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PROFESSIONAL MOTIVATION AND JOB SATISFACTION OF
PERSONNEL OF STATE PENITENTIARY SERVICE OF UKRAINE

The paper aims to examine the peculiarities of professional motivation and job satisfaction of the employees of the

State Penitentiary Service of Ukraine (SPSU). A special psychodiagnostic toolkit was used in the study, in particular,
Personality Motivational Profile by S. Ritchie and P. Martin to measure twelve needs in the field of professional moti-
vation of the respondents, as well as the Job Satisfaction Survey developed by P. Spector, aimed at measuring the state
of job satisfaction. According to the results, the main psychological peculiarities of work in the penitentiary system
involve the awareness of its low prestige, the conditions of physical isolation, opposition to the criminal subculture,
overload, etc. With the help of The Personality Motivational Profile, we have found that the most expressed need of the
SPSU employees in the field of work is the need for money and tangible rewards, the need for work structure. The least
pronounced are the need for creativity at work, the need for power and influence. Using the technique of measuring job
satisfaction with Paul Spector’s Survey, it has been found that the greatest satisfaction the employees get from their
colleagues, the significance of their work, and the least one — from rewards for the quality of work and additional bene-
fits. The carried out correlation analysis between every of the 12 needs in the professional field and the gender, age,
work experience and job position of the SPSU staff has shown a correlation relationship between the need for recogni-

tion and age, and between the need for self-development.

Keywords: state penitentiary service of Ukraine, professional motivation, job satisfaction, personality motivational

profile, measurement of job satisfaction.

Introduction

Ukraine is now experiencing a large-scale and pain-
ful parting with many post-Soviet syndromes. The re-
forming of the civil service and the authorities involves
their fundamental reorientation from control, repressive
functions to service tasks. The fundamental changes in the
organization and functioning of state institutions should
be based on a set of prerequisites, including updating the
staff and working with it. Such an update involves psy-
chological monitoring of professional staff motivation.
The awareness of the relevance of this issue is determined
by the study of work motivation carried out in recent
years.

In particular, the issues of labour psychology, includ-
ing motivational ones, were generalized by G. Lozhkin
and his coauthors; O. Husak studied the influence of mo-
tives on the quality of work, and V. Dukhnevych exam-
ined psychological well-being of a professional. Psychol-
ogy of professional competence was studied by
V. Bodrov. T. Frantseva designed a questionnaire for the
diagnosis of motives of work (Frantseva, 2010).
O. Mahlai and V. Lopata developed psychosemantic di-
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agnostics of the motivation of officers to work, O.
Shovhelia studied theoretical and practical aspects of
motivation of civil servants. A lot of foreign experts ex-
amined motivational principles of the civil service (Perry
et al., 1990).

It is worth noting that these research works were
based on the studies of the personality motivational
sphere carried out by Hans Heckhausen, Abraham
Maslow and other well-known scholars. They have made
it possible to distinguish such a phenomenon as job satis-
faction. It has been the focus of researchers in the western
countries for a long time. Thus, according to experts’
research as of 1995, more than 12 thousand job satisfac-
tion surveys have been carried out in the world (Roy et
al., 2012). Some of them are worth regarding, the conclu-
sions of which we used in the present study. R. Dawis and
his colleagues designed A Psychological Theory of Work
Adjustment (Dawis, 1984) and developed the so-called
Minnesota Studies in Vocational Rehabilitation. In 1968,
Frank Herzberg developed a Two-Factor Theory of Job
Satisfaction (Herzberg, 2007). Many researchers tested it
in practice using the Paul Spector’s Job Satisfaction Sur-




vey (Spector, 1998). To some extent, the Two-Factor
Theory of Herzberg has influenced the development of
Job Characteristics Model (Hackman et al., 1975).

The phenomenon of job satisfaction in Ukraine was
investigated by a lot of researches, for example, O. Laz-
erko, L. Petrova. The study of job satisfaction as an indi-
cator of employees’ neuroticism should be emphasized
(Shcherbakova, 2015). In the post-Soviet space, research-
ers actively offer specially designed author’s methods for
studying job satisfaction. In particular, T. lvanova, N.
Bolotina compared different toolkits and then developed
their own one. Experts also investigated the subjective
factors of job satisfaction of organizations employees
(Vecherin, 2011).

Among recent achievements of far-abroad countries
the following ones are worth attention: the study of the
relationship of job satisfaction and psychosomatic illness
in Nigeria prison staff (Ofili et al., 2016); comparison of
the state of job satisfaction of public and private sector
employees carried out by Greek experts (Tsigilis et al.,
2006), the study of the impact of aggressive leadership on
the state of job satisfaction of healthcare workers in Paki-
stan (Ahmad et al., 2016); factors that determine stress
and job satisfaction of medical staff in Australia (Bartram,
2004).

Among a wide range of state institutions that are cur-
rently being reformed, professional motivation of em-
ployees of the penitentiary service requires special atten-
tion. This, in particular, is due to the cardinal nature of
changes, as well as a number of specific factors that in-
crease the risk of neuroticism, imparting helplessness,
emotional burnout, professional deviation, deformation
and degradation of the staff institutional bodies and insti-
tutions for the execution of criminal punishment and
probation.

The understanding of the complexity of professional
conditions of the prison workers, as well as the im-
portance and urgency of the reforms of the relevant insti-
tutions and bodies, has preconditioned the conduction of a
number of researches in recent years. For example, psy-
chological peculiarities of the organization of future em-
ployees of the State Penitentiary Service of Ukraine (here-
inafter - SPSU) were investigated (Shamruk, 2015).

The assessment of the impact of job satisfaction,
work-related stress, and anxiety in prison staff was per-
formed by T. Byrd and his co-authors (Byrd et al., 2000).
In the United States, experts have assessed the impact of
prison security on job satisfaction and the burnout of
workers in the penitentiary system (Roy et al., 2012). The
dissertation research on job satisfaction factors in correc-
tional officers of the US District Prisons is also worth
considering (Simmons, 2017).

Some aspects of job satisfaction of prison workers
were investigated by E.G. Lambert et al., 2002, E.A.
Paoline 111 et al., 2017, R. Kalra et al., 2016, but there are
no studies dealing with professional motivation and job
satisfaction of prison officers in Ukraine and post-soviet
countries.
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Consequently, we can conclude that there is a con-
tradiction between the urgent need for further reformation
of the SPSU with the provision of psychological support
and monitoring of professional motivation and job satis-
faction of the officers, and between a certain scientific
ignoring of studies dedicated to professional motivation
of employees of relevant institutions and their job satis-
faction in Ukraine.

