknowledged as critical to employee
success, there is a lack of empirical research
that systematically measures and explains their
impact within the context of organizational
development strategies. Furthermore, the
effectiveness of existing tools, such as the jobEQ
tests-comprising the Inventory for Work Attitude
& Motivation (iWAM), COMET, and the Values
Systems Questionnaire (VSQ) in capturing these
dimensions and predicting employee performance
has yet to be thoroughly validated (Merlevede,
2014).

This study seeks to address these unresolved
problems by empirically investigating the role
of motivation, adaptation, and work attitude in
employee performance. The research is guided
by the hypothesis that integrating scientifically
based performance evaluation methods with
an organization’s development strategy, while
accounting for these key factors, will lead to
more accurate assessments and improved
organizational outcomes.

The aim of research is to determine the
effectiveness of evidence-based employee
performance evaluation methods in modern
organizations, particularly within the
pharmaceutical industry.

Methods

Procedures and instruments. The developer
of the iWAM tool, Patrick Merlevede (2014), stated
(in a personal conversation on April 14, 2008)
that no significant factors were identified in the
iWAM questionnaire during the initial validation
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3a/IMUIAIOThCA 3HA4YHI NMpo6JsieMU B po3pobLi Ta
3aCTOCyBaHHI HayKOBO OOGI'PDYHTOBAaHHUX MeTO/[iB
oniHky. HagBHI migxogu dYacTo HeJZOCTAaTHbO
a/leKBaTHO BPAaxXOBYIOTb CKJIQZJHY B3aEMO/II0 MK
BHYTpPIlIHIM i 30BHILIHIM cepeloOBUILIAMH OpTaHi-
3anil. CepenoBuila, 110 XapaKTepU3YIOTbCA Ta-
KMMU QaKTOpaMy, sK: opraHisaLiiiHa KyJbTypa,
PUHKOBa JAWHaMiKa M TeXHOJIOTIYHUH Iporpec,
CYTTEBO BIVIMBAIOTb Ha NMOBEAIHKY Ta MNPOAYK-
THUBHICTb NpaLiBHUKIB. OTXe, iCHye HaraJbHa I0-
Tpe6a B GiIbII CKJAAHUX IHCTPYMEHTAX OLIIHKH,
10 Moryid 6 BpaxyBaTH Lii ¢akTopH, 3abe3nevy-
04U GBI TOYHE U I[iJicCHE PO3yMiHHS 3a/yde-
HocTi Ta edpextuBHOCTI npaniBHUKiB (Chaudhuri
etal, 2024).

OpHiero 3i cdep, 10 3a/JUINAETHCSI HEAOCTAT-
HbO BUBYEHOI0, € POJIb MOTUBALil, afanTayii Ta
CTaBJIEHHA 0 pOOOTH B NPOAYKTUBHOCTI CHiB-
pobiTHUKIB. Xoua 11i paKTOpU IIUPOKO BHU3HAHI
K KPUTHUYHO BaXJUBi JJis YCIiXy coiBpo6iT-
HUKIB, OpaKye eMIipUYHUX JOCHIKEHD, 1110 CU-
CTEMAaTUYHO BUMIPIOIOTh 1 NOSICHIOOTH IXHIK
BIJIUB Y KOHTEKCTI CTpaTerid opraHizauniiHOro
po3BUTKY. KpiM Toro, edpeKTUBHICTh HasIBHUX
iHCTpyMeHTiB, 30kpeMa TecTiB jobEQ, 1o BkJItO-
4aioTh “ONUTyBa/IbHUK CTAaBJEHHS Ta MOTHBAIIil
no poootu” (IWAM), “COMET” i “OnuTtyBajibHUK
cucteM iHHoctel” (VSQ) (Merlevede, 2014), nuis
¢ikcanii {ux napaMeTpiB Ta IPOTHO3yBaHHS NMPO-
JYKTUBHOCTI CIiBPOGITHUKIB 1ije Ma€ 6y TH MOBHi-
CTIO NIiATBEpXKeHa.

Lle pmocnipkeHHA cHpsiIMOBaHe Ha BUpilleH-
Hsl O3HAYeHUX NpobsieM Yepe3 eMIIipUYHE BUB-
YeHHS poJii MOTHMBAllil, aflanTalil Ta CTaBJeHHS
J10 po6OTH B NPOJYKTUBHOCTI CHiBPOGITHUKIB.
JocnikeHHA KepyeTbcA TinoTe3010 Npo Te, 110
iHTerpalis HayKoBO OOIPYHTOBAaHHUX METO/iB
OLIIHKM NIPOAYKTUBHOCTI 31 CTpaTeriero po3BUTKY
opraHisatii 3 ypaxyBaHHSIM I[UX KJIIOYOBUX daK-
TOpiB MpHU3Beie 10 GiNbII TOYHUX OL[IHOK Ta MO-
KpallleHHd OpraHi3aliiHUX pe3yJbTaTiB.

MeTol0 JloCTi/P)KeHHS] € BHU3HAuYeHHA edek-
TUBHOCTI HAyKOBO OGI'PYHTOBAHUX METO/IB OLli-
HIOBaHHS POGOTHU CHiBPOBGITHUKIB Yy Cy4acCHHUX
opranisauisx, 30kpeMa y ¢apMaleBTHYHINA Npo-
MU CJIOBOCTI.

MeToau

IIpoyedypa ma iHcmpymeHmu. Po3poOGHUK
iHctpymenTy iWAM Patrik Merlevede, 2014)
3agBUB (B ocobuctii po3moBi 14 kBiTHa 2008
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of the instrument (Powel, 2009). However, for the
purposes of this study, the iWAM questionnaire
was subjected to factor analysis to examine
the unpublished results of the developers. The
questionnaire is presented in Appendix.

Variables. As part of the diagnostics, the
involvement of employees in the activity process
as a result of business process automation was
taken as an indicator of efficiency. Job EQ was
used to determine this indicator. The technique
is designed to diagnose individual differences in
the degree of involvement in the activity process
(Sekreter, 2019).

Organization of research. The study is
organized on the basis of a sample of employees,
and a correlation with the company’s performance
is constructed, as can be seen in Table 1 (Ali et al.,
2018). We will regard efficiency as the indicator
- the involvement of the company’s employees
in the activity process, because this indicator
describes the efficiency of internal business
processes (Sanchez-Ortiz et al.,, 2020).

INSIGHT

The Psychological Dimentions Py
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University

POKY), 1110 IiJl Yac MOYaTKOBOI IepeBipKH iHCTPY-
MeHTY B aHKeTi iWAM He 6yJsi0 BUSBJIEHO KOJHUX
3Hauymux ¢aktopiB (Powel, 2009). OgHak s
Lijieldl 1boro AocJaimxkeHHs1 aHkeTy iWAM 6yso
niilaHo GaKTOPHOMY aHaJli3y /i BUBYEHHS He-
ony6J1iKOBaHUX pe3y/bTaTiB pO3pOOHUKIB. AHKe-
Ty NpeJcTaByieHo B /lonaTky.

3MiHHI. Y MeXaxX JiarHOCTHUKM 3a NOKa3HUK
NPOAYKTUBHOCTI B3SITO 3a/lydeHHSI CIiBpPOOIT-
HUKIB 0 mpouecy LiJbHOCTI B pe3y/abTaTi aB-
ToMmaTu3alii 6i3Hec-nporeciB. /[lJi1 BU3HAUYEHHS
[bOTO TOKa3HUKA BUKopucTaHO Job EQ. Meto-
JAYKa Npu3HadYeHa [JJd [AIarHOCTUKH iHAWBIAY-
aJIbHUX BiIMIHHOCTEH y CTyNeHsAX 3aJy4eHOCTi B
nporec fissabHocTi (Sekreter, 2019).

Opeanizayia docaiddceHHs. JlocaiKeHHs
OpraHi3oBaHO Ha OCHOBi BHUGIpKHU MpalliBHUKIB, i
no6yZ0BaHO KOpeJidllilo 3 MOKa3HUKaAMU Jisl/ib-
HOCTi KoMmnaHii, ik BUAHO B TabJs. 1 (Ali et al,
2018). Ilix edbeKTUBHICTIO MU PO3TJISAAATHUMEMO
[NOKa3HUK — 3aJIy4eHIiCTb NpaLiiBHUKIB KOMIIaHil
Jl0 Ipoliecy AisiJIbHOCTi, OCKIJIbKU Ll MOKa3HUK
onvcye epeKTHUBHICTb BHYTpIlllHiX 6i3Hec-mpo-
neciB (Sanchez-Ortiz et al.,, 2020).

Table 1. Analysis of the results according to the method “Integral involvement in the activity process”
Ta6auna 1. AHasi3 oTpUMaHUX Pe3y/bTaTiB 3a METOAUKOW “IHTerpasibHa 3a/y4eHiCTb y Mpolec

JistipHOCTI”

Components of engagement in the activity process / GPA, X / . Max score / .

KoMnoHeHTH 3a/1y4eHOCTi B IpoLec Aisl/IbHOCTI Cepe,cu!m MakcumanbH1H
o6ai, X 6aa

Interest in the work / InTepec 1o po6oTu 3.98 4

Satisfaction with work achievements / 3ajoBosieHiCTb TPy ZOBUMU 16 4

JOCATHEHHSIMU ’

Employee satisfaction / 3ajoBoJieHiCTB ClTiBpOOGITHUKIB 3.3 4

Satisfaction with the relationship with management / 3agoBoJieHicTb 202 3

BiJHOCMHaMH 3 KepiBHULITBOM '

Level of Ambition in Professional Activity / PiBeHb amM06i1iiii y 17 2

npodeciitHii AiIBHOCTI '

Preference for work over high earnings / [lepeBara po6otu Haz 207 3

BHUCOKHM 3ap0O06iTKOM '

Satisfaction with working conditions / 3agoBoJsieHiCTb yMOBaMHU 12 3

nparii '

Professional liability / [Ipodeciiina BignoBigaibHicTh 1.0 1

Overall engagement in the activity process / 3araibHa 16.22 28

3aJIy4YeHicTh y npouec Aiss/IbHOCTI )
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Participants. Thebase ofthestudyis 66 persons
(51 women and 15 men who are employees of the
company). Based on their results, without missing
data, latent classes were determined. The average
age of respondents is 42 years, ranging from
25 to 59 years. Mediation procedures, despite
not belonging to the profession of Mediator, are
carried out by about 75% of respondents.

Statistical analysis. The analysis was
performed wusing IBM SPSS 29 software.
Correlation analysis was performed using

Spearman’s correlation coefficient.
The model will look like this:

Marta Abdykalikova
Gulden Aikinbayeva

YuacHuku. baza gociipkeHHs - 66 0ci6 (3 HUX
51 iHka i 15 4JoJi0BiKiB — CIiBpOGITHUKH KOM-
naHii) BikoM Bix 25 10 59 pokiB. Ha ocHoOBI ixHix
pe3yJsbTaTiB BU3HAUYEHO JIATEHTHI KJlacu 6e3 mpo-
nyckiB gaHux. CepeaHiil Bik pecnoHJeHTIB - 42
poku. bainsbko 75% pecnoHAeHTIB 3/iHCHIOBATH
NpoueAypHu Mejiallil, HONPH Te, 0 He MpaloBa-
JIM MeZiiaToOpaMH.

Cmamucmuy4yHe aHaAi3y8aHHA. AHani3 mpo-
BeJIeHO 3a JI0MOMOTOI0 MporpaMHOro 3abesme-
yeHHs IBM SPSS 29. Kopensuilinuii aHasnis 3/ii-
CHEHO 3 BUKOPHUCTAHHAM KoedillieHTa KopeJssiii
CnipmeHa.

Mopenb BUIIAATHME TAKUM YUHOM:

IAP = [ +al x ASE + a2 * GOM + a3 * E + a4 * SASM + a5+ BPO (1)

where IAP - involvement in the activity process;
ASE - the ability to show emotions;

GOM - goal orientation and motivation;

E - empathy;

SASM - self-awareness and self-management;
BPO - business processes in an organization.

Results

Variables were used as indicators, adjusted
for the influence of gender and age and their
interaction before modeling. The results are
presented in Appendix. Based on the structural
study’s results, the following conclusions were
drawn.

Tabl. 2 shows descriptive statistics that
include measurements obtained from 66 study
participants. The analysis investigated emotional
intelligence levels (EI Level) because they might
serve as factors that shape professional behaviors.

Table 2. Descriptive statistics on variables
Ta6 g 2. OnycoBa CTAaTUCTUKA 3MiHHUX

ze:

[AP - 3asy4eHicTh y npouec JisiJibHOCTI;

ASE - yMiHHS BUSIBJISITA €MOLi];

GOM - yisiboBa CIPSIMOBAHICTh Ta MOTHUBALif;
E - emnarisg;

SASM - caMOCBiZIOMICTb Ta CaMOyNpPaBJIiHHS;
BPO - 6i3Hec-nipoliecu B opraHisariii.

