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Abstract

Purpose: The systematic representation of the individual and the organization at the conceptual level is a powerful tool
to understand and design an organization as a whole. The systematic approach called to deal to the complexity of
modern organizations while the use of abstraction let properly represent the relationships in the system. There are not
too many attempts to combine the conceptual representation of organization and a person in the organization.
Methods: We formulate a cross-cutting logic of creating links between personal and organizational concepts in the
systematic approach to strategic management. It is shown that such representation is possible in the same conceptual
frame: description, values, goals, mechanisms. The logic let ensure the clearness in providing integrity of the
organization at the conceptual level and therefore influence people's behaviour at work in a direction desired for the
whole system. Results: It is shown that the use of a conceptual frame allows to describe an organization through the
substrate (Self-concepts of employees), concept (creating value for stakeholders) and relationships (embeddedness of
the concept into the substrate —Self-concepts of employees). Suggested cross-cutting logic let establish the links between
personal and organizational concepts. The core in the logic is correct representation of the organization and a person
at conceptual level. Discussion: The definition of the Self-concept of each employee in the same conceptual frame is not
trivial task due to the difficulty of adequate "measuring of oneself", abstraction and self-description in a given frame.
Very common, for example, is the discrepancy between perceptions of itself and perception about the person of others.
The development of methods of forming linked and holistic conceptual representations of personality and organization
is an important topic for future research.
Keywords: concept; organization; personality; system; systematic approach; strategic management.

1. Introduction The value of systematic understanding is
determined by the idea that "the systematic object
representation regardless of its level of formalization
can serve not only as a preparatory phase to create a
mathematical model, but also to replace this model"
[2]. This is particularly important in understanding
of the complex systems such as modern economy or
large commercial organizations where the
application of mathematical description of such
systems is impossible or is applicable only for their
parts or at certain times.

Modern systematic understanding also implies
the fact that any business (organization) is
"embedded" in the larger systems (ecosystems).
Considering the organization strategy makes sense
only while taking into consideration its condition
and the role the organization in the ecosystem,

Modern organizations are characterized by a high
level of complexity both of the structural and
dynamic types [1]. In this case it is naturally to apply
a systematic approach, designed to work with
complexity and treatment towards organizations as
complex social systems.

Uptoday systematic movement is not a new
concept, but it is a new range of development, as a
certain percentage of "systematic thinking" was
always presented in people’s thinking and activities,
otherwise the existence and development of people’s
communities would have been impossible. Opening
the books of19"century in technology, economics
and other fields of knowledge, we find a striking
resemblance to those considerations, which are
typical for the systematic approach.
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which is determined by external ties of the
organization.

The systematic approach is called to provide
tools of dealing to the complexity by understanding
the importance of relationships and how any system
as a whole is being formed, worked and developed.
At the same time, the value of the systematic
approach depends on the clear understanding of
relationships in the system. Usually the source of
improper representation of relationships is different
in levels of conceptualization (abstraction). Thus,
the desired outcome of management in organizations
often is a certain (specific) behavior of employees,
and "management tools" are complex of (abstract)
ideas.

The problem is that the existing models and tools
of strategic management are often in conflict, since
they use different levels of abstraction. Providing the
understanding of various aspects of organizational
performance, they do not always help to deal with
the complexity of the modern organizations in a
systematic and correct way.

Due to the problem it is important to formulate a
cross-cutting logic of creating links between
personal and organizational concepts in the
systematic approach to strategic management that
will ensure the clearness in providing integrity of the
organization at the conceptual level and therefore
influence people's behavior at work in a direction
desired for the whole system.

2. Analysis of the latest research and
publications

On the ground of a comprehensive analysis of the
concept (notion) "system"A. I. Uyomov in his work
[2] formulated the following definition: "The system
is any object that has some properties that are
predetermined in some relationship”" and described
certain aspects of systematic understanding -
substrate, structure and concept. Substrate in this
sense is the object itself serving as a carrier of some
properties. The structure represents some
characteristics of the substrate - the relationships
inherent to the substrate (attributive structure). The
concept is a complex of systems-creating
relationships between the properties of the substrate.
As the author notes, this definition can detect
general systemic consistent patterns and express
them through attributive and relational system
parameters [2].

