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EVALUATION OF REACTIONS OF EMPLOYEES 

OF QUALITY TRAINING PROGRAM 
 

ɋɧɟɠɚɧɚ Ɇɢɯɚʁɥɨɜ 

ȼɢɫɨɤɚ ɩɨɫɥɨɜɧɚ ɲɤɨɥɚ ɫɬɪɭɤɨɜɧɢɯ ɫɬɭɞɢʁɚ, Ȼɥɚɰɟ 

ɇɟɧɚɞ Ɇɢɯɚʁɥɨɜ  
 

Реɡɢɦе: ɋɢɫɬɟɦɚɬɫɤɨ ɩɪɚʄɟʃɟ ɢ ɟɜɚɥɭɚɰɢʁɚ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ 

ɩɨɫɬɚʁɟ ɫɜɟ ɡɧɚɱɚʁɧɢʁɚ ɚɤɬɢɜɧɨɫɬ ɭɩɪɚɜʂɚʃɚ ʂɭɞɫɤɢɦ 

ɪɟɫɭɪɫɢɦɚ, ɩɨɫɟɛɧɨ ɫɚ ɚɫɩɟɤɬɚ ɭɩɨɪɟђɢɜɚʃɚ ɮɢɧɚɧɫɢʁɫɤɟ 

ɤɨɪɢɫɬɢ ɢ ɬɪɨɲɤɨɜɚ ʃɢɯɨɜɨɝ ɫɩɪɨɜɨђɟʃɚ. ɉɨɪɟɞ ɨɩɲɬɟ 

ɫɚɝɥɚɫɧɨɫɬɢ ɩɨ ɩɢɬɚʃɭ ɧɟɨɩɯɨɞɧɨɫɬɢ ɨɜɚɤɜɟ ɜɪɫɬɟ ɩɪɨɰɟɧɟ, 

ɩɪɨɛɥɟɦ ɫɟ ɫɭɲɬɢɧɫɤɢ ɫɜɨɞɢ ɧɚ ɢɞɟɧɬɢɮɢɤɚɰɢʁɭ ɢ ɩɪɢɦɟɧɭ 

ɧɚʁɟɮɢɤɚɫɧɢʁɢɯ ɬɟɯɧɢɤɚ. ɇɚʁɱɟɲʄɟ ɤɨɪɢɲʄɟɧɢ ɤɪɢɬɟɪɢʁɭɦɢ 

ɟɜɚɥɭɚɰɢʁɟ ɤɜɚɥɢɬɟɬɚ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɫɚɞɪɠɚɧɢ ɫɭ ɭ 

Кɢɪɤɩɚɬɪɢɤɨɜɨɦ ɦɨɞɟɥɭ, ɩɪɢ ɱɟɦɭ ɫɟ ɨɰɟʃɢɜɚʃɟ ɪɟɚɤɰɢʁɚ 

ɡɚɩɨɫɥɟɧɢɯ (ɩɪɜɢ ɧɢɜɨ ɦɨɞɟɥɚ) ɫɜɪɫɬɚɜɚ ɭ ɪɟɞ ɧɚʁɩɨɩɭɥɚɪɧɢʁɢɯ ɢ 

ɱɟɫɬɨ ʁɟɞɢɧɨ ɤɨɪɢɲʄɟɧɢɯ ɨɛɥɢɤɚ ɟɜɚɥɭɚɰɢʁɟ ɤɜɚɥɢɬɟɬɚ ɬɪɟɧɢɧɝɚ. 

ɍ ɪɚɞɭ ɫɭ ɢɞɟɧɬɢɮɢɤɨɜɚɧɚ ɬɪɢ ɤʂɭɱɧɚ ɩɪɟɞɭɫɥɨɜɚ ɨɩɲɬɟɝ 

ɡɚɞɨɜɨʂɫɬɜɚ ɡɚɩɨɫɥɟɧɢɯ ɬɪɟɧɢɧɝɨɦ:  ɩɟɪɰɟɩɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ ɭ 

ɩɨɝɥɟɞɭ ɟɮɢɤɚɫɧɨɫɬɢ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ, ɦɨɝɭʄɧɨɫɬ ɩɪɢɦɟɧɟ 

ɫɬɟɱɟɧɢɯ ɡɧɚʃɚ ɢ ɜɟɲɬɢɧɚ ɧɚ ɩɨɫɥɭ, ɤɚɨ ɢ ɨɰɟʃɢɜɚʃɟ 

ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ (ɟɞɭɤɚɬɨɪɚ). ɇɚɜɟɞɟɧɢ ɮɚɤɬɨɪɢ ɡɧɚɱɚʁɧɨ 

ɞɨɩɪɢɧɨɫɟ ɨɛɥɢɤɨɜɚʃɭ ɨɩɲɬɟɝ ɭɬɢɫɤɚ ɡɚɩɨɫɥɟɧɢɯ, ɩɪɢ ɱɟɦɭ 
ɦɨɝɭʄɧɨɫɬ ɩɪɢɦɟɧɟ ɫɬɟɱɟɧɢɯ ɡɧɚʃɚ ɢ ɜɟɲɬɢɧɚ ɧɚ ɩɨɫɥɭ ɢɦɚ 

ɧɚʁʁɚɱɢ ɭɬɢɰɚʁ ɧɚ ɤɜɚɥɢɬɟɬ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ.  

Кљɭчɧе речɢ: ɨɛɭɤɚ, ɟɜɚɥɭɚɰɢʁɚ ɤɜɚɥɢɬɟɬɚ ɨɛɭɤɟ, ɟɜɚɥɭɚɰɢʁɚ 

ɪɟɚɤɰɢʁɟ ɩɨɥɚɡɧɢɤɚ, ɡɚɞɨɜɨʂɫɬɜɨ ɡɚɩɨɫɥɟɧɢɯ ɨɛɭɤɨɦ. 

 

Abstract: The systematic monitoring and evaluation of training 

programs is becoming increasingly important activity of human 
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resource management, especially in terms of comparing the financial 

benefits and costs of implementation. In addition to general agreement 

about the necessity of this type of assessment, the problem essentially 

boils down to identifying and implementing the most effective 

techniques. The most frequently used criteria for evaluating the 

quality of the training program are contained in Kircpatric model, 

whereby evaluating the reaction of employees (the first level models) 

ranks among the most popular and frequently used forms of 

evaluation only the quality of training. The paper identified three key 

prerequisites of general training, employee satisfaction: perceptions 

of employees regarding the effectiveness of training programs, the 

ability to apply acquired knowledge and skills at work, as well as 

evaluating the performance of trainers (educators). These factors 

contribute significantly to shaping the general impression of 

employees, with the possibility of applying the acquired knowledge 

and skills at work has the strongest impact on the quality of training 

programs. 

Key words: training, evaluation of the quality of training, evaluation 

employees' satisfaction with training. 

 

1. ɍȼɈȾ 

 

Ɉɪɝɚɧɢɡɚɰɢɨɧɢ ɬɪɟɧɢɧɝ (ɨɛɭɤɚ) ɩɪɟɞɫɬɚɜʂɚ ɩɥɚɧɫɤɢ ɧɚɩɨɪ 

ɨɪɝɚɧɢɡɚɰɢʁɟ ɞɚ ɩɨɛɨʂɲɚ ɩɟɪɮɨɪɦɚɧɫɟ ɡɚɩɨɫɥɟɧɢɯ ɩɨɞɫɬɢɰɚʃɟɦ 

ɩɪɨɦɟɧɚ ɭ ʃɢɯɨɜɢɦ ɡɧɚʃɢɦɚ, ɫɩɨɫɨɛɧɨɫɬɢɦɚ, ɜɟɲɬɢɧɚɦɚ, 

ɫɬɚɜɨɜɢɦɚ ɢ ɩɨɧɚɲɚʃɭ. Ƚɥɨɛɚɥɢɡɚɰɢʁɚ ɫɜɟɬɫɤɟ ɩɪɢɜɪɟɞɟ, ɛɪɡɟ 

ɬɟɯɧɨɥɨɲɤɟ ɢ ɞɪɭɲɬɜɟɧɟ ɩɪɨɦɟɧɟ, ɢɡɪɚɠɟɧɚ ɩɨɬɪɟɛɚ ɡɚ ɜɨђɫɬɜɨɦ 

ɢ ɪɟɝɪɭɬɨɜɚʃɟɦ ɬɚɥɟɧɬɨɜɚɧɢɯ ɩɨʁɟɞɢɧɚɰɚ, ɭ ɜɟɥɢɤɨʁ ɦɟɪɢ ɫɭ 
ɭɬɢɰɚɥɢ ɧɚ ɪɚɫɬɭʄɢ ɡɧɚɱɚʁ ɨɛɭɱɚɜɚʃɚ ɡɚɩɨɫɥɟɧɢɯ ɭ ɩɪɚɤɫɢ 
ɦɟɧɚџɦɟɧɬɚ ʂɭɞɫɤɢɯ ɪɟɫɭɪɫɚ.  

