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The article analyzes the problem of interpersonal interaction in the
process of joint activity, which has been and remains one of the most important
problems in social, organizational and management psychology. Based on the
classifications of the partners in the joint activity (“unwanted”, “complex”,
“viral”, etc.) were identified characteristics and evaluation criteria for the
indicated types and behavioral strategies. The aim of the study was supposed
to develop, based on the characteristics of the manifesttation of the process of
professional reflection in conditions of problematic interaction, a two-sided
universal model for correcting self-awareness, evaluating and choosing a
strategy for behavior in such situations. Comparison of psychological criteria
for assessing personal manifestations and behavioral strategies in the face of
overcoming problematic interactions has allowed the development and testing
of training that helps to build the skill of self-regulation, evaluation, and
identification of “problematic” partners, with a further search for an individual
behavior strategy.
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Relevance. In the process of many types of professional activity related to the
"human-human" system, specialists often encounter various undesirable behavioral
manifestations and role stereotypes of leaders, colleagues, students, clients, etc.
The problems of interpersonal interaction and overcoming conflict situations in the
process of joint activity remains one of the central issues in social psychology,
management psychology, pedagogical and organizational psychology [12], [15].

The tendency of conflict tension during the group activity is often associated
with modern transformations of society, with constant social and organizational
reforms, with economic instability and informational "polyphony". Besides, a whole
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range of reasons is distinguished, such as the degree of conflict of personality, age
features, status-role positions, subordination disorders, low-stress resistance or lack
of self-control skills. We would like to note, that today there is a modern
psychological problem of interpersonal interaction, including professional, which
has acquired new, “trending” forms and it’s implemented in the digital spaces,
especially on the Internet and social networks. This form of “indirect” virtual
interaction is manifested in forums, blogging programs, comments on personal
posts that have been exposed, the targeted distribution of news or rumors, fake
interpretations, etc.

Naturally, this sphere of influence directly affects the features of real
professional communication, making certain adjustments to the attributes of social
perception and the relationship between people. Accordingly, both in real and in
the digital space a person with stressful, conflicting, uncomfortable, tense, and in
ordinary situations, various destructive personality traits may appear [6].

Obviously, in these situations, a special role is assigned to the mechanisms of
social perception, which cause certain factors: age, gender, habit in a broad and
narrow sense [8], status, education, specialty, cultural aspects, etc. In some cases,
we can say that these are models of behavior in which coping behavior or coping
strategies do not work or exceed individual resources. In some situations, we can
base it on the approach of D. Leontiev, who singled out the form of adaptive
behavior and considered it from the perspective of a subjective assessment of the
situation [14, 65-78]. But practice shows that with a certain combination of
subjective factors and a real situation, arises negative behavioral reactions and
manifestations of personal qualities, which complicate interpersonal relations and
affect the psychological atmosphere of the entire organization, and ultimately, the
effectiveness of its activities.

Apparently, this can be associated not only with the situation, but also with a
certain, defensive form of coping behavior strategy, which is associated with the
level of self-esteem, self-control, character accentuations, phobias and other
reasons of a psychological nature [7].

In the analyzed studies on various aspects of a constructive approach when
interacting with problem subjects, the role of conscious self-regulation in such
situations is noted. V. |. Morosanova, considering individuality as a subject of
different types of activity, characterizes mental self-regulation, which is a functional
"... a subject's means and a psychological mechanism that allows him to mobilize his
personal and cognitive resources for the implementation of his activity, for the
promotion and achievement of its goals" [16]. In the context of the problem, it is
necessary to consider some strategies for overcoming problem situations, which in
the psychological literature are called the term "coping". It is well known that coping
behavior is one of the main conditions for resolving a conflict situation. In
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psychology, there are a number of general approaches to the classification of coping
strategies, the basic theoretical principles of which were developed at the end of the
last century [2].