Systematic approach to strategic management has
demonstrated its effectiveness in complex practical
situations [3]. In the application of the systematic
approach to the strategic management of the
organization two key areas of research can be
distinguished. The first area develops fostering a
culture focused on employee training [4]. The
second area is considering strategic management as
implementation of complex strategic ideas of
organizations [5].

Peter Senge [4] continues the tradition of
systematic dynamics initiated by Jay Forester [6].
Senge develops the concept of "mental model" (or -
intelligent model) —people’s view of the world that
governs their behavior. Senge notes that intelligent
model rather rigidly defines our behavior because "it
determines what we see. Two people with different
intelligent models look at the same thing, but
describe it differently because they see different
parts" [4]. The author cites the opinion of a top
manager "In  the traditional authoritarian
organization a dogma manages everything,
organizes and controls everything... In a learning
organization, the role of the new "dogma" will fulfill
goals, values and intellectual models" [4]. So, the
author is talking about a set of ideas (concepts)
perceived by the employee. These ideas can manage
his (her) behavior.

Norton and Kaplan, authors of Balanced
Scorecard (Balanced Scorecards, BSC) investigated
a relationship between BSC and governing complex
of strategic ideas of a company (vision, mission,
values) [S]. The authors interpret the mission as "a
concise, internally focused statement of the reason
for the organization’s existence, the basic purpose
toward which its activities are directed, and the
values that guide employees’ activities... also
describe how the organization expects to complete
and pass the value to customers” and a vision as
being "paints a picture of the future that clarifies the
organization’s direction and helps individuals
understand why and how they should support the
organization" [5]. Norton and Kaplan explain the
strategy development as the "quantifying the vision"
process [7] providing quantitative (specific)
measurement of quality (abstract) vision and mission
wording.

In both areas of research, authors discuss the
cooperative intellectual (mental) models of
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organization, which are created by employees or are
given to them for implementation. Other researchers
pay attention to the relationship between
organizational and personal concepts, including
Akerlof and Kranton (relationship of personal and
organizational identity) [8], Locke and Latham (link
between personal and organizational goals) [9],
Lips-Wiersma and Morris (exploring the meaning of
the work) [10] Edwards and Cable (linking personal
and organizational values) ideas [11].

Akerlof and Kranton in their work [8]
demonstrate that behavior, or rather the scope of
efforts made by the employee of organization,
depends on how much he identifies himself with an
organization, or considers himself as insider.
Another important factors that influence the
performance of the employee are norms and ideals,
accepted by the organization. Organizations can
"make investments that cause workers to identify
themselves with the organization, with their job
within it or with their workgroups" [8]. In this study
authors use at least three levels of abstraction:
behavioral, normative (regulating behavior) and
conceptual set of ideas that stand behind norms and
symptoms of the behavior.

Locke and Latham [9], [12] proposed a well-
developed theory of motivation based on goal-
setting. The theory emphasizes the important link
between objectives and performance. Studies
confirm that most effective work is done when goals
are specific and complex, used to assess the
performance and related to feedback provided by the
supervisor. Goal understanding at work is an
important source of motivation to achieve certain
goal, which in turn improves productivity. There is
a connection between how complicated and clear the
goals are and productivity of the task performance.
Specific and complex objectives better lead to
improvement of task performance than vague or
easy ones.

Productive performing does not only need to link
organizational and personal goals, but also relates
organizational goals, self- efficacy, confidence in
employees’ ability to cope with existing problems.

As for the feeling of workers’ meaningfulness,
studies [10] show that "meaningfulness does not
need to be provided, as the distinct characteristic of
a human being boils down to the fact that he or she
has an inner "will to meaning”. According to the

study [10], it is important not just to have
"understanding the subjective experience of
meaningful work... reality of oneself and the
organizational context in which meaning gets
expressed ", but also "contribute to our
understanding of how to engage individuals into the
conversation about meaningful work that is not
prescriptive or exclusive, but that also shows where
meanings are commonly held. "So the matter of
meaning is difficult for its realization by everyone. It
is even more difficult to "link" the sense of the
organization existence with the meaningfulness of
work for each individual in organization.

