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XapakTep B3aMMOCBA3M 0COOEHHOCTEN fA-KoHLenuui n
NPUTA3aHWI CTYAEHTOB-NCMXONIOTOB

LWymuxuna A.B.

B cmamee npednoxeHo pazpabomaHHoe asmopom onpedesieHue NOHAMUS «Npu-
mA3aHue», 0NUCaH KOMNJIEKC yCmoUyYu8bix Xapakmepucmuk Npums3aHus u4HoCmu.
MpusedeHsl pe3ysibmamsl SMNUPUYECKO20 UCCIe008AHUS HANPAB/IEHUS, CUJTbl U 3HA-
Ka 83aumocgszeli Mexdy KoMnieKcom ocobeHHocmel A-KoHYyenyuu u NpuMs3aHus
CMyOeHmMOo8-NCUX0/10208.

Knroyeeble cnoea: A-KoHyenyus, npumssdaHue IU4HOCMU, 83dUMOCBA3b.

B npepplaywimx pabotax [4, 5] Hamu pacKkpbiBanmcb 1 JOKa3blBaNMCh NMOMOXKEHMWSA O
HaIMuMK B3anMOCBsA3el Mexay XapakTepucTrkamm A-KoHUenuum 1 NpuTasaHna nuy-
HOCTW Ha MaTepurane NPoBeAeHHOro aBTOPOM TEOPETUKO-IMMNPUYECKOro 1ccneso-
BaHuA. Llenb HacToALeln cTaTby — BbIABUTb HanpaBsfieHWe, CUY U 3HaK B3aMMOCBA3el
MeXay KOMMIeKcom ocobeHHOCTeln A-KOHLUENLUn 1 NpUTA3aHNA TNYHOCTU.

B ocHoBe npepacTaBnaemMoro nccnefoBaHUA NEXMT TEOPETUYECKOE NONOXKeHVEe O
HaJIMuMM PasNnNUHbIX TPAKTOBOK MOHATUA «MPUTA3aHKe», KOTopble NO3BONAIOT Bblae-
NUTb LeneBoil, NOTPe6GHOCTHO-MOTUBALMOHHBIW, TIMYHOCTHO-ANCMO3MLMOHASNIBHBIN 1
OL€HOYHbIV acneKTbl U3yyeHuA npuTasaHua [4]. NputasaHme NMYHOCTN Mbl MOHMMaEM
KaK MOTVBaLMOHHO-LIeNeBOe IMYHOCTHOE 06pa3oBaHue, NPosBAsIoLLIeecs B CTpeme-
HUW K AOCTUXKEHMIO CYObEKTVBHO NPYEMIIEMOTrO pe3yribTaTa B 3HaUMMBbIX Chepax Xu3-
HefeAaTeNbHOCTY.

MpuTtA3aHMe Kak NMUHOCTHOE 06pa3oBaHNe XapakTepu3yeTca no pagy ycronuu-
BbIX NPU3HAKOB, KOTOPble MOXHO Pa3feNiuTb Ha OCHOBEe MpefACTaBlEHUI O XapaKTe-
pucTukax noboro cMcTeMHOro o6beKTa Ha MPOCTPAHCTBEHHbIE, BPEMEHHbIE, NHTEH-
CUBHOCTHbIE 1 MHOPMaLMOHHbIE. [POCTPaHCTBEHHAA XapaKTepUCTKa NPUTA3aHNA
KOHKPEeTU3MPYeTCcA B COAePKaHUM NPUTA3aHNA, BKIIOYAIOLEM Xenaemble CyObeKTuB-
HO Npuemnemble JOCTMPKEHUA, Ha KOTOPble HaLeneHa MMYHOCTb B 3HaUMMbIX cdepax
XKU3HELeATENbHOCTU. BpemMeHHasn xapaKTepucTrKa NpUTA3aHNA SMIUPUYECKM NPOAB-
NSAETCA B NPeAnosiaraeMbiX BPEMEHHbIX 3aTpaTax HE0OX0AMbIX Af1A AOCTVXKEHWSA nae-
anbHOW Lenw, ynoBneTBOPEeHNs NoTPebHOCTH, BbIXOASALLEN 3a Npelesibl akTyanbHO
cuTyauun. IHTEHCMBHOCTHAsA XapaKTepUCTKa BOMJIOLLAETCA B KOJIMYECTBE MOMbITOK,
npeanpuHYMaeMbix Cy6beKToMm Ana peanusauuy nputasaHnsa. MHpopmaumnoHHas xa-
paKTepuCTVKa NPUTA3aHUA NPOABAAETCA B CTENEHW AeTaNn3MpoBaHHOCTY BeayLIero
cofiepKaHusa NPUTA3aHKA.