For example, E. I. Rasskazova and T.0. Gordeeva, based on the Ch. Carver’s
coping classification, argue that the most adaptive coping strategies include
strategies aimed directly at resolving a problem situation [17]. In another case,
coping behavior has an integrative interpretation, consisting of affective, cognitive,
intentional and social factors that are manifested in coping strategies and give a
person the opportunity not only to cope with stressful challenges, but also contribute
to progress towards important goals for the individual. Based on this, L. Aspinwall,
E. Greenglass, R. Schwarzer, S. Taubert distinguish several types of coping
behavior: proactive coping, reflexive coping, strategic planning, preventive
overcoming, search for instrumental support, search for emotional support [18].
Analysis of human behavioral reactions in a professional environment requires
highlighting the features of the reflexive process in problematic interaction. And
therefore, it is considered logical to comprehensively consider the problem of
professional reflection in the process of the activities of teachers [20], psychologists
[11], doctors (Hedy, 2015) and social workers [9]. At the same time, the importance
of reflection in the formation of professional identity, in overcoming professional
deformation, as an attribute of interactions with patients, clients, pupils and students
is emphasized. In a broader aspect, coping behavior is seen as an effective means
of overcoming organizational stress and burnout syndrome, and in specific
situations, “reflexive coping includes assessing possible stressors, analyzing
problems and available resources, generating an assumed action plan, predicting
the likely outcome of activities and choosing methods. Its implementation” [19].

Thus, we can say that the study of coping strategies, in which a special role
belongs to the process of reflection, is relevant in a wide range of types of human
professional activity. In this case, reflection must be considered as a property of
synthetic mental reality, which can act (and actually does) both as a mental process,
and as a mental property, and as a mental state at the same time, but cannot be
reduced to any of them [13]. And in the case of professional activity, reflection
manifests itself as a process during which practitioners identify problems in the
process of critical assessment, and then develop potential solutions [1]. The aim of
the study was to develop a two-sided universal model for assessing and choosing a
strategy of behavior in such situations on the basis of substantiating the features of
the manifestation of the process of professional reflection in conditions of problem
interaction. Awareness of these features and practical skills of effective cooperation
can contribute to improving the professional skills of a specialist in the process of
optimizing organizational activities and successful interaction with people of various
typologies. These issues also acquire relevance due to the fact that conflict situations
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arise in the working environment, both in the horizontal and vertical plane, and
during external interaction. The upward trend in conflict-generating tensions is
often associated with modern transformations of society, competition and reforms
in the labor market. Obviously, for many employees of organizations of various
profiles, the professional environment has a conflict-generating nature, which is
associated with a distant relationship between a manager and employees, a lack of
a trusting environment, isolation of governing bodies, tough administration and a
demonstrative emphasis on the hierarchy of the official position, its dominant status.

In the applied research of social psychologists, you can find different
classifications of "problem" partners or collaborators. From a psychological point of
view, all these types or types of "problematicity" are of interest and can be
interpreted, since their assessment and characteristics depend on specific
psychological factors. The degree and forms of "undesirable" strategies are
subjective and have a certain meaning for each individual, as well as the socio-
psychological context. And this is increasingly manifested in the process of
communication, interactions that take place in a formal environment and are
regulated by certain norms of behavior. The ability to identify and evaluate the
specific behavior of employees, as well as the skills of working with such a
contingent, characterize the professional skill and creativity of the subject of
management.

E. Clayton (2010) notes that many psychological studies offer several ways to
cope with such difficult people in everyday life as hostile employees, strict bosses,
complainants, super conciliators, omniscient experts and pessimists. Based on the
experience of many years of clinical work in the field of organizational psychology,
the author believes that when interacting with such people, the main method is self-
help, i.e. deliberately overcoming and consciously controlling personal weaknesses
and working to overcome these weaknesses and improve oneself. The paper
considers an approach according to which “self-help primarily focuses on changing
your behavior, feelings, skills, cognition (thoughts) or unconscious processes. Self-
help is a conscious part of you that changes other aspects of your inner self, your
actions, and your situation (Clayton; Tucker, 2010). This approach requires a
clearer interpretation, namely, the interpretation of personality traits and their
behavioral reactions. It is more correct to interpret “self-help” as a conscious self-
regulation, the direction of which directly comes from the process of reflection.