The author emphasizes that "meaning-making is
inherent to the human beings. In other words,
subjective work meaning such as vision, values and
principles can and should not be provided by those
people who are in positions of power, but rather
should emerge from the collective existence of
everyone in the organization regardless of formal
power positions." [10]

The research of relationship between personal
and organizational values was conducted by
Edwards and Cable [11], Lamm, Gordon and Purser
[13]. Edwards and Cable understand values "as
general beliefs about the importance of normatively
desirable behaviors or end states. Individuals apply
to their values in order to guide their decisions and
actions, and organizational value systems provide
norms that specify how organizational members
should behave and how organizational resources
should be allocated. Value congruence refers to the
similarity between values applied by individuals and
by organizations."[11].

The authors distinguish subjective and objective
value resemblance of the organization and the
individual. If the subjective resemblance "involves
the match between an employee’s own values and
his or her perceptions of the organization’s values",
so the "... objective resemblance...compares an
employee’s values with organizational values from
the point of view of other people such as managers
or coworkers. The authors focus on subjective
resemblance, since they try to explain -"why value
congruence relates to employee’s attitudes, which
are expressed by job satisfaction, organizational
identification and intent to stay." [11]

The research [11] and further studies [12]
confirm the link between value congruence and
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employees’ behavior at work - both in normal
operating situations, as well as in the conditions of
organizational modification.

In any organization, employees are members of
the production system, which “aims to develop the
product and which is connected to the continuous
improvement principle" [14], performing some role
in the processes that ensure value creation. This role-
load performance requires both employee’s own
work and interaction with other employees in
production roles. Effective implementation roles
require a certain knowledge, skills, experience and
capacity to perform such actions and interactions.
As it is stated by the authors, citing the definition of
Asian Productivity Organization, "In fact, any
productivity is really an “attitude of mind". It's about
those people who add value to the work process by
their skills, team spirit, efficiency, pride in work and
customer orientation... "[14]. So employees’ beliefs,
their understanding of their job responsibilities and
availability of "tools" are also a very important
factor, along with the goals, values and meanings.

Results of the presented research confirm the link
between the working results, demonstrated by
employees, their personal goals, values and
meanings, and on the other hand, organizational
goals, values and meanings.  Highly abstract
(conceptual) representation of an organization
through a conceptual representation of individual
basically can have impact on the outcome of the
organization as a whole. The unanswered question
remains - how to ensure systematic and working
relationship between personal and organizational
concepts.

3. Research tasks

The task of this paper is to formulate a systematic
representation of individual and organization in the
same conceptual frame and to offer crosscutting
logic of creating links between personal and
organizational concepts.

4. Research results

In his definition of a system Uyomov uses three
concepts: the substrate of a system as a carrier of
specific properties; (attributive) structure of the
system - the relationships inherent to substrate
(attribute parameters); concept as the system-
forming relationships  (relational parameters)
between the properties of the substrate.

According to Uyomov "Concept of a system
determines the whole type of relationships that

satisfy the properties expressed by this concept.
Each relationship of this type will be system-
forming in the sense that being abstracted from any
object, it forms a system using these objects"[2]. In
the modern understanding organizations exist to
create value for customers - "the focus on purpose,
rather than profits, builds the business confidence
and drives investment" [15]. So value creating as
meaning of existence (not money) can be considered
as a concept that forms modern organizations as
systems. In turn, attributive structure is relationships
between elements of the substrate of a system. A
distinctive feature of systems-forming relationships
in the organization is their focus on creating value
(implementation of meaning of the organization's
existence). As for the substrate, the "carriers" of the
organization, in fact, are employees, to be more
precise, - their intellectual or mental models.

