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The question of the psychological readiness of consumers and other participants in the innovation process for
the appearance of a future novelty is quite relevant today. We have developed a number of recommendations for
the formation of psychological readiness for innovations on the part of the main subjects of the innovation process.
Therefore, the first stage is the analysis and consideration of socio-psychological factors that affect the effectiveness
of the innovation process. The next stage is the distribution of tasks between the subjects of the innovation process
depending on their role positions and socio-psychological guidelines. Also, an important aspect is studying the
causes of psychological barriers and finding ways to overcome them. It is indicated which points should be paid
attention to on the path of innovative development so that there are as few barriers as possible associated with
psychological unpreparedness. It was determined that the ability of subjects of innovative activity to accelerate
innovation is one of the main prerequisites for innovative development.
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the perception of innovations.

CbOrofHiLLHA cUTyaList B €eKOHOMIL KpaiHi 4OBOAMUTD, LLIO IHHOBALLiiHWIA PO3BUTOK € SIK HIKOM akTyasibH1M. Map-
KETVHT IHHOBALi/i € JOCUTb CKNaAHUM NPOLECOM, KU NOTpebye BUPILLEHHS Y/MaIOro Kona nuTaHb — Bif BU3HA-
UEHHS NMPMX0BaHKX NOTPEO CNOXMBAYIB Ta BUSIBIEHHA MOX/IMBOCTEN iX 32J0BOMIEHHA 40 NMPOrHO3yBaHHA MainbyTHixX
OuiKyBaHb CMOXMBaYiB Big NOSIBM iHHOBAL,i HA pUHKY. LLLOPOKY Ha PUHOK BUXOANUTb YMmana KinbKicTb IHHOBALiHOT
NPOAYKLIi, ane NOBHOMO CNPUAHATTS AOCAralTb NUe OAMHULI. AmXe Pi3HMLS MiX 3a4yMOM ToBapy i oro peanb-
HUM BVYKOHAHHSM € KOMOCaUTbHOI0. B LIMX yMOBaX MUTaHHS NCKUXOOTYHOT FOTOBHOCTI CMOXMBAYIB Ta iHLIMX YYaCHWKIB
iHHOBaLiiHOrO MpoLecy A0 NOsIBM MaikbyTHLOT HOBUHKM € [OCUTb akTyaslbHUM. Ha OCHOBI iCHYtOUMX HanpaLoBaHb
B cdpepi iIHHOBALIIHOTO MEHEKMEHTY Ta MapKETVHrY IHHOBaLiii, Hamy Po3p06/IEHO P, pekoMeHaauiin 4nsa opmy-
BaHHS MCUXOJIONYHOT FOTOBHOCTI [0 iHHOBALLi 3 60Ky OCHOBHMX Cy6’eKTIB iHHOBALMHOMO npouecy. Big Tak nepwum
€Tanom € aHasli3 Ta BpaxyBaHHs COLjia/IbHO-NCUXONOriYHMX (DAKTOPIB, SKi BNAMBaOTb HAa €(DEKTUBHICTb iHHOBALLA-
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Horo npouecy. Lli hakTopy MPONoHYETLCA NOAIIMTI Ha 06’EKTVBHI Ta Cy6'eKTVBHI. [J0 06’€EKTUBHIX Ha/IeXaTb: MacL-
Tabu HOBOBBEAEHb B raUly3i, iHHOBaLiiHa NONITVKA camoro NiANPUMEMCTBA, TUM Ta XxapakTep BUPOOHMLTBA a Takox
€KOHOMIYHMIA CTaH nignpuemcTaa. [Jo Cy6’eKTUBHMX: CTaTb Ta BiK, OCOOUCTI SIKOCTI, kBanidikawjisi, CTax poboTu Ta
OCBiTa. HacTynHmm etanom € posnogin 3aBgaHb MK Cy6’ekTamy iHHOBaLiiHOTO NPoLeCy: NOCTaHOBHMK Npobiemu,
iHoBaTop, iHiLiaTop, PO3PO6HMK, eKCNepT, BUPOOHUK, opraHizaTop, crnoxmsad. KpiM TOro npornoHyeTbCsA NpoBOANTH
pO3MOoZiN | 3aNeXHO Bif, IX POSIbLOBUX MO3WMLI Ta COLiaIbHO-NCUMXOMOMNYHNX HACTAHOB. TakoX BaXX/IMBIM acnekToM €
BMBYEHHS NPUYMH NCUXONOMNYHUX 6ap’epiB Ta 3HAXOMKEHHS LWAXIB iX 340MaHHS. 3a3Ha4yeHo, WO OCHOBHUMY NpW-
YMHaMM OMOPY € EKOHOMIYHI, OCOOUCTI Ta coLiasibHi. 3a3Ha4YeHO Ha ki MOMEHTW CAif 3BEPHYTU yBary Ha LUASXY iH-
HOBAL|iIHOro PO3BUTKY LLL06 TPan/isa0Ch SKOMOra MeHLUe 6ap’epiB, MOB’A3aHMX 3 NCUXO/IONYHOK HEFOTOBHICTHO. Bu-
3HaYeHo, L0 CNPOMOXHICTb Cy6'eKTIB iIHHOBALLIHOI AiSIbHOCTI 4,0 IHHOBALiInHOTO NPUCKOPEHHS € OAHIED 3 TONOBHUX
nepeayMoB iHHOBALLIiHOMO PO3BUTKY, a[ke came SI0ACLKNIA MOTeHLial, Moro 3HaHHS Ta [OCBIA4 € OCHOBO 6YyAb-AKOT
LiANbHOCTI. HaBefeHo nepenik ronoBHUX (PakTopis, AKi CNpusaoTb (DOPMYBaHHIO Ta NiABULLEHHIO CMPOMOXHOCTI