From our point of view, the six types identified by E. Clayton do not cover the
entire spectrum of negative manifestations of problematic interaction, and the
approach to recognizing “harmful” employees can be supplemented by visualization
of the typologies themselves and their detailed description. Significant in the
considered approach is that the detailed and fairly applied method of forming "self-
help" has the goal of changing one's behavior based on professional reflection. Our
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approach also implies a reflexive attitude to the proposed typology of “undesirable”
personality manifestations and self-esteem, as well as the search for ways to
overcome them in interaction with others and to correct self-awareness.

Methods. Based on the study of the concepts and approaches of the
aforementioned authors, a modified version of the projective method by H.
Avanesyan (2015) “The projection of the professional reflection”. In the various
typologies examined, common signs of behavioral reactions and characteristic
features were identified, on the basis of which an expressive drawing was selected
for each of them according to the genre of artistic hyperbole, in which the image
had the effect of exaggeration and pointed characteristic features. This method has
been combined with Lazarus’s coping test and content analyses method.

The compilation of psychological criteria for assessing personality
manifestations and behavioral strategies included the analysis of some other
approaches and applied research. One of them is related to the classification of
unmanageable employees [4]. Psychologists D. Waldroop and T. Butler provide an
equally interesting classification of employee behavior [5]. They describe six types
of career behavior that can cause problems for both coworkers and managers L.
Glass identified the types of "poisonous" people and offers methods for interacting
with these people, not allowing themselves to adopt them. The list of psychological
characteristics includes 30 topologies [10].

After substantiating the theoretical and methodological base and choosing the
psychological and pedagogical principles of sequence, visualization and reflection,
preliminary research and main implementation stages of work were carried out with
the last version of “The projection of the professional reflection”. The preliminary
stage of the study involved solving the following tasks: selection of typologies with
different behavioral manifestations; translation from English and Russian versions
of names; survey of respondents; selection of drawings for each type; a survey of
respondents for drawings without inscriptions; matching and ranking selected type
names; development of presentation version (PowerPoint program with phased
highlighting). This stage included the following steps: 1) an untitled drawing; 2) text
about the type of person or behavior; 3) the causal characteristics of the type of
personality or behavior. More than 500 people (YSU students and teachers,
students of advanced training courses for government and commercial
organizations) took part in the method testing procedure. The technique went
through all the stages of design - a pilot study, an expert survey, the selection of the
best pictures, a pilot and a formative experiment.

Results. In the various typologies considered, common signs of behavioral
reactions, coping strategies and characteristic features were identified, based on
which an expressive pattern was selected for each of them. After a pilot study to
describe “problem types” (more than 40), the most typical ones were selected from
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a variety of drawings, which were included in the presentation block of the training
and received an Armenian “accent” (the types were renamed following the accepted
Armenian vocabulary and terminology). “The projection of the professional
reflection” method solving the following tasks: familiarization, characterization,
assessment and self-assessment, with a further search for individual strategies.
Neutralization of the negative consequences of “psychological games” of employees
acting as “toxic”, “problematic”, “difficult”, “uncontrollable”, etc., will be
successful only if the role stereotypes of employees are correctly identified and
appropriate management strategies are applied. Thus, a specific environment of
service communication with colleagues and managers was modeled, contributing to
the development of professional reflection.Interpretation of the content, motives
and main reasons for psychological manipulations can help to understand such
features of students' behavior, make communication with them more constructive
and effective. The ability to recognize different typologies at the same time can
contribute to an adequate analysis of both one's behavior and it is easy to evaluate
actions and their meaning in the behavior of others and themselves.

According to the results of the content analysis to identify the latent content of
the survey texts, which was carried out after viewing the slides and familiarizing with
the characteristics of the proposed types. So it was according to the content of open
answers that the majority of participants projected on colleagues or managers: "they
are." “We have a lot of similar ones”, “chefs become like that” “found a specific