ɉɟɪɰɟɩɰɢʁɚ ɨɛɭɱɚɜɚʃɚ ɡɚɩɨɫɥɟɧɢɯ ɤɚɨ ɭɧɢɜɟɪɡɚɥɧɨɝ ɥɟɤɚ ɡɚ ɫɜɟ 

ɨɪɝɚɧɢɡɚɰɢɨɧɟ ɩɪɨɛɥɟɦɟ ɢɥɢ ɡɧɚɱɚʁɧɨ ɭɥɚɝɚʃɟ ɭ ʂɭɞɫɤɟ ɪɟɫɭɪɫɟ 

ɢ ɪɚɡɜɨʁ ʃɢɯɨɜɨɝ ɩɨɬɟɧɰɢʁɚɥɚ, ɩɪɟɬɩɨɫɬɚɜʂɚ ɫɚ ɞɪɭɝɟ ɫɬɪɚɧɟ 
ɩɟɪɦɚɧɟɧɬɧɨ ɢɡɞɜɚʁɚʃɟ ɜɪɟɦɟɧɚ ɢ ɛɭџɟɬɫɤɢɯ ɫɪɟɞɫɬɚɜɚ 

ɨɪɝɚɧɢɡɚɰɢʁɟ.
1
 ɉɪɨɰɟʃɭʁɟ ɫɟ ɞɚ ɨɪɝɚɧɢɡɚɰɢʁɟ ɲɢɪɨɦ ɫɜɟɬɚ 

ɢɡɞɜɚʁɚʁɭ ɡɧɚɱɚʁɧɚ ɮɢɧɚɧɫɢʁɫɤɚ ɫɪɟɞɫɬɜɚ ɭ ɨɪɝɚɧɢɡɨɜɚʃɟ 

ɪɚɡɥɢɱɢɬɢɯ ɟɞɭɤɚɬɢɜɧɢɯ ɩɪɨɝɪɚɦɚ ɭ ɜɢɫɢɧɢ ɨɞ 1,5% ɞɨ 2% 

ɭɤɭɩɧɨɝ ɝɨɞɢɲʃɟɝ ɛɭџɟɬɚ ɤɚɤɨ ɛɢ ɨɫɬɜɚɪɢɥɟ ɤɨɧɤɭɪɟɧɬɫɤɭ 

                                                 
1
 Gomez-Mejia, L., Balkin, D., Cardy, R, 2004 Managing Human Resources (4th 

ed).New Jersey: Pearso 
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ɩɪɟɞɧɨɫɬ ɧɚ ɬɪɠɢɲɬɭ. Ɇɟђɭɬɢɦ, ɩɟɪɢɨɞ ɝɥɨɛɚɥɧɟ ɮɢɧɚɧɫɢʁɫɤɟ 

ɤɪɢɡɟ ɩɪɢɦɨɪɚɨ ʁɟ ɨɝɚɧɢɡɚɰɢʁɟ ɞɚ ɩɪɟɞɭɡɢɦɚʁɭ ɨɞɪɟђɟɧɟ ɦɟɪɟ ɭ 
ɨɛɥɚɫɬɢ ɪɚɡɜɨʁɚ ʂɭɞɫɤɢɯ ɪɟɫɭɪɫɚ ɤɚɤɨ ɛɢ ɡɚɲɬɢɬɢɥɟ ɫɜɨʁɭ 
ɮɢɧɚɧɫɢʁɫɤɭ ɩɨɡɢɰɢʁɭ. Ɍɚɤɨ ʁɟ ɭ ɢɫɬɪɚɠɢɜɚʃɭ ɫɩɪɨɜɟɞɟɧɨɦ ɦɟђɭ 
ɞɨɦɚʄɢɦ ɢ ɫɬɪɚɧɢɦ ɤɨɦɩɚɧɢʁɚɦɚ ɤɨʁɟ ɩɨɫɥɭʁɭ ɭ ɋɪɛɢʁɢ,

2
 ɭɬɜђɟɧɨ 

ɞɚ ɫɟ ɤɨɦɩɚɧɢʁɟ ɧɚʁɱɟɲʄɟ ɨɞɥɭɱɭʁɭ ɡɚ: 

 ɋɦɚʃɟʃɟ ɛɪɨʁɚ ɬɪɟɧɢɧɝɚ ɭ ɢɧɨɫɬɪɚɧɫɬɜɭ ɢ ɬɪɟɧɢɧɝɚ ɤɨʁɢ 

ɡɚɯɬɟɜɚʁɭ ɩɭɬɨɜɚʃɟ 

 ɋɦɚʃɟɧɨ ɚɧɝɚɠɨɜɚʃɟ ɟɤɫɬɟɪɧɢɯ ɬɪɟɧɟɪɚ ɢɥɢ ɚɝɟɧɰɢʁɚ ɡɚ 

ɨɪɝɚɧɢɡɚɰɢʁɭ ɬɪɟɧɢɧɝɚ, ɪɚɡɜɨʁ ɢ ɨɫɥɚʃɚʃɟ ɧɚ ɢɧɬɟɪɧɟ ɪɟɫɭɪɫɟ 

ɡɚ ɪɟɚɥɢɡɚɰɢʁɭ ɬɪɟɧɢɧɝɚ 

 Ɋɟɚɥɢɡɚɰɢʁɚ ɫɚɦɨ ɨɛɚɜɟɡɧɢɯ ɬɪɟɧɢɧɝɚ ɢ ɬɪɟɧɢɧɝɚ ɨɞ ɢɡɭɡɟɬɧɨɝ 
ɡɧɚɱɚʁɚ 

 Ɋɟɚɥɢɡɚɰɢʁɚ ɬɪɟɧɢɧɝɚ ɫɚɦɨ ɡɚ ɤʂɭɱɧɟ ɡɚɩɨɫɥɟɧɟ 

 ɍɫɦɟɪɚɜɚʃɟ ɧɚ ɤɨɪɢɲʄɟʃɟ ɟ-ɥɟɚɪɧɢɧɝɚ. 

ɂɦɚʁɭʄɭ ɨɜɨ ɭ ɜɢɞɭ, ɟɜɚɥɭɚɰɢʁɚ ɟɞɭɤɚɬɢɜɧɢɯ ɩɪɨɝɪɚɦɚ ɫɚ ɚɫɩɟɤɬɚ 

ɭɩɨɪɟђɢɜɚʃɚ ɮɢɧɚɧɫɢʁɫɤɟ ɞɨɛɢɬɢ ɢ ɬɪɨɲɤɨɜɚ ʃɢɯɨɜɨɝ 

ɫɩɪɨɜɨђɟʃɚ ɫɟ ɦɨɪɚ ɩɨɫɦɚɬɪɚɬɢ ɤɚɨ ʁɟɞɧɚ ɨɞ ɤʂɭɱɧɢɯ ɚɤɬɢɜɧɨɫɬɢ 
ɦɟɧɚџɦɟɧɬɚ ʂɭɞɫɤɢɯ ɪɟɫɭɪɫɚ. Ⱦɚ ɥɢ ʁɟ ɨɪɝɚɧɢɡɨɜɚʃɟ ɬɪɟɧɢɧɝ 
ɩɪɨɝɪɚɦɚ ɫɤɭɩ ɡɚɥɨɝɚʁ ɡɚ ɨɪɝɚɧɢɡɚɰɢʁɭ ɤɨʁɢ ɨɩɬɟɪɟʄɭʁɟ ʃɟɧɨ 
ɬɟɤɭʄɟ ɩɨɫɥɨɜɚʃɟ ɢɥɢ ɫɟ ɭɥɚɝɚʃɟ ɭ ɪɚɡɜɨʁ ʂɭɞɫɤɢɯ ɪɟɫɭɪɫɚ 

ɫɦɚɬɪɚ ɭɧɨɫɧɨɦ ɢɧɜɟɫɬɢɰɢʁɨɦ ɤɨʁɚ ʁɟ ɜɢɲɟɫɬɪɭɤɨ ɢɫɩɥɚɬɢɜɚ ɭ 

ɞɭɠɟɦ ɜɪɟɦɟɧɫɤɨɦ ɢɧɬɟɪɜɚɥɭ, ɨɞɝɨɜɨɪ ɡɚɜɢɫɢ ɨɞ ɫɬɚɜɚ 

ɨɪɝɚɧɢɡɚɰɢʁɟ ɢ ʃɟɧɟ ɩɨɫɥɨɜɧɟ ɮɢɥɨɡɨɮɢʁɟ. ɍ ɫɜɚɤɨɦ ɫɥɭɱɚʁɭ, 
ɨɛɭɱɚɜɚʃɟ ɡɚɩɨɫɥɟɧɢɯ ɡɚɫɥɭɠɭʁɟ ɢ ɡɚɯɬɟɜɚ ɫɢɫɬɟɦɚɬɫɤɨ ɩɪɚʄɟʃɟ 

ɢ ɟɜɚɥɭɚɰɢʁɭ,
3
 ɩɨɫɟɛɧɨ ɡɛɨɝ ɬɨɝɚ ɲɬɨ ɫɟ ɭɝɥɚɜɧɨɦ ɨɪɝɚɧɢɡɭʁɟ ɢ 

ɫɩɪɨɜɨɞɢ ɜɚɧ ɩɪɨɫɬɨɪɢʁɚ ɤɨɦɩɚɧɢʁɟ4
 ɢ ɩɨ ɩɪɚɜɢɥɭ ɭɤʂɭɱɭʁɟ ɫɤɨɪɨ 

ɫɜɟ ɡɚɩɨɫɥɟɧɟ ɤɨʁɟ ɪɚɞɟ ɭ ʃɨʁ.5 

Ʉɚɨ ɤɪɢɬɟɪɢʁɭɦɢ ɟɜɚɥɭɚɰɢʁɟ ɤɜɚɥɢɬɟɬɚ ɨɛɭɤɟ ɧɚʁɱɟɲʄɟ ɫɟ ɤɨɪɢɫɬɟ 

ɱɟɬɢɪɢ ɤɪɢɬɟɪɢʁɭɦɚ: ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ, ɭɱɟʃɟ, ɩɨɧɚɲɚʃɟ ɢ 

                                                 
2
 PWC, HR barometer, 2009.  

3
 Olsen, J.H. (1998), ‘The Evaluation and Enhancement of Training Transfer,’ 

International Journal of Training and Development, 2, 1, 61 – 7 
4
 Gainey, T.W., and Klaas, B.S. (2003), ‘The Outsourcing of Training and 

Development: Factors Impacting Client Satisfaction,’ Journal of Management, 29, 2, 