Aim and Tasks

Taking into account the above, the paper aims to find
out peculiarities of professional motivation and job satis-
faction of the SPSU staff. To achieve the goal, the follow-
ing tasks are set:

1) to study psychological peculiarities and conditions
of SPSU officers’ work and similar structures in other
countries.

2) to select methods suitable for distinguishing the
peculiarities of professional motivation and the state of
job satisfaction, and to carry out corresponding measure-
ments.

3) using mathematical methods, interpret the results
of the study, paying attention to the possible correlation
relationships between the needs in the professional field
of prison workers and the state of their job satisfaction.

Research Methods

The research is based on theoretical methods of
analysis and generalization of scientific literature on the
issue of the formation and functioning of the motivational
sphere of the psyche, problems of professional motivation
and psychological support of the functioning of peniten-
tiary institutions, as well as special psychodiagnostic
tools. In particular, Sheila Ritchie and Peter Martin “Per-
sonality Motivational Profile” technique was applied to
assess the importance of twelve needs in the field of pro-
fessional motivation of the SPSU staff. Also, Job Satisfac-
tion Survey developed by Paul Spector was used to meas-
ure nine job satisfaction factors. For the processing of
results, we used the StatSoft Statistica software package,
methods of mathematical statistics, in particular: the defi-
nition of the median, quartiles, modes, arithmetic mean,
standard deviation, data ranging, analysis of the normality
of their distribution, correlation analysis and multiple
regression analysis.

The sample was composed of 60 people aged from
18 to 38 (43 men and 17 women) who work in peniten-
tiary institutions of 6 regions of Ukraine. 10 people had
managerial positions and 50 respondents had nonleader-
ship jobs.

Research Results

According to European penitentiary rules, peniten-
tiary staff perform an important social function, and there-
fore the order of their recruitment, training, and working
conditions should enable them to maintain high standards
for the treatment of prisoners (italics — made by the au-
thors). Instead, domestic experts have investigated a
number of deprivation and frustration factors that accom-
pany the work of the penitentiary system employees.
Firstly, this is high psycho-emotional stress due to pro-
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longed contact with the criminogenic microenvironment
(Popyk, 2011) and the need to resist the values of the
criminal subculture, and secondly, the consideration of
the non-prestige of the profession (Prykhodko, 2011).
Specifically, before the beginning of the reforms, experts
stated that “90% of mid-level prison officials consider
work with convicts not to be prestigious” (Bohatyrev,
2012). The parliamentary ombudsman noted that, that
“the work in the penitentiary system, in comparison with
other state structures, remains one of the most unprivi-
leged” (Bodnarchuk, 2012). Thirdly, researchers empha-
size the isolation of work conditions, in fact “employees
of penitentiary institutions are prisoners of their work”
(Prikhodko, 2011). Specialists note the physical burden of
the work performed (Popyk, 2011), high requirements for
the level of organization of prison staff (Shamruk, 2015),
their psycho-pedagogical training (Denysova, 2014).

Experimental research (Chychuha, 2015) has shown
that even in the workers of psychosocial service of peni-
tentiary institutions such destructive mental states and
qualities as personal anxiety, fear, neuro-psychological
instability, especially in extreme conditions, tension,
suspicion, cruelty, isolation, are found. At the same time,
labour psychologists recognized that professional defor-
mation begins with negative changes in the level of work-
ers’ emotional sphere functioning (Shcherbakova, 2015).

It should be noted that these negative stress factors
are inherent in penitentiary systems in developed coun-
tries. In particular, E.G. Lambert and E.A. Paoline (2008)
regard work in correctional institutions as a depressing
activity, which is unvalued by the society. Scientists em-
phasize the endless circle, when working conditions in
prisons cause feelings of anxiety and professional burnout
in workers, which in turn results in personnel turnover
(Byrd, 2000; Lambert, 2004 and 2010; Castle, 2008, etc.).
In turn, a permanent shortage of personnel leads to chron-
ic overtime work, vacation time misuse (Leib et al.,
2013), which increases the negative impact on the motiva-
tion of corrections officers.

Along with that, E.G. Lambert and E.A. Paoline state
that prison officials who are satisfied with their work and
are free from stress effectively perform tasks of the cor-
rectional institution, and vice versa, dissatisfied and
stressed employees can cause a penitentiary institution
collapse (Lambert et al., 2008).

At the same time, according to experts, the increase
of the level of job satisfaction in district prison officials is
considered an important way to decrease the issues of
stress, burnout and high turnover rates (Griffin, 2001).

Job satisfaction of prison officials is important be-
cause it prevents staff turnover and, accordingly, ensures
their continuity, which in turn “can provide safe environ-
ment inside the jail for all staff and inmates” (Simmons,
2017).

Taking into account these negative factors of peni-
tentiary institutions personnel’s work, the low level of
their job satisfaction is not surprising. In Nigeria, 54.4%
of prison staff are dissatisfied with their work (Ofili et al.,
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2016), while some studies in the United States recorded
up to 80% of penitentiary institutions workers who were
satisfied with their job (Leip et al., 2013).

Consequently, the main psychological peculiarities
of penitentiary system workers’ service are their aware-
ness of the low prestige of their job, the conditions of
physical isolation, the confrontation with the criminal
subculture, overtime work, rather strict regulation of ser-
vice, high requirements for psychological readiness and
stress-resistance.

The second task of our study involved selecting
methods suitable for examining characteristics of profes-
sional motivation and the state of job satisfaction. We
believe that The Two-Factor Theory (also known as Her-
zberg’s motivation-hygiene theory) is worth considering.
First, methodologically, it is based on humanistic psy-
chology of Abraham Maslow and his pyramid of needs,
upon whose main provisions we agree. Secondly, we see
parallels with studies of the motivational sphere in domes-
tic psychology, many of which tend to assess internal and
external motivation, and in the two-factor theory of F.
Herzberg, factors-motivators rely on internal motivation,
and hygiene factors can be considered as external stimuli.
Thirdly, foreign psychologists have developed and tested
a number of reliable diagnostic tools suitable for measur-
ing corresponding indicators, in particular, Paul Spector’s
Job Satisfaction Survey.

F. Hertzberg’s theory emphasizes the binary opposi-
tion of job satisfaction and job dissatisfaction, and the
variety of factors influencing their level, distinguishing
those ones that primarily affect job satisfaction — the so-
called motivators, and those factors that primarily affect
job dissatisfaction — the so-called hygienic factors (hence
the name “Two-Factor Theory”). Paul Spector’s Survey
helps to measure nine different aspects of job satisfaction
(both motivational and hygienic factors) — satisfaction
with earnings, career opportunities, leadership, additional
benefits, rewards for the quality of work, lack of bureau-
cratic barriers at work, colleagues, the importance of
work, etc.