PesyinbraTn

3MiHHI BUKOPHUCTAHO fIK IHAWKATOPH, CKOPU-
roBaHi 3 ypaxyBaHHfIM BIJIUBY CTaTi W BiKy Ta
iXHbOI B3aEMoJil nepes MoJea0BaHHAM. Pe3yiib-
TaTu npencrasaeHo B Jlogatky. Ha ocHoBI pe-
3yJIbTATIiB CTPYKTYPHOTO AOCTi/>KEHHS 3p06JIEHO
BUCHOBKU.

Tabs. 2 moka3ye ONUCOBY CTAaTUCTHUKY, IO
BKJIDYA€ BUMIipIOBaHHS, OTpUMaHi Bif 66 y4ac-
HUKIB JOCHIpKeHHsl. AHasli3 JoCaiKyBaB piB-
Hi emoliiHoro iHTenekTy (piBeHb EI), ockinbku
BOHHU MOXKYTb CIYTyBaTH paKTopamy, 110 Gpopmy-
I0Th NpodeciiHy TOBE/IHKY.

Parameter / N Minimum / Maximum / Average / Standard deviation /
IlapameTp Minimym MakcumymM CepeanHe CTaHaapTHe BiAXUJIeHHA
Gender / CTaTb 66 1.00 2.00 1.2273 42228

Age / Bik 66 25.00 59.00 42.3636 7.82823

by Level /Piverts 64 1.00 2.00 15152 50360
Procedures / 66 1.00 2.00 1.8030 40076
Mpouenypu
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The measuring emotional intelligence scale
revealed evenly split results between individuals
with high versus low EI since the average
score reached 1.5152 (SD = .50360). The study
focuses on process adherence as one of its main
variables, especially in mediation practices.
The findings revealed that although mediation
procedures are excluded from the respondents’
job responsibilities, three-quarters carry out this
work (M = 1.8030, SD = .40076). The findings
emphasize how mediation operates unofficially
but meaningfully as part of their labor practice
despite being unregulated in their professional
sphere.

According to the analysis results individual
emotional intelligence levels decreased as age
increases (Tabl. 3).

Table 3. EI Level/Age
Ta6smng 3. Pisens EI / Bik

INSIGHT
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BumMiproBaHHS1 eMOI[iHHOTO iHTeJIeKTy BUSIBU-
JIO piBHOMIpHUH PO3MOJiJ pe3ybTaTiB Mix 0co-
0aMu 3 BUCOKUM i HU3bKUM PiBHAMH El, ocKinbku
cepenHit 6an mocar 1.5152 (SD = .50360). Jlo-
CIiPKeHHs 30Cepe/KeHO Ha JO0TpUMaHHI mpo-
LleciB 1K Ha OJHIH i3 OCHOBHMX 3MiHHMX, 0COOJIU-
BO B IpaKTULi Mejiauil. PeaysnbTaTy mokasasy,
1110, X04a NpoueAypyu MeJiallil BUKJIIYEeHI 3 moca-
JIOBUX 0OOB’I3KiB PECIIOHEHTIB, TPU YBEPTi BU-
KOHYIOTB 1110 po6oTty (M = 1.8030, SD = .40076).
Pe3ysibTaTH NiKpec/aO0Th, IK Mefianisa pyHK-
1ioHye HeodinilHO, ajie 3HAYMMO SIK YaCTHHA IX-
HbOI TPYZ,0BOI NPAaKTHUKH, HE3BaXKal0uM Ha HeBpe-
I'yJIbOBaHICTh y mpodecifiHiil cdepi.

3rigHo 3 pe3ysbTaTaMHy aHasi3y, piBeHb eMO-
[[iHHOT0 iHTEJEeKTY 0COOU 3MEHIIYEThCS 3 BiKOM
(Tabus. 3).

Asymptotic root-mean- Approximate | Approximate
square error2 /
Value / > / Value /
Parameter / [lapameTp AcuMnToTH4YHA .
3HaYeHHA Anpokcumanis | IIpu61mu3sHe
cepeJHbOKBaJpaTU4YHa b
T 3HaYeHHHA
NOMUJIKa?

Interval/Interval (Pearson
R)/ -.169 120 -1.374 174c¢
IaTepBas/IHTepBan
(KoedinienT Ilipcona R)
Ordinal/Ordinal
(Spearman’s correlation) /
Hopsiaxoiit iy -171 121 -1.384 171
HoMep/IlopsaakoBUH
HoMmep (Kopesnsnis
Cmipmena)

The analysis using Pearson correlation (R =
-.169, p = .174) and Spearman’s correlation (R =
-171, p = .171) indicated an insufficient inverse
correlation that lacks statistical significance.

The analysis in Tabl. 4 shows how emotional
intelligence levels differed between male and
female individuals. The collected data indicates
that men demonstrated higher emotional
intelligence than women in the examined sample.
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AHaui3 i3 BUKopucTaHHSAM KoedilieHTa Kope-
asauii [lipcona (R =-.169; p =.174) ta koedinienta
kopessauii Cnipmena (R =-.171, p =.171) Bka3aB
Ha HeJ0CTaTHiA 3BOPOTHHUU 3B’SI30K, 1[0 HE MaE
CTAaTUCTUYHOI 3HAYYILLOCTI.

AHaniz y Tabs1. 4 nokasye, ik piBHi eMoLilHO-
ro iHTeJIeKTy BiZipi3HAIOTbLCA MiXK YOJIOBIKaMU Ta
»KiHkaMHu. 3i6paHi JaHi cBifyaTh Mpo Te, 10 YO-
JIOBIKM JJEMOHCTPYIOTh BUILUNA €MOLIiMHUH iHTe-
JIEKT, HIXK XKiHKH, ¥ AOCTIPKYBaHil BUGIpL.
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Table 4. Crosstab by EI Level /Gender

Marta Abdykalikova
Gulden Aikinbayeva

Ta6auns 4. [lepexpecHa Tabsauug 3a piBHeM EI / craTTiO

Gender / CTaTb
Parameter / [lapameTp Female / inoua Male / YosioBiua Altogether / 3araiom
El Level - Yes / PiBens EI - Tak 21 11 32
El Level - No / PiBens EI - Hi 30 4 34
Altogether / 3araiom 51 15 66
The current results need confirmation through [loTouHi pesyabTaTH NOTPEOYIOTb  MiJ-

larger population studies because the sample size
remains limited. Organizations seeking better
workplace leadership development and dynamic
enhancementwould benefit from studying gender-
related determiners of emotional intelligence.

Among the 66 participants, 13 participated in
El development procedures and demonstrated
high emotional intelligence levels. Fifty-three
respondents did not participate in EI development
procedures, although around 35.8% maintained
high EI levels while 64.2% demonstrated low EI
levels (Tabl. 5).

TBep/KEHHS Yyepe3 A0CiPKEHHS Gi/bIIOro KOH-
THHTEHTY A0CTiPKYBAaHUX 0Ci6, OCKIJIbKU pO3Mip
BUGIPKU 3a/MIIAETbCS 06MekeHUM. OpraHisariii,
AKi MpardHyTh MOKpaIUTH PO3BUTOK JifepcTBa
Ha po604YOoMYy Miclli Ta AUHaAMiYHe BJIOCKOHAJIEH-
Hf, OTPUMalOTh KOPUCTb BiJi BUBYEHHS TeH/Jiep-
HO-0OYMOBJIEHUX JeTEepPMiHAHT eMOI[iHHOro iH-
TeJIEKTY.

Cepep 66 yyacHuKiB 13 6pasiv y4acTb y 3ax0-
JAax i3 po3BUTKY El, ;eMOHCTpy0UM BUCOKI piBHI
eMoIliiHOTO iHTeseKTy. [I'aTaecaT Tpu pecrnoH-
JIeHTH He OpaJid y4acTi B MPOLeAypax PO3BUTKY
El, xoua 6s1n3bko 35.8% BUsSBUIN BUCOKI piBHi El,
Tofi K 64.2% nokasanu HuU3bKi piBHi El (Tab6.1.
5).

Table 5. Relationship between EI Level and EI Development Procedures
Ta6sunsa 5. B3aeMo3B’s130k Mixk piBHeM El Ta mporegypamMmu po3BUTKYy El

EI Development Procedures /
IIponeaypu po3BuTky EI Altogether /
Parameter / [lapameTp Yes / Tak No / Hi 3araaom
El Level - Yes / PiBens EI - Tak 13 19 32
El Level - No / PiBens EI - Hi 0 34 34
Altogether / 3arasiom 13 53 66

Formal Eltraining seems to create a consistently
high EI level in participants, although not every
person with a high EI receives training.

The data in Tabl. 6 shows how employee
involvement in activity-related work correlated
to their assessment of emotional understanding
skills. According to the results, almost every staff
member recognized the importance of emotional
reflection and understanding regardless of their
engagement level.
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®opmMmasibHe HaBuaHHA El, iMoBipHO, cTBOpIOE
cTabibHO BUCOKUM piBeHb El B yyacHuKiB, xoua
He KOkHa ocob6a 3 BucokuM El mpoxonuth HaB-
YaHHS.

JlaHi B TabJ1. 6 AEMOHCTPYIOTH, IK 3aJly4€HICThb
npaliBHUKIB /10 po6OTH, MOB’sI3aHOI 3 aKTHBHI-
CTI0, KOPEJIIOE 3 IXHbOIO OL[IHKOI HaBUYOK €MO-
LillHOrOo po3yMiHHSA. 3TrifHO 3 pe3yJbTaTaMu,
MalKe KOKeH CHiBPOOITHHK BU3HAE BaXK/JIHBICTb
eMoIIifHOoI pedJiekcii Ta po3yMiHHSA He3aJIeKHO
Bi/l piBHA IXHbOI 3aJIy4Y€HOCTI.
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Table 6. Relationship between Activity Process Engagement and Emotional Understanding
Ta6unsA 6. 3B’ 130K MiXK 3a/Iy4eHICTIO ¥ IPOIeC AisJIbHOCTI Ta eMOL[iIHHUM PO3yMiHHAM

Understanding Emotional Experiences /
Po3yMiHHA eMOLIiTHUX NepeKUBaHb
Totally Mostly agree / I partly .Totally
agree / agree / disagree / Altogether
. B ocHOBHOMY

Parameter / IloBHicTIO S YacTKOBO | AGCOJIOTHO HE /
IlapameTtp 3rojeH A 3rojeH 3rojeH 3arajiom
Involvement in the
activity process - Yes / 22 6 3 1 32
3a/y4yeHicTh y nmpouec
OisiabHOCTI - Tak
Involvement in the
activity process - No /
3a/y4yeHicTh y nmpouec 21 10 3 0 34
OisabHOCTI - Hi
Altogether / 3arasiom 43 16 6 1 66

The data suggests that connected employees
demonstrate a slightly higher tendency to
emphatically support emotional reflection,
thus showing a connection between employee
engagement and stronger emotional awareness
abilities. The results indicated that emotional
understanding is highly valued by all staff
members in engaged and non-engaged groups.

The research data through Pearson correlation
yielded R = .001 and p = .992, demonstrated
minimal statistical value for the relationship
between the variables (Tabl. 7).

Table 7. Symmetric measures
Ta6smmna 7. CuMeTpUYHI BUMiplOBaHHS

JlaHi cBiiyaTh Npo Te, 110 3a/1y4YeHi npayiBHU-
KU JIeMOHCTPYBaJ/IM Jelll0 BHUINY CXWJIbHICTb [0
BUpA3HOI MiATPUMKU eMOIiiHOI pedJiekcii, 1m0
BKa3ye Ha 3B’S130K Mix 3a/ly4eHiCcTIO NpaliBHUKIB
i CUABHIIIKMMU 3JiI6HOCTIMMU €eMOLiiHOI 06i3Ha-
HOCTI. Pe3y/sibTaTH NoKasyoTh, 10 eMoLiilfiHe po-
3yMiHHS BHUCOKO LiHYIOTh ycCi CHiBpOOGITHUKU B
3a/ly4eHHUX Ta He3a/lydeHUX rpynax.

JaHi focaigkeHHs, OTpYMMaHi 3a LOIOMOTOI0
koeodinienTa kopeasuii [lipcona (R = .001 Ta p
= .992), npoJleMOHCTpYBa/iM MiHiMaJIbHy CTa-
TUCTUYHY 3HA4YyLIiCTh 3B’I3Ky MiXX 3MiHHUMU
(Taba. 7).