207– 22 
5
 Kabanoff, B., and Bottger, P. (1991), ‘Effectiveness of Creativity Training and Its 

Relation to Selected 

Personality Factors,’ Journal of Organizational Behavior, 12, 3, 235 –248 
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ɪɟɡɭɥɬɚɬɢ. ɇɚɜɟɞɟɧɟ ɤɪɢɬɟɪɢʁɭɦɟ ʁɟ ɞɟɮɢɧɢɫɚɨ Ʉɢɪɤɩɚɬɪɢɤ ɭ 
ɫɜɨɦ ɦɨɞɟɥɭ ɤɪɢɬɟɪɢʁɭɦɚ ɟɜɚɥɭɚɰɢʁɟ, 6 ɭ ɤɨɦɟ ɫɟ ɨɰɟʃɭʁɭ: 

1. ɧɟɩɨɫɪɟɞɧɟ ɪɟɚɤɰɢʁɟ ɢɥɢ ɡɚɞɨɜɨʂɫɬɜɨ ɡɚɩɨɫɥɟɧɢɯ 
ɬɪɟɧɢɧɝɨɦ;  

2. ɭɫɜɚʁɚʃɟ ɡɧɚʃɚ, ɜɟɲɬɢɧɚ, ɫɬɚɜɨɜɚ, ɩɨɧɚɲɚʃɚ;  

3. ɩɨɛɨʂɲɚʃɟ ɩɨɧɚɲɚʃɚ ɧɚ ɩɨɫɥɭ; ɢ  

4. ɩɨɫɥɨɜɧɢ ɪɟɡɭɥɬɚɬɢ ɤɨʁɟ ɩɨɥɚɡɧɢɤ ɨɫɬɜɚɪɭʁɟ.  

Ɋɟɚɤɰɢʁɟ ɢ ɭɱɟʃɟ ɫɟ ɦɟɪɟ ɩɪɟ ɩɨɜɪɚɬɤɚ ɡɚɩɨɫɥɟɧɢɯ ɧɚ ɩɨɫɚɨ, ɞɨɤ 
ɩɨɫɥɟɞʃɚ ɞɜɚ ɧɢɜɨɚ (ɩɨɧɚɲɚʃɟ ɢ ɪɟɡɭɥɬɚɬɢ) ɫɭɲɬɢɧɫɤɢ 

ɩɪɟɞɫɬɚɜʂɚʁɭ ɦɟɪɭ ɬɪɚɧɫɮɟɪɚ ɡɧɚʃɚ: ɭ ɤɨʁɨʁ ɫɟ ɦɟɪɢ ɨɧɨ ɲɬɨ ʁɟ 

ɧɚɭɱɟɧɨ ɬɨɤɨɦ ɨɛɭɤɟ ɩɪɢɦɟʃɟɧɨ ɧɚ ɩɨɫɥɭ. Ɉɞ ɩɨɦɟɧɭɬɢɯ 
ɤɪɢɬɟɪɢʁɭɦɚ, ɨɰɟʃɢɜɚʃɟ ɪɟɚɤɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ ɢɥɢ ɨɩɲɬɟɝ 
ɡɚɞɨɜɨʂɫɬɜɚ ɤɨʁɟɝ ɫɬɢɱɭ ɧɚɤɨɝ ɟɞɭɤɚɰɢʁɟ, ɩɪɟɞɫɬɚɜʂɚ 

ɧɚʁɩɨɩɭɥɚɪɧɢʁɢ ɢ ɫɤɨɪɨ ʁɟɞɢɧɢ ɩɪɢɦɟʃɢɜ ɨɛɥɢɤ ɟɜɚɥɭɚɰɢʁɟ 

ɤɜɚɥɢɬɟɬɚ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɭ ɩɪɚɤɫɢ.7
 ɂ ɩɨɪɟɞ ɬɨɝɚ, ɬɟɨɪɢʁɫɤɚ 

ɢɫɬɪɚɠɢɜɚʃɚ ɤɨʁɚ ɫɟ ɛɚɜɟ ɨɰɟʃɢɜɚʃɟɦ ɪɟɚɤɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ ɧɚ 
ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦ ɫɭ ɞɨɫɬɚ ɨɫɤɭɞɧɚ. ɇɟɞɨɫɬɚɬɚɤ ɢɧɮɨɪɦɚɰɢʁɚ ɨ 
ɤɨɧɤɪɟɬɧɢɦ ɬɟɨɪɢʁɫɤɢɦ ɩɪɨɭɱɚɜɚʃɢɦɚ ɨɜɨɝ ɤɪɢɬɟɪɢʁɭɦɚ 
ɭɝɥɚɜɧɨɦ ɫɟ ɨɩɪɚɜɞɚɜɚ ɦɢɲʂɟʃɟɦ ɞɚ ɨɰɟʃɢɜɚʃɟ ɩɨɫɥɨɜɧɢɯ 

ɪɟɡɭɥɬɚɬɚ ɤɨʁɟ ɡɚɩɨɫɥɟɧɢ ɨɫɬɜɚɪɭʁɟ ɧɚɤɨɧ ɡɚɜɪɲɟɬɤɚ ɬɪɟɧɢɧɝ 
ɩɪɨɝɪɚɦɚ (ɱɟɬɜɪɬɢ ɧɢɜɨ Ʉɢɪɤɩɚɬɪɢɤɨɜɨɝ ɦɨɞɟɥɚ) ɩɪɟɞɫɬɚɜʂɚ 
ɧɚʁɜɚɠɧɢʁɭ ɢ ɨɞɝɨɜɚɪɚʁɭʄɭ ɨɫɧɨɜɭ ɡɚ ɩɪɨɰɟɧɭ ɟɮɟɤɚɫɧɨɫɬɢ 

ɬɪɟɧɢɧɝɚ. Ȼɟɡ ɨɛɡɢɪɚ ɧɚ ɢɡɧɟɬɨ ɦɢɲʂɟʃɟ, ɞɟɬɟɪɦɢɧɢɫɚʃɟ 

ɮɚɤɬɨɪɚ ɤɨʁɢ ɞɟɮɢɧɢɲɭ ɡɚɞɨɜɨʂɫɬɜɨ ɡɚɩɨɫɥɟɧɢɯ ɦɨɠɟ ɧɟ ɫɚɦɨ 
ɞɨɩɪɢɧɟɬɢ ɟɮɢɤɚɫɧɢʁɟɦ ɩɥɚɧɢɪɚʃɭ, ɩɪɨʁɟɤɬɨɜɚʃɭ ɢ ɭɩɪɚɜʂɚʃɭ 

ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɢɦɚ, ɜɟʄ ɦɨɝɭ ɛɢɬɢ ɨɫɧɨɜɚ ɡɚ ɪɚɡɭɦɟɜɚʃɟ 

ʃɢɯɨɜɨɝ ɟɜɟɧɬɭɚɥɧɨɝ ɭɫɩɟɯɚ ɢɥɢ ɧɟɭɫɩɟɯɚ. Ɉɬɭɞɚ ɩɚɠʂɢɜɚ 

ɚɧɚɥɢɡɚ ɧɟɩɨɫɪɟɞɧɢɯ ɪɟɚɤɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ ɧɚɤɨɧ ɫɩɪɨɜɟɞɟɧɨɝ 
ɬɪɟɧɢɧɝɚ ɦɨɠɟ ɛɢɬɢ ɨɞ ɞɪɚɝɨɰɟɧɟ ɜɚɠɧɨɫɬɢ ɡɚ ɨɪɝɚɧɢɡɚɰɢɨɧɟ 

ɧɚɭɱɧɢɤɟ ɢ ɩɪɚɤɬɢɱɚɪɟ. ɍ ɫɤɥɚɞɭ ɫɚ ɧɚɜɟɞɟɧɢɦ, ɭ ɪɚɞɭ ɫɟ 
ɢɞɟɧɬɢɮɢɤɭʁɭ ɤʂɭɱɧɢ ɮɚɤɬɨɪɢ ɨɞ ɤɨʁɢ ɡɚɜɢɫɟ ɧɟɩɨɫɪɟɞɧɟ 

ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ ɧɚ ɨɪɝɚɧɢɡɚɰɢʁɭ ɟɞɭɤɚɬɢɜɧɨɝ ɩɪɨɝɪɚɦɚ. 

 

 

                                                 
6
 Kirkpatrick, D.L. (1996), ‘Invited Reaction: Reaction to Holton Article,’ Human 

Resources Development Quarterly, 7, 1, 23 – 25 
7
 Patrick, J. (2000), ‘Training,’ in Introduction to Work and Organizational 

Psychology: a European Perspective, ed. N. Chmiel, Oxford: Blackwell Publishing, 

pp. 100– 124. 
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2. ɁɇȺɑȺȳ ȿȼȺɅɍȺɐɂȳȿ ɊȿȺɄɐɂȳȿ ɁȺɉɈɋɅȿɇɂɏ ɇȺ 

ɄȼȺɅɂɌȿɌ ɌɊȿɇɂɇȽ ɉɊɈȽɊȺɆȺ 

 

Ɋɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ ɩɪɟɞɫɬɚɜʂɚʁɭ ɧɚʁɭɨɛɢɱɚʁɟɧɢʁɭ ɢ ɝɨɬɨɜɨ 

ʁɟɞɢɧɭ ɞɢɦɟɧɡɢʁɭ ɟɜɚɥɭɚɰɢʁɟ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɭ ɩɪɚɤɫɢ ɭ 
ɩɨɪɟђɟʃɭ ɫɚ ɨɫɬɚɥɢɦ ɤɪɢɬɟɪɢʁɭɦɢɦɚ ɫɚɞɪɠɚɧɢɯ ɭ 