We consider the “Motivational Profile” by Sheila
Ritchie and Peter Martin to be the most appropriate tool
for examining peculiarities of professional motivation. It
helps to measure twelve basic personal needs in the pro-
fessional field, which are to some extent relevant to the
motivational and hygienic factors identified by F.
Hertzberg and the scales of P. Spector’s survey. The
method of S. Ritchie and P. Martin makes it possible to
measure the importance of twelve needs in the field of
professional motivation of the individual: the need for
rewards, appropriate working conditions, work structur-
ing, social contacts, relationships, recognition, achieve-
ments, power and influence, diversity, creativity, self-
perfection, interesting and useful work.

Empirical Study Results

The survey of employees of the State Penitentiary
Service of Ukraine was carried out during November
2017 on the basis of the Chernihiv Academy of State
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Penitentiary Service. The ranking of the measured needs
of the employees in the field of work (by comparing the
median of different scales of the person’s motivational
profile) indicates a fairly even distribution of the prefer-
ences of the respondents for all needs other than the lead-
er’s scale (Figure 1). Thus, the medians of 11 scales are
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ranging from 24 to 33 (37.5% difference), and the obvi-
ous leader — the need for rewards — has a median of 43
points, while the median of all other scales is 29 (the
difference is 48.3%, and compared with the lowest medi-
an difference of 79.2%).

Creativity

Power and Influence
Relationship

People Contact
Physical condition

Variety and change

| 24
I 24,5

| 26
| 27
| 28,5
e 29,5

Self development

| 30

Achievement

] 30,5

Recognition

31,5

Interest and usefulness

| 32,5

Structure

] 33

Money and tangible. .

0 10

20 30 40 50

Figure 1. Ranking Needs of the Respondents in the Professional Sphere

Instead, the ranking of various factors of satisfaction
with the work of the staff of the SPSU (Figure 2) indi-
cates a lack of a dominant factor and the difference be-

tween the maximum and the minimum median in 2.19
times.

Contingent reward [ ] 8,0

Fringe Benefits [ ] 80

Pay I 90

Operating conditions | 10,0
Promotion [ 11,0
Communication 13,0
Supervision | 14,0
Nature of work | 16,0
Coworkers | 17,5
0,0 5,0 10,0 15,0 20,0

Figure 2. Ranking Factors of Job Satisfaction on SPSU Staff

Analyzing the descriptive statistics of the results of
the motivational profile measurement, we observe the
highest standard deviation according to the following
scales: money and tangible rewards (16.85), physical
condition (12.9) and work structure (12.8), which turned
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out to be the most sensitive to individual characteristics of
the employees. It should be noted that during the testing,
some respondents have not given a single point to such
factors of professional motivation as “money and tangible
rewards”, “psycial condition”, “people contact”, only 1
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point (from potential 132 points) was assigned to the
“power and influence” scale, and 2 points — the “relation-
ship” scale.

Analyzing descriptive statistics of job satisfaction
state, the highest standard deviation (5.49) was observed
concerning satisfaction with authorities, which is ex-
plained by subjective factors, the state of satisfaction with
information provision (4.38), which is also explained by
the peculiarities of the organization of working conditions
in a particular subdivision.
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Using the StatSoft Statistica package, we processed
descriptive statistics and determined the distribution of
data according to the Kolmogorov-Smirnov and Shapiro-
Wilk tests, respectively. In particular, the distribution of
data on the general state of job satisfaction is shown in
figure 3. According to the Kolmogorov-Smirnov test, d =
0.05, p> 0.20, and according to the Shapiro-Wilk test W =
0.98,p=0.62

Job Satisfaction = 60*10*normal(x; 105,9667; 23,9328)
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The distribution of data for individual scales of per-
sonality motivational profile is shown in Figure 4. Alt-
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Figure 3. Distribution of Data According to General Job Satisfaction State

hough the data have a certain asymmetry, they are within
the normal distribution.
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Figure 4. Distribution of Data According to Personality Motivational Profile Scales
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We performed a correlation analysis between each of
the 12 needs that are part of the personality motivational
profile, and gender, age, work experience, and level of the
respondent’s position (Table 1). A correlation (see figure
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5) is found only between the need for recognition and age
(Spearman’s correlation coefficient is 0.26 at p = 0.04)
and between the need for self-improvement and gender
(Spearman’s correlation coefficient is 0.26 at p = 0.045)

Table 1.
Correlation Between Main Characteristics of the Respondents
and the Needs Included in Personality Motivational Profile

Needs Gender Job position Work experience Age
Money and tangible rewards r=-0.07. p=0.59 r=-0.10. p=0.43 r=0.16. p=0.22 r=0.15. p=0.25
Physical condition r=-0.06. p=0.67 r=-0.14. p=0.25 r=-0.1. p=0.46 r=-0.08. p=0.55
Work structure r=-0.03. p=0.83 r=0.14. p=0.29 r=-0.20. p=0.12 r=-0.23. p=0.08
People contact r=-0.16. p=0.22 r=0.20. p=0.12 r=0.12. p=0.34 r=-0.02. p=0.87
Relationship r=-0.1. p=0.47 r=0.13. p=0.32 r=0.05. p=0.68 r=-0.01. p=0.94
Recognition r=0.25. p=0.06 r=-0.05. p=0.71 r=0.21. p=0.1 r=0.26. p=0.04
Achievements r=0.03. p=0.83 r=-0.04. p=0.78 r=-0.18. p=0.16 r=-0.13. p=0.31
Power and influence r=-0.09. p=0.49 r=-0.07. p=0.62 r=0. p=0.1 r=-0.06. p=0.64
Variety and change r=0.19. p=0.15 r=-0.13. p=0.34 r=0.1. p=0.44 r=0.17. p=0.2
Creativity r=0.15. p=0.27 r=-0.05. p=0.7 r=0.07. p=0.58 r=0.02. p=0.86
Self-development r=0.26. p=0.05 r=0. p=0.99 r=-0.07. p=0.58 r=0.1. p=0.45
Interest and usefulness r=-0.23. p=0.08 r=0.21. p=0.11 r=-0.24. p=0.07 r=-0.18. p=0.17
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Figure 5. Correlation Relationship Between Need for Recognition and Age

During the correlation analysis of the general moti-
vational profile and the corresponding needs, we observed
a certain correlation between the need for interest and
usefulness of work and the personality motivation profile
(r = 0.45 at p = 0.000). In this case, the highest negative
correlation is observed between the need for rewards and
the general motivation profile (r = -0.22 at p = 0.08).