Asymptotic root-mean- Approximate | Approximate
square error? / Sl
Value / T / Significance /
Parameter / [lapameTp AcuMNITOTUYHA .
3HayeHHA Anpokcumanisi | IIpu6su3He
cepeJHbOKBaJpaTU4YHa
TP 3Ha4YeHHSA
MOMMJIKA?

Interval/Interval (Pearson
R)/ .001 124 .010 .992¢
InTepBas/IHTepBan
(KoedinienT Ilipcona R)
Ordinal/Ordinal
(Spearman’s correlation) /
HopsiAkoBHit y 048 124 386 701
HoMep/TlopsiakoBU
HoMep (Kopesnsnis
Coipmena)
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Spearman’s correlation coefficient of .048 (p =
.701) showed a weak direct correlation between
variables, although the p-value established that
the correlation lacked statistical significance.
The Spearman coefficient indicated a tiny direct
correlation between variables. The random
variations observed between variables pointed
towards their lack of a significant correlation
beyond chance explanations.

Mostemployees who participated in this survey
demonstrated a positive interest in emotional life
regardless of their level of engagement.

Tabl. 8 demonstrates the direct and strong
significant correlation that existed between
activity process engagement and emotional
life interest when evaluated with Spearman’s
correlation  coefficient  (.766).  Employee
engagement was directly linked to emotional
experience involvement since individuals engaged
at work demonstrated greater emotional interest
than those not.

Marta Abdykalikova
Gulden Aikinbayeva

KoeodinieHT kopensuii CnipMeHa, 1[0 CTaHO-
BUTH .048 (p = .701), nokaszaB cjaabKuil NpsaMUN
3B’AI30K MiX 3MiHHMMH, X04a p-3HayeHHsl BCTa-
HOBJIIOE, 1110 Llel 3B’SI30K He Ma€ CTaTUCTUYHOI
3HauyuocTi. Koedinient CnipMeHa Bka3aB Ha He-
3HAYHUU NPSAMUM 3B’I30K Mi>k 3MiHHUMU. Bunag-
KOBI Bapiallil, 110 cIiocTepirajuca MK 3MIHHU-
MM, BKa3a/I1 Ha BiICYTHICTb iIXHbOr0 3HAYYILOrO
3B’I3Ky 1103a BUIIaIKOBUMHU NOSICHEHHSIMU.

BinbuicTe npainiBHUKIB, sKi 6paiu y4acTb y
[bOMY OINUTYBaHHI, NPOJAEMOHCTPYBA/IU I03HU-
TUBHUM iHTepec 0 eMOLiHOTO0 XXUTTS He3aJex-
HO BiJ| piBHA IXHbOI 3aJ1y4€HOCTI.

Ta6u1. 8 1eMoHCTPYE NPSAMUN i MiTHUN 3Ha4y-
MK 3B’130K MiXK 3aJly4eHiCTIO ¥ nmpouec Aisib-
HOCTi Ta iHTepecoM 0 eMOLiHOr0 KUTTS NpHU
OoliHIIi 3a JomoMorokw KoedillieHTa KopeJssuii
CnipmeHna (.766). 3anydeHicTh npaliBHUKIB 6e3-
nocepeHbO INOB’SI3aHa i3 3a/Jy4eHHSAM [0 eMo-
[ilHOTO JIOCBiAy, OCKiZIbKM 0CO0OM, 3a/yyeHi B
pPO6OTY, EMOHCTPYIOTh OiJNbIIMN eMOLiMHUN iH-
Tepec, HiX Ti, XTO He 3aJy4eHUH.

Table 8. Relationship between Involvement in the Activity Process and Interest in Emotional Life
Ta6aunda 8. B3aeM03B’130K Mixk 3a/1y4eHICTIO ¥ Mpoliec AiiIbHOCTI Ta 3aljiKaBJIeHICTI0 eMOL[iHHUM

KUTTAM
Interest in Emotional Life /
IHTepec 10 eMOLIAHOTO XKUTTS

Totally Mostly agree / I partly _Totally

agree / B 0CHOBHOM agree / disagree / Altogether
Parameter / IloBHicTIO aroxeH y YacTkoBO | AGCOJIOTHO He /
IlapameTtp 3rojeH A 3rojeH 3rojeH 3arasiom
Involvement in the
activity process -_Yes / 1 1 3 27 32
YuacTsb y nporeci
nisnbHOCTI - Tak
Involvement in the
activity process -.No/ 3 1 0 30 34
YuacThb y nporeci
nisbHOCTI - Hi
Altogether / 3arasiom 4 2 3 57 66
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The research demonstrated that active
participation in organized business activities
aligns with emotional intelligence, self-awareness,
and interpersonal sensitivity.

Tabl. 9 demonstrates how employee
participation in work activities directly impacted
their understanding of emotional states among
team members. The data shows that workers
who demonstrated higher levels of engagement
reported better emotional awareness abilities than
staff members who did not display engagement
behaviors.
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JlocaipkeHHA  JeMOHCTpPYE, 110 aKTHUBHA
y4acTb B OpraHi30BaHIW [iJOBIN [iJIBHOCTI y3-
FOJKY€ETbCS 3 eMOLIIMHUM IHTeJIeKTOM, CaMOCBi-
JIOMICTIO Ta Mi>KOCOBUCTICHOI YYT/IMBICTIO.

Ta6.1. 9 Bio6pakae, K y4yacTb NpaliBHUKIB y
po6ouilt AissAbHOCTI 6e3mocepe/JHLO BILJIMBAE HA
IXHE pO3yMIiHHS eMOLiNHUX CTaHIB YJIeHiB KOMaH-
JAu. [laHi noka3yroTh, 1110 NPaLiBHUKY, Ki IeMOH-
CTPYIOTb BUIL PiBHI 3a/y4e€HOCTi, BUABJIAIOTH
Kpally eMOIiiiHy 06i3HaHiCTb, Hi’K CIiBPOGITHU-
KUY, Ki He JeMOHCTPYIOTh TaKOi TOBELIHKHU.

Table 9. Relationship between Involvement in the Activity Process and Attention to Others’ Emotions
Ta6aunda 9. B3aeM03B’'s1I30K MiXK 3a/1y4€eHICTIO y IpoIiec AiIbHOCTI Ta yBarow /0 eMOIil iHIIHux

Paying Attention to the Emotions of Others /
3BepHeHHs yBaru Ha eMoIii iHIIKX

Totally Mostly agree / I partly _Totally

agree / B 0CHOBHOM agree / disagree / Altogether
Parameter / IloBHicTIO STONEeH y YacTtkoBo | AGCOJIIOTHO He /
IlapameTp 3rojeH A 3rojeH 3rojeH 3arajiom
Involvement in the
activity process - Yes / 13 9 10 0 32
3asydeHicTb y nporiec
OisgIbHOCTI - Tak
Involvement in the
activity process - No /
3asydeHicTb y nporiec 8 18 6 2 34
OigabHOCTI - Hi
Altogether / 3araiom 21 27 16 2 66

Research findings show a direct strong
correlation between employee engagement in the
activity process and their awareness of other’s
emotions, as indicated by Spearman’s correlation
coefficient (.508) and a highly significant result
level. Employee engagement levels in workplace
activities were positively related to emotional
consciousness regarding their colleagues.
The significant correlation demonstrated
that interpersonal sensitivity influenced how
personnel interacted with colleagues while they
performed structured business duties.

Data in Tabl. 10 shows how increased
employees’ involvement in the activity process
leads to decreased employee beliefs about unique
emotional experiences compared to others. This
finding implies that engaged workers share
more similar emotional experiences with their

colleagues.
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Pe3ysnbTaTu focaigKeHHS MOKa3yl0Th NPAMUAN
CUJIbHUH 3B’S30K MiX 3aJy4eHiCTIO NpaliBHUKIB
y mpo1iec AisJIbHOCTI Ta iIXHbOI 06i3HAHICTIO PO
eMoIiil iHIIKMX, 0 MiATBEP/KEHO KoedillieHTOM
kopeJsisnii Cnipmena (.508) Ta BUCOKHM piBHEM
3Ha4ywoCTi pe3yabraTiB. PiBHI 3asmydeHocTi
NpaliBHUKIB y pob6o4y AisiIbHICTb MO3UTHUBHO
KOPEJIIOITh i3 eMOLIIMHOW CBiZOMICTIO IIOJO0 iX-
HiX KoJiel. 3Hauylla KopeJsilis AJeMOHCTPYE, L0
MI>)KOCOOMCTiCHA YYT/IIMBICTh BIJIMBA€E HA Te, fK
IepCcoHaJl B3aEMOZI€ 3 KoJieraMu IiJi 4ac BUKO-
HaHHA CTPYKTYPOBaHUX JiJIOBUX 3aB/jaHb.

Jlani B Ta6sa. 10 mokasywoTb, K MiJBUIIEHA
3a/Iy4eHiCTh NpaliBHUKIB y Npouec AifAJbHOCTI
NPU3BOJUTbL [0 3MEHIUEHHs BipyM NpaliBHUKIB
B YHIKa/JBHICTh IXHIX eMOLIMHUX NepeXKuBaHb
NOpPIiBHAHO 3 IHWMMHU. llell pe3ysbTaT 03HAYaE,
0 3alyyeHi NpaliBHUKU MOAINAITL OiabIl
CXO0i eMOlliliHi nepe)XMBaHHS 31 CBOIMU KoJiera-
MU.
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Table 10. Relationship between Involvement in the Activity Process and Emotional Experiences
Ta6una 10. B3aeM03B’130K MiK 3a/Iy4€HICTIO ¥ MPOIeC AisJIbHOCTI Ta EMOLIHUMU ITepeKUBaHHSI-

MM, 1110 He € CXOXKUM Ha J0CBij iHIIMX Jtoaen

Emotional experiences are not like other people’s experiences
/
EMouiiiHi nepexnBaHHS He CX0Ki Ha JOCBij IHIIUX T0ei

Totally Mostly agree / I partly :I‘otally

agree / agree / disagree / Altogether
Parameter / IloBHicTIO B ocHosHOMy YacTkoBOo | AGCOJIIOTHO He /

3rojieH

IlapameTtp 3rojeH 3rojeH 3rojeH 3arajiom
Involvement in the
activity process - Yes / 2 5 10 15 32
3asy4yeHicTh y nporuec
nisnbHOCTI - Tak
Involvement in the
activity process - No / 2 6 14 12 34
3aJsy4yeHicTh y nporec
nissbHOCTI - Hi
Altogether / 3arasiom 4 11 24 27 66

The data shows that engaged employees
exhibited less agreement, but non-engaged
employees showed a slightly higher percentage
of agreement in that their emotions differ. This
suggests that unengaged workers experienced
more emotional isolation. Spearman’s correlation
coefficient showed engagement and perceiving
emotional experiences as unique and inversely
related while maintaining an insignificant
correlation.

Tabl. 11 demonstrates how employees engaged
in the activity processes evaluate their ability to
simultaneously experience feelings of loneliness,
anger, and happiness within themselves. The data
shows that many workers from both engaged
and non-engaged groups struggled to picture
having opposite emotional responses at once
since multiple respondents fully stated their
disagreement. Non-engaged employees tended
to agree more with mixed emotional complexity
than their engaged counterparts.
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JlaHi NOKA3yIOTBH, 1110 3a/1y4eHi NpaliBHUKU BU-
ABJIAIOTH MEHILY 3Tr0Ay, TOAI AK He3asydeHi npa-
[[iBHUKHU JEMOHCTPYIOTh Jelll0 BULIUH BiICOTOK
3roJiy W00 TOrO, 0 IXHI eMowujil BiApi3HATHCA.
[le cBiZYXTH NpPO Te, L0 He3a/ly4eHi NpaLiBHUKHU
BifuyBaloTh 6isnblly eMouiitHy i3oJssnio. Koedi-
LieHT KopeJsauii CnipMeHa mnokasye, 10 3aJy-
YEeHICTb Ta COPUHHATTA eMOLIMHNUX NTepeXnBaHb
SIK YHIKaJIbHUX € OGEpHEHO MOB'I3aHMMH, ajie
36epiraloTb HE3HAYHUU 3B’SI30K.