Ʉɢɪɤɩɚɬɪɢɤɨɜɨɦ ɯɢʁɟɪɯɢʁɫɤɨɦ ɦɨɞɟɥɭ.
8
 ȵɟɧɚ ɩɪɢɦɟɧɚ ɫɟ 

ɭɝɥɚɜɧɨɦ ɨɩɪɚɜɞɚɜɚ ɧɟɞɨɫɬɚɬɤɨɦ ɜɪɟɦɟɧɚ ɢ ɮɢɧɚɧɫɢʁɫɤɢɯ 

ɫɪɟɞɫɬɚɜɚ ɨɪɝɚɧɢɡɚɰɢʁɟ ɡɚ ɫɩɪɨɜɨђɟʃɟ ɫɜɟɨɛɭɯɜɚɬɧɢʁɟɟ ɩɪɨɰɟɧɟ 

ɤɜɚɥɢɬɟɬɚ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ.
9
 ȿɜɚɥɭɚɰɢʁɚ ɪɟɚɤɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ 

ɩɪɟɞɫɬɚɜʂɚ ɦɢɲʂɟʃɟ ɨ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɭ, ʃɟɝɨɜɨɦ ɫɚɞɪɠɚʁɭ, 

ɦɟɬɨɞɚɦɚ ɢɡɜɨђɟʃɚ ɢ ɜɟɲɬɢɧɚɦɚ ɬɪɟɧɟɪɚ. ɋɩɪɨɜɨɞɢ ɫɟ ɧɚʁɱɟɲʄɟ 

ɩɨɩɭʃɚɜɚʃɟɦ ɭɩɢɬɧɢɤɚ ɤɨʁɢ ɫɟ ɡɚɩɨɫɥɟɧɢɦɚ ɭɪɭɱɭʁɟ ɧɚ ɤɪɚʁɭ 

ɬɪɟɧɢɧɝɚ.  

Ɍɟɨɪɢʁɫɤɚ ɢɫɬɪɚɠɢɜɚʃɚ ɟɜɚɥɭɚɰɢʁɟ ɟɞɭɤɚɬɢɜɧɢɯ ɩɪɨɝɪɚɦɚ ɫɭ ɢɩɚɤ 
ɫɚ ɞɪɭɝɟ ɫɬɪɚɧɟ ɝɨɬɨɜɨ ɭ ɰɟɥɨɫɬɢ ɡɚɫɧɨɜɚɧɚ ɧɚ ɧɚɝɥɚɲɟɧɨʁ ɭɥɨɡɢ 

ɫɜɢɯ ɤɪɢɬɟɪɢʁɭɦɚ ɫɚɞɪɠɚɧɢɯ ɭ Ʉɢɪɤɚɬɪɢɤɨɜɨɦ ɦɨɞɟɥɭ, ɲɬɨ ʁɟ 

ɞɨɜɟɥɨ ɞɨ ɞɟɝɪɚɞɚɰɢʁɟ ɡɧɚɱɚʁɚ ɨɰɟʃɢɜɚʃɚ ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ10
 ɢ 

ɧɟɞɨɫɬɚɬɤɚ ɭ ɨɛʁɚɜʂɢɜɚʃɭ ɢɫɬɪɚɠɢɜɚɱɤɢɯ ɪɚɞɨɜɚ ɭ ɨɜɨʁ 
ɨɛɥɚɫɬɢ.

11
 Ɇɟђɭɬɢɦ, ɜɚɠɧɨɫɬ ɟɜɚɥɭɚɰɢʁɟ ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ ɧɟ 

ɛɢ ɬɪɟɛɚɥɚ ɞɚ ɛɭɞɟ ɩɨɬɰɟʃɢɜɚɧɚ ɢɡ ɞɜɚ ɪɚɡɥɨɝɚ. ɉɪɜɨ, ɭɩɪɤɨɫ 
ɬɨɦɟ ɲɬɨ ɧɟ ɩɨɫɬɨʁɟ ɤɨɧɤɪɟɬɧɢ ɞɨɤɚɡɢ ɞɚ ɩɨɡɢɬɢɜɧɟ ɪɟɚɤɰɢʁɟ 

ɡɚɩɨɫɥɟɧɢɯ ɧɚ ɤɜɚɥɢɬɟɬ ɟɞɭɤɚɬɢɜɧɢɯ ɩɪɨɝɪɚɦɚ ɧɭɠɧɨ 

ɢɦɩɥɢɰɢɪɚʁɭ ɭɫɜɚʁɚʃɟ ɡɧɚʃɚ, ɜɟɲɬɢɧɚ, ɫɬɚɜɨɜɚ ɡɚɩɨɫɥɟɧɢɯ, ɤɚɨ ɢ 

ɩɨɛɨʂɲɚʃɟ ʃɢɯɨɜɨɝ ɩɨɧɚɲɚʃɚ ɧɚ ɩɨɫɥɭ, ɛɢɥɨ ɛɢ ɢɫɯɢɬɪɟɧɨ 

ɩɪɟɬɩɨɫɬɚɜɢɬɢ ɞɚ ɩɨɡɢɬɢɜɧɚ ɢɫɤɭɫɬɜɚ ɫɚ ɬɪɟɧɢɧɝɚ ɧɟɦɚʁɭ 

ɚɩɫɨɥɭɬɧɨ ɞɟɥɨɬɜɨɪɧɨ ɞɟʁɫɬɜɨ ɧɚ ɡɚɩɨɫɥɟɧɟ. Ɋɟɡɭɥɬɚɬɢ 

ɢɫɬɪɚɠɢɜɚʃɚ12
 ɩɨɤɚɡɭʁɭ ɞɚ ɩɨɡɢɬɢɜɧɚ ɬɪɟɧɢɧɝ ɢɫɤɭɫɬɜɚ ɦɨɝɭ 

ɩɨɜɨʂɧɨ ɭɬɢɰɚɬɢ ɧɚ ɩɪɨɦɟɧɭ ɫɬɚɜɨɜɚ ɢ ɩɨɧɚɲɚʃɚ ɡɚɩɨɫɥɟɧɢɯ, 

ɭɤʂɭɱɭʁɭʄɢ ɧɢɜɨ ʃɢɯɨɜɟ ɦɨɬɢɜɢɫɚɧɨɫɬɢ ɧɚ ɩɨɫɥɭ, ɨɪɝɚɧɢɡɚɰɢɨɧɭ 

                                                 
8
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9
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ɩɨɫɜɟʄɟɧɨɫɬ ɢɥɢ ɩɚɤ ɩɟɪɰɟɩɰɢʁɭ ɨɪɝɚɧɢɡɚɰɢɨɧɟ ɩɨɞɪɲɤɟ. Ⱦɪɭɝɨ, 

ɛɨʂɟ ɪɚɡɭɦɟɜɚʃɟ ɩɪɨɰɟɧɟ ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ ɦɨɠɟ ɩɨɦɨʄɢ 

ɤɨɦɩɚɧɢʁɚɦɚ ɭ ɢɞɟɧɬɢɮɢɤɚɰɢʁɢ ɤɨɧɤɪɟɬɧɢʁɢɯ ɩɪɨɛɥɟɦɚ ɢɥɢ 

ɫɥɚɛɨɫɬɢ ɤɨʁɟ ɫɟ ɭɨɱɚɜɚʁɭ ɭ ɩɨɫɬɨʁɟʄɢɦ ɩɪɨɝɪɚɦɢɦɚ ɟɞɭɤɚɰɢʁɟ, 

ɱɢɦɟ ɩɨɫɬɚʁɭ ɨɫɧɨɜɚ ɡɚ ɩɨɛɨʂɲɚʃɟ ɛɭɞɭʄɢɯ.
13

 Ⱦɪɭɝɢɦ ɪɟɱɢɦɚ, 

ɧɟɩɨɫɪɟɞɧɟ ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ ɧɚ ɤɜɚɥɢɬɟɬ ɨɛɭɤɟ, ɭɤʂɭɱɭʁɭʄɢ ɢ 

ɮɚɤɬɨɪɟ ɤɨʁɢ ɢɯ ɞɟɬɟɪɦɢɧɢɲɭ ɫɚɦɢ ɫɭ ɩɨ ɫɟɛɢ ɡɧɚɱɚʁɧɢ, ɱɚɤ ɢ 

ɧɟɡɚɜɢɫɧɨ ɨɞ ɭɬɢɰɚʁɚ ɤɨʁɢ ɦɨɝɭ ɨɫɬɜɚɪɢɬɢ ɧɚ ɨɫɬɚɥɟ ɤɪɢɬɟɪɢʁɭɦɟ 

ɟɜɚɥɭɚɰɢʁɟ – ɭɱɟʃɟ, ɩɨɧɚɲɚʃɟ ɢ ɩɨɫɥɨɜɧɟ ɪɟɡɭɥɬɚɬɟ.  