Such representation of an organization as a
system is valuable because it allows to present
system while remaining in an abstract-conceptual
dimention, in other words - being at the same level
of abstraction. Staying at one level (floor) of
abstraction allows managers to clearly separate
conceptual (theoretical) constructs that are abstract
by nature, and behaviors that are highly specific, in
other words they can be observed, measured or
experienced and they are very individual. It is
desirable to distinguish concepts as key ideas,
concepts as notions and concept as related
explanation. The concept as a key thought or idea is
a short and capacious definition in a written or
verbal communication and the sense of the word is
commonly used in everyday communication.

The concept as a notion is used, for example, by
Uyomov who defines the concept of "systems": "The
meaning of the system concept can perfectly be
understood by the usage of an analogy with the
system of reference. Reference system should be
known before conducting the study "[2].
Representing organization as a system above, we
used the concept of "value for the customer" in
contrast to the “profit” concept which is often used
for businesses.

Categorization of concepts like abstractions of
the highest level was offered by Eduardo de Bono
[16], arguing that all conceptual notions can be
boiled down to one of four categories: the concept of
description, the concept of values, the concept of
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goals and the concept of implementation
mechanism. The concepts of description answer the
questions: what? Where? When? What are we
dealing with? How does something what we are
dealing with, locate relatively other phenomena in
space and time? The concepts of values answer the
question "Why?" Why is it important for us? What
value has it got for us? What is this value? Why
should we do it? The concepts of goals answer the
question "What?" What do we want to achieve?
What is the purpose of our actions and operations?
The concepts of mechanism answer the question
"How?" How does it work? How is this goal
achieved? What is power-unit? What is going on?

Concepts as interrelated explanations are
synonymous with the word "theory." The concept as
a theory is a "set of beliefs, impressions, ideas,
dedicated to explain certain phenomena, processes
and relations between them" [17].

Coming back to definition of substrate structure
and concept of a system proposed by Uyomov,
applying this definition to the organization and
trying to stay on the same "conceptual floor" one can
reach the following conclusion. The substrates of
organization as a system are not people, but "the
concepts of people" linked with each other via
conceptual structure - conceptual relationships that
are determined by the concept as a managing idea.

This  understanding  simplifies  strategic
management because: a) it provides certain logic:
the creation of a common conceptual model / fields
in the minds of all employees; b) it clearly separates
an abstract "Self-concept" of employees from their
individual (concrete) behavior. Let us focus on two
key conceptual moments of conceptual - theoretical
representation of an organization: the concept of the
organization and the Self-concept. To do this, we
should use the same conceptual frame (description,
values, goals, mechanisms) which will link the Self-
concept and the concept of the organization into a
single systematic representation.

Let's consider conceptual representation of
organization based on concepts of description, values,
goals and mechanisms. It has been already discussed
that the organization is a system that creates a "value
for the customer." In real life, except the customer
there are various other entities interested in the
results of organization activity. They are often called
stakeholders. External stakeholders (customers,

shareowners  (shareholders),  partners, local
communities, the central government) and internal
stakeholders ~ (management, employees)  of
organizations are differentiated. An organization
creates value for each stakeholder. For customer the
value is the product that an organization creates; for
owners it is profitability; for employees, for example
it can be working terms and conditions at the
organization. So when it comes to generalization of
the description, it is more precisely to use the "value
for" or the "value for stakeholders." Describing an
organization that creates "value for" it is necessary

to answer the question "why?", binding the
description with values and meanings.
Organizational values are guidelines that

determine the behavior and meaning of the entire
organization. The values define what is desirable
and what is not. Some of these values can be defined
as universal, important for any organization and
other values are individual or even unique. In any
organization as a community of people working
together, trust, respect, discipline, client orientation
are important ... On the other hand, values (like
understanding of acceptable and important) of
organization of a Stock Trader, tightly focused on
profit (including client’s profit) and values of the
research laboratory, which creates new knowledge
are likely to be much different. Values tied into a
system form ideology. Values play an important role
in goal setting. That is when the goals are defined by
the values of a subject, one can say about the
subjective goals.