A multiple regression analysis of the contribution of
every factor to the general state of job satisfaction has
also been conducted. It turned out that the greatest influ-
ence on the state of job satisfaction is satisfaction with the
state of information provision (f = 0.81) and satisfaction
from rewards for the quality of work (f = 0.78).

Discussion

Previously, in Ukraine, the study aimed at identify-
ing needs in the professional field of the employees of the
State Emergency Service was conducted (Popov, 2014).
Among them, the need for rewards (average value 50.9 -
51.3), need for recognition (42.9 - 45.2), need for
achievements (40.8 - 42.3), need for interesting and useful
work (35.9 — 37) are of greatest significance. In our re-
sults, there is also a large gap between rewards (mean
value is 44.9) and other needs (mean value is 28.9). At the
same time, V. Popov has found differences in the ranking
of individual needs in the subjects with experience up to 5
years and more, while in our study, the relevant differ-

Science and Education, 2018, Issue 3

48



ences are not statistically significant. We explain this by
the fact that his study involved more people having more
than 5 years’ experience.

Our research outcomes are in line with E.G. Lambert
et al., 2004. We have found that female prison officials
have a higher level of job satisfaction than male ones
(108.4 points vs 105). We have not find any statistically
significant differences in the level of general satisfaction
and factors, its components, between groups that differ in
educational level, as well as O. Vecherin (2011).

In the study of T. Vezhnovets (2017), there is no cor-
relation relationship between the job satisfaction and
gender. However, it has been revealed that with the in-
crease of the respondents’ age, the level of satisfaction is
increasing as well, while in our study this correlation is
insignificant (0.04). This is due to the significant differ-
ences in the conditions and the nature of the work of the
prison and medical staff, investigated by her. She has also
found that 65.5% of doctors are satisfied with their job,
while in our research, about 41.7% of the employees are
satisfied with their job (if 109 points are considered to be
the boundary value of P. Spector’s survey). This is ex-
plained by the differences in the conditions and nature of
work, as well as the use of different techniques that differ
in terms of the level of job satisfaction.

According to some studies (Frantsev, 2010), positive
correlation has been found between the scale of interest-
ing work and relationships, working conditions and
recognition, interesting work and recognition. However,
in our study, no significant correlations have been ob-
served between these needs, and the correlation between
the latter scales in general is negative. These differences
are explained by various methods used and various
spheres of the respondents’ employment.

Conclusions

1. The main psychological peculiarities of SPSU
employees’ job involve the awareness of its low prestige,

REFERENCES

1. Frantseva, T.N. (2010). Oprosnik dlia diagnostiki
motivov professionalnoi deiatelnosti spetsialistov [Ques-
tionnaire for the diagnosis of professional motivation of
experts]. Vestnik Samarskoi gumanitarnoi akademii. Se-
riia: Psikhologiia — Bulletin of the Samara Humanitarian
Academy. Ser. : Psychology, 2. [in Russian].

2. Perry, J. L., & Wise, L. R. (1990). The motiva-
tional bases of public service. Public administration re-
view, 367-373.

3. Roy, S., & Avdija, A. (2012). The effect of pris-
on security level on job satisfaction and job burnout
among prison staff in the USA: an assessment. Interna-
tional Journal of Criminal Justice Sciences, 7 (2), 524.

4. Dawis, R. V., & Lofquist, L. H. (1984). A psy-
chological theory of work adjustment: An individual dif-
ferences model and its application. Minneapolis: Univer-
sity of Minnesota.

Science and Education, 2018, Issue 3

lNcuxonoeaisi — Psychology

the conditions of physical isolation, confrontation to the
criminal subculture, overtime work, etc.

2. Among methods suitable for diagnosing the pecu-
liarities of the professional motivation of the prison offi-
cials, we have selected the method of the personality
motivational profile, which allows measuring twelve
basic personal needs in the professional field. Concerning
the methods appropriate for examining the state of job
satisfaction the Job Satisfaction Survey by P. Spector,
which measures nine different factors, was applied.

3. The most urgent need of SPSU employees in the
field of work is the need for rewards (median of 43 condi-
tional points). Then there is a need for work structure
(median 33), the need for interesting and useful work
(median 32.5). The needs for creativity (median 24), the
need for power and influence (median 24.5) are the least
pronounced ones.

4. The SPSU staff are mostly satisfied with col-
leagues (median 17.5), the importance of their work (me-
dian 16), and the least satisfied with rewards for the quali-
ty of work and additional benefits (median 8).

5. The most sensitive to individual peculiarities of
the SPSU employees are the need for rewards, physical
conditions, work structure, as well as the state of satisfac-
tion with authorities and information provision, according
to which the highest standard deviation has been ob-
served.

6. The correlation analysis between every need in the
professional field and gender, age, work experience and
job positions of the SPSU staff helped to find a certain
correlation between the need for recognition and age (r =
0.26 at p = 0.043) and between the need for self-
development and gender (r = 0.26 at p = 0.045).

7. Satisfaction from the state of information provi-
sion in a unit (r = 0.81 at p = 0.000) and satisfaction from
rewards for the quality of work (r = 0.78 at p = 0.000)
have the greatest influence on job satisfaction

5. Hertzberg, F., Mosner, B., & Sniderman, B.
(2007) Motivatsiia k rabote [Motivation to job]. — Mos-
kow, Vershina, 240 [in Russian].

6. Spector, P.E. (1998). Job Satisfaction Survey
(November 2, 1998). Retrieved February, 22, 2005.

7. Hackman, J. R., & Oldham, G. R. (1975). Devel-
opment of the job diagnostic survey. Journal of Applied
psychology, 60 (2), 159.

8. Shherbakova, .M. (2015) Zadovolenist profesi-
inoiu diialnistiu yak indykator neirotyzmu subiektiv pratsi
[Satisfaction with the professional activity as an indicator
of neuroticism of subjects of labour]. Pedahohichni
nauky: teoriia, istoriia, innovatsiini tekhnolohii — Peda-
gogical sciences: theory, history, innovative technologies,
1 (45), 186-192 [in Ukrainian].

9. Vecherin, AV. (2011). Subieektivnye faktory
udovletvorennosti trudom sotrudnikov organizatsii [Sub-
jective Factors of Job Satisfaction in Organisational Em-
ployees]. Psikhologiia. Zhurnal vysshei shkoly ekonomiki

49




- Psychology. Journal of Higher School of Economics,
8 (2) [in Russian].

