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Relevance of the study: A career is a process and result of
progressive advancement of a specialist, which involves motivated,
purposeful activity in the direction of changing professional roles,
increasing one's own competence, and achieving significant activity results.
In today's world, this is not just a social requirement or a pragmatic
necessity related to livelihood - it is in the phenomenon of a professional
career that personal growth is harmoniously combined with social
demands. On the part of the individual, it allows to achieve the highest
degree of self-realization and self-realization; from the side of the social
system - to effectively use human potential, to form a balanced interaction
between the bearers of different roles and statuses. Successful career
advancement allows a person to realize his personal and professional
potential, to achieve recognition of his own self-worth and significance for
other people. Today the issue of psychodiagnostics of the subjective
perception of the success of career advancement remains practically
unrealized.

The Aim is to develop a questionnaire for diagnosing the career
advancement of a specialist.

Conclusions. The article is standardized by a quarrying survey,
which is defined by us as an awareness of the high compliance of career
harassment with real career growth, which is revealed in a high assessment
of their own professional and job status. The questionnaire contains 10
statements evaluated on the Likert scale, have high one -time reliability and
validity.
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Axmyanvuicms docniddcenns: Kap'epa - ye npoyec ma pezyiomam
NPOSPECUBHO20 NPOCYBANHA Cheyiaricma, AKull nepeodoaivac Momueosamy,
yinecnpamMo8any OislbHiCMb y HAAPAMKY 3MiHU HApoghecilinux poinel,
30IMbUEeHHS  61ACHOI  KOMNEMeHMHOCMI ma  OOCACHEeHHS  3HAYHUX
pe3yremamie akmusHocmi. Y cyuacHomy ceimi ye He npocmo cOoyianbHa
8UMO2A YU NPASMAMUYHA HeOOXIOHICMb, NO8 A3AHA 3 HCUMMEOIATLHICIIO -
came 8 sguwi npoghecilinoi Kap'epu 0cobucmozo 3pOCMAaHHA 2APMOHINHO
NOEOHYEMBCA 3 coyianbHumMu eumozamu. 3 60Ky ocobucmocmi ye 00360/15€
docsaemu HAUBUW020 cmMyneHs camopeanizayii; 3 60Ky coyianbHoi cucmemu
- 0na  eexmuenoco  BUKOPUCMAHHA  JIOOCbKO20 nomenyiany, Ojisl
dopmysanns 36anancosanoi 63aemMo0ii Midc HOCIAMU PI3HUX ponel ma
cmamycig. Ycniwne npocysanusa 6 Kap 'epi 00380jA€ MOOUHI peanizysamu
c8itl ocobucmuil ma npoghecitinuti nomenyian, 00csemu GUIHAHHS GIACHOT
yinHocmi ma  3HaueHHs 0aa  iHwux odeid. Cb0200HI  numauHs
NCUX00IAZHOCMUKU CYO'€EKMUBHO20 CRPULIHAMMS YCRIXY npozpecy 8 Kap €pi
3ANUMUAEMbC NPAKMUYHO Hepedli308aHUM.

Memoro docridscenns € po3podka onumyearbHuKa 08 OlaeHOCMUKY
Kap '€pHO20 npocysamnHts (axigysi.

Bucnoexu. Cmamms npuceésuena cmanoapmusayii OnumyeaibHuKd
Kap'epHo2o npocysanms, sKke Mu 8USHAYAEMbCA AK YCEIOOMAEHHS BUCOKUX
OOMPUMAHHSA KAD'€EPHUX OOMA2AHb 3 PEANbHUM KApP EPHUM 3DOCMAHHAM, WO
BUABTIIEMBCSL Y GUCOKIU OYIHYI 61ACH020 Npoecitinoeo ma pobouoco
cmamycy. Memoouxa micmums 10 meepodicensb, OYiHEHUX 3d WKANOIO
Jlatixepma, mae ucoxy HaditiHiCMmb Ma 8AIOHICHb.

Knrwuoei cnoea: xap’cpa, xap’epue npocysamms, 3a0060]eHiCMb
Kap '€pHUM NPOCYBAHHAM, MemOOUKd, NCUXOOIAZHOCUKA, 0cobucmicmo,
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npogeciiina OisnbHicmo, gaxieeyn.