Purposefulness represented by organizational
goals is an important characteristic of the
organization as a system. The presence of goals
allows making precise abstract ideas, adds
measurement and thus moves from ideas to actions.
The goal as a concept (purpose or idea of purpose) —
is an abstraction at that the goals should be clear
(specific, measurable, attainable, realistic, time-
bound). To formulate the goals it is necessary to
understand among others how the goals will be
achieved. In this respect the goals and mechanisms
of achieving them are closely linked. For example,
the achievement of goals can be performed with the
usage of available resources or attracted resources;
there can be various ways of achieving the same
goal; the goal may be to provide "value for" one
customer or to thousands of customers.



96 ISSN 1813-1166 print / ISSN 2306-1472 online. Proceedings of the National Aviation University. 2016. N 2(67): 91-99

The concept of mechanism is called to determine
how the "value for" is created and the goals are
achieved —with a help of principles of cooperation,
processes, projects, and resources. Recently, more
and more mechanisms of implementation for
commercial organizations are formulated as a
"business model" - a  holistic interrelated
representation of client, "value for", processes,
resources, ways to obtain profit and competitive
position protection. It is clear that the mechanisms
should also be in the "field of values". It means that
not everything possible may be acceptable for a
particular organization.

Let’s consider conceptual representation of a
personality using the self-concept in the same
conceptual frame of description, values, goals and
mechanisms. The “Self-concept" - a concept that is
widely wused in psychology and pedagogy.
"Describing the kind of person we usually use
adjectives: "reliable " "friendly " "strong",
"conscientious" and so on. All of this adjectives are
abstract characteristics that are not related to a
specific event or situation. As the elements of a
generalized image of the individual they represent,
on the one hand, steady trends in his behavior, and
the on the other hand - the selectivity of our
perception."[18]. Lets turn to the person representing
within the conceptual frame of description-values-
goals-mechanisms.

In principle, any theory of personality, describing
certain patterns of behavior, perception, mental
(emotional or intellectual) activities, refers to the
conceptual human representation. Psychological
science suggests concepts that have their own
content and that are related: perception, memory,
imagination, thinking, consciousness and sub
consciousness. Human sciences widely use a
concept of roles: adult-child-father; social roles;
gender roles and so on. Brain researcher
Ramachandran [19] grounds representation of “I” on
such aspects as integrity, consistency, stay in the
body, personhood, social hood, free will, self-
consciousness. In the literature understanding of
motivation, comprehension (reflection) itself and
socialization of a person are deeply worked out. All
these ways of presentation are called to provide a
holistic view of human being in his various aspects.
For the purpose of this paper it is important that this
type of description is possible at the conceptual

level, and it can be linked, for example, with
working roles (employees as internal stakeholders of
the organization), or with understanding of personal
identity.

Personal values are a common concept used to
determine the ideas about "proper, the best, the most
important thing worth working, sacrificing time,
efforts and something else" [20]. Researchers note
the complexity associated with the formulation of
values: "such values as freedom and equality, truth
and justice are not available for direct observation;
they are, as empiricists say, "latent constructs"
which generally are available to measure only
indirectly, through certain indicators. But it is just as
we do in everyday life. We observe a certain
behavior of our neighbors or we register certain
expressions and then make some conclusions about
their values "[21]. However, defined values help to
predict (forecast) certain aspects of behavior,
formulate subjective goals and get criteria in
selecting suitable mechanisms for the subject for
achieving the goals.

Qualitative goals give a person a pivot in the
future, an opportunity to "open" the future
personally and to check the speed and direction of
progress in this future. For the purposes of
determining the quality of goals A.l. Prigogin
suggests using "subjectivity of goal as the main
criteria of its quality, or selection of its subjective
(author, creative, willing) component" [20].
Subjectivity of goals for a person means also
relevance of the goals for the subject, connectedness
of human notions about themselves, including their
own personhood, values, and so on.

