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scientific work and this article in particular, devoted to the study of tolerance which is the base
psychological tumor in the formation of psychological readiness of women for motherhood, and is
probably a manifestation of the so-called phenomenon of «unconditional love». The article outlines
main scientific approaches to the study of tolerance and psychological readiness for motherhood,
preconditons of formation of tolerance and psychological preparedness of women for future
motherhood. The main periods of the formation of tolerance and psychological preparedness of
women for future motherhood are considered in this article. We hypothesized that psychological
readiness for motherhood is a derivative of tolerance as personality traits. We analyzed and
theoretically demonstrated the interdependence of the structure of psychological readiness for
motherhood and tolerance, the main factors influencing the formation of tolerance and psychological
readiness for motherhood.

Keywords: motherhood, psychological readiness for motherhood, tolerance, main period
formation of tolerance, main period formation of psychological preparedness for motherhood, women
age periodization.
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WORK - LIFE BALANCE PROGRAMMES FOR PERSONNEL: SCIENTIFIC BACKGROUND AND
CONTEXT

Tkalych M. H. Work - life balance programmes for personnel: background and context.
Work - life balance has been an important area of research into organizational psychology. The paper
described the background and content of the work — life balance phenomenon and also the
implementation of work — life ballance programmes. The main components of the work — life balance
are: load balance; time balance; work planning; job complexity; balance of environment; social
contacts; balance of pleasure. These components of the work — life balance are influenced by
negative factors (work — family (life) / family (life) — work conflicts) and positive factors (resources and
benefits of work — family (life) / family (life) - work interface). We also considered theoretical and
methodological foundations of work — life balance programmes in psychological support of personnel.
The analysis of the problem has shown the changes in the social, economic and psychological
conditions of organizing the activities of enterprises. However, there has been an absence of
investigations of this phenomenon in Ukraine. We have identified the following conditions for the
implementation of work — life balance programmes: involving personnel at all levels, team approach,
clear indicators of job performance and quality of life of the staff, warranty for the staff, remuneration,
communication, the inclusion of the work - life balance concept, training of gender interaction for the
staff into the HR strategy of the organization. In our opinion, these programmes should be
implemented in organizations on a regular basis — this will ensure their consistency and validity in
psychological support of personnel.

Keywords: work - life balance, psychological support, personnel of organizations, work —
family conflicts, work - life benefits.
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Introduction. An important condition for the efficient operation of modern organizations is
psychological and organizational accompanied of the staff, which not only increases the efficiency of
modern organizations and helps to improve the organizational relationships, but also promotes
personal and professional development of employees.
Over the past decades scholars across the globe have focused their attention on work — life
balance. The work — life balance is a category that is defined by researchers as a subjective overall
individual situation between the work and other spheres of employee’s life, as well as the presence of
a number of components, which determines this balance [12].
The development and implementation of the work — life balance programmes at the personnel
policy of organizations is one of the main directions of new positive approach in HR in organizations.
The lack of work - life balance of personnel reduces the level of job satisfaction, leads to emotional
burnout, affects the efficiency and competitiveness of the company.
Analysis of the current research allows us to identify the theoretical and methodological
basis of this phenomenon:
— studies, which reflect theoretical and methodological foundations of organizational
development, management of modern organizations, organizational interaction in the
period of changes (T.Y. Bazarov, O.l. Bondarchuk, 1.V. Vashchenko A.A. Derkach, L.M.
Karamushka, S.D. Maksimenko, L.M. Mitina, V.V. Moskalenko, L.E. Orban-Lembryk, J.
Arnold et al., D. Bartram, H.S. Becker et al., R. Beckhard, G.R. Bushe et al., T.G.
Cummings et al., A. Furnham, N. Ramamoorthy et al.);

— some studies of work — life balance of personnel (T.D. Allen et al., T.K. Billing et al., C.
Emslie C et al., M.J. Grawitch et al., N.R. Lockwood, P. Rayman et al., K.L. Scott et al.,
Sh. Self, D. Stork et al., C. Straub);

— the studies of work — family / family — work conflicts and their interface (Y.-P. Chen et al.,
M.R. Frone, U. Kinnunen et al., M. Roche et al., K.G. Vivien et al.).