YpoBeHb NpuTA3aHWiA NpeacTaBisaeT cobol CTepeoTUn TakTUKKM LienernonaraHms
[1], xapaKTepHbI A1 MIMYHOCTY U SMIMPUYECKN GUKCMPYEMbI B CUTYaLMM NCUXONO-
rmyeckoro skcnepumeHTa. OH NpoABNAETCA Yepes NapamMeTpbl BbICOTbI, yCTOMYMBOCTY,
apekBaTHOCTU. DakTUYeCKN YpPOBEHb NPUTA3aHWI pacCMaTpUBaeTCA Kak CUTyaTUBHOe
NpoABNeHNE NPUTA3AHUA IMYHOCTN.
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fl-koHUenuus NOHMMAETCs HaMK KaK cMcTeMa npeacTaBieHunin yenoseka 060 Bcex
BO3MO>XHbIX MPOABIEHUAX Ce65, CONPAKEHHBIX C SMOLMOHANbHO-LEHHOCTHBIM OTHO-
LIeHneM, SMNNPUYECKM U3yyaemas Yepes KOMMIEKC NPOCTPAaHCTBEHHbIX, BPEMEHHDIX,
WNHTEHCMBHOCTHbIX, MHGOPMALMOHHbBIX XapakTepucTuK [2].

MpeameToM HacToALLEro NCCNefoBaHNA BbICTYMaeT B3aMocCBA3b A-KoHuenumn (ee
KOHKPETHbIX XapakTepUCTUK) 1 XapakTepuCT1K NpUTA3aHma nnyHocTu. Lienbto nccnepo-
BaHVIA BbICTYMNWNO U3yYeHre CofepaHnaA N XapaKTepUCTUK NPUTA3aHNA CTYAEHTOB B CBA-
311 c 0ocobeHHOCTAMY KX A-KOHLeNUMK. 115 NpoBepKy BbIABMHYTa CllefytoLas rmnoTesa: B
3aBUCMMOCTM OT BMAQ A-KOHLENUUM MEXAY XapaKTePUCTMKaMM MPUTA3AHUA IMYHOCTU 1
A-KoHLEeNLMY MOTYT ObITb BbleNeHbl B3aVIMOCBA3Y Pa3fIMYHOIO HanpaBneHw s, CUlbl U 3HaKa.

MeTogbl uccnegoBaHMA: CaMOOMUCAHMA U UX KOHTEHT-aHaNN3; aHKETUPOBaHMWe; NCK-
XOJIOTMYECKUI SKCNEPUMEHT; NCUXONOrMUYEeCKoe TeCTUPOBaHUE; paKTOPHbIN 1 perpec-
CMOHHbI aHANN3, KpUTePUM HEMAPaAMETPUUECKON CTaTUCTVKI. B KauecTBe 06beKTa UC-
CneloBaHUsA BbICTyNWv BepbanbHble Bepcumn camoonucanuii 111 ctygeHToB 1-2 Kyp-
coB ncuxonorunyeckoro dakynbreTa. Bbibop pecnoHAeHTOB 06yCNOBNEH, C OAHOW CTO-
POHbI, 0COBEHHOCTAMM BAMAHUA CTagun NPodecCUOHaNbHOro CTaHOBNEHUA Ha Y-
HoCTb [2, 3]; c Apyrow cTopoHbl, ocobeHHoCTAMY HyayLiel Npodeccmmn NCUXonora, opu-
eHTupyloLleli cybbeKTa Ha pednekcuto.

