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Y crarTi po3kputo cTpykTYpy npodeciiHoro 6narononyuyys, 3aCHOBAHY
HO JOHMX eMMIPMYHOro AOCIAXEHHS NMPEACTABHMUKIB Pi3HMX npodecin.
IHTerpytoum nipxoam i KOMNOHEHTH Pi3HMX MogeneM, Nos’ a3aHux 3 npode-
CiliHMM Bnarononyyusm, NpeacTasneHo Hinbl LWMPOKE BU3HAYEHHS AOHOTO
$eHoMeHa.

Ha nigcTasi aHanisy emMnipMYyHUX NOKA3HMKIB, WO BUMIPIOIOTb iHAMBIAY-
anbHo-npodeciiHi, iIHAUBIAYANbHO-0COBUCTICHI Ta OPraHi3aALiMHO-KOH-
TEKCTHi YMHHMKM, Byno BUAINEHO 2 BAPIAHTU YMHHMKOBMX MOZENEH,
WO AQIOTb HAMBINbLW ONTMMANbHE CRIBBIAHOLEHHS KiNbKOCTI NPeaMKTOpIB
i BiACOTKa nosicHeHoI gucnepcii 3anexHoi amiHHoi. Ha ocHoBi npeaukTopis
LMX ABOX Mogenein nobyaosaHa iHTerpansHa mogaens npodeciiHoro bnaro-
nonyuus, aka nosicHioe 56 % pucnepcii 3a5€XHOT 3MIHHOI, WO € AOCTATHIM
NOKA3HMKOM 3MiCTOBHOI Of,€KBATHOCTI HOBOT TEOPETUYHOI MOAENi.

HocnigxeHHs BO3BONUNO roBOPUTH Npo Binbl ckNagHy Mogens NpearKTo-
pie npodeciitHoro 6narononyyuys, Hix ue 6yno onMcaHo paHile B HAYKOBIM
nitepatypi. BinsHayeHo HaMBaxnuBilLe 3HAYEHHS YUHHMKIB «MOTIK Y npode-
CiMHIM AiSNbHOCTI», «30A0BOJIEHICTb OPraHi3ALIED | YMOBAMM NpALLi», KMPO-
deciiHa MoTHBaLiA», «3a80BoNeHICTb NpodeciiHUM BUGOpOM», «3apo-
BOJIEHICTb MPOdECIHHMUM XHUTTIM: OCMUCIIEHICTb NPOdECiMHOI AiNbHOCTIY,
«oLjHKa npodeciiHoi peanisauii: MaMCTEPHICTb | NPodeciiHA iAEHTUYHICTbY,
K npegukTopiB npodeciiHoro Gnarononyyus.

Kpim Toro, nokasaHo, wo «noTik y npodeciiHii gisnbHocTi», € 0cobamBmm
MEeTAKOrHITUBHMM (pEHOMEHOM, LLLO He 3BOAMTbCS Hi A0 adekTy, Hi Ao oco-
BUCTICHMX SKOCTEM, WO ICTOTHO Bigpi3HsEe Mogenb npodeciiiHoro Gnarono-
nyyus, nobyaoBaHy HO eMNIPUYHUX AAHMX, Bif MOZENer eBaeMOHIYecKoro
i regoHicTMUYHOrO 6narononyyus.

BuseneHo, wo npeaukropu npodeciiHoro 6narononyyus ysrogxei
3 pi3HMMM MigxopamMu [O BMBYEHHA npodeciiHoro 6narononyuyus,
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LLO CBIAYUTL NPO BiACYTHICTb €TMKO-inocodcbkoi 3anexXHoOCTi HOBOI Mogerni
npodeciiHoro 6narononyyus.

Kniouosi cnoBa: npogeciiive 6narononyyus, notik y npogecinHin pisnb-
HOCTI, 3a040BOIEHICTb NpaLeto, MPogeciiHA iBEHTHYHICTb, NPOgEeCIHHA MOTH-
BALS, 3040BONIEHICTb NPOpECiHHUM BUEOPOM, 30[0BOSIEHICTE OPraHi3aLli€lo
i YMOBAMM npaLli, OCMMCIIEHICTb MPOgECIMHOI AisNbHOCTI.