Introduction. A career is a process and result of progressive
advancement of a specialist, which involves motivated, purposeful
activity in the direction of changing professional roles, increasing
one's own competence, and achieving significant activity results. In
today's world, this is not just a social requirement or a pragmatic
necessity related to livelihood - it is in the phenomenon of a
professional career that personal growth is harmoniously combined
with social demands. On the part of the individual, it allows to
achieve the highest degree of self-realization and self-realization;
from the side of the social system - to effectively use human
potential, to form a balanced interaction between the bearers of
different roles and statuses. Successful career advancement allows a
person to realize his personal and professional potential, to achieve
recognition of his own self-worth and significance for other people.
However, today the issue of psychodiagnostics of the subjective
perception of the success of career advancement remains practically
unrealized.

The Aim is to develop a questionnaire for diagnosing the
career advancement of a specialist.

Results. In modern psychological science, there is no single
definition of career, which is related to its multifunctional meaning
for a person and his social environment, as well as the multi-
component content of career as such. Literally, career (French) is
advancement in any field. Here are the most common definitions of
career, as presented in the study of E. Mogilevkin (cited by
Fomenko, 2015):

- career is considered as a dynamic phenomenon, a sequence
of changes in professions, statuses, roles, types of work, etc.;

- career is included in the professional space of personality
development and is considered as one of the forms of self-
realization;

- career is determined by the sum of external and internal
factors, including biological predisposition to a certain activity,
personal characteristics, social starting conditions and dynamic social
environment;
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- career is considered to be the criteria of social adaptability
and successful life path;

- a career is individual in nature, but there are basic
characteristics that can be used to describe, measure and evaluate a
career. - a career is a more or less structured and conscious life and
professional project (Khomulenko&Fomenko).

Foreign researchers of professional career issues, mainly
American authors, prefer to give the most extensive interpretation of
career, defining it as "a person's life path, broken into certain
intervals, related to his work™ (J. Greenhouse), or in the most
complete and the comprehensive meaning of this concept as "a
sequence and combination of roles that a person performs throughout
his life" (D. Super). Thus, O. O. Bodalev and L. A. Rudkevich cite a
number of components as the psychological content of the term
"career": - the nature of the goals that a person sets, engaging in one
of the types of activity, significant for the state of which he is a
citizen, and important for the society of which he is a member; - a
system of motives that prompt a person to perform activities that are
more or less useful for the state and society, as well as the values
behind these motives; - the degree of actualization during the
implementation of the relevant activity of the specialist's abilities,
which, from specific actions and cases, testify to the achieved level
of professionalism (cited by Fomenko, 2015).

V.G. Ignatov, V.K. Bilolypetskyi, A.V. Ponedelko, O.l.
Turchynov gives the following career definitions:

1) from the perspective of the process approach: career is a
way of achieving goals and results in the main form of personal self-
expression;

2) from the standpoint of the status approach: career is the
result of activity and social status achieved by a person;

3) from the standpoint of the value approach: a career is
connected with the socially significant and valued activity of an
individual in society;

4) from the individual's point of view: career is understood as
a person's individual work path, his activity, expressed in a
professional or official form. The psychological and acmeological
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approach defines the essential characteristic of a career not only as
advancement on the job ladder, but as a process of a person realizing
himself and his capabilities in the conditions of professional activity
(cited by Fomenko, 2015)

T. Kh. Nevstrueva and T. G. Gnedina describe a career
through a three-component structure: - target component — goals,
projects, orientations, tasks, harassment, motives, desires, needs,
aspirations, values, meanings; - procedural component — methods,
strategies, tactics, rates, stages, periods, phases; - the effective
component — achievements, changing roles and positions,
professional competence and efficiency, professional and
professional growth (cited by Fomenko, 2015).

R.A. Berezovskaya gives the following career classifications.
According to the environmental factor:

- professional (for example, professional education,
professional growth, achievement of professional skills);

- intra-organizational (cited by Fomenko, 2015).

By direction of movement within the organization:

- vertical - moving up the career ladder;

- horizontal - involvement in other functional areas;

- centrifugal - movement towards the management of the
organization (access to secret information, informal sources of
information, trusting attitude of the management) (cited by Fomenko,
2015).

By belonging to certain types of activity (career of lawyer,
doctor, etc.). According to the nature of the changes taking place:

career in power - growth in status, informal authority;

qualification - professional growth of the employee;

status career - increasing the status of an employee in the
organization (by length of service, gaining knowledge);

monetary career - increase in salary, social benefits (cited by
Fomenko, 2015).

According to the measure of discontinuity: discontinuous,

continuous. According to the nature of the flow:

- linear type: flows evenly, consistently, continuously;

- non-linear type: flows in leaps and bounds.
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According to possibility:

- potential career — a person's personally built professional

(work) path, career plan;

- a real career is something that has actually been achieved. By
the time required to move up the career ladder: - normal (3-5 years in
one position);

- - fast (1-3 years of tenure).