The purpose of the study is to determine the content and the structure of work — life
balance, its benefits and also to analyse the main strategies of implementation of work — life balance
programmes.

The results. Let's start with the definition of the structure and components of the work - life
balance. Among the components that determine this balance, the researchers distinguish the
following: time balance (equal distribution of time between work and life), the balance of the
environment (the equivalent psychological force), the balance of pleasure (the same satisfaction from
the professional and family roles) [12]. In our research we have been also singled out the following:
load balance; job planning; complexity of the job; social contacts [1].

So, the main components of the work - life balance are: load balance (optimum number of
working hours, the ability to separate work from leisure time, to take a vacation, not to think about
work all the time); time balance (equal distribution of time between work and other spheres of life);
work planning (influence on the content of the job, the possibility of an open-plan working hours); job
complexity (curiosity, the complexity of the tasks, the optimal number of tasks to solve problems);
balance of environment (equivalent psychological efforts to workers and resolve family and personal
problems); social contacts (friendships with colleagues, leader support, no feeling of loneliness,
satisfaction of needs in social contacts at work); balance of pleasure (the same satisfaction from
professional, family, interpersonal roles).

These components of the work — life balance are influenced by negative factors (work — family
(life) / family (life) — work conflicts) and positive factors (resources and benefits of work — family (life) /
family (life) - work interface).
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So, managing the interface between work and life remains a central challenge for employees
and employers. The negative aspects of this interaction have been defined as work — family / work —
life conflict and the positive as work — family / work - life enrichment. Due to M. Roche et al., work —
life balance is connected to work — family / family — work conflict, which is negatively related to
autonomy, while family — work conflict is also negatively related to competence and relatedness.
Work-family enrichment is positively related to autonomy, while family-work enrichment is positively
related to competence and relatedness [11].

These differing perspectives on the work-family interface seek to explain fundamental tensions
and benefits on an individual’s capacity to coordinate obligations of work and non-work roles.
However, it is also reported that work-home inference depleted job resources for employees, and their
ability to have the needs for autonomy, competence and relatedness met [2; 3; 11].

So, the employee benefits from work — life balance. There are many factors that improve fit,
like: the employees’ happiness; the relations with the management: a good relationship between the
workforce and the management is important if you want to adopt a good communication within the
company; the employees’ self-esteem, health, concentration and confidence: of course these are all
important factors if you want productivity to increase; loyalty and commitment; the fact that the
employee will no longer bring family problems to work and visa versa; the time to focus on life outside
work; the control of their working lives; the motivation of the staff: when people are happy, there are
several factors that improve and one of them is motivation; they feel fulfilled through work - life
balance policies, they will be more motivated to work; the level of stress among employees:
employees who found the right balance between work and life, don’'t have to worry about stress,
because there is nothing to stress about; the sense of ownership and responsibility [5; 7; 12].

There are also some benefits from the work - life balance for the organization: maximised
available labour: the workforce will be very motivated and so the employer can benefit from
maximised available labour; the balance makes employees feel valuable and as a result, they will
work harder; the workforce will be more loyal and motivated; the environment will be less stressful; by
applying work-life balance policies, a wider range of candidates will be attracted; productivity will
increase; absenteeism will be reduced; retraining valued employees: when the employees’ knowledge
will expand, flexibility will increase and it will help ensure ongoing employment, teamwork and
involvement. It also will increase human interaction, motivation and communication [12].

T.K. Billing et al. [3], T.G. Cummings et al. [4], C. Emslie et al. [5], M.J. Grawitch et al. [7], U.
Kinnunen et al. [8], M. Roche et al. [11] in their studies have shown that psychological and
organizational work with personnel, namely responsible organizational social policy, care about the
welfare of the staff. The organizational culture focused on a person and its needs, is bringing many
benefits to organizations: it is a resource in implementing the main organizational goals and it helps
the organization to achieve high levels of competitiveness and effectiveness on the labour market.