Introduction. Despite the fact that the connection between the profes-
sion, health and emotional state was specified at the beginning of the 20th
century as part of occupational therapy (C. E. Atwood, 1907, G. E. Barton,
1915; H. J. Hall, 1905; M. E Driver, 1968), the phenomenon of «profes-
sional well-being», as a state of optimal positive functioning of a person in
the context of his professional activity, is relatively new to psychological
science, and its study is one of the topical subjects of modern psychological
researches.

Today, most theoretical models have range of limitations, primarily due
to the narrow definition of professional well-being because of the differences
in the approaches to the study of this phenomenon («occupational health»,
«job satisfaction», «quality of working life», «occupational well-being») and
the lack of psychometric data reliability (irreproducibility of the majority
of the author’s factor models).

For example, the followers of «occupational health» consider professional
well-being from the point of view of reducing negative mental states of work-
ers (L. E. Tetrick and J. M. LaRocco, 1987; K. K. Smith, D. S. Kaminstein and
R.J. Makadok’s, 1995; L. I. Wasserman, 1995; K. Danna and R. W. Griffin,
1999; V. L. Pankovets, 2004; C. Fritz and S. Sonnentag, 2006), however,
reducing the level of stress and burnout does not necessarily lead to pro-
fessional well-being (C. Ryff, 1995).

Followers of the «job satisfaction» theory define professional well-be-
ing as state of personal satisfaction with the characteristics of his work
(F. Herzberg, 1959; 1967; J. R. Hackman, G. R. Oldham, 1974; 1980;
E. A. Locke, 1976; E. T. Higgins, 1987; R. C. Huseman, J. D. Hatfield
& E. W. Mile, 1987; P. E. Spector, 1997; A. P. Brief, 1998). However,
a purely situational approach <«job satisfaction» does not take into account
individual-professional (professional identity, flow, motivation) and indi-
vidual-personal (optimism, locus control, self-efficacy) aspects of work-
ers whose importance was noted by representatives of the eudamonistic
approach to stady of well-being (C. Ryff, 1989; R. M. Ryan, E. L. Deci, 2000;
W. B. Schaufeli; A. B. Bakker, 2001; D. A. Leontiev, 2000; F. Luthans, 2006;
T. V. Danilchenko, 2017).
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An additional point is that the high degree of abstractness of the basic
constructs of theories (the absence of an empirical dependent variable)
makes it impossible to produce reliable and valid psychodiagnostic tools.
Oftentimes, the dependent variable in researches is purely theoretical
(abstract) in its core, being replaced by the measurement of some «gener-
ally accepted» factor (Job satisfaction, Affect Balance, Life satisfaction, etc.).

Thus, for example, in the framework of the multidimensional approach
«occupational well-being», that combined the modernized versions of
the models of «psychological well-being» (C. Ryff) and «subjective well-
being» (E. Diener), in the context of professional activity (P. Warr, 1987,
1994; J. E. Van Horn; T. W. Taris; W. B. Schaufeli; P. J. G. Schreurs, 2004;
Kelly R. Harkcom, 2014), the dependent variable has not been defined and
empirically established. Exactly the same problem arose in A. Baldchun’s
«ecological» model of professional well-being (A. Baldschun, 2014), which
theoretically combined heterogeneous constructs: affective, social, cogni-
tive, professional, personal and psychosomatic well-being.

Particularly, the model of «professional well-being» of E. I. Ruth (2016)
should be distinguished, that is an adaptation of the model of «psychological
well-being» (C. Ryff) for the professional context, which gave a percent-
age of total variance of the dependent variable, explained by the regression
model, that is not sufficient to build a theory of professional well-being
dependent variable (R?=0,310) despite the presence of an empirical depen-
dent variable.