ɋɭɲɬɢɧɚ ɩɪɨɰɟɧɟ ɧɟɩɨɫɪɟɞɧɢɯ ɪɟɚɤɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ ɫɜɨɞɢ ɫɟ 
ɡɚɩɪɚɜɨ ɧɚ ɚɧɚɥɢɡɭ ɫɬɟɩɟɧɚ ʃɢɯɨɜɨɝ ɭɤɭɩɧɨɝ ɡɚɞɨɜɨʂɫɬɜɚ 

ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɨɦ ɢ ɚɧɚɥɢɡɨɦ ɮɚɤɬɨɪɚ ɤɨʁɢ ɝɚ ɨɛɥɢɤɭʁɭ. ɋɚɞɪɠɚʁ 
ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ, ɭɩɨɬɪɟɛɚ ɦɚɬɟɪɢʁɚɥɚ, ɨɪɝɚɧɢɡɚɰɢʁɚ ɬɪɟɧɢɧɝɚ, 

ɤɚɨ ɢ ɩɟɪɮɨɪɦɚɧɫɟ ɬɪɟɧɟɪɚ ɫɟ ɭ ɥɢɬɟɪɚɬɭɪɢ ɭɝɥɚɜɧɨɦ 

ɢɞɟɧɬɢɮɢɤɭʁɭ ɤɚɨ ɞɟɬɟɪɦɢɧɚɧɬɟ ɡɚɞɨɜɨʂɫɬɜɚ ɡɚɩɨɫɥɟɧɢɯ 

ɬɪɟɧɢɧɝɨɦ.
14

 ɍ ɫɤɥɚɞɭ ɫɚ ɩɨɦɟɧɭɬɢɦ, ɭ ɪɚɞɭ ʄɭ ɫɟ ɮɨɤɭɫɢɪɚɬɢ ɧɚ 

ɬɪɢ ɤʂɭɱɧɚ ɮɚɤɬɨɪɚ ɡɚ ɤɨʁɚ ɜɟʄɢɧɚ ɢɫɬɪɚɠɢɜɚɱɚ ɫɦɚɬɪɚ 

ɫɭɲɬɢɧɫɤɢɦ ɡɚ ɪɚɡɭɦɟɜɚʃɟ ɡɚɞɨɜɨʂɫɬɜɚ ɡɚɩɨɫɥɟɧɢɯ ɨɛɭɤɨɦ: 

ɩɟɪɰɟɩɰɢʁɭ ɡɚɩɨɫɥɟɧɢɯ ɨ ɤɨɪɢɫɧɨɫɬɢ ɬɪɟɧɢɧɝɚ, ɟɮɢɤɚɫɧɨɫɬɢ 

ɬɪɟɧɢɧɝɚ, ɤɚɨ ɢ ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ.  

 

3. ȾȿɌȿɊɆɂɇȺɇɌȿ ɁȺȾɈȼɈȴɋɌȼȺ ɁȺɉɈɋɅȿɇɂɏ 

ɌɊȿɇɂɇȽɈɆ  

 

ɉɟɪɰɟɩɰɢʁɚ ɟɮɢɤɚɫɧɨɫɬɢ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɫɟ ɭ ɫɭɲɬɢɧɢ ɨɞɧɨɫɢ 

ɧɚ ɧɚɱɢɧ ɪɚɞɚ ɢ ɫɚɦɭ ɨɪɝɚɧɢɡɚɰɢʁɭ ɬɪɟɧɢɧɝɚ, ɨɞɧɨɫɧɨ ɪɚɡɥɢɱɢɬɟ 

ɚɫɩɟɤɬɟ ɜɟɡɚɧɟ ɡɚ ɚɞɦɢɧɢɫɬɪɚɬɢɜɧɟ ɩɨɫɥɨɜɟ ɢ ɥɨɤɚɰɢʁɭ ɧɚ ɤɨʁɨʁ ɫɟ 

ɫɩɪɨɜɨɞɢ. Ʉɜɚɧɬɢɬɚɬɢɜɧɨ ɢɡɪɚɠɚɜɚʃɟ ɪɟɚɤɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ ɧɚ 

ɟɮɢɤɚɫɧɨɫɬ ɬɪɟɧɢɧɝɚ ɩɪɨɢɡɢɥɚɡɢ ɢɡ ɫɟɬɚ ɫɥɟɞɟʄɢɯ ɩɢɬɚʃɚ: ɞɚ ɥɢ 

ɫɟ ɞɨ ɦɟɫɬɚ ɨɞɪɠɚɜɚʃɚ ɬɪɟɧɢɧɝɚ ɦɨɠɟ ɥɚɤɨ ɫɬɢʄɢ, ɞɚ ɥɢ ʁɟ 

ɩɪɨɫɬɨɪ ɭ ɤɨɦɟ ɫɟ ɨɞɜɢʁɚ ɬɪɟɧɢɧɝ ɨɞɝɨɜɚɪɚʁɭʄɟ ɜɟɥɢɱɢɧɟ, ɞɚ ɥɢ ʁɟ 

ɚɞɟɤɜɚɬɧɨ ɨɫɜɟɬʂɟɧ, ɞɚ ɥɢ ɚɭɞɢɨ-ɫɢɫɬɟɦ ɮɭɧɤɰɢɨɧɢɲɟ, ɞɚ ɥɢ ɫɭ 

ɧɚɫɬɚɜɧɚ ɩɨɦɚɝɚɥɚ (ɛɟɥɚ ɬɚɛɥɚ, ɪɚɱɭɧɚɪ, ɩɪɨʁɟɤɬɨɪ, ɮɥɢɩ ɱɚɪɬ) 

ɚɞɟɤɜɚɬɧɚ ɡɚ ɩɨɬɪɟɛɟ ɨɛɭɤɟ ɤɨʁɚ ɫɟ ɫɩɪɨɜɨɞɢ. Ɉɫɢɦ ɬɨɝɚ, 
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ɩɥɚɧɢɪɚʃɟ ɬɪɟɧɢɧɝɚ ɭ ɫɦɢɫɥɭ ɛɪɨʁɚ ɫɟɫɢʁɚ ɢ ʃɢɯɨɜɨɝ ɪɚɫɩɨɪɟɞɚ ɭ 

ɨɞɧɨɫɭ ɧɚ ɬɟɦɟ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɫɦɚɬɪɚʁɭ ɫɟ ɬɚɤɨђɟ ɜɚɠɧɢɦ, 

ɩɨɞʁɟɞɧɚɤɨ ɤɚɨ ɤɜɚɧɬɢɬɟɬ ɢ ɤɜɚɥɢɬɟɬ ɧɚɫɬɚɜɧɨɝ ɦɚɬɟɪɢʁɚɥɚ ɤɨʁɢ ɫɟ 

ɤɨɪɢɫɬɢ.
15

 

ɂɚɤɨ ɧɟɤɢ ɨɞ ɩɨɦɟɧɭɬɢɯ ɟɥɟɦɟɧɚɬɚ ɨɪɝɚɧɢɡɚɰɢʁɟ ɬɪɟɧɢɧɝɚ ɧɟ 

ɦɨɪɚʁɭ ɧɚ ɩɪɜɢ ɩɨɝɥɟɞ ɢɡɝɥɟɞɚɬɢ ɞɨɜɨʂɧɨ ɪɟɥɟɜɚɧɬɧɢ, ɱɢɧɢ ɫɟ 

ɩɚɤ ɞɚ ʃɢɯɨɜ ɭɬɢɰɚʁ ɧɚ ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ ɦɨɝɭ ɛɢɬɢ ɜɪɥɨ 

ɡɧɚɱɚʁɧɟ. ɇɟɚɞɟɤɜɚɬɧɟ ɩɪɨɫɬɨɪɢʁɟ, ɥɨɲ ɧɚɫɬɚɜɧɢ ɦɚɬɟɪɢʁɚɥ ɢɥɢ 

ɩɨɧɚɜʂɚʃɟ ɬɟɦɚ ɦɨɝɭ ɢɦɚɬɢ ɫɧɚɠɚɧ ɧɟɝɚɬɢɜɚɧ ɭɬɢɰɚʁ ɧɚ 

ɟɜɚɥɭɚɰɢʁɭ ɤɜɚɥɢɬɟɬɚ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ. Ɋɟɡɭɥɬɚɬɢ ɨɞɪɟђɟɧɨɝ 

ɛɪɨʁɚ ɢɫɬɪɚɠɢɜɚʃɚ ɧɚɝɥɚɲɚɜɚʁɭ ɦɨɝɭʄɧɨɫɬ ɨɛɥɢɤɨɜɚʃɚ 

ɪɚɡɥɢɱɢɬɢɯ ɪɟɚɤɰɢʁɚ ɡɚɩɨɫɥɟɧɢɯ ɭ ɡɚɜɢɫɧɨɫɬɢ ɨɞ ʃɢɯɨɜɟ 

ɩɟɪɰɟɩɰɢʁɟ ɧɚɱɢɧɚ ɨɪɝɚɧɢɡɚɰɢʁɟ ɬɪɟɧɢɧɝɚ ɭɤʂɭɱɭʁɭʄɢ ɢ 

ɧɟɨɩɯɨɞɧɭ ɚɞɦɢɧɢɫɬɪɚɰɢʁɭ.
16

 ɇɚɪɚɜɧɨ, ɟɮɢɤɚɫɧɨɫɬ ɭ 

ɨɪɝɚɧɢɡɚɰɢʁɢ ɬɪɟɧɢɧɝɚ ɦɟђɭɬɢɦ, ɧɢɤɚɤɨ ɧɟ ɝɚɪɚɧɬɭʁɟ ɜɢɫɨɤ ɧɢɜɨ 

ɡɚɞɨɜɨʂɫɬɜɚ ɡɚɩɨɫɥɟɧɢɯ ɬɪɟɧɢɧɝɨɦ. ɇɟɩɨɫɪɟɞɧɟ ɪɟɚɤɰɢʁɟ 

ɡɚɩɨɫɥɟɧɢɯ ɫɭ ɩɨɞ ɡɧɚɱɚʁɧɢɦ ɭɬɢɰɚʁɟɦ ɢ ʃɢɯɨɜɟ ɩɟɪɰɟɩɰɢʁɟ ɞɚ ʄɟ 
ɫɟ ɫɬɟɱɟɧɚ ɡɧɚʃɚ ɢ ɜɟɲɬɢɧɟ ɦɨʄɢ ɩɪɢɦɟɧɢɬɢ ɧɚ ɩɨɫɥɭ.