Personal mechanisms are conceptual representa-
tion of how the goals are achieved and they can be
categorized on cognitive, intra-personal (reflexive)
and inter-personal (social). Examples of cognitive
mechanisms are strategizing, planning, problem
solving. Reflexive mechanisms provide competence
in working with him(her)-self - a capability for self-
awareness, self-control, management of own
emotions (emotional intelligence). Inter-personal
mechanisms include the ability of empathy, teamwork
and more - the capability for social interaction (social
intelligence). Another representation of mechanism is
possible through the capability to perform certain
roles, including - roles at work.
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Let’s come back to the system definition of A.L
Uyomov through the substrate, relationships and
concept in the conceptual dimension. The substrates
of an organization as a system in this dimension are
the Self-concepts (description, values, goals,
mechanisms) of employees. The concept is the
concept of the organization (description, values,
goals, mechanisms) that creates value for its
customers. The organization can be a system, if the
concept of organization is a part of the Self-concept
of a critical mass, preferably - of all the employees.
In other words, the relational structure is the degree
of perception of the employees at the conceptual
level the concept of organization and "embedding"
the organizational concept into the Self-concept. A
good analogy of the conceptual representation is a
fractal, when the concept of organization is
reproduced in every Self-concept in the
organization, creating organizational integrity.

We can explain this representation using the
example of the "identity" concept. If the
organization offers its employees a certain identity
and the employees accept this identity, the identity
becomes a factor that unites employees and makes
the organization integral. The Armed Forces and the
Church are those institutions that have learned
through rituals and communication to build strong
communities, integrated via common identity both at
conceptual and at behavioral levels.

At the same time, the formation of organizations
as systems at the conceptual level, remains a subject
for the further research. Problematic is the matter of
definition of the Self-concept of each employee in
the same conceptual frame due to the difficulty of
adequate "measuring of oneself", abstraction and
self-description in a given frame. Researchers, for
example, note the discrepancies between perceptions
of itself and perception about the person of other
employees [11]. Communication at the conceptual
levels is not easy. The prerequisite for the success of
the communication is the creation of common
conceptual field in the organization. But perhaps the
most difficult problem is the correct representation
of the organization as a system at the conceptual
level. The formation of linked, holistic conceptual
representation that has the power theory, allows
creating and transforming organizations, using
concepts to achieve organizational integrity and

predict the behavior of the organization as a whole.
It remains an important topic for future research.

5. Conclusion

The paper considers the systematic representation of
the individual and the organization as a whole at the
conceptual level. It is shown that such representation
is possible in the same conceptual frame:
description, values, goals, mechanisms. This frame
can be used to create a systematic representation of
an organization for the purpose of strategic
management. It is shown that the use of a conceptual
frame allows describing an organization through the
substrate (Self-concepts of employees), concept
(creating value for stakeholders) and relationships
(embeddedness of the concept into the substrate —
Self-concepts of employees). The paper suggests the
cross-cutting logic of establishing the links between
personal and organizational concepts.

It is suggested to conduct further research in two
directions: development of a method of forming an
interrelated conceptual representation of an
organization as a system and method for creating in
it a joint conceptual field. Research results in both
directions will have practical value as they help to
ensure organizational integrity and the effectiveness
as a whole.
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Harionansuuii yHiBepcureT «Kueo-MorunsHebka akazeMisny, Byi1. CkoBoponu 2, Kui, Ykpaina, 04655