All the above-mentioned tells about the need and relevance of devel-
oping a modern theory of professional well-being that combines aspects of
different approaches, based on an empirically derived dependent variable
that has an optimal predictor model with a high percentage of total vari-
ance of the professional well-being, explained by the regression model, as
well as taking into account the peculiarities of the influence on the pro-
fessional well-being of individual-professional, individual-personal and
organizational-contextual factors.

The aim of the study is to identify the optimal model of predictors
of professional well-being among representatives of various professional
communities.

The presentation of the main material. We have chosen the definition
of professional well-being as widely as possible covering all phenomena that
are potentially similar in the respondents’ minds with professional well-
being as a tentative definition: professional well-being is an integral indi-
cator of state of positive psychological functioning of a person in the context
of his professional activity, associated with the subjective assessment of var-
ious dimensions of professional life (predictors of professional well-being).
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Professional well-being has multidimensional, hierarchical and dynamic
(depending on the professional context) structure of predictors, associated
with the influence of individual-professional, individual-personal and orga-
nizational-contextual components.

Method. Empirical research was being conducted during six months in
Ukraine in 2018. Representatives of various professional groups from public
and private companies took part in the standardized psychological testing:
in grand total there were 440 respondents (n =213 men [48.4 %] vs. n = 227
women [51.6 %]) of various professions. The general experience of profes-
sional activity of these people ranged from 2 to 31 years; age — from 22 to
50 years. Statistical data processing was performed using the IBM SPSS
Statistics 23 software application.

Study design stipulated the use of the following psychodiagnostic tools:

— Subjective Economic Well-being questionnaire (V. A. Khashchenko,
2012);

— Professional well-being estimation method (PWQ: E. I. Ruth, 2016);

— Professional self-attitude questionnaire (K. V. Karpinsky, 2010);

— Professional demandness of the person (E. V. Kharitonova, 2009);

— Professional motivation questionnaire (PM: A. A. Gorbunova,
E.N. Osin, T. Yu. Ivanova (2017);

— Work Engagement Scale (UWES: W. Schaufeli, A. Bakker, 2003) —
adaptation by D. A. Kutuzova (2006);

— The Scale of Satisfaction with Life (SWLS: E. Diener, R. A. Emmons,
R.J. Larsen, S. Griffin, 1985) — adaptation D. A. Leontiev and E. N. Osin
(2003);

— Subjective social well-being questionnaire (T. V. Danilchenko, 2017);

— The Level of Social Frustration Questionnaire by L. I. Wasserman
(modification by V. V. Boyko, 1995);

— Emotional Quotient (EQ) Nicholas Hall (2007) — published an
adapted version of N. P. Fetiskin, V. V. Kozlov, G. M. Manuilov (2002);

— Conflict Mode Instrument (TKI: Kenneth W. Thomas & Ralph
H. Kilmann, 1974);

— The Test of meaningful life orientations (D. A. Leontiev, 2000);

— Values Questionnaire (PVA; PVQ: S. Schwartz, 2004);

— Psychological Capital Questionnaire (PsyCap: F. Luthans, 2004, 2017);

— Diagnostics of psychodynamic characteristics of a personality
(B.N. Smirnov) — published by N. P. Fetiskin, V. V. Kozlov, G. M. Manui-
lov (2002);

— Job Satisfaction Questionnaire (JSQ: T. Yu. Ivanova, E. I. Rasskazova,
E.N. Osin, 2012);
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— Diagnostics of the psychological climate in a small production group
(V. V. Shpalinsky, E. G. Shelest, 2002).

In addition, a participant questionnaire was created, which included vari-
ous questions related to the socio-demographic characteristics of the respon-
dents and the direct question of self-assessment of the current level of pro-
fessional well-being (potential dependent variable of research).

Procedure. The dependent variable of the research was obtained on
the basis of the respondents’ answers for a direct question about the level
of their professional well-being. This question in the survey was asked to
respondents twice (with a considerable time interval).

The strong direct correlation of two variables associated with a direct
subjective assessment of professional well-being (r=0,819, (2-tailed) p<0,01)
not only indicates the unity and sustainability of the studied phenomenon
«professional well-being» in the concious of respondents, but also made it
possible to merge both variables into one and get a more reliable dependent
variable of «Professional well-being> (PW) for our research.