”

colleague”, “this is common” (47%), and more rarely “sometimes necessary ”,
sometimes necessary ", they force me ”(31%), and there were answers with twofold
content (22%). Based on the selection of the most common associations, the final
version of the methodology was formed. An association experiment was conducted,
during which the participants looked at the drawings and wrote at least 5
associations on a piece of paper. The results of the projective methodology were
compared with two other test methods (the social self-control test and the Proactive
coping behavior questionnaire). As a result of approbation and correction of the
projective technique, the figures were edited. Conclusions. Consequently, we can
conclude about the effectiveness of the experimental version of the course
"Psychology of Problem Interaction”, which influences the reflexive attitude to
behavioral manifestations and contributes to the increase in the level of knowledge
and the formation of practical skills in resolving problem situations. Based on a
methodologically substantiated comprehensive study, the behavioral coping
strategies of employees, conditioned by the organizational model and management
style of the manager, were identified and characterized. Thus, focusing versus
avoidance is more effective in promoting adaptation than not controlling behavior
(Suls; Fletcher 1985).
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Based on the study of the individual psychological characteristics of the
manager and the most adapted employee with a stable developed culture of the
organization, a scheme of professional interaction was developed, which allows
choosing the most effective coping strategy for both the employee and the manager.
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MCUXOJNIOMMYECKAA! OBYCJIOBIEHHOCTb MPODECCUOHANBHOIA
PEIEKCUM U MOBEJEHYECKNX CTPATEIUI B CUTYALIMAX
NPOBJIEMHOIO B3AUMOENCTBUA

AsaHecaH 'M., Kapanemsan H. U., Mypadan M. /[l. (EpesaHckuli
eocydapcmseHHbill yHusepcumem, EpesaH, Apmerus)

B cratbe aHanusupyetcAa npobnema MEMIUMYHOCTHOTO B3aUMOAEWCTBUA B
npoLiecce COBMECTHOI [eATENbHOCTU, KOoTopaa Obina n OCTaéTcA OfHOI U3 BakKHbIX
B COLManbHON, OpraHW3aLMoOHHOW MCUXONOrMKU, MCUXONOTUN  yNpaBneHuA W
obpaszoBaHnA. Ha ocHoBe paccCMOTpeHMA, WMMEROLLMXCA KnaccudpuKaumii «Hexe-
natenbHbIX», «CNOMHbIX», «BUPYCHbIX» U T. M. MAapTHEPOB COBMECTHOWN [eATenb-
HOCTW, BbIAENEHHbIX B Hay4YHO-MPUKNAAHbIX UCCNENOBaHNAX, BbIABNEHbI XapaKTe-
PUCTUKM U KPUTEPUM OLLEHKM YKas3aHHbIX TUMOB W OCO3HAHHbIX MOBELEHYECKNX
ctpaternii. Llenb wuccnepoBaHuA npepnonarana Ha OcCHoBe ODOCHOBaHWA
ocobeHHoCTel npoABneHnA npouecca NpodeccuoHanbHol pediekcun B YCIoBUAX
npobnemMHoro B3aMMopelcTBUA pa3paboTaTb [BYXCTOPOHHIOK YHUBEPCATbHYHO
MOJENb KOPPEKLMM 3N1EMEHTOB CaMOCO3HaHMUA, OLEHKM U Bblbopa cTpaTeruu nose-
AeHuA B NopobHbIX cutyauuax. ConocraBneHne NCMXONOrMYECKUX KpUTEPUEB OLLEH-
KV IMYHOCTHBIX NMPOABNEHNIA 1 NOBEAEHYECKUX CTPATETNiA B YCIOBUAX NPEOONEHNA
npobnemHoro B3aMMofeiicTBIA, No3BoNMO pa3paboTaTb M anpobrpoBaTh TPEHWUHT,
KOTopblili cnocobctByeT (hOPMUPOBAHWUIO HaBblKa CaMOpPEryiALuuu, OLEHKU U
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BbIABNEHNA «NPObNEMHbIX» NapTHEPOB, C faNbHENLLNM MOVCKOM WHAUBUAYaNbHOM
cTpaTterny noBefeHuns.

KnroueBble cnosa: npogpeccuoHanbHaa pegpneKcusn, nosedeHue, NPOEKMUBHAA
peaxyus, Ju4yHocms, B3aumodelicmsue, compyOHUK, cmpameeus CO8/1a0aHUS,
mpeHuHe.
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