nepcoHasy [0 iHHOBaLili. BCTaHOBNEHO, SiKi 3MiHW Tpeba BHECTW B yNPaB/liHHSA JIIOACEKMMI pecypcamu.
KntouoBi cnosa: iHHOBaL,i, Cy6€e'KTU IHHOBALIHOI AiS/IbHOCTI, MCUXO/0TIYHA FOTOBHICTb, CMPOMOXHICTb 0 iHHO-

BaLliil, 6ap’epn A0 CNPUAHATTS iIHHOBALLINA.

The problem. Any innovation has a certain
effect from its appearance. It can be an
economic, social, environmental, production
effect and many others. Which of them is more
desirable in most cases depends on the subject
of the innovation process. And quite often a
situation arises when the desired innovation for
one subject is not accepted by another. In this
case, certain barriers appear on the way to the
process of creating and spreading innovation,
which are usually caused by the unwillingness
of one or another subject of the innovation
process to accept the novelty. And it is here that
the formation of psychological readiness for
innovations is relevant.

Analysis of research and publications.
The issue of ensuring the successful provision
of innovations has been studied by many
domestic and foreign scientists, such as:
Christensen Clayton M. [1], Bolshenko S. F.
[2], Shipulina Y. S. [3], Shulgina L. M., Yukhy-
menko V. V. [4], Fedulova I. V. [5], Sytnyk Y. S.
[6], Skibitskyi O. M. [7], Kutsenko T. M. [8].

Isolation of previously unresolved parts
of the general problem. However, they almost
do not consider the issue of comprehensive
psychological support of the innovation process
and the formation of psychological readiness for
innovations in certain subjects..

The purpose and objectives of the arti-
cle. Therefore, the purpose of the article is to
determine the factors influencing innovation
processes and to develop recommendations
for the formation of psychological readiness for
innovations on the part of various subjects.

An overview of the main material. The
process of forming psychological readiness
involves the implementation of a number of
measures, which should be discussed in more
detail.

1. Analysis and consideration of socio-
psychological factors that affect the effectiveness
of the innovation process.

All these factors are divided into two groups:
objective and subjective. As you know, it is almost
impossible to influence objective factors, itis only
necessary to adapt to them. However, subjective
factors can be changed to your advantage.

So, the objective factors are:

— the scope of innovations in the industry —
it is these factors that encourage enterprises to
engage in innovative activities. This is due to
the fact that in order to maintain their market
positions and develop in the highly competitive
market, enterprises must constantly introduce
new management tools, produce new products,
etc. And if the industry in which they work belongs
to the innovative one, if a greater number of its
representatives are innovators, then accordingly
any other enterprise needs an innovative
reference point;

— the enterprise's innovation policy — when
the management makes a decision to switch to an
innovative development path, the entire system
of thinking at the enterprise changes. Innovative
and active enterprises are more creative, non-
standard, flexible and those that quickly adapt
to changes in the external environment than
enterprises that are stuck in traditional activities.
And such characteristics are an objective
necessity today. Therefore, the formation of an
innovative corporate culture is one of the main
tasks of enterprises;

— type and nature of production - it is well
known that the more complex the production
technology, the more problems arise during
the innovation process. Therefore, a necessary
condition is a detailed analysis and study of the
entire technological process (the analysis of the
existing professional and qualification structure
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of the enterprise requires special attention) in
order to prevent the appearance of barriers on
the way to creating innovation;

— the economic condition of the
enterprise — as a rule, the main goal of any
commercial enterprise is profit maximization.
Accordingly, the main goal of work and of any
employee is to increase his material level. It is
for this reason that many companies and their
employees resist innovations for which the social
effect prevails. Although this kind of innovation
is needed all over the world. However, certain
barriers may also stand in the way of innovations
that provide an economic effect. Thus, the lack
of free funds in the enterprise, the low level of
wages of employees and the lack of a motivation
system significantly restrain innovative activity.