Examination of the dependent variable for normal distribution has shown
that the Kolmogorov-Smirnov and Shapiro-Wilk statistics are significant
(p<0,001), which in turn indicates the normal distribution of the depen-
dent variable (PW).

As aresult of the correlation analysis of 520 variables with the dependent
variable (PW), 121 variables were identified with medium and strong (r>0,3)
correlation and 46 variables with relatively strong (r>0,4) correlation with
the dependent variable. Correlation analysis between the 46 and 121 vari-
ables showed non-uniformity of the correlation coefficients, which indicated
the presence of a complex factor structure, for the detection of which 46 vari-
ables factor analysis was first carried out (r>0,4; (2—tailed); p<0,01), and
then the 121 variables (r>0,3; (2—tailed); p<0,01).

Factor analysis of 46 variables with r>0,4. For the purpose of highlighting
the factors, the «Maximum Likelihood Estimation» method was used with
the non-orthogonal rotation «Oblimins». The number of factors for the selec-
tion was determined during a sequential procedure. Based on the visual
analysis of the chart «The eigenvalues of a graph» of 46 variables, and also
taking into consideration the Kaiser criterion (the eigenvalue of the factor
> 1), it was originally decided to build up the 8 factor structure.

However, to search for the optimal factor model that gives the largest
percentage of explained variance of the dependent variable (R?), the pre-
dictor models for different factor decisions (from 2 to 8) were additionally
constructed. As a result of its comparison, it was found that 6 and 7 factor
solutions have the highest R? indicators, but an increase in the number of
factors does not lead to a significant increase in the number of predictors and
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a 6—factor model has a more optimal ratio of the number of factors, predic-
tors (5 predictors) and the percentage of explained variance of the depen-
dent variable (R?>=0,531):

The first factor is «Professional motivations, with a factor loading > 0,3,
included 8 variables. It reflects the extent to which, according to the respon-
dent, his professional activity is a means of realizing important motives for
him: getting pleasure, practicing favorite and interesting work, personal
values realizing, career plans, personal developing, life goals achieving.

The second factor is «Flow at work», with a factor loading > 0,3, that
includes 11 variables. It reflects the degree of professional involvement and
experience of the flow of respondents associated with their professional
activities.

The third factor, <Job satisfaction», with a factor loading > 0,3, includes
3 variables, which reflects the respondents’ satisfaction with the organiza-
tion in which they work, the working conditions (job characteristics) and
the quality of management.

The fourth factor is «Satisfaction with professional choice», with a factor
loading > 0,3, that includes 4 variables. It reflects the degree of satisfaction
of respondents with the choice of their profession: compliance of the pro-
fession with the vocation and other personal characteristics of the person.

The fifth factor, «Job process & content satisfactions», with a factor load-
ing > 0,3, includes 5 variables. This factor reflects the respondents’ satisfac-
tion with the process and content of professional activity.

The sixth factor is «Professionalism and professional identity», which
has a factor loading > 0,3 and includes 11 variables. This factor reflects
the respondents’ assessment of their own professional realization, degree
of mastery and integration into the professional community.

Regression analysis (6F Model) of professional well-being using the step-
by-step method of selecting the best model showed a model of 5 predictors
with R?=0,531 (Figure 1).

Despite the fact that the variables included in the 6F Model have strong
correlations (r> 0,4) with the dependent variable, the predictor model cre-
ated on their basis is not enough to explain the main part of the variance of
the dependent variable, moreover, the non-uniformity of the Beta coeffi-
cients doesn’t mean balance of the model. Factoring of more variables may
give a more interesting semantic picture.