Ta6sa. 11 feMOHCTpye, SIK MNpaliBHUKH, 3a-
JIy4eHi B NpOLeCU AiAJIbHOCTI, OLiHIOITH CBOIO
3aTHICTb OJJHOYACHO BilYyBAaTH NIOYYTTHA CAMOT-
HOCTI, rHiBYy Ta mjacts B co6i. /laHi moka3yTh, 1110
6araTo NpauiBHUKIB sIK i3 3a/ly4eHUX, TaK i 3 He3a-
JIy4eHUX Py MalOTh TPYAHOLILi 3 TUM, 106 YsIBU-
TH OJJHOYaCHe NepeXMBAaHHA NPOTUJIEKHUX €MO-
[iMHUX peakllii, OCKiJIbKH 6araTo pecrnoH/eHTiB
MIOBHICTIO BUCJIOBUJIU CBOIO He3roAy. Hesany4yeni
NpaLiBHUKH, SIK IPABUJIO, GiJibIlIe HOTOKYIOThCS
31 3MilIaHOK eMOIiliHO0 CKJIAJHICTIO, HiXK IXHI
3aJIy4eHi KoJIery.
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Table 11. Relationship between Profession and Opportunity
Ta6aunda 11. 38’5130k Mixk npodeciero Ta MOXKJIUBICTIO

An opportunity to imagine oneself lonely, angry, and joyful at
the same time /
MoXTUBiCTB YySIBUTH ce6e CaMOTHIM, 3/IUM i pagicHUM
BOJHOYAC
Totally Mostly agree / I partly :I‘otally
agree / agree / disagree / Altogether
. B ocHOBHOMY

Parameter / IloBHicTIO STOLEH YacTkoBO | AGCOJIIOTHO He /
ITapameTp 3rojeH A 3rojeH 3rojeH 3arajiom
Involvement in the
activity process - Yes / 2 3 10 17 37
3ajydeHicTb y nporiec
nisisibHOCTI - Tak
Involvement in the
activity process - No /
3ajydeHicTb y nporiec 3 8 8 15 34
aisiibHOCTI - Hi
Altogether / 3arasiom 5 11 18 32 66
A Spearman’s correlation coefficient of KoeodinieHT kopensnii CrnipMeHa, 1[0 CTaHO-

.269 indicates that employees participating in
structured workplace activities showed a minimal
negative relationship to emotional complexity
perception. The analysis revealed a weak
correlation between work emotion perception
and workplace engagement levels, although the
significant indicator was too low.

The survey results showed that numerous
staff members from engaged and non-engaged
categories analyzed the origins of their emotions
regardless of their engagement status (Tabl. 12).
Emotionally present employees had a more stable
disposition to analyze their emotional states than
other staff, suggesting that involved employees
tended to introspect on their workplace emotions.
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BUTbH .269, BKa3ye Ha MiHIMaJbHUNA HeraTUBHUM
3B’SI30K MiX NpaljiBHUKaMH, sIKi 6epyThb y4acTb y
CTPYKTYpOBaHill pobouill AisiibHOCTI, Ta cipuii-
HATTSIM €eMOIiMHOI CKJIagHOCTi. AHaJi3 BUSB-
JISIE CJIAaOKUM 3B’SI30K MK COPUMHSATTAM eMOIIil,
NOB’fI3aHUX i3 po60TOI0, Ta PiBHAMH 3a/1y4Y€HOCT]
Ha po60Y0MYy Miclli, X04a MOKa3HUK 3HAYYIOCTi €
3aHAJTO HU3bKUM.

Pe3ynbTaTh ONUTYBaHHA NOKa3yOTh, 1110 YHC-
JIEHHi CIiBPOGITHUKM 3 3aJly4YeHUX Ta He3ay4de-
HUX KaTeropi aHa/i3ylTb MOXO/JKEHHS CBOIX
€MOIill He3aJIe)KHO BiJi IXHbOTO CTaTyCy 3ajiyde-
HocTi (Ta6J1. 12). EMoniiiHo 06i3HaHi npaliBHUKH
MaloTh OiJIbII CTAGIIbHY CXUJBHICTb A0 aHaJi3y
CBOIX eMOLiMHUX CTaHiB, Hix iHLIi cniBpob6iTHU-
KM, 10 CBiUMTH MpPO Te, L0 3aJy4yeHi NpariB-
HUKHY, K IPaBUJIO, IPOBOZAATEL CaMOaHaJli3 CBOIX
eMOLilf, T0B’fA3aHUX i3 pO6OTOI0.
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Table 12. Relationship between Involvement in the Activity Process and the Search for the Causes of

Emotional Experiences

Ta6smusa 12. B3aeMo3B’s130K MiXK 3a/Iy4€eHICTIO Yy NPOLeC Ai/IbHOCTI Ta MOLIYKOM IPHUYHH eMOIili-

HUX [IEPEXKNBAHDb

Search for the Causes of Emotional Experiences /
BusiB/IeHHSI IPUYUH eMOLiliHUX epeXUBaHb

Totally Mostly agree / I partly :I‘otally

agree / B 0CHOBHOM agree / disagree / Altogether
Parameter / IloBHicTIO aroxeH y YacTkoBo | AGCOJIOTHO He /
IMapameTp 3roJeH A 3roJeH 3roJeH 3arajiom
Involvement in the
activity process - Yes / 17 9 6 0 32
3asy4eHicTh y nmpouec
AissibHOCTI - Tak
Involvement in the
activity process - No / 17 9 6 2 34
3asyyeHicTh y nmpouec
AisibHOCTI - Hi
Altogether / 3araiom 34 18 12 2 66

The data showed a direct correlation (.657),
indicating that workers who participated more
in structured workplace activities tended to
understand their emotional experiences better.

Tabl. 13 demonstrates how staff involvement in
workplace activities affects their belief regarding
emotional growth, requiring comparable
resources to intellectual growth.

Jlani nokasyroTh NpsiMUH 3B's130K (rs = .657),
1110 BKA3y€ Ha Te, 1[0 MPalLliBHUKY, {Ki Oi/ibIle Ge-
PYyTb y4yacTb Y CTPYKTYpPOBaHii po6ouiil Jisiib-
HOCTI, K NpaBUJIO, Kpalle po3yMiOTb CBOI eMO-
L[iliHi mepeXKMBaHHSI.

Ta6s1. 13 AeMOHCTPYE, SIK 3a/1y4eHICTb Iepco-
Ha/ly B po6o4y JisiJIbHICTh BIJIMBA€E Ha iXHi Ie-
PEKOHaHHS W00 eMOLIMHOr0 3pOCTaHHA, fKe
BUMarae IMOPiBHIOBAHUX pecypciB JJid IHTeJeK-
TyaJIbHOTO 3pPOCTaHHS.

Table 13. Relationship between Profession and Confidence
Ta6smmnsa13. B3aemMo3B’'s130k Mixk npodeciero Ta BIEBHEHICTIO

The belief that emotional development requires as much effort
as intellectual development /
Bipa B Te, 110 eMOL[ifHMA PO3BUTOK BUMAarae€ CTi/IbKH K 3YCHJIb,
[K 1 iHTeJIeKTya/IbHMHA PO3BUTOK

Totally agree Mostly agree / I partly agree | Totally disagree
/ B ocHOBHOMY / / Altogether

Parameter / IloBHicTIO arojieH YacTkoBO AGCOIOTHO He /
IlapameTp 3rojeH 3rojeH 3rojeH 3arajsiom
Involvement in the
activity process - Yes / 24 5 2 1 32
3aJ/iy4eHicThb y nmpouec
AissibHOCTI - Tak
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Involvement in the
activity process - No / 21 8 3 2 34
3aJy4yeHicThb y mporec
OistabHOCTI - Hi
Altogether / 45 13 5 3 66
3arasiom

The data revealed that workers from all
activity levels prioritized emotional and
intellectual development equally. The level of
workplace activity demonstrated a weak direct
correlation with the belief in the importance
of emotional development according to the
calculated Spearman’s coefficient value of .257.
Employee beliefs about emotional development
vs. intellectual development were important and
surpassed workplace engagement factors because
personal and organizational experience, along
with cultural aspects and emotional intelligence
training, significantly influenced these beliefs.

Tabl. 14 demonstrates how work process
commitment influences employees’ unexplainable
emotional experiences by using words to
convey this relationship. Staff members from all
engagement levels admitted difficult emotions
were hard to describe, but most employees did
not dismiss the idea.

JlaHi MoKa3yoTh, 1110 NPALiBHUKHU 3 YCiX piBHIB
JiSJIBHOCTI Haal0Th OHAKOBUU NIPIOPUTET eMO-
LiIHHOMY Ta IHTeJIeKTyaJIbHOMY PO3BUTKY. PiBeHb
aKTUBHOCTI Ha po6o4yoMy Micli AeMOHCTpYE
C1abKy NpsiMy KOpeJIsiLito 3 BOXKJIUBICTIO ITepeKo-
HaHb 100 €MOLIMHOI0 PO3BUTKY, 3riIHO 3 PO3-
paxoBaHUM 3HauyeHHsAM koeodiunieHTa CnipMmeHa
.257. llepekoHaHHs MpaLiBHUKIB 1[0J0 €MOIiii-
HOTO PO3BUTKY IOPIBHAHO 3 iHTeJEKTyaJbHUM
PO3BUTKOM € BaXKJIMBUMHU U NepeBakawTb dak-
TOPH 3aJly4€HOCTi Ha po60OYOMY MicCIli, OCKIIbKU
0COOUCTUH Ta OpraHisaliiHU{ A0CBiJ, a TaKOX
KYJIbTYPHI aclleKTU ¥ PO3BUTOK €MOLIMHOTO iH-
TeJIEKTY, 3HAa4YHO BIIMBAIOTDb HA L IEpeKOHAHHA.

Y Tab6s. 14 nokasaHo SIK 3000B’sI3aHHS LIOJ0
npoliecy po60TH BIJIMBAE HA HE3 ICOBHI eMOITiii-
Hi nepeXxuBaHHA NPaLiBHUKIB i3 BUKOPUCTAaHHAM
cniB A5 nepezadi nboro 3B’sa3ky. CiBpo6iTHUKU
3 yCixX piBHIB 3a/ly4€HOCTI BU3HAKOTh, L0 BaXKi
eMoIlil CKJIaJIHO OMKCATH, aJie GiJMbIIICTh mparliB-
HUKIB He BIJKUIAKThb 110 MOXKJIUBICTb.

Table 14. Relationship between the Involvement in the Activity Process and Experiencing Emotions
and Feelings That are not Easy to Describe in Ordinary Words

Ta6auna 14. B3aeM03B’s130K MidK 3a/Iy4eHICTIO B MPOIeC Ai/IBHOCTI Ta MepeXuBaHHSAM eMOLiH i
MIOYYTTiB, AKi HEIPOCTO ONMUCATH 3BUYAaHHUMHU CJIOBAMH

Experiencing emotions and feelings that are not easy to
describe in ordinary words /
IlepekuBaHHA eMOLiH | NOYYTTiB, AKi HEIPOCTO OMHUCATH

3BHYaMHHUMH CJIOBaAaMH

Totall I partl Totally disagree

agree }/l l\goosctllz)iil:; / agree }l g / s Altogether
Parameter / IloBHicTIO 3rOJEH y YacTKoOBO AGCOIIOTHO He /
IlapameTp 3rojeH A 3rojeH 3rojeH 3arajsiom
Involvement in the
activity process - Yes / 11 7 11 3 32
3aJsiydeHicTb y mpoiec
OistabHOCTI - Tak
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Involvement in the
activity process - No / 12 3 14 5 34
3asyyeHicTh y npouec
AistibHOCTI - Hi
Altogether / 3araiom 23 10 25 8 66

The findings demonstrated that emotional
perception increased with workplace involvement
because dedicated employees more often agreed
with this statement. Spearman's correlation rating
(.529) proved that formal business procedure
involvement was moderately associated with
employees’ inability to express emotions.
Employee engagement enhanced workplace
involvement and employees’ emotional and self-
reflective capabilities.

The survey results showed that both engaged
and non-engaged staff members demonstrated
reluctance toward workplace collaboration or
competition.

Pe3ynbTaTu [eMOHCTPYIOTh, 10 eMOIiliHe
CIPUUAHATTS 3POCTAE 3 3a/IYYEHICTIO HA po6oyo-
My MicClLli, OCKiJIbKM BifJlaHi NpaliBHUKU YacCTi-
11e MOTO/KYIOThCSA 3 LIUM TBep/KeHHAM. OLiHka
kopesisanii CnipmeHa (.529) noBoguTh, 10 3aJy-
YeHicTb y popMasbHi [IiJIOBI Mpore1ypy MOMipHO
MoB’si3aHa 3 He3/J]JaTHICTIO MpalliBHUKIB BUpaXka-
TA eMoljil. 3a0X04eHHs NpaliBHUKIB MiJBUILYE
3a/Iy4eHiCcTh Ha pO60OYOMY MicIi Ta eMOIiliHi, ca-
MopedJieKCUBHI 3[i0HOCTI MpaljiBHUKIB.