17
  

Ⱦɜɚ ɨɫɧɨɜɧɚ ɟɥɟɦɟɧɬɚ ɫɭ ɨɜɞɟ ɭɤʂɭɱɟɧɚ: ɩɪɜɢ ɫɟ ɨɞɧɨɫɢ ɧɚ 

ɫɬɟɩɟɧ ɭ ɤɨɦɟ ɡɚɩɨɫɥɟɧɢ ɩɟɪɰɢɩɢɪɚʁɭ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦ ɤɚɨ 

ɨɛɟɡɛɟђɢɜɚʃɟ ɡɧɚʃɚ ɢ ɜɟɲɬɢɧɚ ɧɟɨɩɯɨɞɧɨɝ ɡɚ ɩɨɛɨʂɲɚʃɟ 

ɫɨɩɫɬɜɟɧɟ ɪɚɞɧɟ ɩɪɨɞɭɤɬɢɜɧɨɫɬɢ.
18

 Ⱦɪɭɝɢ ɟɥɟɦɟɧɬ ɩɪɟɬɩɨɫɬɚɜʂɚ 

ɩɟɪɰɟɩɰɢʁɭ ɬɪɟɧɢɧɝɚ ɤɚɨ ɡɧɚɱɚʁɧɨɝ ɮɚɤɬɨɪɚ ɤɨʁɢ ɞɨɩɪɢɧɨɫɢ 

ʃɢɯɨɜɨɦ ɥɢɱɧɨɦ ɩɪɨɮɟɫɢɨɧɚɥɧɨɦ ɪɚɡɜɨʁɭ ɭɧɭɬɚɪ ɢ ɢɡɜɚɧ 

ɤɨɦɩɚɧɢʁɟ ɤɨʁɨʁ ɩɪɢɩɚɞɚʁɭ. Ⱦɪɭɝɢɦ ɪɟɱɢɦɚ, ɩɪɜɢ ɟɥɟɦɟɧɬ ɫɟ ɭ 

ɜɟʄɨʁ ɦɟɪɢ ɨɞɧɨɫɢ ɧɚ ɫɚɞɚɲʃɟ ɩɨɬɪɟɛɟ ɡɚɩɨɫɥɟɧɢɯ ɭ ɨɤɜɢɪɭ 

ɩɨɫɬɨʁɟʄɟ ɤɨɦɩɚɧɢʁɟ, ɞɨɤ ɞɪɭɝɢ ɟɥɟɦɟɧɬ ɧɚɝɥɚɲɚɜɚ ɞɭɝɨɪɨɱɧɟ 

ɩɨɬɪɟɛɟ ɢ ɜɟɲɬɢɧɟ ɭɩɨɬɪɟɛʂɢɜɟ ɭ ɪɚɞɭ ɧɟɤɢɦ ɛɭɞɭʄɢɦ 

ɤɨɦɩɚɧɢʁɚɦɚ. Ɂɚɩɪɚɜɨ, ɩɨ ɪɟɱɢɦɚ ɇɨɚ19
 "ɜɚɠɧɨ ʁɟ ɞɚ ɩɨɥɚɡɧɢɰɢ 
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ɜɟɪɭʁɭ ɞɚ ɫɭ ɭɱɟɲʄɟ ɭ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɢɦɚ ɢ ɫɚɜɥɚɞɚɜɚʃɟ 

ɫɚɞɪɠɚʁɚ ɩɨɜɟɡɚɧɢ ɫɚ ɩɨɫɬɢɡɚʃɟɦ ɠɟʂɟɧɢɯ ɢɫɯɨɞɚ, ɩɨɩɭɬ ɭɝɥɟɞɚ, 

ɯɨɪɢɡɨɧɬɚɥɧɨɝ ɢ ɜɟɪɬɢɤɚɥɧɨɝ ɩɨɦɟɪɚʃɚ ɭ ɤɚɪɢʁɟɪɢ, ɩɨɞɫɬɢɰɚʃɚ 

ɫɚɦɨɩɨɭɡɞɚʃɚ, ɢɥɢ ɩɨɜɟʄɚʃɚ ɡɚɪɚɞɚ". Ɉɫɢɦ ɬɨɝɚ, ɟɜɚɥɭɚɰɢʁɚ 

ɡɚɩɨɫɥɟɧɢɯ ɨ ɤɨɪɢɫɧɨɫɬɢ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɱɟɫɬɨ ɫɟ ɡɚɫɧɢɜɚ ɢ ɧɚ 

ɩɪɨɰɟɧɢ ɛɚɥɚɧɫɚ ɢɡɦɟђɭ ɩɪɚɤɬɢɱɧɨɝ ɢ ɬɟɨɪɢʁɫɤɨɝ ɚɫɩɟɤɬɚ 

ɬɪɟɧɢɧɝɚ. ɇɟɪɚɜɧɨɬɟɠɚ ɢɡɦɟђɭ ɬɟɨɪɢʁɫɤɨɝ ɫɚɞɪɠɚʁɚ ɬɪɟɧɢɧɝɚ ɭ 

ɨɞɧɨɫɭ ɧɚ ʃɟɝɨɜɭ ɩɪɚɤɬɢɱɧɭ ɨɪɢʁɟɧɬɚɰɢʁɭ ɦɨɠɟ ɧɟɝɚɬɢɜɧɨ 

ɭɬɢɰɚɬɢ ɤɚɤɨ ɧɚ ɭɤɭɩɧɭ ɩɟɪɰɟɩɰɢʁɭ ɤɨɪɢɫɧɨɫɬɢ ɨɞ ɨɛɭɤɟ, ɬɚɤɨ ɢ 

ɧɚ ɡɚɞɨɜɨʂɫɬɜɨ ɩɨɥɚɡɧɢɤɚ ɬɪɟɧɢɧɝɨɦ.  

Ɍɪɟʄɢ ɮɚɤɬɨɪ ɤɨʁɢ ɬɚɤɨђɟ ɭɬɢɱɟ ɧɚ ɪɟɚɤɰɢʁɟ ɩɨɥɚɡɧɢɤɚ ɨɛɭɤɨɦ 

ɨɞɧɨɫɢ ɫɟ ɧɚ ɩɟɪɰɟɩɰɢʁɭ ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ ɫɚ ɚɫɩɟɤɬɚ ʃɟɝɨɜɟ 

ɩɪɢɩɪɟɦʂɟɧɨɫɬɢ, ɫɬɢɥɚ ɢɡɥɚɝɚʃɚ, ɨɞɧɨɫɧɨ ɫɩɨɫɨɛɧɨɫɬɢ 

ɩɨɞɫɬɢɰɚʃɚ ɝɪɭɩɧɢɯ ɚɤɬɢɜɧɨɫɬɢ, ɫɩɨɫɨɛɧɨɫɬɢ ɞɚ ɡɚɢɧɬɟɪɟɫɭʁɟ 

ɩɨɥɚɡɧɢɤɟ, ɫɩɨɫɨɛɧɨɫɬɢ ɜɨђɟʃɚ ɞɢɫɤɭɫɢʁɚ, ɤɚɨ ɢ ɟɮɢɤɚɫɧɨɫɬɢ 

ɭɩɪɚɜʂɚʃɚ ɜɪɟɦɟɧɨɦ. ɍɩɪɤɨɫ ɱɢʃɟɧɢɰɢ ɞɚ ɫɜɚ ɬɪɢ ɧɚɜɟɞɟɧɚ 

ɮɚɤɬɨɪɚ ɨɰɟʃɢɜɚʃɚ ɤɜɚɥɢɬɟɬɚ ɬɪɟɧɢɧɝɚ ɞɢɪɟɤɬɧɨ ɭɫɦɟɪɚɜɚʁɭ 

ɤɨɧɤɪɟɬɧɟ ɪɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ, ɢɡɜɟɫɬɚɧ ɛɪɨʁ ɬɟɨɪɟɬɢɱɚɪɚ ɩɚɤ 

ɩɟɪɮɨɪɦɚɧɫɚɦɚ ɬɪɟɧɟɪɚ ɞɨɞɟʂɭʁɟ ɩɪɢɜɢɥɟɝɨɜɚɧ ɩɨɥɨɠɚʁ.20
 ɍ 

ɩɪɢɥɨɝ ɬɨɦɟ, ɧɚɜɨɞɢ ɞɚ ʄɟ „ɡɚɩɨɫɥɟɧɢ ɭɝɥɚɜɧɨɦ ɜɢɲɟ ɜɪɟɞɧɨɜɚɬɢ 

ɫɩɨɫɨɛɧɨɫɬɢ ɬɪɟɧɟɪɚ ɤɨʁɢ ɫɜɨʁɨɦ ɥɢɱɧɨɲʄɭ ɨɫɬɚɜʂɚ ɫɧɚɠɚɧ 

ɭɬɢɫɚɤ ɧɚ ɝɪɭɩɭ, ɞɨɤ ʄɟ ɧɢɠɢɦ ɨɰɟɧɚɦɚ ɨɰɟɧɢɬɢ ɩɟɪɮɨɪɦɚɧɫɟ 
ɬɪɟɧɟɪɚ ɤɨʁɢ ɧɢʁɟ ɨɫɬɚɜɢɨ ɭɬɢɫɚɤ ɟɧɟɪɝɢɱɧɟ ɨɫɨɛɟ.“21

 Ⱦɨɦɢɧɚɰɢʁɚ 

ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ ɨɞɪɚɠɚɜɚ ɲɢɪɨɤɨ ɪɚɫɩɪɨɫɬɪɚʃɟɧɨ 