Factor analysis of 121 variables with r>0,3. Due to the heterogeneity of
the correlation coefficients of the 121 variables (with medium and strong
correlation (r> 0,3) to the dependent variable), we decided to use factor
analysis to identify factors and subsequent regression analysis that are based
on them and to select the best model of predictors of the dependent variable.
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Figure 1
Regression coefficients (a) on the basis of 6F Model
Unstandardized -g =
6F Model: 5 predictors (R2=0,531) coefficients g % t Sig.
n °
B SEB | Beta
(Constant) —014 | 041 ~339 | 735
F2 — Flow at work ,301 054 302 | 5,551 | ,000
F3 - Jobsatisfaction (jobcharacteristics) | ,245 051 237 | 4,816 | ,000
F6 — Professionalism and prof. identity 147 ,060 143 | 2,445 | ,015
F1 — Professional Motivation ,166 ,061 166 | 2,740 | ,007
F5 — Job process & content satisfaction 123 ,053 A14 1 2,325 | ,021

a. Dependent Variable: prf.wellbeing (PW)

The method of «maximum likelihood» was used with non-orthogonal
rotation of «oblimin». The number of factors was determined during
a sequential procedure. For a more optimal selection of the factor model,
which gives the largest percentage (R?) of the explained variance of
the dependent variable (PW), regression models of predictors were con-
structed for various factor decisions (from 2 to 11 factors).

As a result of data comparison, it was determined that 8 and 11 factor
models have the optimal ratio of the number of predictors and the percent-
age of explained variance of the dependent variable (8F Model: 5 predictors
R?=0,552 and 11F Model: 6 predictors R? = 0,561). Building a model with
a number of factors greater than 7 (+ —2) will be inconvenient for practical
use, so the decision was made to establish the limit of 8—factor structure as
this one meets all the above-mentioned requirements.

The first factor is «Professional Identity», with a factor loading > 0,3.
It contains 7 variables and reflects the respondents’ assessment of the degree
of their similarity (identity) with the ideal representative of their profes-
sional community: the presence of the necessary professional qualities,
the value of the profession and its results, the degree of relevance, usefulness
and importance for society of their own professional activity.

The second factor is «Flow at works, with a factor loading> 0,3 and
it includes 17 variables reflecting the degree of professional involvement
and the experience of the flow associated with respondents’ professional
activities.
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Figure 2
InterFactor Correlations of 8F Model
Factors F1 F2 F3 F4 F5 F6 F7 F8
F1 — Professional 1
identity
F2 — Flow at work 248 1
F3 — Meaningfulness | ,164 | ,229 1
of prof. Life
F4 — Job satisfaction | ,245 | ,207 | ,181 1
F5 — Dissatisfaction | —,294 | —,223 | —,168 | —,241 1
with prof. Choice
F6 — Prof. demand- | —,299 | —,308 | —,255 | —,202 | ,357 1
ness: recognition
of relatives and
colleagues R
F7 — Openness to 304 | ,298 | ,226 | ,206 | —,339 | —,381 1
experience: aspi-
rations for prof.
Development
F8 — Professional -,388 | -,357 | —,160 | —,273 | ,351 | ,296 | —,317 1
motivation R

Factor Method: Maximum Likelihood Estimation

The third factor, «Meaningfulness of professional life» includes 7 vari-
ables with a factor loading> 0,3 and it includes an assessment of the degree
of positivity of your attitude related to professional activity: meaningful-
ness and purposefulness, optimistic attitude to work and a sense of pleasure
from the process professional activity, fullness of life with interesting things.

The fourth factor, «Job satisfaction», with a factor loading > 0,3, includes
11 variables. This factor reflects the respondents’ satisfaction with the orga-
nization where they work, working conditions, payment, staff and quality
management.

The fifth factor, «Dissatisfaction with professional choice» includes
21 variables with a factor loading > 0,3 and reflects the respondents’ assess-
ment of the profession’s compliance with their personal characteristics:
character and abilities.

The sixth factor is «Professional demandness: recognition of relatives
and colleagues» R (inversed scale), with a factor loading > 0,3 includes
19 variables. It reflects the respondents’ assessment of their own authority
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and recognition among their work colleagues and close people, as well as
a sense of professional relevance and usefulness for other people.