10. Ofili, A.N., Isara, A.R., Okwechime, B.C., &
Okwuchi, D. (2016) Job satisfaction, psychological and
psychosomatic morbidity among prison workers in a
developing country. Annals of Medical and Surgical
Practice, 1 (1), 30-34.

11. Tsigilis, N., Zachopoulou, E., & Grammatiko-
poulos, V. (2006). Job satisfaction and burnout among
Greek early educators: A comparison between public and
private sector employees. Educational Research and
Reviews, 1 (8), 256.

12. Ahmad, W., Khattak, A. J., & Ahmad, G. (2016).
Impact Of Abusive Supervision On Job Satisfaction And
Turnover Intention: Role Of Power Distance As A Mod-
erator. City University Research Journal, 6 (1), 122-136.

13. Bartram, T., Joiner, T. A., & Stanton, P. (2004).
Factors affecting the job stress and job satisfaction of
Australian nurses: implications for recruitment and reten-
tion. Contemporary nurse, 17 (3), 293-304.

14. Shamruk, O.P. (2015). Psykholohichni
osoblyvosti formuvannia orhanizovanosti u maibutnikh
spivrobitnykiv  derzhavnoi  penitentsiarnoi  sluzhby
Ukrainy [Psychological peculiarities of formation self-
organization in future employees’ of the State Peniten-
tiary Service of Ukraine] Extended abstract of candidates
thesis. Kyiv: Instytut psykholohii imeni H.S. Kostiuka [in
Ukrainian].

15. Byrd, T. G., Cochran, J. K., Silverman, I. J., &
Blount, W. R. (2000). Behind bars: an assessment of the
effects of job satisfaction, job-related stress, and anxiety
on jail employees’inclinations to quit. Journal of Crime
and Justice, 23 (2), 69-93.

16. Simmons, R. (2017). Predictors of Job Satisfac-
tion Among County Jail Correctional Officers. Extended
abstract of PhD thesis. Walden University.

17. Lambert, E. G., Hogan, N. L., & Barton, S. M.
(2002). Satisfied correctional staff: A review of the litera-
ture on the correlates of correctional staff job satisfaction.
Criminal Justice and Behavior, 29 (2), 115-143.

18. Paoline 1lI, E. A, Lambert, E. G., Hogan, N. L.,
& Keena, L. D. (2017). The Effects of the Workplace on
Jail Staff: The Issue of Perceptions of Pay Fairness. Cor-
rections, 1-22.

19. Kalra, R., Kollisch, S. G., MacDonald, R., Dick-
ey, N., Rosner, Z., & Venters, H. (2016). Staff satisfac-
tion, ethical concerns, and burnout in the New York City
jail health system. Journal of Correctional Health Care,
22 (4), 383-392.

20. Popyk, Ju.V. (2011) Spilna diialnist yak faktor
rozvytku frustratsiinoi tolerantnosti u personalu ustanov
vykonannia pokaran [Joint activity as a factor in the de-
velopment of frustration tolerance in the staff of peniten-
tiary institutions]. Mater. kruhloho stolu Formuvannia
pozytyvnoho sotsialno-psykholohichnoho mikroklimatu v
seredovyshchi zasudzhenykh i personalu ustanov vy-
konannia pokaran. — Formation of positive socio-
psychological microclimate among convicts and person-

Science and Education, 2018, Issue 3

lNcuxonoeaisi — Psychology

nel of penitentiary institutions. Bila Tserkva, 53-60 [in
Ukrainian].

21. Prykhodko, A.lu. (2011) Spivrobitnyky
derzhavnoi penitentsiarnoi sluzhby: profesiia ta yii
naslidky [Employees of the State Penitentiary Service: the
profession and its consequences]. Mater. kruhloho stolu
Formuvannia pozytyvnoho sotsialno-psykholohichnoho
mikroklimatu v seredovyshchi zasudzhenykh i personalu
ustanov vykonannia pokaran. — Formation of positive
socio-psychological microclimate among convicts and
personnel of penitentiary institutions. Bila Tserkva, 218-
225 [in Ukrainian].

22. Bohatyrov, A.l. (2012). Okremi pytannia profesi-
inoi motyvatsii personalu penitentsiarnykh ustanov
serednoho rivnia bezpeky do vykonannia svoikh slu-
zhbovykh oboviazkiv [Some issues of professional moti-
vation of mid-level security penitentiary personnel to
perform their official duties]. Pravo i suspiljstvo — Law
and Society, (6), 162-166 [in Ukrainian].

23. Bodnarchuk, O.H. (2012). Profesiina deformatsi-
ia personalu yak peredumova vynyknennia koruptsii v
Derzhavnii  kryminalno-vykonavchii sluzhbi  Ukrainy
[Professional deformation of staff as a precondition for
the emergence of corruption in the State Penitentiary
Service of Ukraine]. Chasopys Natsionalnoho universyte-
tu "Ostrozka akademiia”. — The journal of the National
University of Ostroh Academy, 2 (6) [in Ukrainian].

24. Denysova, T.A,, Dorobaliuk, O.P. (2014)
Profesiinist personalu penitentsiarnoi systemy [Profes-
sionalism of penitentiary system personnel]. Mater.
nauk.-prakt. Internet-konfer. 2014. — Proceedings of the
scientific and practical Conference Retrived from
http://law-
dep.pu.if.ua/conference2014/articles/denysova,%20dorob
alyuk.pdf [in Ukrainian].

25. Chychuha, M.M. (2015). Vplyv destruktyvnykh
psykhichnykh staniv na osobystist ta profesiinu diialnist
nachalnykiv viddilen sotsialno-psykholohichnoi sluzhby
ustanov vykonannia pokaran [The influence of destructive
mental states on a personality and professional activities
of chiefs of social and psychological penal services].
Problemy suchasnoi psykholohii, (27), 635-647 [in
Ukrainian].

26. Lambert, E.G., & Paoline, E.A. (2008). The in-
fluence of individual, job, and organizational characteris-
tics on correctional staff job stress, job satisfaction, and
organizational commitment. Criminal Justice Review,
33 (4), 541-564.

27. Lambert, E.G., Reynolds, K.M., Paoline III,
E.A., & Watkins, R.C. (2004). The effects of occupational
stressors on jail staff job satisfaction. Journal of Crime
and Justice, 27 (1), 1-32.

28. Lambert, E., & Paoline Ill, E. A. (2010). Take
this job and shove it: An exploratory study of turnover
intent among jail staff. Journal of Criminal Justice,
38 (2), 139-148.

29. Castle, T.L., & Tammy, T. (2008). Satisfied in
the jail? Exploring the predictors of job satisfaction




among jail officers. Criminal Justice Review, 33 (1), 48-
63.