ɦɢɲʂɟʃɟ ɦɟђɭ ɪɭɤɨɜɨɞɢɨɰɢɦɚ ɢ ɤɨɪɢɫɧɢɰɢɦɚ ɬɪɟɧɢɧɝɚ ɞɚ ʄɟ 

ɟɧɟɪɝɢɱɚɧ ɬɪɟɧɟɪ, ɧɟ ɫɚɦɨ ɦɚɤɫɢɦɢɡɢɪɚɬɢ ɩɟɪɮɨɪɦɚɧɫɟ ɭ ɩɨɝɥɟɞɭ 

ɫɚɞɪɠɚʁɚ ɟɞɭɤɚɬɢɜɧɨɝ ɩɪɨɝɪɚɦɚ, ɜɟʄ ʄɟ ɩɨɫɬɚɬɢ ɡɧɚɱɚʁɚɧ ɟɥɟɦɟɧɬ 

ɭ ɞɟɬɟɪɦɢɧɢɫɚʃɭ ɤɨɧɚɱɧɟ ɟɜɚɥɭɚɰɢʁɟ ɬɪɟɧɢɧɝɚ. ɍ ɫɤɥɚɞɭ ɫɚ 

ɧɚɜɟɞɟɧɢɦ, ɩɨɫɬɨʁɢ ɪɟɚɥɧɚ ɦɨɝɭʄɧɨɫɬ ɞɚ ɩɟɪɮɨɪɦɚɧɫɟ ɬɪɟɧɟɪɚ 

ɡɧɚɱɚʁɧɨ ɭɛɥɚɠɟ ɭɬɢɰɚʁ ɟɮɢɤɚɫɧɨɫɬɢ ɢ ɤɨɪɢɫɧɨɫɬɢ ɧɚ ɧɟɩɨɫɪɟɞɧɭ 

ɟɜɚɥɭɚɰɢʁɭ ɤɜɚɥɢɬɟɬɚ ɨɛɭɤɟ. Ⱦɪɭɝɢɦ ɪɟɱɢɦɚ, ɩɨɡɢɬɢɜɧɚ 

ɩɟɪɰɟɩɰɢʁɚ ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ ɦɨɠɟ ɤɨɦɩɟɧɡɨɜɚɬɢ ɫɬɚɜɨɜɟ 

ɡɚɩɨɫɥɟɧɢɯ ɩɨ ɩɢɬɚʃɢɦɚ ɦɚʃɟ ɤɨɪɢɫɧɨɦ ɢɥɢ ɥɨɲɟ 

ɨɪɝɚɧɢɡɨɜɚɧɨɦ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɭ.  
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Ɇɟђɭɬɢɦ, ɪɟɡɭɥɬɚɬɢ ɚɧɤɟɬɢɪɚʃɚ ɫɩɪɨɜɟɞɟɧɨɝ ɫɚ 1.500 ɡɚɩɨɫɥɟɧɢɯ 
ɤɨʁɢ ɫɭ ɭɱɟɫɬɜɨɜɚɥɢ ɭ ɪɚɡɥɢɱɢɬɢɦ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɢɦɚ ɩɨɤɚɡɭʁɭ 
ɞɪɭɝɚɱɢʁɭ ɫɥɢɤɭ ɨ ɭɬɢɰɚʁɭ ɩɨʁɟɞɢɧɢɯ ɮɚɤɬɨɪɚ ɤɜɚɥɢɬɟɬɚ 
ɬɪɟɧɢɧɝɚ.22

 ɍɱɟɫɧɢɰɢ ɫɭ ɭ ɩɪɨɫɟɤɭ ɢɡɪɚɡɢɥɢ ɪɟɥɚɬɢɜɧɨ ɜɢɫɨɤ 
ɫɬɟɩɟɧ ɡɚɞɨɜɨʂɫɬɜɚ; ɨɩɲɬɢ ɭɬɢɫɚɤ ɨ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɭ 
ɤɜɚɧɬɢɮɢɤɨɜɚɧ ʁɟ ɩɪɨɫɟɱɧɨɦ ɨɰɟɧɨɦ 3,8; ɩɪɨɰɟɧɭ ɤɨɪɢɫɧɨɫɬɢ ɨɞ 
ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɡɚɩɨɫɥɟɧɢ ɫɭ ɭ ɩɪɨɫɟɤɭ ɜɪɟɞɧɨɜɚɥɢ ɨɰɟɧɨɦ 
3,75; ɨɪɝɚɧɢɡɚɰɢʁɭ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɨɰɟɧɨɦ 3,86, ɞɨɤ ʁɟ ɩɪɨɫɟɱɧɚ 

ɨɰɟɧɚ ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ ɛɢɥɚ ɡɧɚɱɚʁɧɨ ɜɢɲɚ ɭ ɨɞɧɨɫɭ ɧɚ 
ɨɫɬɚɥɟ 4,75. Ɋɟɡɭɥɬɚɬɢ ɬɚɤɨђɟ ɩɨɤɚɡɭʁɭ ɞɚ ʁɟ ɨɩɲɬɟ ɡɚɞɨɜɨʂɫɬɜɨ 

ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɨɦ ɭ ɩɨɡɢɬɢɜɧɨʁ ɤɨɪɟɥɚɰɢʁɢ ɫɚ ɫɜɢɦ 

ɩɪɟɞɭɫɥɨɜɢɦɚ ɤɜɚɥɢɬɟɬɚ, ɩɪɢ ɱɟɦɭ ʁɟ ɭɬɢɰɚʁ ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ 
ɦɚʃɟ ɩɪɟɫɭɞɚɧ ɭ ɨɞɧɨɫɭ ɧɚ ɤɨɪɢɫɧɨɫɬ ɤɨʁɭ ɡɚɩɨɫɥɟɧɢ ɦɨɝɭ ɢɦɚɬɢ 
ɨɞ ɬɪɟɧɢɧɝɚ, ɨɞɧɨɫɧɨ ɞɚ ɤɜɚɥɢɬɟɬ ɭ ɜɨђɟʃɭ ɬɪɟɧɢɧɝɚ ɧɟ ɦɨɠɟ 
ɭɛɥɚɠɢɬɢ ɧɟɝɚɬɢɜɧɟ ɟɮɟɤɬɟ ɨɪɝɚɧɢɡɚɰɢʁɚ ɬɪɟɧɢɧɝɚ ɢ ɩɪɢɦɟɧɟ 
ɫɬɟɱɟɧɢɯ ɡɧɚʃɚ ɢ ɜɟɲɬɢɧɚ ɧɚ ɩɨɫɥɭ.  
 

4. ɌȿɈɊɂȳɋɄȿ ɂ ɉɊȺɄɌɂɑɇȿ ɂɆɉɅɂɄȺɐɂȳȿ  

 

Ɋɟɡɭɥɬɚɬɢ ɪɚɞɚ ɭɤɚɡɭʁɭ ɧɚ ɧɟɤɨɥɢɤɨ ɜɚɠɧɢɯ ɬɟɦɚ. ɉɪɜɨ, ɭɩɪɤɨɫ 

ɦɟђɭɫɨɛɧɨʁ ɩɨɜɟɡɚɧɨɫɬɢ ɩɟɪɰɟɩɰɢʁɟ ɨ ɟɮɢɤɚɫɧɨɫɬɢ ɬɪɟɧɢɧɝɚ, 

ɤɨɪɢɫɧɨɫɬɢ ɡɚ ɡɚɩɨɫɥɟɧɟ ɢ ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ, ɪɟɱ ʁɟ ɡɚɩɪɚɜɨ ɨ 
ɬɪɢ ɨɞɜɨʁɟɧɚ ɢ ɪɚɡɥɢɱɢɬɚ ɤɨɧɫɬɪɭɤɬɚ. Ⱦɪɭɝɨ, ɫɜɚ ɬɪɢ ɩɪɟɞɭɫɥɨɜɚ 

ɢɦɚʁɭ ɡɧɚɱɚʁɚɧ ɭɬɢɰɚʁ ɧɚ ɡɚɞɨɜɨʂɫɬɜɨ ɡɚɩɨɫɥɟɧɢɯ ɤɜɚɥɢɬɟɬɨɦ 

ɨɛɭɤɟ. Ɋɟɚɤɰɢʁɟ ɡɚɩɨɫɥɟɧɢɯ ɧɚ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦ ɢ ɩɨɫɟɛɧɨ, ʃɢɯɨɜ 

ɨɫɟʄɚʁ ɡɚɞɨɜɨʂɫɬɜɚ ɩɪɟɦɚ ɫɩɪɨɜɟɞɟɧɨɦ ɬɪɟɧɢɧɝɭ ɭ ɡɧɚɱɚʁɧɨɦ 

ɫɬɟɩɟɧɭ ɫɭ ɩɨɞ ɭɬɢɰɚʁɟɦ ʃɢɯɨɜɨɝ ɦɢɲʂɟʃɚ ɨ ɬɨɦɟ ɤɨɥɢɤɨ ʁɟ 

ɞɨɛɪɨ ɨɪɝɚɧɢɡɨɜɚɧ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦ, ɤɚɤɜɟ ɫɭ ɩɟɪɮɨɪɦɚɧɫɟ 

ɬɪɟɧɟɪɚ ɢ ɦɢɲʂɟʃɚ ɭ ɤɨʁɨʁ ɦɟɪɢ ʄɟ ɬɪɟɧɢɧɝ ɞɨɩɪɢɧɟɬɢ 

ɩɨɛɨʂɲɚʃɭ ʃɢɯɨɜɨɝ ɫɚɞɚɲʃɟɝ ɪɚɞɚ ɢ ɥɢɱɧɨɝ ɪɚɡɜɨʁɚ. Ɋɟɡɭɥɬɚɬɢ 

ɦɟђɭɬɢɦ ɫɭɝɟɪɢɲɭ ɞɚ ɨɜɚ ɬɪɢ ɮɚɤɬɨɪɚ ɧɟɦɚʁɭ ɩɨɞʁɟɞɧɚɤ ɟɮɟɤɚɬ ɧɚ 

ɡɚɞɨɜɨʂɫɬɜɨ ɡɚɩɨɫɥɟɧɢɯ ɨɛɭɤɨɦ. Ɍɪɟʄɢ ɡɚɤʂɭɱɚɤ, ɫɭɩɪɨɬɧɨ 

ɨɱɟɤɢɜɚʃɢɦɚ ɢ ɧɚɝɥɚɲɚɜɚʃɭ ɩɪɚɤɬɢɱɚɪɚ, ɫɭɝɟɪɢɲɟ ɞɚ ɩɟɪɰɟɩɰɢʁɚ 

ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ ɧɢʁɟ ɧɭɠɧɨ ɧɚʁɡɧɚɱɚʁɧɢʁɢ ɩɪɟɞɢɤɬɨɪ 