The seventh factor is «Openness to experience: aspirations for profes-
sional development» and it includes 16 variables with a factor loading > 0,3,
that reflect the respondents’ assessment of their own aspirations for pro-
fessional development, openness to new things in the professional sphere.

The eighth factor is «Professional motivation» R (inversed scale), with
a factor loading > 0,3, and it includes 10 variables. It reflects the extent to
which, according to the respondent, his professional activity is a means of
realizing important motives for him: getting pleasure, favorite and interest-
ing work practicing, personal values realizing, career plans, personal devel-
oping, life goals achieving.

To check the distinguishability of 8 factors, an inter-factor correlation
analysis was made (Figure 2).

All factors have weak and medium correlation among themselves, which
indicates that these factors are well distinguishable for respondents. Factors
No.5, No.6 and No.8 have an inverse correlation, which is consistent with
their meaning.

Regression analysis (8F Model) of professional well-being using a step-
by-step method of selecting the best model of predictors of the dependent
variable gave a model with 5 predictors and with a percentage of explained
of variance of the dependent variable (R? = 0,552), sufficient to build a
complete theoretical model of professional well-being (Figure 3).

Figure 3
Regression coefficients (a) based on 8F Model
Unstandardized -‘:‘, 5
Model: 5 predictors (R2=0,552) coefficients = % t Sig.
28
B SEB | Beta
(Constant) —016 ,040 —,405 | ,686
F8 — Professional motivation R —,222 ,049 | —,223 | —4,498 | ,000
F4 - Jobsatisfaction (job characteristics) | ,281 ,046 ,280 | 6,142 | ,000
F2 — Flow at work 283 ,047 285 | 6,033 | ,000
F5 — Dissatisfaction with prof. Choice -,219 047 | —,219 | 4,683 | ,000
F3 — Meaningfulness of prof. Life 127 ,046 123 | 2,755 | ,006

a. Dependent Variable: prf.wellbeing (PW)
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This model of predictors of professional well-being has a high grade of
R? ratio, which explains the general part (55 %) of the variance of the depen-
dent variable, and has a more even distribution of the Beta coefficients than
the previous model (6F Model), which indicates a greater semantic balance
of the predictors on Based on 8F Model.

Results. As a result of comparison of two models of predictors of pro-
fessional well-being, the 8F model appeared to be slightly better, since
it has a higher grade of R? ratio (6F Model: 5 predictors with R?>=0,531
and 8F Model: 5 predictors with R?=0,552). However, if the 3 predictors
of both models can be described as identical (inter-factorial correlations:
«Professional motivation» (r=0,938), «<Flow at work» (r=0,859) and «Job
Satisfaction» (r=0,901)), then the remaining four predictors have signifi-
cant semantic differences.

Regression analysis of 8 factors from 8F model and 3 factors from
6F Model (F4 — «Satisfaction with professional choice», F5 — «Job Satis-
faction» and F6 — «Professionalism and professional identity»), using
the step-by-step method of selecting the best model of the predictors of
the dependent variable, gaves a model with 6 predictors of professional
well-being with a high R? (R? = 0,559) (Figure 4).

The resulting model explains 56 % of the variance of the dependent
variable, which is a good result indicating the substantial adequacy of
the new model, and the uniform distribution of the Beta coefficient, indi-
cates the quality of the choice of the factors structure and the semantic
balance of predictors of the dependent variable (professional well-being).

Besides, the criterion validity of new predictors is confirmed by strong,
often to a degree of confusion in the minds of respondents, correlations
with factors and global indicators of various techniques included in
the research pool.

As aresult of processing the obtained data, the working definition of pro-
fessional well-being was corrected: professional well-being is an integral indica-
tor of state of positive psychological functioning of a person in the context of his
professional activity, associated with the subjective assessment of various dimen-
sions of professional life (predictors of professional well-being): flow at work;
job satisfaction; professional motivation, dissatisfaction with professional choice
(compliance of the profession with the character and abilities of the person);
meaningfulness of professional life; professionalism and professional identity.