30. Leip, L.A., & Stinchcomb, J.B. (2013). Should |
stay or should | go? Job satisfaction and turnover intent of
jail staff throughout the United States. Criminal Justice
Review, 38 (2), 226-241.

31. Griffin, M.L. (2001). Job satisfaction among de-
tention officers: Assessing the relative contribution of
organizational climate variables. Journal of Criminal
Justice, 29 (3), 219-232.

JITEPATYPA

1. O®pannesa T.H. OnpocHuK i AMArHOCTUKH
MOTHUBOB HpO(I)eCCPIOHaJ'IBHOﬁ ACATCIIPHOCTH CIICHUAIN-
croB / T.H. ®pannesa // Bect. Camapckoif ryMaHUTapHOM
akax. Cep.: Ilcuxonorus. — 2010. — Ne 2. — C. 146-160.

2. PerryJ.L. The motivational bases of public
service / J.L. Perry, L.R. Wise // Public administration
review. — 1990. — C. 367-373.

3. RoyS. The effect of prison security level on
job satisfaction and job burnout among prison staff in the
USA: an assessment / Sudipto Roy, Avdi Avdija // Inter-
national Journal of Criminal Justice Sciences. — 2012. — T.
7.—Ne 2. - C. 524-538.

4. Dawis R.V. A psychological theory of work
adjustment: An individual differences model and its ap-
plication / R.V. Dawis, L.H. Lofquist // Minneapolis:
University of Minnesota. — 1984.

5. Tepubepr ®. MotuBanust K pabore /
@. T'epubepr, b. Mocuep, b. Cuugepman. — M. : Bepmu-
Ha, 2007. — 240 c.

6.  Spector P.E. Job satisfaction survey (JSS) /
P.E. Spector. — Department of Psychology, University of
South Florida. — 1998.

7. Hackman J.R. Development of the job diagnos-
tic survey / J.R. Hackman, G.R. Oldham // Journal of
Applied psychology. — 1975. — T.60. — Ne 2. — C. 159-
170.

8.  Ulepbakosa I.M. 3amoBoseHiCTh mpodeciiiHo
JISUTBHICTIO SIK 1HIUKATOP HEHpOTU3MY CyO’€KTiB mparti /
[.M. lllep6akoBa // Ileparoriuni Hayku: Teopisi, iCTOpIs,
inHOBaniiiHi Texnoorii. — 2015. — Ne 1 (45). — C. 186-
192.

9. Beuepun A.B. CyObekTuBHBIC (HaKTOPBI YI0-
BJICTBOPCHHOCTU TPYAOM COTPYAHUKOB 0p1"aHPI3aIlPII>1 /
A.B. Beuepun // Ilcuxonorus. XXypran Beiciieit mkosst
skoHOoMHKH. — 2011, — T. 8. — Ne 2. — C. 96-111.

10. Ofili A.N. Job satisfaction, psychological and
psychosomatic morbidity among prison workers in a
developing  country /  A.N.Ofili, AR.lIsara,
B.C. Okwechime, D. Okwuchi // Annals of Medical and
Surgical Practice. — Vol. 1, Issue 1. — June 2016. — C. 30-
34.

11. Tsigilis N. Job satisfaction and burnout among
Greek early educators: A comparison between public and
private sector employees / N. Tsigilis, E. Zachopoulou,

Science and Education, 2018, Issue 3

lNcuxonoeaisi — Psychology

32. Popov, V.M. (2014). Motyvatsiinyi komponent
vyvchenoi bezporadnosti pratsivnykiv. DSNS  Ukrainy
[Motivational component of learned helplessness of the
staff of the DSNS of Ukraine]. Problemy ekstremalnoi ta
kryzovoi psykholohii. - Problems of extreme and crisis
psychology, (16), 165-174 [in Ukrainian].

33. Vezhnovets, T.A. (2017). Doslidzhennia zadovo-
lenosti pratseiu ta syndrom vyhorannia u medychnykh
pratsivhykiv [Study of job satisfaction and burnout syn-
drome in medical staff]. ScienceRise. Medical science,
(2), 36-40 [in Ukrainian].

V. Grammatikopoulos // Educational Research and Re-
views. —2006. — T. 1. — Ne 8. — C. 256-261.

12.  Ahmad W. Impact Of Abusive Supervision On
Job Satisfaction And Turnover Intention: Role Of Power
Distance As A Moderator / W. Ahmad, A.J. Khattak,
G. Ahmad // City University Research Journal. — 2016. —
T.6.—Ne 1. — C. 122-136.

13. Bartram T. Factors affecting the job stress and
job satisfaction of Australian nurses: implications for
recruitment and retention / T.Bartram, A.T.Joiner,
P. Stanton // Contemporary nurse. — 2004. — T. 17. — Ne 3.
—C. 293-303.

14. TIlampyxk O.I1. IIcuxomnoriuHi ocobmmBocTI (ho-
PMyBaHHS OPraHi30BaHOCTI y MailOyTHIX CIiBPOOITHUKIB
JIepKaBHOI TIeHITEeHIiapHOi ciry>kOm Ykpainu. Juc. ...
KaH. ncuxod. Hayk: 19.00.07 / Oner ITaBnosuu Hlampyk.
-K.,2015.-188c.

15. Byrd T. Behind bars: An assessment of the ef-
fects of job satisfaction, job-related stress, and anxiety of
jail employees inclination to quit / T. Byrd, J. Cochran,
I. Silverman, W. Blount // Journal of Crime and Justice. —
2000. - T. 23. — Ne 2. — C. 69-89.

16. Simmons R. Predictors of Job Satisfaction
Among County Jail Correctional Officers / Richara Sim-
mons. — Dissertation Submitted in Partial Fulfillment of
the Requirements for the Degree of Doctor of Philosophy
Public Policy & Administration. — Walden University,
2017.-85p.

17. Lambert E.G. Satisfied correctional staff: A re-
view of the literature on the correlates of correctional staff
job satisfaction / E.G. Lambert, N.L. Hogan, S.M. Barton
/I Criminal Justice and Behavior. — 2002. — T. 29. — Ne 2.
- C. 115-143.

18. Paoline Il E.A. The Effects of the Workplace
on Jail Staff: The Issue of Perceptions of Pay Fairness /
E.A. Paoline Ill, E.G. Lambert, N. L. Hogan, L.D. Keena
/l Corrections. — 2017. — C. 1-22.

19. KalraR. Staff satisfaction, ethical concerns,
and burnout in the New York City jail health system /
R. Kalra, S.G. Kollisch, R. MacDonald, N. Dickey,
Z. Rosner, H. Venters // Journal of Correctional Health
Care. —2016. — T. 22. — Ne 4. — C. 383-392.