AD. Masuda et al. [9] also notes the need for special programmes for personnel in
organizations due to an increasing number of women on the labour market, couples in which both
partners work, families with one parent, and those, who is caring for elderly parents. Thus, employees
today more than ever, expect and require flexibility in the workplace, "family friendly" organizational
policy to cope with family commitments.

From our point of view, the need for work — life balance programmes in psychological and
organizational support of personnel is determined by the following changes in the social, economic
and psychological conditions of organization activities:

— demographic and social changes that led to an increasing number of women in the

professional sphere, to the appearance of working mothers with infants, who have
become the norm and not the exception, to rising of the average age of employees;
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— development of technologies (mobile telephones, Internet, email) that ensure
reconciliation of work and personal and family life, can help to organize the work away
from the workplace;

— modern challenges, that have increased requirements for flexibility of employees and
organizations to increase their capacity to respond to changes;

— the increasing number of employees with more than one job;

— the increasing of working hours, leading to personnel overload and therefore the working
environment becomes more stressful and requires a "discharge."

When a company does not take work — life balance into account, some symptoms could turn
up: women might not come back to the workplace after maternity leave; high stress levels might occur
among the personnel; employees might demand flexible strategies; women might not be willing to
occupy senior roles [12].

So, in our opinion, organizations today are challenged to offer to their staff flexible and
innovative solutions that increase the productivity of their professional activities without detriment to
the well-being, physical and psychological health, family, personal relationships and other aspects of
their lives and improve organizational interaction and interpersonal relations of personnel in
organizations.

One important task in creating such programmes of psychological and organizational support
of personnel is the implementation of gender-oriented approach, which serves the methodological
basis of research in the psychology of gender. The essence of the approach lies in taking into account
the interests of all social, sexual, gender groups in the definition of special measures to achieve
gender equality.

From our point of view, an effective strategy for implementing the new HR approach in
organizations based on the fact that the interests and experience of all professional, age, gender
groups in organizations, became an essential criterion in the development of the general concept,
monitoring and evaluation of the common activities at all organizational levels and in all institutional
programmes and measures of psychological support, so that employees can get the equal rights and
opportunities for professional activities, career building, harmonious combination of work with
personal, family and other areas of their lives.

The studies of T.D. Allen et al. [2], C. Emslie et al. [5], M.R. Frone [6], M. Roche et al. [11]
indicate that organizations need to create programmes and initiatives at the level of strategic HR-
management, such as: skills training, personal development training, material and immaterial
compensation, motivation, updates desktop design and executive management. According to the
researches, it enables organizations to be more productive and profitable. In the implementing of
these programmes it is important to conduct and to disseminate systematic researches on this
problem.

Analysis of gender differences in the work — life balance showed that in general, there are
differences in career opportunities, access to career development opportunities, the number of hours
that employees spend at work and family, work — family conflict, role stress, management strategies,
work — life balance [2]. According to the research, women are more likely to experience family — work
conflict and men mostly experience work — family conflict [12].

Men and women are also differences in the perception of their working roles: female
employees perceive their role as having barriers to career achievements, compensation and
organizational capabilities. These barriers also associated with typical gender positions, types of
professional activities, the access to different professional opportunities.

We have also identified the following conditions for the implementation of work — life balance
programmes:
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— involving personnel at all levels — from management to employees (including diagnosis of
the current situation of gender interaction, gender discrimination, the work — life balance);

— team approach that involves interrelated processes at all organizational levels;

— clear indicators of job performance and quality of life of the staff;

— warranty for the staff: increase productivity and improve interactions will not limit the
professional and personal achievements and income; eliminating gender discrimination
against one group does not provide its appearance on another;

— remuneration: all participants are recognized and rewarded for the risk and creativity that
enable the creation and implementation of programmes;

— communication: clear mechanism, positive, harmonious way of interaction, information
transmission, view on the problems;

— the inclusion of the work - life balance concept, training of gender interaction for the staff
into the HR strategy of the organization.