Discussion. Correlation analysis confirms a strong direct relationship
(r=10,510) between the dependent variable of our investigation and the gen-
eral indicator of professional well-being according to the model (PWQ:
E. I. Ruth, 2016). Nevertheless, these two constructs are not identical.
Based on our data, the model of the predictors created on the basis of factors
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Figure 4
Regression coefficients (a) of the best PW model of the predictors
Unstandardized g -%
Model: 6 predictors R2= 0,559 coefficients = % t Sig.
28
B SEB Beta
(Constant) -,015 ,040 -377 | ,706
F6 — Professionalism and professional ,130 ,068 128 | 1,917 | ,056
identity (6F Model)
F2 — Flow at work (8F Model) ,269 047 271 5,704 | ,000
F4 — Job satisfaction (job ,250 ,048 250 | 5,209 | ,000
characteristics) (8F Model)
F3 — Meaningfulness of prof. life ,150 ,047 146 | 3,175 | ,002
(8F Model)
F5 — Dissatisfaction with prof. choice -,176 052 | —,175 | -3,384 | ,001
(8F Model)
F8 — Professional motivation R —-,168 057 | —,168 | —2,959 | ,003
(8F Model)

a. Dependent Variable: prf.wellbeing (PW)

according to the model (PWQ: E. I. Ruth, 2016) provides only 31 % expla-
nation of the variance of the dependent variable, which is clearly not enough
to build a semantically complete model of the professional well-being.

Furthermore, in our model, there is an emphasis on the importance of
the organizational-contextual factor «Job satisfaction» one aspect of which is
«Positive relations with colleagues» (one of the factors of the model (PWQ:
E. I. Ruth, 2016)). However, the semantic content of these factors is also
significantly different.

The difference is significant, as in the model of E. I. Ruth, as well as
in the model of C. Ryff, certain personality traits were studied as predic-
tors of «psychological well-being», but when it comes to the professional
sphere, so-called «psychological contract» takes effect (C. Argyris 1960,
D. M. Rousseau 1989, J. Coyle-Shapiro 2008) — an implicit system of mutual
expectations and perceptions between an employee and an employer. This
means that when assessing professional well-being, it is necessary to take
into account not only the internal organization of the individual, but also
the external conditions: organization and working conditions.
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Separately, we highlight the factor of «Flow at works», which is present in
our model as a predictor of professional well-being and absent in the model
E. L. Ruth.

In addition, the factor «autonomy in professional activity», taken from
the E. I. Ruth model, has a negative Beta indicator (—0,108) on our data,
that indicates its feedback with professional well-being. This situation
requires a significant reworking of the concept of «autonomy in profes-
sional activities». Otherwise, you'll get the image of a professional ignoring
of professional standards, opinions and recommendations of colleagues, as
it happened in the method described by E. I. Ruth.

Almost all models associated with the «Job satisfaction» approach
(Vroom, 1964; Hackman & Oldham, 1975, 1980, 1991; Karasek et al.,
1998; Campion & McClelland, 1991; P. E. Spector, 1997; F. P. Morgeson,
S. E. Humphrey, 2006) proceed from the premise that it is organization-
al-contextual factors that determine behavior and motivation, and do not
take into account individual-professional and individual-personal factors.

Our data do not confirm the assumption expressed by R. M. Shamionov
(2008) of the adequacy of the concept «job satisfaction» as an integrative
indicator reflecting the well-being of an individual in professional labor
activities for the operationalization of professional well-being. On our data,
the factor «job satisfaction» is similar to the degree of confusion in its con-
tent (inter-factorial correlation: r = 0,851; r = 0,891) with the general indi-
cator «job satisfaction» from the model «Job Satisfaction Questionnaire»
by T. Ivanova (2012), turned out to be one of 5 significant predictors of
professional well-being, which suggests that the construct «professional
well-being» is a metacontext for the construct «job satisfaction».

There are some similarities between the two-component (cognitive
component: Life satisfaction and emotional component: Affect balance)
of the «subjective well-being»> model (E. Diener, 2009) with the 2—fac-
tor model of our study (F1 — «Professional satisfaction»; F2 — «Flow at
work»). However, unlike the model of «subjective well-being» (E. Diener,
2009), the «Flow at work» factor is an independent metacognitive, not an
emotional, phenomenon.