ɭɤɭɩɧɨɝ ɡɚɞɨɜɨʂɫɬɜɚ ɬɪɟɧɢɧɝɨɦ. ɍɦɟɫɬɨ ɬɨɝɚ, ɪɟɡɭɥɬɚɬɢ ɩɨɤɚɡɭʁɭ 

ɞɚ ʁɟ ɩɨ ɪɟɞɨɫɥɟɞɭ ɜɚɠɧɨɫɬɢ ɩɟɪɰɟɩɰɢʁɚ ɤɨɪɢɫɬɢ ɤɨʁɭ ɡɚɩɨɫɥɟɧɢ 

ɢɦɚʁɭ ɨɞ ɬɪɟɧɢɧɝɚ ɧɚʁʁɚɱɢ ɩɪɟɞɢɤɬɨɪ ɡɚɞɨɜɨʂɫɬɜɚ, ɡɚɬɢɦ 
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ɩɟɪɰɟɩɰɢʁɚ ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ, ɩɚ ɬɟɤ ɨɧɞɚ ɟɮɢɤɚɫɧɨɫɬ ɭ 
ɨɪɝɚɧɢɡɚɰɢʁɢ ɬɪɟɧɢɧɝɚ. 

ɑɟɬɜɪɬɢ ɡɚɤʂɭɱɚɤ ɫɟ ɨɞɧɨɫɢ ɧɚ ɧɟɭɫɩɟɯ ɩɨɫɪɟɞɧɢɱɤɨɝ ɟɮɟɤɬɚ 

ɩɟɪɮɨɪɦɚɧɫɢ ɬɪɟɧɟɪɚ. Ʉɨɧɤɪɟɬɧɨ, ɞɨɛɪɟ ɩɟɪɮɨɪɦɚɧɫɟ ɬɪɟɧɟɪɚ ɧɟ 

ɦɨɝɭ ɧɚɞɨɤɧɚɞɢɬɢ ɧɟɞɨɫɬɚɬɤɟ ɭ ɨɪɝɚɧɢɡɚɰɢʁɢ ɬɪɟɧɢɧɝɚ ɢ/ɢɥɢ 

ɫɚɞɪɠɚʁ ɩɪɨɝɪɚɦɚ. ɉɨ ɢɫɬɨɦ ɩɪɢɧɰɢɩɭ, ɞɨɛɪɚ ɨɪɝɚɧɢɡɚɰɢʁɚ 

ɬɪɟɧɢɧɝɚ ɢ/ɢɥɢ ɚɞɟɤɜɚɬɚɧ ɫɚɞɪɠɚʁ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɧɟ ɦɨɝɭ 

ɧɚɞɨɤɧɚɞɢɬɢ ɫɥɚɛɢʁɟ ɩɟɪɮɨɪɦɚɧɫɟ ɬɪɟɧɟɪɚ ɢ ɝɟɧɟɪɚɥɧɨ 

ɩɨɩɪɚɜɢɬɢ ɥɨɲ ɭɬɢɫɚɤ ɤɨʁɢ ɫɬɟɤɧɭ ɡɚɩɨɫɥɟɧɢ. Ⱦɪɭɝɢɦ ɪɟɱɢɦɚ, ɡɚ 
ɩɨɫɬɢɡɚʃɟ ɜɢɫɨɤɨɝ ɫɬɟɩɟɧɚ ɡɚɞɨɜɨʂɫɬɜɚ ɡɚɩɨɫɥɟɧɢɯ ɨɪɝɚɧɢɡɚɰɢʁɚ 

ɦɨɪɚ ɪɚɱɭɧɚɬɢ ɧɚ ɤɜɚɥɢɬɟɬ ɫɜɚ ɬɪɢ ɟɥɟɦɟɧɬɚ ɟɞɭɤɚɬɢɜɧɢɯ 

ɩɪɨɝɪɚɦɚ. 

Ɋɟɡɭɥɬɚɬɢ ɬɚɤɨђɟ ɢɦɚʁɭ ɧɢɡ ɡɧɚɱɚʁɧɢɯ ɢɦɩɥɢɤɚɰɢʁɚ ɡɚ ɦɟɧɚџɦɟɧɬ 

ɭ ɨɪɝɚɧɢɡɚɰɢʁɚɦɚ. ȳɟɞɧɚ ɫɟ ɨɞɧɨɫɢ ɧɚ ɩɨɬɪɟɛɭ ɩɪɢɯɜɚɬɚʃɚ ɡɧɚɱɚʁɚ 

ɩɪɜɨɝ ɧɢɜɨɚ Ʉɢɪɤɩɚɬɪɢɤɨɜɨɝ ɦɨɞɟɥɚ ɟɜɚɥɭɚɰɢʁɟ, ɚ ɩɨɫɟɛɧɨ 

ɮɚɤɬɨɪɚ ɤɨʁɢ ɩɨɦɚɠɭ ɭ ɨɛɥɢɤɨɜɚʃɭ ɧɟɩɨɫɪɟɞɧɢɯ ɪɟɚɤɰɢʁɚ 

ɡɚɩɨɫɥɟɧɢɯ ɧɚ ɬɪɟɧɢɧɝ. ɍ ɫɤɥɚɞɭ ɫɚ ɬɢɦ, ɨɪɝɚɧɢɡɚɰɢʁɟ ɛɢ ɭ 
ɨɪɝɚɧɢɡɨɜɚʃɭ ɢ ɫɩɪɨɜɨђɟʃɭ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɦɨɪɚɥɟ ɞɚ ɫɟ 
ɮɨɤɭɫɢɪɚʁɭ ɧɟ ɫɚɦɨ ɧɚ ɩɟɪɮɨɪɦɚɧɫɟ ɬɪɟɧɟɪɚ, ɜɟʄ ɢ ɧɚɱɢɧ 

ɨɪɝɚɧɢɡɨɜɚʃɚ ɬɪɟɧɢɧɝɚ, ɩɨɫɟɛɧɨ ɫɬɪɭɤɬɭɪɭ ɧɚɫɬɚɜɧɨɝ ɫɚɞɪɠɚʁɚ ɫɚ 

ɰɢʂɟɦ ɨɛɟɡɛɟђɟʃɚ ɜɢɫɨɤɨɝ ɫɬɟɩɟɧɚ ɡɚɞɨɜɨʂɫɬɜɚ ɡɚɩɨɫɥɟɧɢɯ. 

ɋɢɫɬɟɦɚɬɫɤɨ ɩɪɚʄɟʃɟ ɫɜɚ ɬɪɢ ɟɥɟɦɟɧɬɚ ɭ ɫɩɪɨɜɨђɟʃɭ 

ɟɞɭɤɚɬɢɜɧɨɝ ɩɪɨɝɪɚɦɚ ʁɟ ɨɞ ɤʂɭɱɧɨɝ ɡɧɚɱɚʁɚ ɡɚ ɩɪɚɜɢɥɧɨ 

ɪɚɡɭɦɟɜɚʃɟ ɢ ɟɜɚɥɭɚɰɢʁɭ ɩɨɬɟɧɰɢʁɚɥɧɟ ɟɮɢɤɚɫɧɨɫɬɢ ɬɪɟɧɢɧɝɚ. 

Ɉɜɚɤɜɚ ɜɪɫɬɚ ɦɨɧɢɬɨɪɢɧɝɚ ɩɨɫɬɚʁɟ ɫɜɟ ɜɚɠɧɢʁɚ ɧɚɪɨɱɢɬɨ ɭ 

ɫɢɬɭɚɰɢʁɚɦɚ ɭɝɨɜɚɪɚʃɚ ɬɪɟɧɢɧɝɚ ɫɚ ɚɝɟɧɰɢʁɚɦɚ ɜɚɧ ɤɨɦɩɚɧɢʁɟ. 

Ⱦɪɭɝɨ, ɩɨɞɪɠɚɜɚ ɫɟ ɢɞɟʁɚ ɞɚ ɫɟ ɫɚɞɪɠɚʁ ɬɪɟɧɢɧɝ ɩɪɨɝɪɚɦɚ ɦɨɠɟ 

ɩɟɪɰɢɩɢɪɚɬɢ ɤɚɨ ɤɨɪɢɫɬɚɧ ɡɚ ɡɚɩɨɫɥɟɧɟ ɫɚɦɨ ɭɤɨɥɢɤɨ ʁɟ 

ɟɤɫɩɥɢɰɢɬɧɨ ɞɢɡɚʁɧɢɪɚɧ ɞɚ ɡɚɞɨɜɨʂɢ ʃɢɯɨɜɚ ɨɱɟɤɢɜɚʃɚ, 

ɭɤʂɭɱɭʁɭʄɢ ɢ ɩɨɬɪɟɛɟ ɡɚ ɥɢɱɧɢɦ ɢ ɩɪɨɮɟɫɢɨɧɚɥɧɢɦ ɪɚɡɜɨʁɟɦ ɤɨʁɟ 

ɫɭ ɢɡɧɚɞ ɧɟɩɨɫɪɟɞɧɢɯ ɡɚɯɬɟɜɚ ɩɨɫɬɨʁɟʄɢɯ ɪɚɞɧɢɯ ɦɟɫɬɚ. 
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