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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 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.I. Bondarchuk, I.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 it, 
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. 

A.D. 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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Ткалич М. Г. Програми балансу “робота – життя” для персонала: наукове підгрунтя 

та контекст. Баланс “робота – життя” є важливою галуззю досліджень в організаційній 
психології. В статті представлені наукова основа та контекст досліджень феномену балансу 
“робота – життя”, а також імплементація програм роботи з персоналом, які присвячені цьому 
балансу. Головними компонентами балансу “робота – життя” є: баланс навантаження, часовий 
баланс, планування роботи, складність роботи, баланс середовища, соціальні контакти, баланс 
задоволення.  Ці компоненти балансу “робота – життя” знаходяться під впливом негативних 
факторів (конфлікти “робота – сім’я (життя)” / “сім’я (життя) – робота”) та позитивних факторів 
(ресурси та переваги взаємодії “робота – життя / життя – робота”). Нами також були розглянуті 
теоретико-методологічні основи програм балансу “робота – життя” в психологічному супроводі 
персоналу. Аналіз проблеми показав зміни у соціальних, економічних та психологічних умовах 
організації діяльності підприємств. Однак, в Україні дослідження цього феномену не 
представлені. Нами були визначені наступні умови імплементації програм балансу “робота – 
життя”: залучення персоналу усіх рівнів, командний підхід, чітки індикатори виконання роботи та 
якості життя персоналу, гарантії персоналу, винагорода, комунікація, включення концепції 
балансу “робота – життя”, тренінгів гендерної взаємодії для персоналу в HR-стратегії 
організації. На  наш погляд, ці програми повинні бути впроваджені в організаціях на регулярній 
основі – це підвищіть  системність та валідність психологічного супроводу персоналу.  

Ключові слова:  баланс “робота – життя”, психологічний супровод, персонал 
організацій, конфліт “робота – сім’я”, переваги балансу “робота – життя”. 

 
Ткалич М. Г. Программы баланса "работа - жизнь" для персонала: научная основа 

и контекст. Баланс "работа – жизнь" является важной областью исследований в 
организационной психологии. В статье представлены научная основа и контекст исследований 
феномена баланса "работа – жизнь", а также имплементация программ работы с персоналом, 
посвященные этому балансу. Главными компонентами баланса "работа – жизнь" являются: 
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баланс нагрузки, временной баланс, планирование работы, сложность работы, баланс среды, 
социальные контакты, баланс удовольствие. Эти компоненты баланса "работа – жизнь" 
находятся под влиянием негативных факторов (конфликты "работа – семья (жизнь)" / "семья 
(жизнь) – работа") и положительных факторов (ресурсы и преимущества взаимодействия 
"работа – жизнь / жизнь – работа"). Нами также были рассмотрены теоретико-
методологические основы программ баланса "работа – жизнь" в психологическом 
сопровождении персонала. Анализ проблемы показал изменения в социальных, экономических 
и психологических условиях организации деятельности предприятий. Однако, в Украине 
исследования этого феномена не представлены. Нами были определены следующие условия 
имплементации программ баланса "работа – жизнь": привлечение персонала всех уровней, 
командный подход, четкие индикаторы выполнения работы и качества жизни персонала, 
гарантии персонала, вознаграждение, коммуникация, включение концепции баланса "работа – 
жизнь", тренингов гендерного взаимодействия для персонала в HR-стратегии организации. На 
наш взгляд, эти программы должны быть внедрены в организациях на регулярной основе – это 
повысит системность и валидность психологического сопровождения персонала. 

Ключевые слова: баланс «работа – жизнь", психологическое сопровождение, персонал 
организаций, конфлит "работа – семья", преимущества баланса "работа – жизнь". 
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Савченко О. В. Поведінковий компонент рефлексивної компетентності 

особистості. В статті розглядається рефлексивна компетентність як інтегративне особистісне 
утворення, що формується в процесі набуття рефлексивного досвіду. Важливу роль в структурі 
рефлексивної компетентності грає поведінковий компонент, функціонування якого забезпечує 
прийняття рішень в невизначених ситуаціях за рахунок обирання оптимальних стратегій 
обробки інформації та застосування стильових властивостей особистості. До складу 
поведінкового компонента входять три складові, що виконують специфічні функції.  

Система рефлексивних стратегій вирішення задач виконує інструментальну функцію, 
забезпечуючи суб’єкта арсеналом відпрацьованих прийомів (когнітивний рівень). Сформовані 
установки на ретельний аналіз інформації та правильність дій виконують функції координації 
різних когнітивних процесів та контролю розумової активності суб’єкта (метакогнітивний рівень). 
Визначена в ході досвіду особистісна позиція, що проявляється в стильових властивостях, 
забезпечує самоздійснення особистості через конструювання засобів долання проблемно-
конфліктних ситуацій, які посилюють інтеграцію «Я-концепції» (особистісний рівень).    

Було встановлено, що найбільшу вагу серед трьох складових має показник рівня 
сформованості поведінкового компонента на метакогнітивному рівні. Наявність сформованих 
установок на аналіз власних форм активності, активізація прийомів інтелектуального контролю, 
які забезпечують стабільний характер протікання розумової активності, - важливі чинники 
розвитку поведінкового компонента рефлексивної компетентності та підвищення ефективності 