P. Rayman et al., points that, for the development of such programmes, we have to answer
the following questions: 1) How is the working process organized in a particular company? 2) How
does the job affects personal life of employees? 3) How in the workflow changes will affect the life and
achievements of the organization employees [10]?

Usually, researchers distinguish the following measures: a long-term cooperation, work with
organizational culture, continuous monitoring and data collection, taking into account both the needs
of staff and the needs of organizations that should complement each other [2; 8; 12]. It is also
necessary, in our opinion, to provide the special studies to determine the work — life balance of
personnel in the company [1].

Conclusion and the perspective of the future research. Work - life balance has been an
important area of research into organizational psychology. The analysis of the problem has shown the
changes in the social, economic and psychological conditions of organizing the activities of
enterprises. However, there has been an absence of investigations of this phenomenon in Ukraine.
The present study provides the content, the structure of work - life balance, conditions for the
implementation of work — life balance programmes. In our opinion, these programmes should be
implemented in organizations on a regular basis - this will ensure their consistency and validity in
psychological support of personnel.
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Tkanuy M. T. Mporpamu 6anancy “po6oTta — XUTTA” ANA NnepcoHana: HayKoBe NigrpyHTA
Ta KOHTeKCcT. banaHC “poboTa — XMTTA" € BaXnIMBOK rany3st0 AOCMIMKEHb B OpraHisaliiiHin
ncuxonorii. B cTaTTi npeacTaBneHi HaykoBa OCHOBA Ta KOHTEKCT AOCRimKeHb (eHOMeHy 6anaHcy
‘poboTa — KUTTS”, @ TaKOX iMNIeMeHTawis nporpam poboTK 3 NepcoHarnoM, SiKi MPUCBSAYEHI LbOMY
BanaHcy. [onoBHUMM KOMNOHeHTaMu HBanaHcy “poboTa — XuTTS” €: 6anaHC HaBaHTAXEHHS, YacOBUIA
BanaHc, nnaHyBaHHa poboTu, cknagHicTb poboTy, 6anaHc cepefoBuLLa, coLianbHi KOHTaKTW, BanaHc
3apoBoneHHs.  Lli komnoHeHTV BanaHcy “poboTa — XUTTS” 3HAXo4aTbCs Nig BMNAWBOM HEraTMBHUX
(hakTopis (koHNiKTM “poboTa — cim's (kuTTs)” / “ciM’a (kuTTS) — poboTa”) Ta NO3MTUBHKX (haKTOpIB
(pecypcu Ta nepesarut B3aemogii “pobota — KUTTa / KUTTa — poboTa”). Hamu Takox Bynn posrnsHyTi
TEOPETUKO-METOLOMNOMYHI OCHOBM nporpam banaHcy “poboTa — XUTTH” B NCUXOSONYHOMY CynpoBOAi
nepcoHany. AHania npobnemm nokasas 3MiHW Y COLianbHNX, EKOHOMIYHUX Ta NCUXONOTIYHUX YMOBaX
opraHisauii  giancHocTi nignpuemcts. OpgHak, B YkpaiHi [AOCRIMKEHHS LbOro (DEHOMEHY He
npeacTasneHi. Hamn Gynu BU3HaYeHi HACTynHi yMOBM iMnnemeHTauii nporpam 6anaHcy “pobota —
KUTTS”: 3anyyYeHHs NepcoHany ycix piBHiB, KOMaHAHWIA NiAXid, YiTkW iHOMKATOPY BUKOHAHHS poboTK Ta
AKOCTi XWTTS NepcoHany, rapaHTii nepcoHany, BWMHaropoda, KOMYHiKaLis, BKIHOYEHHS! KOHLenuil
BanaHcy “poboTa — XWUTTSH", TPEHIHriB reHaepHoi B3aemogii Ans nepcoHany B HR-ctparterii
opraHisauji. Ha Haw nornsg, Ui nporpamu NoBuUHHI BTy BNpOBagKeHi B OpraHisaLisix Ha perynspHin
OCHOBI — Lie MIABULYiTb CUCTEMHICTb Ta BanigHICTb NMCUXONOMYHOro CynpoBoay NepcoHany.