Ha ocHoBe BepfyLero cogepaHua BepbanbHbIX CamoonmncaHuin (no pesynsratam
$aKTOpHOro aHanmsa) BblgeneHbl 4 rpynnbl PECNOHAEHTOB, OTANYAOLWNXCA onpeae-
NEeHHbIM BUAOM A-KOHLeNLMU 11 COOTBETCTBYIOLLMMY OCOOEHHOCTAMM NPUTA3aHNA NNY-
HOCTM 1 YPOBHA NPUTA3aHNI. B KauecTBe KpuTepua onpeaeneHus suga fA-KoHuenumm
BbICTYMWNIA MHTEHCUBHOCTHAA XapaKTEPUCTUKA, NPeAcTaBlieHHas CyObeKTVBHON 3Ha-
YMMOCTbIO JIMYHOCTHBIX YEPT. 3HAUMMOCTb AN1A IMYHOCTU TEX UIIN UHBIX YepT CNoCcob-
CTBYET KaK 1X 60Mbluell 0CO3HAHHOCTU 1 YCTONUYMBOCTU, TaK 1 O6OLLEN COrnacoBaHHO-
ctn A-kKoHuenumm [2]. C noMoLYbio MeTOAA MHOMXECTBEHHOW NIMHENHON perpeccuu, a
TaKXKe NOCTPOEHMUA perpeccnoHHbIx rpados Hamm Obin onpedeneH xapakTep cBA3en
MeXJy 0CO6eHHOCTAMM A-KOHLENUUN 1 NPUTA3aHUA INYHOCT.

B pe3ynbraTe npoBeAeHHOro nccnefoBaHuUa Obiny NosyyeHbl cegyoLwme pesynb-
TaTbl. Ana «MIHCTpyMeHTanbHO-MHTEHLMOHANbHOW A-KOHLEeNUmMn, OpPUEHTUPOBAHHOWN
Ha 6yayllee» xapakTepHO onpefensaiolee BAUAHNE XapaKTePUCTUK NPUTA3aHUA Ha
XapaKTepucTnky fA-koHuenumu, npoasnsaioLeecs B yCUNeHU NPOCTPaHCTBEHHOM Xa-
PaKTepPUCTUKM A-KOHLUEeNUUn NoCpeacTBOM BPeMeHHOM U MHPOPMALIMOHHOW XapaKTe-
PUCTVK NPUTA3aHUA TMYHOCTW. T.e OTOABMrasa NepCrneKkTMBY peannsauny NpuTasaHua
1 0OCO3HaBas ero CofepKaHue, CTYAEHTbI-NCUXONOM KOHLEHTPUPYIOTCA Ha COOCTBEH-
HbIX aKTYyasbHbIX YCTOMNUYMBBIX, XapPaKTEPONOrMYECKNX YepTax.

[na cy6beKToB € «IKCNpeccuBHON f-KOHUENLUen» XxapakTepHO OTCYTCTBYE B3au-
MOCBA3El MeXy XapaKTepucTrKaMu A-KOHLENUMW U XapaKTePUCTUKAMM NPUTA3AHNS,
YTO YKa3blBaeT Ha UX OTHOCUTENbHYI0 aBTOHOMHOCTb. B TO Bpems Kak BblCOTa CaMOOLIeH-
KW 1 YPOBHSA NPUTA3aHWIA CTYAEHTOB 2 rpyrnnbl NPAMO B3aMMOCBA3aHbl APYT C APYrOM.

Ona «/HTeHUnoHanbHONM A-KOHUEeNnuun, oprueHTPOBaHHOW Ha Byayliee» xapak-
TEepHO onpepensaioliee BANAHNE XapaKTePUCTUK NPUTA3aHNA Ha XapaKTepUCTUKM

81



WWW.PRO.RSU.RU

-~

f-KoHUEenuMn, NOCPeaCcTBOM MPOCTPAHCTBEHHOWN 1 MHGOPMALIMOHHONM XapaKTepu-
CTUK NpuTa3aHuA. Mpy 3TOM NPOCTPaHCTBEHHAA Y MHPOPMALMOHHAA XapaKTepucTu-
KM NPUTA3aHNA OKa3blBalOT pPa3IMYHOE No Cufe 1 3HaKy BO3AeNCTBUE Ha XapaKTepu-
CTUKN f-KOHLeNummn. DTo NPOABIAETCA B TOM, UTO NPUTA3aHMe Ha NpodeccroHanbHoe
MacCTepCTBO M KOMMETEHTHOCTb CHUXaeT KOHLEHTPUPOBAHHOCTb CTYAEHTOB Ha aKTy-
anbHbIX XM3HEHHbIX 06CTOATENbCTBAX U COBLITUAX, @ TaKKe NPenATCTBYET OCO3HAHMIO
MU COBCTBEHHbIX XeNlaHWIA, HAMEPEHWI N NHTEPECOB.