JlaHi onUTyBaHHA MOKa3aJy, 10 K 3aJ1y4eHi,
TakK i He3aJly4yeHi CiBpOGITHUKYU MPOJIEMOHCTPY-
BaJIU HEOXOYiCTh 10 CIiBmpali abo KOHKypeHIlii
Ha po604Y0MYy MiCIIi.

Table 15. Relationship between the Involvement in the Activity Process and Ability to Cooperate/

Compete
Ta6auna 15. B3aeM03B’130K MiXK 3a/Iy4eHICTIO Y MpolleC AiIbHOCTI Ta 3/IJaTHICTIO /10 criBmpariti/
KOHKYpeHLIil
Ability to cooperate/compete /
3AaTHicTh cHiBOpanOBaTH /KOHK BaTU
Parameter / P / ypy Altogether /
IlapameTp -2.00 -1.00 .00 1.00 2.00 3arajiom
Involvement in the act1v¥ty process - Yes / 19 6 2 3 2 32
3asydenictb y npouec gissbHocTi - Tak
Involvement in the act1v¥ty process - N o/ 18 11 4 1 0 34
3asydenictb y npouec gissbHocTi - Hi
Altogether / 3arajiom 37 17 6 4 2 66
The engaged employees demonstrated an 3aslydeHi MNpaliBHUKK HNPOAEMOHCTPYBAIH

increased willingness to collaborate when
compared to their non-engaged colleagues.
These results indicated that structured business
process engagement creates slight collaboration
incentives, yet other workplace elements likely
impact cooperation readiness.

The Pearson correlation coefficient (R = -.094,
p = .454) showed that both variables maintain
a weak negative association pattern where an
increase in one variable leads to a decrease in the
other (Tabl. 16). According to the high p-value, the
statistical relationship between these variables
did not reach significance.
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MiJBULIEHY TOTOBHICTB |0 CIIiBIIpalLii MOPiBHAHO 3
IXHIMHW He3aJlydyeHUMHU KoJsieraMu. Lli pe3yabraTtu
BKa3yBaJ/IM Ha Te, 1[0 3aJy4eHICTb y CTPYKTypO-
BaHi 6i3HeC-MpoLleCH CTBOPIOE HE3HAYHI CTUMYJIH
o crmiBmpali, npoTre iHII eJeMeHTH pPo6oYoro
Miclisl, UMOBipHO, BIJIMBAIOTh Ha FOTOBHICTb A0
criBmpari.

KoeodinienT kopensauii I[lipcona (R =-.094, p =
.454) akneHTyBaB, 1110 00UABI 3MiHHI MiATPUMY-
I0Th CJIaOKUM HeraTUBHUH 3B’130K, Jie 36i/bIlIeH-
HA OJHI€I 3SMIHHOI NIPU3BOAUTD 10 3SMEHIIIEHHS iH-
moi (Ta6s. 16). 3rifHO 3 BUCOKHUM p-3HAYEHHSM,
CTaTUCTUYHHM 3B’I30K MiXK [UMHU 3MiHHUMH He
JLOCAT 3HAYYL[OCTI.
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Table 16. Symmetric measures
Ta6auna 16. CuMeTpUYHI BUMipIOBaHHS
Asymptotic root-mean- Approximate | Approximate
square error? / Pllalppe
Value / T / Significance /
Parameter / [lapameTp AcuMnToTH4YHa .
3HayeHHA Anpoxkcumanisa | I[Ipu6ausHe
cepeAHbOKBaJpaTU4YHa
Tb 3HaYeHHA
NMOMMJIKA?

Interval/Interval (Pearson
R)/ -.094 118 -.753 454¢
InTepBas/IHTEepBan
(KoedinienT Ilipcona R)
Ordinal/Ordinal
(Spearman’s correlation) /
HopsiaxkoBHit 3 003 125 021 983¢
HoMep/IlopsKoBUiA
HoMmep (Kopensnis
Cnipmena)
Number of valid
observations /

S 66
KisbKicTh KOpeKTHUX
CIOCTepeXXeHb

The examined variables showed no significant
correlation, indicating further examination
of alternative elements contributing to
understanding relevant connections.

The data from Tabl. 17 shows that 9 out of
32 engaged employees felt unready to become
leaders. At the same time, seven remained
mostly unprepared, 9 had neutral feelings about
leadership responsibility, two were partially
prepared, and five were fully prepared to take on
leadership roles.

JocnigKyBaHi 3MiHHI He IOKa3aJd CyTTEBOI
KopeJislii, 1110 BKa3ye Ha HeoOXiAHICTh MojAa/b-
1I0r0 BUBYEHHS aJlbTepHAaTUBHUX QaKTOPIB, sKi
CIpUSAITb PO3YMiHHIO Bi/IOBiIHUX 3B’SI3KiB.

JlaHi 3 Tabs1. 17 mokasyTs, 10 9 3 32 3a/1yye-
HUX NpaLliBHUKIB BijyyBaJd HETOTOBHICTb CTaTU
Jigepamu. BogHodyac 7 3aJMIlaINCcA NepeBaXKHO
Heni/roTOBJIEHUMH, 9 Ma/IM HeUTpa/IbHI TOYyTTA
1110/10 JifilepcbKoi BifnoBiganbHOCTI, 2 6yJU YacT-
KOBO miAroroBJsieHi, i 5 Oy/iM NMOBHICTIO TrOTOBI
B3SITU Ha cebe JliiepChKi poui.

Table 17. Relationship between the Involvement in the Activity Process and Leadership/Reporting
Ta6smng 17. 38’130k Mix 3a/1y4eHicTIo y npoliec AisIbHOCTI Ta JIilepcTBOM /3BIiTHICTIO

Leadership/Reporting /
JlizepcTBO/3BiTHICTD

Parameter / Altogether /
ITapameTp -2.00 | -1.00 | .00 | 1.00 | 2.00 3arajiom
Involver‘qent in the act1V}ty process - Yes / 9 7 9 2 5 32
3asydeHicThb y npolec AisiibHocTi - Tak
Involver‘qent in the act1V}ty process - No / 13 8 6 5 2 34
3asydeHicThb y npoliec AistibHocTi - Hi
Altogether / 3araiom 22 15 15 7 7 66
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Table 18. Relationship between the Involvement in the Activity Process and Dreamer/Non-Dreamer
Ta6unsa 18. 3B’s130K MiXK 3a/1y4eHICTIO y MPoIiec AiIbHOCTI Ta MpiHHUKOM /HEMPIHHUKOM

Dreamer/Non-Dreamer /
MpiitHuk/HeMpiiHUK

Parameter / Altogether /
IlapameTtp -2.00 | -1.00 | .00 | 1.00 | 2.00 3arajiom
Involvement in the act1v¥ty process - Yes / 11 7 5 5 4 32
3asydeHicTb y nponec AisabHocTi - Tak
Involvement in the act1v¥ty process - No / 14 9 7 1 3 34
3asydeHicTb y nponec AisabHocTi - Hi
Altogether / 3arasiom 25 16 12 6 7 66

The data shows that 14 non-engaged employees
were not dreamers. At the same time, nine
mostly did not identify themselves as dreamers,
and seven remained neutral, with one partially
identifying and three fully identifying themselves
as dreamers. The research data revealed that
engaged workers view themselves as dreamers
more than non-engaged staff while showing
increased distribution toward partial or complete
dreamer identification. The distribution showed a
relatively even balance between dreamer and non-
dreamer identities, suggesting that workplace
engagement was not a reliable indicator for these
classifications.

Among 32 engaged employees, two experienced
high tension, but five felt moderately tense, nine
remained neutral, nine experienced low tension,
and seven reported zero tension (Tabl. 19). Out
of the 34 non-engaged employees, one worker
experienced high tension. However, six reported
moderate tension, ten stayed neutral, 12 felt
minimal tension, and five employees reported no
tension.

JlaHi MoKa3ywTh, 10 14 He3aJy4eHUX NpaLiB-
HUKIB He € MpiiHMKaMu. BogHoyac 9 mepeBakHO
He ifeHTUdiKyBasu cebe ik MpiHHUKY, a 7 3a/1U-
11aJINCA HEUTPaJbHUMH, 1 4acTKOBO Ta 3 MOBHi-
CTIO0 ifeHTUdiKYyBaiu cebe sAIK MpiHUKHU. [aHi
JOCIIJPKeHHA IOKas3aJ/y, 10 3a/lydyeHi mparnis-
HUKHU BBaXKalTh cebe MpiMHHUKaMU Oisiblie, HiXK
He3a/IydyeHi NpaliBHUKH, AEeMOHCTPYOYU MiJBU-
[IEHY CXUJIBHICTh /10 YaCTKOBOI a60 MOBHOI i/ieH-
Tudikauii cebe sik MpilHUKIB. Po3nojin nokasas
BilHOCHO piBHUU 06aJlaHC MiX iI€eHTHUYHOCTS-
MU MpPIMHUKIB | HEMPIMHUKIB, 10 CBIAYUTH NPO
Te, [0 3aJIy4eHiCTh HAa Po60OYOMY Miclli He GyJia
Ha/IiIHUM NMOKA3HUKOM /IJIs IIUX Kyiacudikariiil.

Cepep, 32 3any4eHUX NpalLiBHUKIB 2 BigdyBa-
JIU BUCOKY HaIpyry, 5 — moMipHy Hanpyry, 9 3a1u-
11aJIMCA HeMTpaJbHUMH, 9 BijdyBau HU3bKY Ha-
npyry, a 7 NOBiJOMUJIU NIPO BiZCYTHICTb HANIPYTU
(ta6u. 19). 3 34 He3asyuyeHUX NpaLiBHUKHU NpO-
JEeMOHCTPOBaHO, 10 1 npaniBHUK BiuyBaB BU-
coky Hanpyry. OfHaK 6 NOBiJOMUJ/IM PO IOMipHY
Hanpyry, 10 3aiumanuca HedTpaibHUMY, 12 Bix-
4yyBaJI1 MiHiMaJibHY, a 5 paniBHUKIB 3aCBiAYUIN
BiZICYyTHICTb HaNIPyTHU.

Table 19. Relationship between the Involvement in the Activity Process and Tension/No Tension
Ta6auna 19. B3aeM03B’130K MiX 3aJly4eHICTIO y Npoliec AifIbHOCTI Ta HasiBHICTIO/BiJiCyTHICTIO

HaIlpyry
HasABHicTb/BiACyTHiCTh HaIpyTU
(Presence/absence of tension)
3arajsiom
IlapameTp -2.00 -1.00 .00 1.00 2.00 (Altogether)
Sgnyqeﬂlch y mporiec 2 5 9 9 7 32
nmisipHOCTi - Tak (Yes)
3asyuenicTs y npouec 1 6 10 12 5 34
nmissipHOCTi - Hi (No)
3arasiom (Altogether) 3 11 19 21 12 66
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The Spearman’s correlation coefficient (.870)
demonstrated a strong negative correlation that
showed that employees participating more in
workplace activities displayed lower tension
levels. The statistical significance suggested that
employees’ participation in automated business
processes could lower workplace stress.

The analysis of the data from Tabl. 20
shows that workers who demonstrate higher
engagement showed better stress management
abilities because engaged employees exhibited
more relaxed behavior compared to those who
did not show engagement.
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KoeodinienT kopesnsnii Cnipmena (.870) npo-
JIeMOHCTPYBaB MOTY>XHUH HeraTUBHUH 3B’SI30K,
SIKM{ MOKa3aB, 110 NpaliBHUKHY, SIKi aKTHUBHille
6epyTh y4acTb y poOOYil AisAJIbHOCTI, 6 MOHCTPY-
I0Tb HWKYi piBHI Hanpyru. CTaTUCTHYHA 3HA4y-
LiCTh CBIUMTBb MpPO Te, L0 y4acTb NpaliBHUKIB
B aBTOMATH30BaHUX OGi3Hec-poIecax MoxKe 3HU-
3UTH CTPEC Ha PO6OYOMY MiCIIi.

AHnauiz maHux 3 Ta6J1. 20 mokasye, 110 npartiB-
HUKH, FKi IeMOHCTPYIOTh BHUILY 3aJIy4Y€HICTh, BU-
SIBUJIM Kpallli 3/[i6HOCTI 0 yIpaBJ/IiHHA CTPECcOM,
OCKUJIbKH 3aJly4€eHi NpaliBHUKHU J€MOHCTPYBaJIU
OiJIbII CMOKIMHY MOBEAIHKY MOPIBHAHO 3 THMH,
XTO He BUSIBUB 3a/Iy4€HOCTI.