Career classification of Yu.V. Ukke predicted the selection of
such a leading criterion for career evaluation as the nature of its
dynamics, and includes four types of career:

1. Ordinary career. It is characterized as "professional
development with the passage of all the main stages of professional
life": choosing a profession, stages of exploration and testing one's
strength in various fields, the period of mastering the profession,
strengthening it, the stage of maintaining and improving
qualifications, decline, etc.

2. Stable career. Represents "direct promotion from vocational
training to a single permanent type of work."

3. Unstable career. In this case, the stages of attempts and
strengthening are followed by new attempts, which can be both
forced (in case of job loss, incapacity), and voluntary (change of
interests) or caused by a change in professional orientation without
interest and effort.

4. Combined career. Associated with the change of short
periods of stable professional life and employment with stages of
forced unemployment or change of profession, professional
reorientation.

Finnish career researchers P. Sinisalo and J. Hijuryunen use a
person's employment or unemployment as a criterion for their
classification. Based on this criterion, four career types were
distinguished:

1. Stable, when a person is employed full-time in the
profession for which he was trained or has the necessary knowledge,
skills and abilities, working in the field of a specific profession
(according to P. Sinisalo, 49% of them were found to be such).

166



Bicuuk XHITY imeni I'.C. CkoBopoau. [Icuxosiorisg. Bum. 71

2. Unstable, which unites those who worked, but changed their
occupation or worked in a different field. The essence of this type of
career is in the presence of transitions from one job to another (22%).

3. Stopped or that which is stopped, which is characteristic of
those who were often without work, whose periods of employment
alternated with periods of unemployment (4%).

4. Educational, which includes those who studied during the
entire period of the study.

Career stages according to S. Parkinson: R - readiness P —
prudence (R+3) P — promotion (P+7) R2 — responsibility (P+5) A —
authority (R2+3) A - achievement (A+7) A2 - awards (A+9) | —
importance (A2+6) W — wisdom (I1+3) DE - dead end (W+7)

The following periodization of career development is more
adapted to domestic realities of professional activity. This
periodization involves the following stages: Preparatory stage (ages
18-22) — obtaining professional education; Adaptation stage (23-30
years) — mastering the profession, finding one's place in the team;
Advancement (30-40 years) - accumulation of practical experience,
growth of qualifications and career aspirations; The stage of
preserving what has been achieved (40-50 years) - reaching the
heights of independence, professionalism and mastery; Maturity
stage (50-60 years) — search for new ways of self-realization, striving
to pass on experience to the younger generation; The stage of
completion (over 60 years) is a career crisis, preparation for
retirement.

By the criterion of success, we understand universal and
specific signs of an individual's achievement of success, which are
based on objective (or subjective) grounds. The criterion of success
acts as a decision-making rule regarding the assessment of a certain
action, achievement or achievement by a person as successful. A
distinction should be made between subjective and objective success
criteria. The objective ones include: - status (position); - career
mobility; - increase in the cost of labor (wages, etc.); - accumulation
of achievements (experience of successful implementation of
projects).

Subjective are:
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- assessment of career achievements by the subject himself -

psychological success;
- job satisfaction;

- striving for professional self-improvement.
Table 1 shows the descriptive statistics of the questionnaire.

Table 1

Descriptive statistics for the items of Career’s Satisfaction Scale

Items Min | Max | Mean Std. Dev.
1. | am generally satisfied with | 1 5 2,51 3,11
my recent professional
achievements.
2. The manager generally likes | 1 5 2,98 3,66
the way | work.
3. | consider my career |1 5 2,35 2,83
advancement quite successful.
4. The results of my work do | 1 5 2,77 2,95
not remain unrecognized.
5. | regularly receive positive | 1 5 2,46 3,75
feedback on my work.
6. | have awards and honors | 1 5 2,01 3,89
received for  conscientious
professional activity.
7. | often receive offers |1 5 2,51 3,22
regarding my promotion.
8. | plan my own further career | 1 5 2,34 3,64
growth.
9. Compared to most other | 1 5 2,78 2,87
representatives of my
profession, | believe that my
professional career is quite
successful.
10. Comparing myself at the | 1 5 2,55 2,97

beginning of my career and
today, I am sure that | have
made significant progress.