Subjective factors:

— gender and age — the influence of these
factors on innovative activity should not be
underestimated. Yes, it is known that women
are more careful than men, while they strive
for new things and break stereotypes, although
they are characterized by radicalism, accuracy,
accuracy, as well as high sensuality. It is these
qualities that allow them to achieve success.
So, it is worth noting that women work better
in new fields of activity, and men — in more
traditional ones. Although men are more risk-
taking and straightforward, which can also have
a good effect on their willingness to innovate.
As for the age factor, it is worth noting that
people aged 25-29 are more innovative and
active, although more radical innovations are
created at the age of 30-39, and modernized
and improving innovations — at the age of
50-59 [7]. This is due to the fact that at a
younger age, people strive to master new areas,
gain new experience, and expand their horizons.
An interesting statement is that a person can
make a discovery only up to the age of 25, and
then he only improves it and looks for new areas
of application;

— personal qualities — the qualities that
contribute to innovative activity include a
propensity to take risks, a desire for professional
growth,  high  professionalism, personal
involvement in the process, and a commitment
to innovation. Innovators are people with a high
level of social adaptation, ready for cooperation,
communicative, independent, those who defend
their rights, do not perceive risks and threats,
flexible; they feel more responsible for success
than for failure, they have significant intellectual
potential, focus on searching for alternatives, are
creative and active people [7];

— qualification, work experience and
education — people who have a high level
of education, constantly develop, and speak
foreign languages are more innovatively active.
At the same time, those employees who are
newcomers more actively perceive innovations
than employees with experience.

2. Distribution of tasks between subjects of
the innovation process depending on their role
positions and socio-psychological guidelines

So, the following roles are distinguished:

— problem solver — that is, this is the
person who structures and justifies the problem
that exists in the enterprise and prevents it from
working effectively. Further work of the team is to
identify its causes and influence them;

— an innovator is a person who generates
ideas better than anyone else, he sees ways
to solve problems where others do not even
guess; is a creative and highly educated person;
however, the innovator cannot always formally
and in an understandable form describe his
proposals and bring them to a logical conclusion,
for this other people are needed in the team;

— initiator — a person who is the initiator of
a new innovative project; quite effective is the
situation when the role of the initiator is assumed
by several people: formal and informal leaders in
the enterprise;

— the developer is a complementary role
for the innovator, it is this person who can clearly
and formally describe the future project, specify
its stages and main tasks;

— an expert — this is often an external
person who has experience in one or another
field and whose knowledge can be useful for the
innovation team;

— producer—adirect producer ofinnovation;

— organizer — in most cases, this function
belongs to the head of the enterprise, who
distributes responsibilities and sets the amount
of remuneration, although in some cases
this function can be performed by other team
members;

— the consumer is a person on whose
needs and requests the entire innovative project
should be focused, because the level of success
of the project will be evaluated precisely because
of his level of satisfaction.

This set depends on the content and scope
of the innovation and is rarely used by such a
comprehensive list. Yes, some positions may
not be needed, and some may coincide in one
person.

Depending on the ratio of three components
of socio-psychological guidelines (readiness for
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innovation — motivational component, readiness
for new conditions of life — cognitive component,
real activity—behavioral component) 9 personality
types are distinguished [8]:

1) "active reformers" — willing, able to work
and active;

2) "passive reformers" — willing, able, but not
acting;

3) "passive-positive" — willing, not able, not
acting;

4) "those who overcome themselves" — they
can and act, but do not want changes;

5) "ineffective" — they want and act, but they
don't know how;

6) "those who are waiting" — are able, but do
not want to and do not act;

7) "blind performers" — do not have a special
desire, do not know how, act with the help of
others;

8) "passive opponents" —
and unable to act;

9) "active opponents" — unwilling, unable, act
against changes.

It is important to recognize certain types of
personality in the workforce in a timely manner
and distribute tasks and responsibilities from the
future innovative project precisely based on their
instructions.

3. Studying the causes of psychological
barriers and finding ways to overcome them.

One of the psychological points that can hold
back or even stop the innovation process is the
so-called psychological barrier to innovation -
resistance to changes, the creator and bearer
of which is the person himself. This is related
to a certain genetic and psychological makeup
of the individual, the desire for stability, caution
and apprehension. As a rule, the psychological
barrier is higher in the first and last stages of the
innovation cycle than in the process of directly
creating an innovation. In addition, it manifests
itself differently in different people and has
different causes.

Thus, according to K. Davis, the reasons for
staff resistance to the innovation are [8]:

1. Economic: fear of unemployment; fear
of shortening the working day and, as a result,
wages; fear of a decrease in social status and
basic salary; fear of changes in the intensification
of work and a reduction in its progressive
payment.