[inAa cybbekToB ¢ <MHCTpyMeHTanbHOM A-KoHLenumeil, OpueHTUPOBaHHOW Ha HacTo-
AlLlee» CBOMCTBEHHbI pPa3nnyHble NO HanpaBneHWIo, CUe U 3HaKy B3aMMOCBA3N MexXay
XapaKkTepucTMkamm A-KoOHLUEeNUUn 1 XxapakTepucTmkaMmm NpuTA3aHna, YTo ceugeTenb-
CTBYET O TECHOM B3aVIMOJENCTBMM YKa3aHHbIX MCUXOornyeckmx obpasosaxuit. Mpu
3TOM onpeaenaALnM ABAAETCA BINAHNE XapaKTepPUCTMK A-KOHLeNuMmn Ha XxapakTepu-
CTUKM NPUTA3aHMA. ITO NPOABNAETCA B TOM, YTO OCO3HAHWIO PECMOHAEHTaMM NPUTA-
3aHWs Ha NpuUBeKaTeNbHble NPOPEeCCNOHaNbHbIE HABbIKM U KOMMETEHTHOCTM CNOCO6-
CTBYEeT BOCMPUATME COOCTBEHHbIX YCTONUMBDBIX, XapaKTepOnornyeckrx YepT, a Takxe
[EeTann3nMpoBaHHOCTb NPefCcTaBAeHNiA 06 akTyanbHbIX HaBblKaX, YMEHUAX U 3HAHUAX.

WTaK, B pe3ynbrate TEOPETUKO-IMMNNPUYECKOro UCCNefoBaHNA HaMW yCTaHOBIe-
Ha 3aBMCMMOCTb XapaKTepa B3anMMOocCBA3en mexay f-KoHuenuuen n nputasaHnem
NINYHOCTY OT BUAa A-KOHUENUUIN CTYAEHTOB-NCUXONOroB; BbIABSIEHbI U ONpefAenieHbl
pa3fnnyHble MO HaMpPaBIEHNIO, 3HAKY 1 CUle B3aVIMOCBA3M MEXAY XapakTepnctukamm
A-KoHLEeNUMM N XapaKTepuUcTMkamm NpUTA3aHNA INYHOCTU.
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Interaction styles of an authoritative leader

Antonyan E.Y.

In article representations of workers of various organizational cultures about styles of
interaction of the authoritative head are considered. Objective and subjective character of
«authority» is shown.

Article can be of interest for experts in the field of social psychology, psychology of
management and organizational management. Research can become a basis for work-
ing out trenings directed on increase of efficiency of manager’s competence

Key words: Style of interaction, authority, authoritativeness, authority of a post, au-
thority of the person, function of the head, organizational culture, participate organiza-
tional culture, enterprise organizational culture, organic organizational culture, bureau-
cratic organizational culture.

The category of ‘authority’ has both psychological and economic definitions, as
the leader’s authority in a group stands as one of the main criteria for effective man-
agement[1, 3].

If viewed from management psychological aspect, there exist various viewpoints
for the nature of authority most of them having in common its interpretation as a
means of manager’s influence over his/her subordinates [1, 3]. Among the definitions
found A.A. Zhuravlyov ‘s and Meskon’s ones sound more interesting as they fully im-
ply the content of other approaches. Thus, A.A. Zhuravlyov defines authority as “an
integrity of specific properties reflecting the stable system of a manager’s influence
over the personnel”[3], whereas Meskon determines it as “manager’s habitual way of
behaving with his/her subordinates expressed in having influence over them, as well
as promoting them for company’s goals achievement” [3]. In other words, authority
is specified here as a method of management or a manager’s targeted influence over
subordinates. However, taking authority as a method of influence, it should be noted
that modes of management differ based on the economy development level with
manager’s authority being basically objective and property of the management per-
sonnel. Sometimes this component of manager’s authority is called “authority of posi-
tion”. It is worth mentioning that many authors find manager’s authority consisting of
the following two components: authority of position and authority of personality [3].