20. Tlomuk FO.B. ChinbHa IisSUTBHICT SIK (haKTOp
PO3BHUTKY (pycTpamifHOi TOJIEPAHTHOCTI Yy MepCOHAITY
ycraHoB BHKOHaHHs nokapanb / FO.B. ITonmk // Matep.

51




Kpyraoro cromry ®opMyBaHHS IO3UTHBHOTO COIiaJdbHO-
MICXOJIOTIYHOTO MIKPOKITIMaTy B CEpEIOBHIII 3acCyIxKe-
HUX 1 NEPCOHANYy YCTaHOB BUKOHAHHS ITOKapaHb. — binma
Iepkea, 2011. — C. 53-60.

21. TIpuxompko A.IO. CniBpoOITHHKH Jep:kaBHOT
NeHiTeHIiapHol ciyx0u: npodecis Ta i Hacminkun /
A.1O. Ilpuxozapko / Marep. xpyriioro croiny ®opmyBan-
HSl TIO3UTHUBHOTO COIIaJbHO-IICUXOJIOTIYHOTO MiKpPOKJIi-
MaTy B CEpEIOBHINI 3aCyJDKEHHX 1 NEpCOHANy YCTaHOB
BUKOHAaHHA TMokapaHb. — bima Llepksa, 2011. — C. 218-
225.

22. boratuproB A.l. Oxpemi nutaHHs mpodeciitaol
MOTHBAIlil MEPCOHANY IEHITCHIIapHUX YCTaHOB cepe-
HBOTO piBHs Oe3leKkr /10 BUKOHAHHS CBOIX CIYXKOOBHX
000B’s3kiB / A.l. BoratuproB // IlpaBo i cycmiibCTBO. —
2012. — Ne 6. — C. 162-166.

23. bopnapuyk O.I". IIpodeciiina nedopmaris me-
pCOHaJy SIK epeyMoBa BUHUKHEHHs Kopymnuii B [lepika-
BHIll KpHMiHaJNbHO-BUKOHABYiH cCiyx0i Ykpainum /
O.I'. Bognapuyk // Yaconuc HamioHnansHOro yHiBepcure-
1y "Octpo3pka akamemis". Cepis "IIpaBo". — 2012. —
Ne 2 (6) : [Enextponnmii pecypc]. — Pexum noctymy :
http:// lj.oa.edu.ua/articles/2012/n2/12bohvsu.pdf

24. Jlenucosa T.A. IIpodeciiitHicTs IEpCOHANY TIe-
HiTCHIIapHOT CUCTEMH / T.A. Jlenucosna,
O.I1. Jopobamrox // Matep. Hayk.-ipakT. IHTepHeET-
koH(pep. 2014 [Enextponnuii pecypc] — Pexxum nocrymy:
http://law-
dep.pu.if.ua/conference2014/articles/denysova,%20dorob
alyuk.pdf

25. Ypuyra M.M. BmimB JecTpyKTUBHHX IICHXid-
HUX CTaHIB Ha OCOOHMCTICTh Ta HPOQECiiHYy MisIBHICTH
HaYaJbHUKIB BIIIJICHb COIIaIbHO-TICHXOJIOTIYHOI CITyX-
0u yCTaHOB BUKOHaHHs mokapanb / M.M. Unuyra // TIpo-

lNcuxonoeaisi — Psychology

6memu cydacHoi ncuxonorii. — 2015, — Bun. 27. — C. 635-
647.

26. Lambert E.G. The influence of individual, job,
and organizational characteristics on correctional staff job
stress, job satisfaction, and organizational commitment /
E.G. Lambert, E.A. Paoline Il // Criminal Justice Re-
view. — 2008. — T. 33. — Ne 4. — C. 541-564.

27. Lambert E.G. The effects of occupational
stressors on jail staff job satisfaction / E.G. Lambert,
K.M. Reynolds, E.A. Paoline Ill, R.C. Watkins // Journal
of Crime and Justice. — 2004. — T. 27. — Ne 1. — C. 1-32.

28. Lambert E.G. Take this job and shove it: An
exploratory study of turnover intent among jail staff /
E.G. Lambert, E.A. Paoline Il // Journal of Criminal
Justice. —2010. — T. 38. — Ne 2. — C. 139-148.

29. Castle T.L. Satisfied in the jail? Exploring the
predictors of job satisfaction among jail officers /
T.L. Castle, L. Tammy // Criminal Justice Review. —
2008. —T.33.—Ne 1. — C. 48-63.

30. Leip L.A. Should I stay or should I go? Job sat-
isfaction and turnover intent of jail staff throughout the
United States / L.A. Leip, J.B. Stinchcomb // Criminal
Justice Review. — 2013. — T. 38. — Ne 2. — C. 226-241.

31. Griffin M.L. Job satisfaction among detention
officers: Assessing the relative contribution of organiza-
tional climate variables / M.L. Griffin // Journal of Crimi-
nal Justice. — 2001. — T. 29. — Ne 3. — C. 219-232.

32. Tlomo B.M. MoTuBaiiiiiuii KOMIOHEHT BH-
BueHoi Oesnopaanocti mpaniBuukiB JJCHC VYkpainu /
B.M. IlonoB // TIpobnemu ekcrpemaibHOI Ta KpHU30BOI
ncuxosorii. — 2014. — Ne 16. — C. 165-174.

33. Bexnosern T.A. JJocmimKeHHS 3a00BOJIEHOCTI
npanero Ta CUMHAPOM BUT'OPAHHA Y MEAUYHUX HpaLIiBHI/I—
kiB / T.A. Bexxnoseup // Science Rise. Medical science. —
2017. — Ne 2. — C. 36-40.