Table 20. Relationship between the Involvement in the Activity Process and Tension in a Difficult

Situation / Relaxation

Ta6auna 20. B3aeM0o3B'I30K MiX 3a/y4eHICTIO y Mpolec AiJIbHOCTI Ta HANPyrow B CKJIAAHIN

cuTyalii / po3ciabyieHHAM

Tension in a Difficult Situation / Relaxation /
Hanpyra B ck/1agHii cutyanii /
Po3cia6ieHHs Altogether
Parameter / /
INapameTtp -2.00 -1.00 .00 1.00 2.00 3arasiom
Involvement in the activity process - Yes
/ 6 9 9 6 2 32
3asy4eHicTh y nponec AigabHOCTI - Tak
Involvement in the act1v¥ty process - No / 8 16 6 3 1 34
3asyueHicTb y nporec fistbHocTi - Hi
Altogether / 3arasiom 14 25 15 9 3 66

Spearman’s correlation coefficient showed a
.101 weak negative correlation between activity
process engagement and stress management, even
though engaged employees might not experience
better stress-relaxation abilities.

Tabl. 21 demonstrates how employee
participation in the activity processes influenced
their perceptions regarding persistence or
non-persistent behavior. The data showed that
many engaged and non-engaged workers did
not consider themselves persistent, yet engaged
employees demonstrated a somewhat higher rate
of complete persistence (7 out of 32) than non-
engaged employees (1 out of 34).
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KoeodinienT kopensuii CnipMeHa mokasaB
c1abky HeraTuBHy kopessunito (.101) mix 3any-
YeHHSIM y po6oui Npoliecy Ta ynpaBJiHHIM CTpe-
COM, HaBiTb NIOIPH Te, 110 3aJy4eHi NpaLiBHUKU
MOXKYTb He MaTH KpalUX HaBUYOK IOJOJIAaHHA
CTpecy.

Ta6u1. 21 AeMOHCTPYE, K y4acTb NpaliBHUKIB
y npoluecax AifiJIbHOCTI BIIMHYJIA HA IXHI CIpUU-
HATTS 11010 HAIloJIEIVIMBOI a60 HeHanoJIeIJINBOl
noBe/liHKK. /laHi Mokasasy, 1o 6arato 3ajyue-
HUX 1 He3a/lyyeHUX NpaLiBHUKIB He BBaKaJlu
cebe HamoJIEIVIMBUMH, MPOTe 3aJydyeHi mparliB-
HUKHU TNPOJIEMOHCTPYBA/IM [ielll0 BUIIUHN piBeHb
MOBHOI HanoJsierTMBOCTI (7 3 32), Hi*k He3aJIyueHi
(1334).
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Table 21. Relationship between the Involvement in the Activity Process and Persistence / Lack of

Perseverance

Ta6auna 21. B3aeMo03B’sI30K MiXK 3aJly4eHICTI0O y Mpolec AiJIbHOCTI Ta HamoJeryuBicTio /

BiZICYTHICTIO HaNOJIETJINBOCTI

Persistence / Lack of Perseverance /
Hanosiernugicts / BiacyTHicTb
HaInoJ1erJJUBOCTi Altogether
Parameter / /
IlapameTtp -2.00 -1.00 .00 1.00 2.00 3arasiom
Involvement in the activity process - Yes
/ 11 7 6 1 7 32
3any4deHicTb y nponec AigabHocTi - Tak
Involvement in the activity process - No
/ 13 10 7 3 1 34
3any4eHicTh y nponec AigabHocTi - Hi
Altogether / 3arasiom 24 17 13 4 8 66

The activity process engagement of employees
seems to lead to increased persistence perception,
demonstrating that active participants develop
higher confidence in their ability to stay the
course. The responses show variation, but
persistence seems to be affected by factors beyond
process engagement, such as personality traits,
motivational components, and external support
systems.

Tabl. 22 presents the regression model
coefficients, analyzing the relationship between
employee engagement in the activity process and
key independent variables.

Table 22. Regression model coefficients
Ta6auug 22. KoedinieHTH perpeciiiHoi Mmoaesti

3asyyeHicTb NpaliBHUKIB y MPOLEC AislJIbHOCTI,
WMOBIipHO, NPU3BOJAUTDH [0 MiJBUILEHHS HaMoJer-
JIMBOCTI, ZIEMOHCTPYIOYH, 110 AKTHUBHI YYaCHUKHU
po60o4oro Micist po3BUBaIOTh OiJIbIlly BIIEBHEHICTD
y CBOIM 3JATHOCTI JOTpuUMyBaTHcA Kypcy. Big-
MOBiZi MOKA3yIOTh BapiaTUBHICTH, IPOTE HA HAIIO-
JIETJIUBICTh BIUIUBAIOTh GaKTOPH, L0 BUXOASTH 3a
MeXi 3a/Iy4eHOCTi y Mpolec, Taki K 0COOUCTICcHI
pUcH, MOTUBALiHI KOMIIOHEHTH Ta CUCTEMHU 30B-
HIIIHBOI MiTPUMKH.

Tab6J1. 22 npepacTasisie KoedilieHTn MoaeJi pe-
rpecii, aHa/i3y1041 3B’s1I30K MiXK 3aJIy4eHiCTIO mpa-
LIBHUKIB y IpoLeC AigJbHOCTI Ta KJIIOYOBUMH He-
3a/I©)KHMMU 3MiHHUMU.

Non-standardized
coefficients /
HectanpgapTusoBaHi
KoeQinieHtn
Standardized
Standard error / Coefficients (Beta) / Importance
Model / B CranpapTHa CranaapTusoBaHi /
Mogaesb | Parameter NOMMJIKA Koedinientu (beta) T 3Ha4yIicTh
1 |(Constant)/ 1.452 273 5315  .000
(KoncTtanTa)
ASE / YBE .022 104 .032 212 .833
GOM / LICM -.061 .077 -.109 -791 432
E/E .039 .077 .066 .500 .619
BPO / BIIO .059 .083 .097 712 480
SASM / CCCY -.053 .068 -111 -779 439
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Note: a - dependent variable: IAP; IAP - involvement in the activity process; ASE - the ability to
show emotions; GOM - goal orientation and motivation; E - empathy; SASM - self-awareness and self-
management; BPO - business processes in an organization.

IpumiTKa: a - 3anexHa 3minHa: 3I1/1; 31/ - 3any4yeHicTb y npouec AisibHocTi; YBE - yMiHHA BU-
aBaATy eMolil; [ICM - uiziboBa cnpsamoBaHicTh Ta MoTtuBalis; E — emnarig; CCCY - camocBioMicTb Ta
camoymnpaBJiiHHs; BI1O - 6i3Hec-mpo1iecu B opraHisarii.

The regression model’s constant (B = 1.452, p
< .001) is statistically significant, indicating that
when all independent variables are held at zero,
the baseline level of IAP remains positive. The
independent variables fail to produce significant
statistical correlations with employee engagement
since their p-values remain higher than .05, thus
showing minimal predictive significance in this
model.

Thus, the model will look like this:

Koncranra momeni perpecii (B = 1.452; p
< .001) € craTucTUYHO 3HAYYIIOIO, IO BKa3ye
Ha Te, 110 KOJIU BCl HE3aJeXHI 3MIHHI YTpUMY-
IOThCSI Ha HYJIbOBOMY piBHi, 0a30BuUil piBeHb 3a-
JYYEHOCT1 y TpOIEC AiISIIBHOCTI 3aJIUIIAETHCS
no3uTUBHUM. He3anexxHi 3MiHHI HE BUSBIISIOTH
3HAUYIIUX CTaTUCTUYHMX 3B S3KIB 13 3aJydeHi-
CTIO MpAIiBHUKIB, OCKUIBKHU IXHI P-3HaUEHHS 3a-
JHMIIAIOThCA BUIUMH 32 .05, 110 CBIAYUTH IPO
MiHIMaJIbHY TPOTHOCTUYHY 3HAYYIIICTh Y I
MOZIEI.

Takum 4MHOM, MOZIETH Oy/Ie BUIVISAATH TaK:

JS=1.452+.022*ASE-.061*GOM+.039*E-.053*SASM+.059*BPO  (2)

Therefore, such parameters as the ability to
show emotions, empathy, and business processes
in the organization positively impact involvement
in the activity process.

Discussion

The study outcomes demonstrate how
scientific evaluation approaches contribute to
pharmaceutical organization development plans
(Reinhardt et al., 2020; Halwani, 2022; Do et al,,
2022). Research findings confirm that predictive
analysis achieved by scientific integration
with motivational strategies and adaptive
approaches generates exceptional performance
evaluations. Statistical evidence shows that the
jobEQ assessment tools; iWAM, COMET, and
VSQ, yield measurable outcomes that link to the
pharmaceutical industry’s key performance
indicators (KPIs), according to Vasilieva (2020).
Work attitude and motivational assessment
through iWAM enabled companies to improve goal
achievement and productivity, allowing them to
adapt better to organizational changes. Company
administrators employ JobEQ assessment tools to
predict employee conduct patterns that enable the
successful execution of their business strategies
(Merlevede, 2014; Larson et al., 2017; Merlevede,
2012). Consequently, these assessment tools
embedded in performance management systems
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OTxe, Taki mapaMeTpH, K 3[aTHICTb 10 BUSBY
eMoLil, emnarisi, 6i3Hec-npouecy B opraxisanii
[IO3UTHBHO BIJIMBAKOTh HA 3aJIY4YEHICTh Yy IIpoLec
IisIIbHOCTI.

Juckycisa

PesynbTaTu gocnigxeHHA AeMOHCTPYIOTh, 9K
HAYKOBI MiZIX0A X [0 OLLiHIOBAHHA CIIPUAIOTH IJ1a-
HaM pO3BUTKYy ¢apMaleBTUUYHUX OpTraHizawuii
(Reinhardt et al., 2020; Halwani, 2022; Do et al,,
2022). JlocrimkeHHs TiATBEPIKYIOTh, 1[0 MPO-
THO3HUM aHaJi3, JOCATHYTUH IIJIAXOM HayKOBOI
iHTerpanii 3 MOTHUBALiHHUMM CTpaTeriAMU Ta
alalTUBHUMM MiX0JaMU, TeHepyeE BUHATKOBI
OI[iHKM edeKTUBHOCTI. CTAaTUCTUYHI JaHi moO-
Ka3ylTh, 110 iIHCTPyMeHTH OLiHIOBaHHA jobEQ;
iWAM, COMET Ta VSQ, faioTh BUMIipHI pe3yJib-
TaTH, NOB'SI3aHi 3 KJ/WYOBUMH MOKA3HHKAMH
edpextuBHocti (KPI) dapmaneBTH4YHOI mpomuc-
JoBocti, 3rifHo 3 BacuibeBoro (2020). OniHto-
BaHHS CTaBJEHHS 0 Po6OTH Ta MOTHBaLii 3a
nomnomoroo iWAM 103BOJIMJIO KOMIIaHIiSIM IIO-
KpalUTHU JJOCATHEHHA Ljijiell | NpOAYKTUBHICTD,
JO3BOJIAIOYM IM Kpalle afanTyBaTUCA A0 opra-
HizalilHMUX 3MiH. AAMiHiCTpaTOpU KOMNaHIN BU-
KOPUCTOBYIOTh IHCTPYMEHTH OLiHIOBaHHS JobEQ
JIJ151 IPOTHO3yBaHHA MO/ieJiel MOBeJiHKY NpalliB-
HUKIB, 1[0 3a6e3Me4ye ychillHe BUKOHAHHS iXHiX
6isHec-cTpaTeriii (Merlevede, 2014; Larson et al,,
2017; Merlevede, 2012). Otxe, 1i iHCTpyMeHTH
OL[IHIOBAHHS, IHTErpOBaHi B CUCTEMH YIIPABJIiHHSA
epeKTHBHICTIO, TPOIMOHYIOTh KOMIAHIAM CTiHKi
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offer companies enduring competitive benefits by
maximizing workforce potential.

Results from COMET/EQ tests demonstrate
that emotional intelligence serves as the backbone
for fostering workplace relationships and building
constructive organizational climates. Workers
who exhibited superior emotional intelligence
abilities showed enhanced skills in stress
management, interpersonal interactions, and
teamwork development. Performance assessment
systems supported by emotional intelligence
tests show promise, as test results impact both
job performance and overall business outcomes
(Basu et al,, 2011; Radha et al., 2024; Situngkir,
2024; Tenschert et al, 2024). Organizations
develop superior leadership development
systems with better talent management strategies
through performance assessments that measure
emotional intelligence competencies.