E-Mail: eduard.maltsev@kmbs.ua

Mera: cucTeMHE IpPEACTAaBICHHS OCOOMCTOCTI ¥ opraHizallii Ha KOHIEITyaJbHOMY PIBHI € HOTYXHHM IHCTPYMEHTOM
JUTS PO3YMIHHS i TU3aiftHy opraHizarii sk mioro. CHCTEMHUH MiIXil MOKIMKAHUA BIIOPATUCS 31 CKIAHICTIO CY4acHUX
oprasizauiii B TOM 4yac sIK BUKOpUCTaHHsI abCTpaKIii 103BOJISIE KOPEKTHO MPEACTAaBUTH 3B’ SI3KU B cucteMi. Bizomo He
Iyxe OaraTo crpo0 MOe€gHATH KOHIENTyalbHE IMPEACTAaBICHHSA OpraHi3amii Ta ocoOHcTOoCTi B opranizamii. MeToam:
CchopMymp0BaHO HACKpi3HY JIOTIKYy CTBOpPEHHS 3B'SI3KiB MK OCOOHCTHMH Ta OpTaHIi3allifHIMU KOHIEMISIMH B
CHUCTEMHOMY MIAXOIi 10 CTpaTeridHoro ympapiiHHs. [loka3aHo, IM0 Take MPEICTABICHHS MOXIIUBE B €IMHOMY
KOHIIENITyaJIbHOMY (hpeiiMi: ommc, MIHHOCTI, IIiTi, MexaHi3MH. Jlorika 103BOJIsE rapaHTyBaTH SICHICTH MPH 3a0e3redyeHH]
LUTICHOCTI OpraHizalii Ha KOHIENTyaJbHOMY DiBHI i, OTXe, BIUIMBATH Ha MOBEIHKY JIOAEH Ha poOOTI B HAIpsIMIi,
Oaxxanomy i Bciei cuctemu. Pesyabratn: [loka3aHo, 10 BHKOPHCTaHHS KOHIENTYaTbHOTO (peiiMy HT03BOIISE
OMUCYBAaTH OpraHizaiiro uepe3 cyocrpar (Sl-koHuemnimii CHiBpOOITHHKIB), KOHIEMHIN (CTBOPSHHS MIHHOCTI IS
3aliKaBIICHUX CTOPiH) 1 BIZHOCHHM (BKJIIOUEHICTh KOHIENIii B cyOcTpaT — S-KoHmemmiii CmiBpoOITHHUKIB).
3anporoHOBaHa HACKpi3HA JIOTiKa JIO3BOJISAE BCTAHOBUTH 3B'SI3KM MK OCOOWCTICHUMHU Ta OpraHi3alliiiHUMHU
KOHIICTII[iIMH. ['OJIOBHMM B IIili JIOTiIll € KOPEKTHE MPEICTABJICHHS OpraHi3aiii i 0COOMCTOCTI Ha KOHIEHTYaJbHOMY
piBHi. O6roBopenHs: BusHauenHs SI-KOHIEMIIT KOXKHOTO MPaliBHUKA B TOMY CAMOMY KOHIICNITYallbHOMY (peiiMi €
HETPUBIATEHUM 3aBIAHHSIM Yepe3 TPYAHOILI aIeKBaTHOTO «BUMIPIOBAHHS caMOro ce0e», abcTparyBaHHs i CAMOOITUCY B
naHoMy Qpeiimi. PO3MoBCIOIKEHOI0, HAPUKIIA, € HEBIIOBITHICTh MIXK CIPUHHITTAM OCOOHMCTOCTI ceOe 1 YSABICHHIM
miei ocobucrocti iHmmMH. PO3BUTOK MeTomiB (GOpMyBaHHA MOB'SI3aHUX MK CO00I0 1 HITICHAX KOHIENTYaJbHUX
MIPEICTaBIICHh OCOOMCTOCTI 1 OpraHi3aiii € BayKIUBOIO TEMOKO U MaOyTHIX JOCIIKEHb.

Kuro4oBi cj10Ba: KOHIIEMIIIS;, OpraHi3allis; 0COOUCTICTh; CHCTEMAa; CHCTEMHUH MiJXiJ]; CTPaTeTrivyHe yIpaBIiHHS.
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E.A. MaJ'll)IIEB. KOHHCHTyaJH)HOe H3MEPEHUE CUCTEMHOT0 MOAX0AAa K YIIPABJCHHUIO opraﬂmauneﬁ

Hauunonansusiit ynusepcuret «Kueo-MormisHekas akagemus», yii. CkoBopoasl 2, Kues, Ykpauna, 04655