KnioyoBi cnoBa: GanaHc “pobota — KUTTS", MCWUXOMOriYHWIA CYNpoBOA, NepCoHan
opraHisaujn, koHgniT “poboTa — cim'a”, nepesaru banaHcy “poboTa — KuTTs”.

Tkanuy M. T. Mporpammbl 6anaHca "paboTa - XM3Hb" AnsA nepcoHana: Hay4yHas OCHOBa
M KOHTeKcT. banaHc "pabota - Xu3Hb" $SIBNSETCS BaXHOW 0ONAcTblO MCCNEAoBaHWiA B
OpraH13alMoHHON NcUXonorun. B ctaTbe NpeacTaBneHbl HayuyHast OCHOBA W KOHTEKCT UCCNeaoBaHuUM
(heHoMeHa BanaHca "paboTa — XKu3Hb", a TaKkKe UMNNEMEHTALMA NporpamMm paboTbl C NePCOHarom,
NOCBSILLEHHbIE 3TOMY BanaHcy. [MaBHbIMM KOMNOHEHTaMM GanaHca "paboTa — XW3Hb" ABNAKTCS:
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BanaHc Harpy3ku, BpeMEHHOM 6anaHc, nnaHupoBaHue paboTbl, CNOXHOCTb paboTel, 6anaHc cpeasl,
counanbHble KOHTaKTbl, GanaHC yOoBOMbCTBME. ATU KOMMOHEeHThbl GanaHca "paboTa — XM3Hb"
Haxo4sATCA Mog BNWSIHUEM HEraTUBHbIX (hakTOpOB (KOHGNMKTLI "pabota — cemMbsi (KM3Hb)" / "cembst
(kn3Hb) — paboTa") M NONOXUTENbHBLIX (PAKTOPOB (PECYpChbl M MpeuMyLLecTBa B3aUMOAENCTBUS
"pabota — Xu3Hb / Xu3Hb - paboTa"). Hamm Takke ObiMM  PACCMOTPEHbl TEOPETUKO-
METOAONOMMYEeCckMe OCHOBbI nporpamm  6anaHca "paboTa — XW3HB" B MCUXOSIOrMYECKOM
CONPOBOXAEHWN NepcoHana. AHann3 npobnembl Nokasan U3MEHEHUs B COLMArbHbIX, IKOHOMUYECKNX
W NCUXONMOTUYECKMX YCIOBUSX OpraHusauun gestenbHocTu npeanpustuin. OgHako, B YkpauHe
nccnegoBaHus aToro eHoMeHa He npeacTaBneHbl. Hamu Bbinn onpegeneHbl cregytowme yenoaus
nMNneMeHTauun nporpamm BanaHca "paboTa — XW3Hb": NPMBIEYEHWe NepcoHana BCEX YpOBHEW,
KOMaHZHbIA NOAX04, YETKMe WHOMKATOPbI BbIMOMHEHWS paboTbl W KayecTBa XW3HW NepcoHana,
rapaHTMM nepcoHana, Bo3HarpaxmneHne, KOMMYHUKaLUus, BKIOYEHNe KoHUenuumn banaHca "pabora —
KM3HB", TPEHUHIOB reHAepHOro B3auMoaencTema aAns nepcoHana B HR-ctpaterum opraHusaumm. Ha
HaLl B3rnsg, 3TW NporpaMmbl AOMXKHbI BbITb BHEAPEHbI B OpraH13aLmusx Ha perynspHoi 0CHoBe — 310
MOBbICUT CUCTEMHOCTb 1 BanMAHOCTb MCUXOSIOTMYECKOro CONPOBOXAEHUS NepcoHana.