Study findings support the original hypothesis
that organizational assessments become more
accurate when they rely on scientific evaluation
methods to deliver better results. The JobEQ
assessment method demonstrates capability in
evaluating motivational elements, adaptation,
and work attitude aspects because these factors
directly affect organizational performance goals
(Tasoulis et al, 2024). These findings confirm
that pharmaceutical industries need customized
assessment methods since their business
operations remain under strict external regulatory
oversight. Implementing assessment methods
that evaluate workforce alongside organizational
cultures helps organizations identify broader
perspectives of workforce limitations and
strengths within their performance evaluation
system. The evaluation procedure enables
businesses to launch structure projects for
workforcedevelopment,improvementofemployee
engagement, and organizational flexibility
(Grover et al., 2016). The studies underscore that
organizations need a unified approach that links
performance evidence to their core strategic
direction. Organizations reach their extended
strategic targets through deliberate initiatives
measuring employee performance components of
motivation, adaptation, and emotional intelligence
(Truss et al., 2013). Therefore, findings from this
research will serve as a foundation for academic

ISSN 2664-6005
588

insight.stateuniversity.ks.ua

Marta Abdykalikova
Gulden Aikinbayeva

KOHKYPEHTHI [lepeBarv, MakCUMi3yl04M MOTeHIi-
a1 po60o40i CHUJIH.

Pesysnpratu TectiB COMET/EQ nmeMoHcTpy-
I0Th, 1[0 €MOLIIHHUN IHTEJIeKT CIYTye OCHOBOIO
JIJIS1 PO3BUTKY BiTHOCMH Ha Po60OYOMYy MicIi i
no6y/I0BM KOHCTPYKTUBHOIO OpraHisaniiiHoro
kJiMaTy. [IpaliBHUKY, SKi BUSBUJIW BUIIIi 3/1i6HO-
CTi eMOIiiHOTO iHTEJIEKTY, MOKa3aJJu NoKpalleHi
HaBUYKH YIIPaBJIiHHS CTPECOM, Mi>KOCOOUCTiCHOT
B3a€EMO/Iii Ta pO3BUTKY KOMaHAHOI po6oTH. Cuc-
TEMHU OIiHIOBaHHA ePEeKTHUBHOCTI, MiJKpineHi
TeCTaMHU eMOIiMHOT0 iHTeJIeKTY, € MepCueKTUB-
HUMH, OCKIJIbKM pe3yJbTaTU TeCTiB BIJIUBAIOThb
sIK Ha ePeKTUBHICTh POGOTH, TaK i HA 3arajbHi
JnocsarHeHHs 6i3Hecy (Basu et al,, 2011; Radha et
al,, 2024; Situngkir, 2024; Tenschert et al., 2024).
Opranizamnii po3po06JIAITb Yy0Bi CUCTEMU PO3-
BUTKY JIilepCTBa 3 KpalllMMU CTPAaTErisAMU yIIpaB-
JIIHHSl TaJlaHTaMHu 4epe3 OIiHKy edeKTHBHOCTI,
110 BUMIpIOE KOMIIeTeHIil eMOI[iiHOTO iHTeJseK-
Ty.

PesysnbTaTu focaifKeHHS NiATBEPAXKYOTh M10-
YaTKOBY rilnoTe3y Npo Te, 110 OpraHisaliiiti oiin-
KU CTal0Th TOYHIIIMMHU, KOJIU BOHU NOKJIaAAl0ThCs
Ha HayKOBi METO/IU OL[iHIOBaHHS JJ1Fl 0CATHEHHSA
Kpalux pe3y/abraTiB. MeTo oliHOBaHHS JobEQ
JeMOHCTPY€E 3JaTHICTb OLIiHIOBAaTU MOTHBALlilHi
eJIeMeHTH, aJjalTallilo Ta aCeKTH CTaBJIeHHS 10
POGOTH, OCKIJIbKM 1Ii paKTopu 6Ge3nocepesHbo
BIJIMBAIOTh Ha Lijii opraHizaliiHoi ebeKTUBHOC-
Ti (Tasoulis et al., 2024). 1li pe3yspTaTH NigTBEp-
JOKYIOTb, 10 ¢$apMaleBTHYHIA MTPOMHUCI0BOCTI
noTpi6bHi crneniasizoBaHi MeTOAU OIiHIOBAaHHS,
OCKIJIbKY IXHi 6i3Hec-onepallii 3a/JUIIaThCs Mmif,
CYBOpPHUM 30BHIIIHIM peryJasaTOpPHUM Har/soM.
YnpoBaipkeHHsSI MEeTO/iB, 1110 OILiHIOIOTh POOOYY
CUJIy TIOpS/J] 3 OpraHi3aliiiHo0 KyJbTypoO1o, A0T0-
Marae€ opraHisaiisiMm BU3Ha4YMTH LIKPIIII epcrek-
THUBU 0OMeXeHb | CUJIIbBHUX CTOPiH po6040i cuIn
B ixHiM cucTeMi oniHloBaHHS epeKTUBHOCTI. [Ipo-
1eaypa OLiHIOBAaHHS [03BOJISE MiANIPUEMCTBAM
3alycKaTH CTPYKTYpHI NPOEKTH AJISI PO3BUTKY
po6040i cKH, TOKpaleHHS 3aJy4eHOCTi npariB-
HUKIB Ta opraHisanifinoi ruyukocTi (Grover et al.,
2016). [locnipkeHHS MiAKPECTO0Th, 1110 OpraHi-
3alifM NoTpibeH €AMHUN MiAXiJ, AKUH MOB’A3y€
JloKa3u ePeKTHUBHOCTI 3 IXHIM OCHOBHUM CTpa-
TeriyHMM HanpsaMKoMm. Opranizanii gocsaramoTb
CBOIX PO3IIMPEHHUX CTPATETiuHUX 1jijied 3a A0TO0-
MOTOI0 IJIAHOBAaHHUX iHIlliaTUB, 10 BHUMIpPIOIOTh
KOMIIOHEHTU ePeKTHUBHOCTI MpaliBHUKIB: MOTH-
Ballilo, aflanTaiiito Ta eMouiiHu# iHTenekT (Truss
etal., 2013). Tomy pe3yabTaTH bOTO AOCHiKEH-

Creative Commons Attribution 4.0
International (CC BY 4.0)



The Incorporation of Employee Performance Appraisal
into Organizational Development Strategies

research development and practical knowledge
advancement, leading to improved evaluation
techniques for current business operations.

However, despite the positive results, the
research study recognized several weaknesses in
present assessment approaches. The predictive
value of the Values Systems Questionnaire (VSQ)
showed inconsistent results between different
organizational  settings despite providing
meaningful employee value orientation and
workplace behavior assessment. The existing
issue in VSQ assessment warrants modifications
to improve its capacity to understand multiple
organizational structures and environmental
market factors affecting employee performance.
The alignment of inconsistencies related to value-
based assessment practices must be resolved
for these procedures to efficiently contribute to
strategic workforce planning.

Conclusion

This research demonstrates that combining
scientific performance assessment methods
with development strategies through jobEQ
tests produces better evaluation accuracy and
successful results for organizations. These findings
show the necessity of continuing to develop
these assessment instruments to work well
within different business settings. The research
has established significant scientific findings
demonstrating why performance assessment
methods based on science require integration with
organizational development plans. These findings
demonstrate the importance of motivation
and adaptation combined with work attitude

for improving individual and organizational
performance, specifically in pharmaceutical
organizations. Therefore, organizations that

develop context-sensitive evaluation methods
will maximize workforce potential and achieve
continuous success even in today’s competitive
landscape.

Validation of JobEQ Tests for Performance
Evaluation. The study demonstrates how jobEQ
tests effectively measure important employee
attributes using the Inventory for Work
Attitude & Motivation (iWAM) and COMET/EQ
measurements. The tools show high predictive
power for matching employee conduct to
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HA CIYyTyBaTUMYTb OCHOBOIO /I PO3BUTKY aKa-
JeMIiYHUX AOCHIIKEeHb 1| PO3BUTKY NPaKTUYHUX
3HaHb, 10 NpHU3BeJie [0 MOKpalleHHS MeTO/iB
OI[iHIOBaHHS /151 Gi3Hec-oneparin.

OfHak, He3BaXKal0UM Ha TMO3UTUBHI pe3yJb-
TaTH, AOC/I/PKeHHs BUSBUJIO KiJbKa CIa0KHUX
CTOPiIH y Cy4daCHUX MiXoAax /A0 OILIHIOBAaHHS.
[IporHocTryHa IiHHICTD “ONUTYBaJIbHUKA CHC-
TeM I1iHHocTel” (VSQ) mokasasia HeMoOCJiI0BHi
pe3yJbTaTH B pi3HUX OopraHisaniiiHux cepej0BU-
112X, He3Ba)Kal0YM Ha HaJlaHHSA 3HA4yIoi OLiHKHU
LiHHICHOI Opi€eHTalil MpaliBHUKIB Ta NOBEJIHKU
Ha po6o4omy Micni. HassBHa mpo6JsieMa B o1iHI0-
BaHHi 3a gonomoroio VSQ Bumarae Mogudikaiin
JIJ1s1 TIOKpallleHHs1 WOoro 3[aTHOCTI BpaxoBYBaTHU
YHCJIeHHI opraHisalliiiHi CTPYKTypu Ta ¢akTo-
PU PUHKOBOTO CEpeJOBUINA, 110 BIJIMBAIOTh Ha
epeKTHUBHICTb NMpaliBHUKIB. Y3ro/pKeHHsI HEeIoc-
JIIIOBHOCTEMH, MOB’'sI3aHUX i3 MPAKTUKOI OI[iHIO-
BaHHS Ha OCHOBI I[iIHHOCTEH, Ma€ 6y TH BUpillleHE,
106 1i npoueAypy epeKTUBHO CIIPUSJIM CTpaTe-
riYHOMY IJIaHYBaHHIO p060Y0i CHJIH.

BHCHOBKH

Hame pocnifP)keHHS AEMOHCTPYE, L0 MOEJ-
HaHHS HAYKOBUX METO/[iB OLliHIOBaHHS e(peKTUB-
HOCTI 3i cTpaTeriiMyd PO3BUTKY 3a JONOMOIOI0
TecTiB jobEQ 3a6e3neuye Kpally TOYHICTb OI[iHIO-
BaHH{ Ta yCHilIHI pe3y/ibTaTH JJis1 opraHisarii.
li pe3y/ibTaTH NOKa3yOTh HEOOXiIHICTb MPOIOB-
>KEHHS PO3BUTKY LUX iIHCTPYMEHTIB OL[iHIOBAaHHA
Jis1 eGeKTUBHOI po6OTH B pi3HUX Gi3Hec-cepe/o-
BU1ax. JlocaikeHHsSI BCTAHOBUJIO 3HA4YILi Hay-
KOBi BUCHOBKH, 1110 IEMOHCTPYIOTh, YOMY MeTOA
OlliHIOBaHHS epeKTHUBHOCTI, 3aCHOBaHi Ha Haylli,
NoTpebyIOTh iHTerpalii 3 nJjaHaMu opraHisanii-
HOro poO3BUTKY. L|i pe3ynbTaTu AEMOHCTPYIOTH
Ba)KJIMBiCTh MOTHBAllil Ta afganTallili B MoeJHaHHI
3i cTaBJI€HHAM /10 pOOGOTH JJis MOKpallleHHs iH-
JUBIiyasibHOI Ta opraHisalniiiHol edbeKTUBHOCTI,
30KkpeMa y ¢apMalleBTUYHUX OpTraHisaliax.
OTxe, opratisaliii, siki po3po6JisiloTb KOHTEKCT-
HO-YyTJIUBI METOAM OLLiIHIOBAHHS, MAaKCUMI3yIOTh
NoTeHLial po6oyoi CUIM U JOCATHYThb CTaJI0TO
yCHiXy HaBiTb Yy Cy4aCHOMY KOHKYpPEHTHOMY ce-
pe/loBUILLI.

Ilepesipka mecmie JobEQ dasa oyiHku npo-
dykmueHocmi. JlocaimkeHHsT JIEMOHCTPYE, {K
TecTd jobEQ edeKTHUBHO BUMIpIOIOTH Ba*KJHBI
SIKOCTi CHiBpOOGITHUKIB, BUKOPUCTOBYIOYU iH-
CTPYMEHT [1J11 BU3HAYEeHHS pPo60Y0ro cTaBJeHHs
Ta MotuBalii (iIWAM) i BumiproBanus COMET/
EQ. [HCTpyMeHTH JeMOHCTPYIOTb BUCOKY IIpO-
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organizational targets, establishing them as
essential for human resource performance
assessment and strategic management.

Critical Role of Motivation, Adaptation, and
Emotional Intelligence. The findings emphasize
the significance of motivation, adaptation, and
emotional intelligence as core factors influencing
employee performance (Rosyafah and Pudjowati,
2024). High scores in these areas were strongly
correlated with improved productivity, better
alignment with organizational objectives, and
enhanced workplace interactions. These results
highlight the need for organizations to prioritize
the assessment and development of these
attributes to foster a more engaged and effective
workforce.