Bonooumup Ilexapuyk,

OOKMOp ICMOPUYHUX HAYK, OOYeHM,

Axaoemis Jlepoicasnoi nenimenyiapnoi ciyacou,
eyn. I'onua 34, m. Yepnicis, Yrpaina,

Pycnan Banees,

Kanouoam neodazoeiyHux Hayx,

Jninponempogcokuil depaicagnutl ynisepcumem eHympiuiHix cnpas,

npocnexm I acapina, 26, m. /Jninpo, Ykpaiua,
€ezen 303yna,

OOKMOp PUOUHHUX HAYK, OOYeHM,

Honeyvxuii opuouunuii incmumym MBC Yxpainu,
eyn. Cmenana Tinveu, 21, m. Kpusuii Pie, Ykpaina

MPOD®ECIHHA MOTHUBAIIIA TA CTAH 3AJIOBOJIEHOCTI POBOTOIO
MPAIIBHUKIB JJEPKABHOI KPUMIHAJIbHO-BUKOHABUOI CJIYKBH YKPATHA
PecdopmyBanns nepkaBHOI ciyxO0m B Ykpaini mepenbadae mOCTynoBe (OpMyBaHHS MEPCOHAIY, CIHPOMOYKHOTO
MIEPEOPIEHTYBATHCH 3 KOHTPOJIBHUX 1 penpecuBHUX (PYyHKIIiH Ha cepBicHI. BupimeHHs 1b0T0 JOBIOTPHUBAIIOTO 3aBAAHHSI
HEMOXJINBE 0€3 TICHXOJIOTIYHOTO BHBUEHHS Pi3HUX acIieKTiB mpodeciitHoi MoTHBamii AepKaBHUX CITy>KOOBIIIB Ta KaH-
IuaatiB Ha ciryx0y. OcoOnrBoi aKTyaJIbHOCTI 1€ 3aBJaHHS HaOyBa€ CTOCOBHO MEPCOHANY AEpPKaBHOI KPUMIiHAIBLHO-
BHUKOHABUOI CITy>KOM, OCKUIBKM YMOBH IXHBOI IpodeciiiHOl MiSUIbHOCTI MICTATh HU3KY CTpPECOreHHHX (akTopiB. Merta
CTaTTI — BU3HAYUTH 0coOIMBOCTI NpodeciiiHoi MOTHBaNLii Ta CTaH 33J0BOJICHOCTI poOOTOIO MpariBHUKIB JlepkaBHOT
KpUMiHaJIbHO-BUKOHABUOI cinyx6mu Ykpainu (JKBCY). ¥V nociimkeHHI BUKOPHCTAaHO TEOPETUYHI METOIM aHaJi3y Ta
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y3araJbHEeHHS HAyKOBOI JITEpaTypH, MPUCBSIUEHOI MpodieMaM (opMyBaHHS Ta (GYHKIIOHYBaHHS MOTHBALIHHOI cepu
MICUXiKK, TpogeciiiHol MOTHBALii Ta IICHXOJOTIYHOTO CYNPOBOAY (YHKIIIOHYBaHHS [epKaBHOI KPHUMiHAJIHHO-
BHKOHABYOI CIIY’kKOHM, a TAKOX CIIEI[iaIbHIH MICHXOIIarHOCTUYHUH 1HCTpYMEHTapid. 30KpeMa, BUKOPUCTAHO METOTUKY
«MortuBaniitauii npo¢ine ocoducroctiy 1. Piuui ta I1. Maprina 111 BUMIprOBaHHS TBaHAANATH MOTped y cdepi mpo-
deciitnoi moruBarii mpauisuukis JJKBCY. Takox Bukopucrtano Meroquky Job Satisfaction Survey, pospoGieny
I1. CniexTopoM, Uit BUMIpPIOBaHHS CTaHy 33/10BOJIeHOCTI poGotoro mpauiBHukiB JJKBCY. Jlns oOpoOku pe3ynbraTiB
BUMIPIOBaHHS BUKOPUCTAHO METOJM MAaTeMaTHYHOI CTATUCTHKH. 3TiHO 3 pe3ysbTaTaMH, OCHOBHHMH TICHXOJIOTTYHUMHU
0COOJIMBOCTSIMU 3JIIICHEHHS CIIY>)KOOBOI JISUIBHOCTI MEPCOHAJIOM IEHITEHIIapPHOI CUCTEMH BU3HAYEHO YCBIIOMIICHHS
HEBHMCOKOT MPECTHXXKHOCTI BJIACHOI mIpall, yMOBH (i3MYHOT 13014111, BIJOMUH CTYMiHb HPOTHCTOSHHS KPUMiHAJIbHIN
CcyOKyJIBTYpi, 3aJIydeHHS A0 TIOHAJTHOPMOBOI poOOTH TOIIO. 32 JOMOMOTOI0 METOIUKH MOTHBALIHHOTO MPOdirto ocodn-
crocrti III. Pigi ta I1. Maprina Oymo BH3Ha4YeHO, 10 HaWOLIBIT BHpakeHO morpeboro mpaniBaukiB JJKBCY y cdepi
mpodeciifHoi MisTBHOCTI € oTpeda y BHHATOPOJAX, ¥ CTPYKTYpyBaHHI poOotn. HalimMeHIT BUpa)keHUMH € TIOTpeOH y
KpeaTuBHOCTI Ha po0oTi, moTpeda y BIaAi Ta BIUIMBOBOCTI. 3a JOMOMOTOI METOAWKH BUMIpPIOBAaHHS 3aJJ0BOJICHOCTI
pobororo Iloxa Crekropa BCTaHOBICHO, IO HaiOimbmTy 3amoBoseHicTh npamiBHUKH JJKBCY BiguyBaioTh Bin KoJer,
3HAYMMOCTI CBOET POOOTH, a HAMEHIITy — BiJ] BHHATOPOJ 32 AKICTh POOOTH Ta JOAATKOBHUX MiJbr. HalOimpmr ayTkuMu
10 iHAUBiAyanpHUX ocobmuBoctei npaiipaukie JJKBCY BusBuiIKCh MOTpeOH y BUHATOPOax, HAJICKHUX YMOBax Ipa-
1li, @ TAKOX CTaH 33JI0BOJICHOCTI KEPIBHULTBOM Ta iHPOPMYBaHHSIM y KOHKPETHOMY IiJPO3.ii, 32 SKUMH 3a(DiKCOBaHO
HaiOLIbIIe CTaHAAPTHE BigxuieHHsA. KopensiiiHuii aHai3 Mixk KOKHO 3 12 moTped y npodeciiiniit cdepi Ta cTartio,
BIKOM, CT@KEM Ta PsIOBHM/KEPIBHUM piBHeM mocaau npaiiBaukiB JJKBCY BUSBUB NEBHY KOPEIALI0 MK TOTPEOOO Y
BU3HAHHI Ta BIKOM Ta M)k HOTPeOOI0 y CAMOBJIOCKOHAJICHHI Ta CTATTIO.

Kntouogi cnosa: JlepxaBHa KpUMiHaJIbHO-BHKOHABYA CIy)k0a YKpaiHu, npodeciiiHa MOTHBaLis, CTaH 33J0BOJIC-
HOCTI poO0TOI0, MOTHBAIITHUH TIPO]ITE 0COOUCTOCTI, BUMIPIOBAHHS CTaHY 33J0BOJICHOCTI pOOOTOXO
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