KnioueBble cnoa: 6anaHc «paboTa — XM3Hb", ICUXONOTMYECKOE COMPOBOXAEHME, NEPCOHAN
OpraHusauuni, koHdnut "pabota — cembs", NpenmyLecTsa b6anaHca "pabota — Xu3Hb".
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NOBEAIHKOBUX KOMMOHEHT PE®JIEKCMBHOI KOMMETEHTHOCTI OCOBUCTOCTI

CaBuyeHko O. B. [lloBegiHkoBUA KOMMOHEHT pedpreKCMBHOI  KOMMETEHTHOCTI
ocobucrocTi. B cTaTTi po3rnsiaaeTbcst pedhnekcMBHa KOMMNETEHTHICTb SiK IHTErpaTUBHE 0COBUCTICHE
YTBOPEHHS, L0 POpMYETLCS B MPOLECi HAabyTTa pedhniekCcUBHOrO 4ocBiay. Baxnusy ponb B CTPYKTYPI
pednekCMBHOI KOMMNETEHTHOCTI rpae NOBEAIHKOBMA KOMMOHEHT, (PYHKLIOHYBaHHS sikoro 3abesneuye
NPUAHATTS pilleHb B HEBMU3HAYEHUX CUTYyallisiXx 3a paxyHOK OBWpaHHS ONTUManbHUX CTpaTerin
00pobkn iHpopmaLii Ta 3acToCyBaHHS CTWNMBLOBMX BRacTUBocTeM ocobuctocti. [lo cknaay
NOBEAIHKOBOrO KOMMOHEHTA BXOAATb TPU CKMafoBi, L0 BUKOHYIOTH crieuudivHi yHKLii.

Cuctema pedneKkCMBHUX CTpaTerii BUPILIEHHS 3aday BUKOHYE IHCTPYMEHTamNbHY (hYHKLH,
3abesneyytoun cyb’ekta apceHanoM BignpaLbOBaHWX MPUAOMIB (KOTHITUBHUIA piBeHb). CchopMoBaHi
YCTaHOBKW Ha peTeslbHUA aHani3 iHopmauii Ta npaBumbHICTb il BUKOHYIOTb (OYHKLIT KoopAuHaLil
Pi3HMX KOTHITMBHMX MPOLIECIB Ta KOHTPOMK PO3YMOBOI aKTUBHOCTI CyB'ekTa (METaKOrHITUBHUI PiBEHD).
BuaHayeHa B xomi [OCBidy OCOOMCTiCHA NO3uuis, WO NPOSIBASETLCA B CTUNMBOBMX BNACTUBOCTSIX,
3abesneyye CaMO3[iICHEHHS OCOBUCTOCTI Yepes KOHCTPYtoBaHHs 3acobiB JonaHHs npobnemHo-
KOHJMIKTHUX CUTYaLii, SIKi NOCUIIOKTL iHTerpauito «A-koHuenuii» (0coBUCTICHWN piBeHb).

Byno BcTaHoBneEHO, WO Hanbinblly Bary ceped TPbOX CKIAZOBWX MaE MOKa3HUK PiBHSA
C(hOPMOBaHOCTI MOBEAIHKOBOTO KOMMOHEHTa Ha METaKOrHITMBHOMY piBHI. HasBHICTL cdopmoBaHMxX
YCTaHOBOK Ha aHani3 BfacHu1X hopM akTUBHOCTI, akTUBI3aL|isi NPUMOMIB IHTENEKTYanbHOro KOHTPOSHO,
ki 3abe3neyvyloTb CTabinbHWA xapakTep NPOTIKAHHA PO3YMOBOI aKTMBHOCTI, - BaXIUBI YMHHUKM
PO3BUTKY MOBEIHKOBOTO KOMMOHEHTA PeNEKCUBHOI KOMNETEHTHOCTI Ta NiABULLEHHS e(DEKTUBHOCTI