Hence, it would be incorrect to perceive authority as a certain context for individu-
ality manifestation. The manager’s personal qualities, how essential they would be,
are far from being the only factors forming the managing authority typical of a man-
ager. These factors include the authority’s subjective origin and character, and yet as
mentioned above authority has got a general objective basis. Subjective factors here
reveal the manager’s personality, whereas the objective ones get formed under the
impact of the environment. Organizational culture being one of the authority-making
objective factors positively affects the authority of an enterprise manager.
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Acknowledging the presence of the two components, the authority of position
and the authority of personality in a manager’s authority and figuring manager’s
personal authority as a combination of his production function and the function of
regulating the interpersonal relations among his employees, one can suppose that
the managers who have succeeded in refracting their style of interaction with subor-
dinates through the prism of the company environment peculiarities, are considered
to be more authoritative.

In 2004-2007 a research was conducted in 12 commercial organizations located in
the cities of Krasnodar and Kurganinska in Krasnodar Territory with the aim of study-
ing managers’ authority.

The “sampling” included subordinates (deputy directors, heads of divisions) of 60
managers with a total number of 600 people, 10 subordinates of every manager.

Manager’s authority study was carried out through T. Liri's interpersonal relation-
ships diagnostic test in L.N. Sobchik’s adaptation. The test revealed the predominant
type of a manager’s interrelations and interactions with people in self and mutual esti-
mation process. It was provided to the sampled subordinates who acting with a group
of experts evaluated the ideal authoritative manager’s personality.

Upon the calculation of the scores a discogram (profile) was compiled reflecting
this or that option of interpersonal relationships.

The analysis of the presentations on ideal authoritative leader’s interaction style,
submitted by respondents from various organizations (subdivisions) resulted in the
exposure of the following style of a leader’s interaction.

The |, Il and Ill octants got the highest scores (9.5, 9.2 and 9.4 scores correspond-
ingly). According to L.N. Sobchik, the types of interpersonal relations for these octants
are characterized with predominating non-conforming tendency and disposition
for disjunctive (conflicting) manifestations (lll), opinion independence, obstinacy in
standing up for his/her own viewpoint , tendency for leadership and domination (I
and Il). These features are also an indicator for a leader style of interaction through ver-
tical hierarchy, as well as for optimism, responsiveness, high activism, high motivation
for progress, hyperclaiming, swiftness in decision making. It is a reaction of the type
“here and now’, tendency for spontaneous self-realization, aggressive position, urge
towards leading others and bending them in his/her will. The image of an authorita-
tive leader depicted by respondents is talented with the very features mentioned.

However the analysis of the data received revealed that the descriptions of an ide-
al authoritative manager vary in different organizations, which is in our opinion due
to organizational culture (OC) specificity. Interview held with managers made review
of this supposition available.

Out of 12 organizations interviewed 5 have organizational culture of bureaucratic
type, 3 of participative type, 3 of organical type and 1 of entrepreneurial one.

It is interesting that indexes exceeding 8 scores (indexes from 4 to 8 scores are
characteristic of harmonious personalities) in octants correspond to the OC peculiari-
ties. Thus, high indexes for the first octant (commanding-leading) - impatience for
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criticism, didactical style of statement, urge towards commanding others, features of
despotism were given to the ideal authoritative managers of organizations with bu-
reaucratic OC (in 4 out of 5 organizations). It is worth reminding that bureaucratic OC
is ruled by a strong governing body, with leadership based on the manager’s authority
of position, formal communications and with work depending on stable direction and
manager’s activism.

High indexes for the seventh octant (cooperational-conventional) indicating indi-
viduals seeking for close cooperation with the referent group, friendly relations with
others sometimes exposed in compromise behavior , urge towards emphasizing his/
her respect for the majority’s concerns were “gained” by the ideal authoritative man-
agers in all the 3 organizations with participative OC. In an organization with such an
OC leadership is based on contacts assistance and cooperation with administration
acting as a catalyst for group interaction and communication being open and rich.

An ideal authoritative manager for the employees of an “entrepreneurial” organi-
zation, based on the manager’s free initiative and personal authority differs with the
optimal indication of all the interaction styles.

Authoritative manager’s qualities for employees of companies with organic OC are
difficult to be combined according to any basis.

The given data allow making a conclusion that for successful commitment with
functional obligations a manager among other things need to have talent and skills
enabling him to be flexible and “adequate” while being integrated in the company OC.
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