There is another significant difference: T. Ivanova considers «work
engagement»> (UWES: W. B. Schaufeli, A. B. Bakker, 2003) either as one of
the aspects of «job satisfaction» (satisfaction with the process or the content
of the work activity), or as its emotional consequence. However, the predic-
tor «Flow at works, which is similar to the degree of confusion with the com-
ponents of UWES (W. B. Schaufeli, A. B. Bakker, 2003), and also «Job sat-
isfaction», turned out to be independent factors identified in the simplest
factor models and retaining their stability at high levels of factorization,
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which indicates a good differentiation in the minds of respondents of these
phenomena and puts them on one level of hierarchy.

Conclusion. On the basis of the results of an empirical study of profes-
sional well-being, we can draw the following conclusions.

Professional well-being is not reducible to «job satisfaction» or a specific
set of «personal qualities» and includes not only organizational-contextual
and individual-personal, but also individual-professional components (flow
at work, professional motivation, satisfaction with professional choice).

Comparative analysis showed similarities of 8 and 6 factor predictor
models (6F model: 5 predictors with R? = 0,531 and 8F model: 5 predictors
with R? = 0,552), however, the second model has a higher percentage of
explained of variance of the dependent variable, and the integral the model
based on the predictors of these two models explains 56 % of the variance
of professional well-being, which is a sufficient indicator of the semantic
adequacy of the theoretical model.

Both models are united by the fact that they showed the importance of
3 key predictors of professional well-being: «flow at works, «professional
motivation», «job satisfaction».

A special metacognitive phenomenon is the «flow at work», which cannot
be reduced to affect or personal qualities, which significantly distinguishes
the model based on our data from the models of eudaimonic and hedonistic
well-being.

In general, the model we have obtained reflects quite well the whole
diversity of phenomena integrated into the concept of «professional well-
being», and the predictors of the new model are well coordinated with var-
ious approaches to the study of professional well-being.

The prospect of further research is the formation of a questionnaire of
professional well-being, as well as the study of the structure and dynamics
of changes in each of the predictors of professional well-being, depending
on the specific professional context.
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THE STRUCTURE OF PROFESSIONAL Well-being:
THE DEFINITION OF THE PHENOMENON,
FACTOR STRUCTURE AND PREDICTORS

This article introduces the structure of the «professional well-being»,
based on empirical research data of representatives of various professions.
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Integrating the approaches and components of various models related to pro-
fessional well-being, a broader definition of this phenomenon is presented.
Based on the analysis of empirical indicators that measure individu-
al-professional, individual-personal and organizational-contextual factors,
two variants of factor models were distinguished that provide the most opti-
mal ratio of the number of predictors and the explained percentage of total
variance of the dependent variable. On the basis of predictors of these two
models, an integral model of professional well-being is built, which explains
56 % of total variance of the dependent variable, which is a sufficient indi-
cator of the semantic content adequacy of the new theoretical model.

The study made it possible to talk about a more complex model of predic-
tors of professional well-being than it was described earlier in the scientific
literature. The essential importance of such factors as «flow at work», <job
satisfaction», «professional motivations, «professional choice satisfaction»,
«meaningfulness of professional life», «professionalism and professional
identity» as predictors of professional well-being.

In addition, it is revealed that the «flow at work» is a special metacogni-
tive phenomenon that cannot be reduced to «affect» or «personal qualities».
It significantly distinguishes the model of professional well-being, based
on empirical data, from models of eudaimonic and hedonistic well-being.

It is also revealed that the predictors of professional well-being are con-
sistent with different qualitative approaches to the study of professional
well-being. This fact indicates the lack of ethical and philosophical depen-
dence of the new model of professional well-being.

Key words: professional well-being, occupational well-being, flow at work,
work engagement, job satisfaction, professional identity, professional moti-
vation, professional choice satisfaction, meaningfulness of professional life.
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