E-Mail: eduard.maltsev@kmbs.ua
Ieab: cucteMaTnyecKoe MPENCTaBICHUE JIMYHOCTH U OPraHU3aluy Ha KOHLENTYaJIbHOM YPOBHE SIBJISIETCSI MOILHBIM
WHCTPYMEHTOM JUIsI NOHMMaHHMA W Ou3aifHa opraHu3amuu B 1eioM. CHCTEMHBIN MOIXOA MPHU3BAH CIPABUTHCA CO
CJIO)KHOCTBIO COBPEMEHHBIX OpraHM3aldii B TO BpeMsl Kak KCIOJb30BaHUE aOCTPAKIMK IO3BOJIAET KOPPEKTHO
NpEACTaBUTh OTHOUIEHHsT B cucreMe. I3BecTHO HE OYeHb MHOIO TIONBITOK COBMECTUTh KOHIIENTYyallbHOE
MIPEACTaBICHNE OPTaHU3ALMKH M JIMYHOCTH B opraHu3aiuu. Meroabl: CopMmynnpoBaHa CKBO3Hasi JIOTHKA CO3JaHHUS
CBSI3ed MEXKIy JIMYHOCTHBIMHU M OPraHU3al[MOHHBIMM KOHLEMUUAMH B CHUCTEMHOM IOAXOJE K CTPaTEru4ecKoMy
ynpasieHuto. [loka3aHo, 4TO Takoe MPEICTABICHHE BO3MOXKHO B €IMHOM KOHIICTITYaTbHOM (peiiMe: ommcaHue,
LIEHHOCTH, IIeJTN, MEeXaHU3MBL. JIOTHKa IO3BOIISIET TapaHTHPOBATh SICHOCTh B O0ECIIEYCHUH LEIOCTHOCTH OpPTaHU3alnd
Ha KOHIIENITYaJIbHOM YPOBHE W, CJIeOBaTEJIbHO, BIMATH Ha MOBEJCHUE JII0/Ici Ha paboTe B HANpaBICHHUH, JKEIAEMOM
Ui Bcel cuctembl. Pe3yabTaThl: [loka3aHo, 4TO HCIOJB30BAaHHE KOHIENTYalbHOrO (ppeiimMa MO3BOJIET OMHUCHIBATH
OpraHU3aIMIo Yepe3 cyocTpar (S-KOHIenIMy COTPYIHUKOB), KOHIENINH (CO3JaHNe IEHHOCTH JUTS 3aHTEPECOBAHHBIX
CTOPOH) M OTHOIIEHU (BKJIFOYCHHOCTh KOHIICTIIINH B CyOcTpaT SI-KOHIEMIHii coTpyIHIKOB). [IpeanoxenHas cCkBo3Has
JIOTMKa MO3BOJISIET YCTAHOBUTH CBSI3M MEKY JUYHOCTHBIMH M OPraHU3ALIMOHHBIMU KOHLETILUSAMU. [ JTaBHBIM B JIOTHKE
SIBJISIETCSL  KOPPEKTHOE IMPEACTaBICHHE OpraHu3aldd W JIMYHOCTH Ha KOHLENTyallbHOM YpoBHE. O0cyxaeHue:
Omnpeneneare S-KOHHIENIMH KaKIOTO COTPYOHHKA B OZHOM M TOM JK€ KOHIICTITyadbHOM (peliMe sBiIsIeTcs
HeTPUBHAIBHON 3a7jaueil n3-3a TPYIHOCTH aJIeKBaTHOTO «M3MEPEHHUS CaMOro ceOs», abCTparupoBaHHUs U CAMOOITUCAHUS
B JaHHOM (ppeiime. PactipocTpaHeHHBIM, HaITpUMEDP, SBJISIETCS HECOOTBETCTBUE MEXKITY BOCIPUSATHEM JIMIYHOCTBIO ce0s U
MPECTABIICHHEM O JIMYHOCTU IpyruX. Pa3Burhe MeTomoB (HOpPMHUpPOBAHUS CBS3aHHBIX MEXIY COOOW WM IIEITOCTHBIX
KOHIIENITYaJIbHBIX MPEICTABICHUH JTMYHOCTH M OPTaHNU3AIINH ABJISETCA BYKHON TeMOH 11 Oy IyITHX MCCIeIOBaHUI.
KuroueBble cji0Ba: KOHIENIMS; IMYHOCTD; OpTraHU3aIUsl; CUCTEMa; CUCTEMHBIN MOJIXO0/I; CTPATErMUECKOe YIIpaBJICHHUE.
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