The standard Cronbach alpha for the points of the
questionnaire is 0.745. All points of the questionnaire are highly

correlated with a total scale.
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Table 2
Internal validity and reliablity for the items of Career’s
Satisfaction Scale

Items Cronbach’s | Pearson
Alpha r

1. | am generally satisfied with my recent | 0,744 0,859
professional achievements.
2. The manager generally likes the way | work. 0,745 0,895
3. | consider my career advancement quite | 0,745 0,758
successful.
4. The results of my work do not remain | 0,744 0,923
unrecognized.
5. 1 regularly receive positive feedback on my | 0,744 0,925
work.
6. | have awards and honors received for | 0,744 0,945
conscientious professional activity.
7. | often receive offers regarding my promotion. | 0,745 0,857
8. | plan my own further career growth. 0,745 0,863
9. Compared to most other representatives of my | 0,745 0,753
profession, | believe that my professional career
is quite successful.
10. Comparing myself at the beginning of my | 0,745 0,736
career and today, | am sure that | have made
significant progress.

The analysis of the correlations obtained suggests that the
phenomenon of career satisfaction corresponds to such parameters of
satisfaction with labor and career in general as material status,
prestige of work, relationships with management, real achievements,
professional growth, satisfaction of internal (cognitive) motives of
activity.
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Table 2

External validity for the items of Career’s Satisfaction Scale

Parameters of career satisfaction Career’s
Satisfaction
Scale
1. a smart organization, the adjustment of the -
workflow
2. working conditions and workplace -
3. material award 0,524
4. my post, a place in an organization 0,652
5. an informal role in the team -
6. relationships with colleagues -
7. relationships with management 0,741
8. the people | communicate -
9. advanced training 0,425
10. career growth 0,902
11. own efforts for professional promotion 0,745
12. possibility of self -improvement 0,741
13. a creative contribution to work 0,653
14. the content of the work 0,524
15. positive impact on personal life -
16. Impact of health and well -being -
17. matching interests, values, trains 0,411
18. independence in making decisions in work 0,402
19. Technical, methodological support -
20. workload, balance of work and life -
21, a sense of security at work -
22. The complexity and curiosity of the tasks 0,523
23. The prestige of an organization 0,741
24, respect for my profession in society -
25. the social usefulness of my work -
26. real achievements in professional activity 0,856
27. matching character and temperament -

Our methodology we have developed career advancement

does not provide satisfaction with relationships in the team, working
conditions and social parameters of professional activity. The test of
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the test reliability of the technique proved the naturalness of this
technique (r = 0,896).

Conclusions. The article is standardized by a quarrying
survey, which is defined by us as an awareness of the high
compliance of career harassment with real career growth, which is
revealed in a high assessment of their own professional and job
status. The questionnaire contains 10 statements evaluated on the
Likert scale, have high one -time reliability and validity.
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APPENDIX
Meroauka «3ag0B0JIEHICTh Kap’€PHUM NPOCYBAHHAM»
Icrpykuist: OuiHITE Mipy 3rOJH i3 HACTYITHAM TBEPKCHHIMH 3a OalaMu:
«MOBHICTIO He 3roiHuii 1 2 3 4 5 MOBHICTIO 3rOIHUIT».
1. S 3arajoM  3ajmoBosieHHMii(a)  BIACHUMH  HpodeciHHUMU
JIOCATHEHHSAMHU 32 OCTaHHIN 4Jac.

2. KepiBHUKY B LIJIOMY ITOJJOOAETHCS, SIK 5 MPALIOIO.

3. 51 BBaXkaro MO€ Kap’€pHE MPOCYBAHHS IIIKOM YCIIITHIM.

4. PesynbraTn MO€ET Iparii He 3aIMIIAIOTHCS HEBU3HAHNUMH.

5. 51 peryispHO OTpHMYIO TIO3UTHBHI BIITYKH Ha CBOIO IIPALIIO.

6. 51 Maro HaropoaM Ta BiJI3HAaKH, OTPUMaHi 32 CyMIIIHHY IpodeciiHy
IISUIBHICTD.

7. Jlo MeHe 4acTo HaAXOAATh MPOIO3HUIT 0JI0 MOTO TIPOCYBAHHS MO
nocasi.

8. Sl maHyro BIacHE MOJANbIIe Kap €pHE 3pOCTaHHS.

9. VY mopiBHAHHI 3 OLIBMIICTIO IHIIUX NPEICTaBHHUKIB MOTO daxy
BBaXkalo, 110 MOst NpodeciiiHa Kap’epa € 10CTaTHHO YCIINIHOO.

10. [opiBHIOIOUM cebe Ha MOYATKy TPYIOBOTO MIISAXY Ta CHOTOJHI,

BIIEBHEHMI (@), IO AOCAT(J1a) 3HAYHOTO MPOCYBaHHSI.
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