2. Personal: perception of criticism of
personal work methods as an insult; fear that
acquired skills will turn out to be unnecessary;
confidence that innovations lead to increased
specialization, increased monotony of work

unwilling, unable

and reduced sense of self-importance as a
participant in the labor process; reluctance to
retrain; fear of increasing labor intensity; fear of
uncertainty.

3. Social: reluctance to adapt to the new
social and psychological climate in the team;
the desire to preserve usual social ties; fear that
the new social situation will lead to a decrease
in job satisfaction; dislike of external influence
on personal affairs and persons introducing
innovations; dissatisfaction with the weakness
of one's own participation and the insignificance
of one's role in the process of introducing an
innovation; confidence that any innovation is
beneficial only for the company and not for its
employees.

According to [9], this classification describes
the types of resistance of employees to
innovations in the conditions of a highly efficient
economic system, and in the conditions of
domestic realities there may be other reasons.
Yes, according to A.l. Beautiful such reasons
can be:

— orientation of many domestic workers not
on achievement, but mostly on avoiding failure;

— fear of risk, unforeseen difficulties;

— low level of effort;

— instruction of the type "it is better to buy
abroad", which is a consequence of distrust of
domestic technology.

In general, it is worth noting that in order
for there to be as few barriers as possible on
the way to innovation, related to psychological
unpreparedness, it is necessary to take into
account the following points:

1. Leaders and team members must clearly
understand what and when will be produced.
A collective analysis of possible options for
innovation should be conducted, a plan for its
phased implementation should be formed, and
the consequences should be clearly understood
(distribution of duties, remuneration, material
and non-material incentives, staff subordination,
profit and project payback period, etc.).

2.  An assessment of the team's readiness
for change and their participation in the
innovation process should be carried out, a good
psychological climate should be created. It is
necessary to know what dissatisfactions exist in
the team, their causes, willingness to cooperate
with other units, and the possibility of conflicts.
If you know the reasons, you can always find
ways to solve problems.

3. It is necessary to observe the phased
changes. If you do everything gradually and
monitor each stage, then there is a greater
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probability of project success, because you can
identify flaws and problems in time and eliminate
them.

4. Involvement in the change management
process of informal leaders whom the team
trusts more and look up to.

5. It is not necessary to prematurely
refuse to participate in the innovative project
of certain members of the labor team, it is
necessary to involve as many personnel from
different departments as possible. This is due
to the fact that when a person participates in
this or that process, he becomes a supporter
and defender of all subsequent changes.
However, it is important not to exaggerate the
number of project participants, as this leads to
a blurring of personal responsibility. In addition,
one should not underestimate the knowledge
and experience of any employee, sometimes
ways to solve a problem can be generated by
a person who is not directly related to this field
of activity.

6. It is necessary to constantly inform the
team about the preparation and implementation
of the innovation process in order to avoid false
rumors. In addition, the more questions are
asked at the beginning, the more successful and
painless the whole process will be.

7. Risk planning, its causes, factors and
consequences are a mandatory condition. This is
necessary for the formation of all possible ways
to reduce or avoid it. It should be understood
that there is no perfect project, there are always
problems and losses.

Conclusion. In general, it should be noted
that ability of personnel to implement innovative
acceleration in fact, this is one of the main
prerequisites of anticipatory development,
because itis human potential, his knowledge and

experience that are the basis of any innovation.
The main factors that contribute to the formation
and improvement of personnel capacity include:

— formation of the best cognitive and digital
skills in the staff, aimed at the formation of critical
thinking, entrepreneurial culture, generation
of disruptive ideas, multilateral cooperation,
exchange of experience, meritocracy at the
enterprise, social trust, etc.;

— continuous training of personnel, lifelong
education, availability of training and professional
development at the enterprise level,

— high professionalism of scientists and
developers involved in the innovation process:
level of their education, level of citations of
publications in the most famous databases,
attitude to risk;

— the level of management perception of
irrational innovative ideas;

— workforce diversity (by class,
religion, gender principle, ethics, etc.).

Itshould be noted that this type of development
is characterized by some changes in the
management of human resources — from the
management of people who work at a specific
enterprise or in a scientific laboratory or university
to attracting human capital and intelligence from
the global crowd (freelance). Thus, in his book
"The second machine age. Work, Progress and
Prosperity in a time of brilliant technologies”,
which is dedicated to the latest industrial
revolution, Eric Brynjolfsson (one of the most
cited scientists in the field of information systems
and the latest technologies) and Andrew McAfee
(a sociologist and economist who studies the
modern economy) noted that one of the three
trends of modern development is the transition
from a product to a platform and from human
intelligence to a machine.

age,
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