The assessment methods need adaptation
based on specific organizational environments.

The Values Systems Questionnaire (VSQ)
shows different results when used in various
organizational  settings, so  organizations

require customized assessment tools. Strategic
workforce development receives support from
this assessment method because it delivers
precise evaluation results based on context to
help organizations make better decisions about
their employees. Evaluation methods need
customization based on organizational needs
because particular internal and external elements
affect their performance.

Strategic Integration of Performance
Evaluation with Organizational Development.
The research demonstrates that organizations
will benefit most by integrating evidence-
based assessment systems with their strategic
development approach. Organizations that align
their assessments with strategic goals can find
areas for development to direct training resources
to create improved performance. Pharmaceutical
firms with high performance management
requirements can derive substantial advantages
from integration, driven by the fast-paced market
dynamics and intricate operational settings
(Aguilera et al., 2023). Consequently, a strategic
approach to workforce performance assessment
is vital for the prosperity of pharmaceutical
companies in forward-looking operations.

These results create practical implications
because they demonstrate the potential
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THOCTUYHY CUJYy [JJS Y3TOJ)KeHHs IOBeJiHKHU
npalniBHUKIB 3 opraHizanilHUMHU 1[iJIIMH, L0 PO-
OUTH IX HEOOXIIHUMHU [1J151 OLiHKH e(eKTUBHOCTI
po6OTH JIIOACbKUX pecypciB Ta cTpaTeriyHoro
yIpaBJiHHA.

Kpumuyna poas momueayii, adanmayii
ma emoyiiiHo2o iHmeaekmy. Pe3ynbTaTu mij-
KpeCJIITh BaXJ/JIMBICTh MOTHUBaLl, afanTaLii Ta
eMOIIiIHHOTO IHTeJIeKTY SIKk OCHOBHUX (aKTOPIB,
110 BIIJIMBAIOTh HAa NPOAYKTUBHICTD IpaljiBHUKIB
(Rosyafah and Pudjowati, 2024). Bucoki ouiHku B
nux chepax 6yaM CUIbHO NMOB’s3aHi 3 miJiBUIlle-
HOI0 NPOAYKTHUBHICTIO, KpalOI Y3rOJKEeHiCTI0
3 OpraHizalilHUMU LJIIMH Ta MOKpallleHUMU
B3a€EMO/IisIMU Ha po6odomy Micui. i pesysabraTu
NiJIKPeCa0I0Th HeOoOXiAHICTh /il opraHizanin
NpiOpUTU3YBATH OLIHKY W PO3BHUTOK LIUX Xapak-
TEPUCTUK, 106 CIOPUATHU OiJNbll 3ajydyeHil Ta
epeKTUBHIN poboyili cuJIi.

Memodu oyiHlweaHHs1 nompeGyloms adan-
mayii 3asexcHO 8i0 KOHKpemHUX Op2aHi3a-
yiiiHux cepedosuuy. “ONUTYBaJILHUK CHUCTEM
ninHoctei” (VSQ) mokasye pi3Hi pe3ysbTaT npu
BUKOPUCTAHHI B Pi3HUX OpraHizalilHUX YMOBax,
TOMY OpradisalisM notpibHi crnernianaizoBaHi iH-
CTPyMeHTH OlLiHI0BaHHA. CTpaTeriyHui po3BHU-
TOK po60Y0i CUJIU OTPUMYE NiTPUMKY BiJ LIbOTO
MeTO/y OLLIHIOBAaHH{A, OCKIJIbKU BiH HaJa€ TOYHI
pe3y/bTaTH OLIHIOBAaHHA Ha OCHOBI KOHTEKCTY,
1106 JOMOMOI'TH OpraHisalisgsM NpuiMaTH Kparii
pillieHHs W00 CBOIX MpaliBHUKIB. MeToau oui-
HIOBAHHS NOTPeOYIOTh Ha/lAIITYBAaHHS Ha OCHOBI
opraHizaliiHuX mnoTpe6, OCKIJIbKA KOHKpPETHI
BHYTPpILIHI K 30BHILIHI eJleMeHTH BIJIMBAIOTh HA
iXHI0 epEeKTHUBHICTb.

CmpameziuHa iHmezpayia oyiHku ediek-
mueHocmi 3 opzaHizayiiiHum po3zeumkom. Jlo-
CJIPKeHHd N0Ka3ye, L0 OpraHi3alil oTpuMaloTh
HaWGi/NbIYy BUrOAY, iIHTErpy4Yd CUCTEMH OI[iH-
KU 31 CBOIM CTpaTeriyHuM miAXo[0M [0 PO3BUT-
Ky. Opranisanii, fiki y3rozKyrTb CBOi OLiHKH 3i
CTpaTerivHUMU LiJIIMH, MOXYTb BUSBUTH chepH
JL1s1 PO3BUTKY, 1106 COpsSIMyBaTH pecypcu Ha Ha-
BUYaHHS JJ151 IOKpalleHHs NPOoAYKTUBHOCTI. Pap-
MalleBTUYHI KOMIIaHil 3 BACOKMMH BHUMOTaMHU 10
yIIpaBJaiHHA NPOAYKTUBHICTIO 3HAYHO BUTPAIOTh
BiZl iHTerpauil 4yepes LWIBUAKY JUHAMIKy PUHKY
Ta CKJIaJiHi oneparlilidi cepegoBumia (Aguilera et
al,, 2023). OTxe, cTpaTeriyHa olliHKa TPOAYKTHUB-
HOCTi po6040i CU/IM € BUPIIIAJIBHOIO JJIS YCIIiXY
dbapMaleBTUYHUX KOMIIaHIN B olepalisax, opieH-
TOBAaHUX HA MalOYTHE.

[[i pe3ysbTaTH MarwTb NPAaKTU4YHI HACJIiJKH,
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to reshape how organizations implement
performance evaluation systems and employee
development methods. Organizations employing

scientific assessment approaches in their
strategic frameworks gain better employee
understanding, which helps them improve

leadership and preserves competitive advantages.
This study offers empirical backing that adds
to human resource management knowledge
about integrating psychological and behavioral
assessments into strategic planning for improved
performance evaluation effectiveness.
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OCKIZIBKM BOHM [€eMOHCTPYIOTh IMOTEHIL{iaa JJsd
3MiHM CrMOCO6y BNPOBA/KEHHSI CHUCTEM OLIHKH
NPOAYKTUBHOCTI Ta METO/iB PO3BUTKY CITiBPOGIT-
HUKIB B opradisaniax. Oprani3auii, ki BUKOpH-
CTOBYIOTb HAYyKOBI MNiXOAU [0 OLIHKH Yy CBOIX
CTpaTerisix, Kpalle po3yMilOTh CHiBPOOITHHKIB,
IO J0TIOMara€e MOKpaIUTH JiiJlepcTBO Ta 36e-
perTu KOHKypeHTHIi nepeBaru. Lle gocaimpkeHHda
NPOIOHYE EMNIPUYHY NiTPUMKY, L0 JOTNOBHIOE
3HAaHHA 3 YIpaBJiHHA JIIOJCbKMMHU pecypcaMu
[0/10 IHTerpanii ICUX0JIOTIYHUX | MOBEAIHKOBUX
OLIIHOK y CTpaTeriyHe IJIAHYBaHHA [JJid MOiJIBU-
IeHHsI eeKTUBHOCTI OI[iIHKU NMPOYKTUBHOCTI.
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Appendix
JoaaTok

JobEQ test

A. This test consists of 40 statements. Each statement has 5 possible endings.

B.
C. Where:

1 means “this is the most like me”
5 means “this is the least like me”

Order the endings of these statements with the numbers 1, 2, 3, 4 and 5.

use the 3 other numbers to indicate your order of preference in between.

D. Order the endings. Do not duplicate numbers.

E.
blanks.

0. At work, I like to:

2. be together with others

1. Keep alert to problems

4. stay busy

3. think

5. obtain good pay.

Check whether you have given a different number to each ending. Make sure you haven’t left any

1. Atwork, a person should:

be useful
be the first to start projects wait for others to start
organize effectively
think clearly.

2. Atwork, I like to:

achieve the outcome
be responsive initiate tasks
avoid problems
observe the systems.
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3. Atwork, one should be rewarded for:
finding problems
deciding for oneself
reaching the goals
doing what others ask
having the information.
4. Atwork, a person needs to:

INSIGHT

The Psychological Dimentions
of Society

have a range of options know their own standards for

success

follow the proven procedures
get feedback

receive their money.

5. Atwork, [ know a task is well done when:

itis the same as before
the procedure is followed

alternatives are found

it is better than before

a new way is found.

6. Atwork, I would like tasks where I:
maintain my personal concentration
perform precise sequences
keep active

interact with others
manage big projects.

7. Atwork, [ am good at:
new assignments
recognizing the big picture
improving results

what | have done before
certain specific tasks.

8. At work, I like to:

work with people
be emotionally separate
be responsible for the work
be part of the team
be emotionally close to others.

9. Atwork, [ want to:

be around people
be productive
share responsibility
maintain responsibility
be alone.

10. Atwork, on a new task, I want to:
organize the resources
avoid problems

start working as soon as possible achieve the outcome

understand the task.
11. Atwork, I like tasks where I:
have other people around
find alternatives
follow procedures
can keep on schedule
work alone.
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12. At work, I like to:
be around people
work with the big picture have the information
work without interruption
have specific tasks.
13. At work, a person should:
stick to the facts without emotion
keep working on the tasks be sensitive to the emotions
behind the words
make sure things are thought through
plan the work structure.
14. At work, a person needs to:
remain active
have sole responsibility for the work
be responsive
share the responsibility with others
initiate.
15. Atwork, [ am best when I:
am working alone
know the processes & systems
avoid problems
am working around other people
am reaching the goals.
16. At work, a person should:
find new ways
maintain responsibility
perform the same as before
distribute responsibility
improve the old ways.
17. Atwork, I like to:
get information
decide for myself
know where the money goes
get feedback
know the physical & organizational layout.
18. Atwork, I like to:
improve results
be patient and persistent
initiate projects
do what I have done before
get new assignments.
19. At work, I want to:
decide for myself
keep the tools in good shape
__do what others ask
__work on big projects
perform precise sequences.
20. Atwork, I am best when I:
am emotionally close to others
am finding possibilities
am following the proven procedures
get good money
can focus on the work content.
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21. Atwork, a person is supposed to:
follow the rules as [ would
NOT care about other people
be the worker the company needs remember the past
do it their own way.
22. Atwork, I am convinced because of what I:
see happening
hear from others
experience now
read in reports

do myself.
23. Atwork, I understand a new task: after examples
once | know what the future will
bring

before the first example is completed

with consistent performance after some time.

24. At work, I am best when:
[ am in place
[ have the information
the systems are functioning
[ know the schedule
[ have plenty to do.
25. At work, the best rules of conduct would be:
tailored for each person
clearly defined
planned for
the ones [ would follow anyway non-existent.
26. At work, I recognize good performance in others when I: work beside the person
hear good comments from others see their results
remember their work
read the production reports.
27. Atwork, I am confident about new people:
when we plan the future
immediately
after consistent results
after examples of results
after some time.
28. Atwork, it is important to:
be successful
know the instruments of your
work
understand the processes around
you
be the one in control
be liked by others.
29. Atwork, I would like to start projects:
by clarifying ideas
by making sure about the money
by doing tasks
by making sure about the people
by building structure.
30. Atwork, I am happy when:
the tools are good
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others like me

others do what [ know is right

am in the right location

others admire my achievement.

31. Atwork, a person is supposed to:
follow the rules as [ would

not get in my way

do what is expected

attend to what needs to be done
now

do it by their own rules.

32. Atwork, I am convinced because
of what I:

see for myself

anticipate

hear from the others

read in the reports

can do myself.

33. Atwork, I understand a new task:
after a few times

instantly

with continuous performance

in a little while

because of the past.

34. Atwork, with a new task I want to:

get paid fairly

meet the people

know the locations

keep to the schedule.

check all the tools and instruments.

35. Atwork, the best rules of conduct would be:

based on past experience

adaptable

what the boss wants

normal conduct
non-existent.

36. Atwork, [ recognize others are good when [:
compare to how I do the task hear them talk about their work
experience their work

see them work
read their reports.

37. Atwork, I am confident about new people:
quickly
based on what is happening
after consistent performance

after a few times
after a while.

38. Atwork, it is important to:
keep busy

control

succeed

focus on the people

be accepted as a member of the team.
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39. Atwork, it is important to:
take care of other’s feelings
be on time
know the right information take care of the tools
use the systems.
40. Atwork, I am happy when:
others look up to me
[ am in a good location
others recognize my achievement others want to be with me
[ am on time.
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