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Kapamywka J1L.H., Tepewenko K.B., Hexun B.H. Bauanue paxmopoe opzanu3auuoHHo20 u JUYHOCHIHOZO0
YPOGHA HA Mun OpPZAHU3AUUOHHOU Kylbmypbl 00pa306amenbHuIX yupexycoeHui. B cmamve packpvima cheyuguxa
Op2aHU3AYUOHHOU KYbMypbl 00pA308amMenbHbIX opeanusayuil. B xode smnupuuecko2o ucciedosanusi npoananusupo8ansl
MUNbL OP2AHUZAYUOHHOTU KYAbIMYPbL 00UeobpazosamensHulx yupesicoeHul. Boloenenvl hakmopul, Komopbie MO2ym 61usms
Ha ypo6eHb pazeumus Munos OpeaHu3ayUuoHHOU Kylbmypsl YUpelcOeHUs: akmopvl opeaHu3ayuoHHo20 U JUYHOCHHO20
YpoeHs. Packpvima céa3b medcoy munom opeanu3ayuoHHoU Kyibmypsl U pakmopamu op2aHu3ayuoHHO20 YPOGHA («mun
006pa306amenbHOll  Op2aHuU3ayuuy, «KOIUYECmEo Jiooel, pabomaiowux 6 Op2aHuzayuuy, «6pemMs Cyujecmeosanus
opeaHu3ayUUy, «(MeCmo HAXOHCOEHUS OP2AHUZAYULY), MAKIHCE MENCOY MUNOM OP2AHUZAYUOHHOU KYIbMYpbl U pakmopamu
JUYHOCMHO20 YPOBHSL (0P2aHU3AYUOHHO-NPOPECCUOHANLHBIMU U COYUANBHO-0EMOSPAPUUECKUMU PaAKMOpaAMLL).

Kniouegvie cnoga: obpazosamenvhvle oOpeanuzayuu; Op2aHU3AYUOHHAA KYlbMypd; Munbl Op2aHU3AYUOHHOU
KYIomypol; Pakxmopuvl 0peanu3ayuoHHo20 YposHs, Gakmopbl TUUHOCMHO20 YPOBH, MUn y4ebH020 3a8e0eHuUs.

Introduction. An important way of increasing effectiveness of educational organizations is knowledge and
use of the psychological factors and conditions that can facilitate the attainment of educational organizations’
objectives and help better satisfy their staff’s needs. Organizational culture is one of such important factors.

One of the areas of research on organizational culture of educational organizations, particularly in the context
of its development, is the characteristics of different organizational culture types and the factors in their development.

Analysis of the latest research findings and publications. According to the existing approaches found in
the relevant literature [4; 5; 8; 11], the most generally organizational culture can be defined as a certain
hierarchy of values, rules, norms, traditions, ceremonies and rituals adopted by the organization and followed by
its members.

Analysis of foreign [4; 5; 10-13] and Ukrainian [1; 2; 6; 9] sources suggests that the nature and structure of
organizational culture have been widely represented in modern psychological literature. The most popular typologies
of organizational culture based on the organizations' characteristics and their management systems [8] were
developed, among others, K. Cameron and R. Quinn [12], W. Ouchi [7] and Ch. Handy [10].

Given the nature of educational institutions, including secondary schools, whose main objective is
promotion of personality development, the most widely used and productive organizational culture typology
seems to be the one proposed by Ch. Handy [10]. According to Ch. Handy there are four types of
organizational culture [10]:

— Role culture - characterized by a high degree of formalisation and standardisation; the work of the
functional areas and the interactions between them are controlled by rules and procedures defining the job, the
authority that goes with it, the mode of communication and the settlement of disputes;

— Task culture - based on freedom of actions to achieve the goals and the distribution of power
according to employees’ professionalism, work performance and available resources, etc.);

— Power culture - characterized by the priority of managers' individual decisions, centralized control
of resources, high work behavior regulation, etc.;

— Person culture - typically has the weakest control over and limitations of employees' rights and
freedoms, shows respect for individuals and their rights to take the initiative and be creative, etc.
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It should be noted that the importance of this typology is due to the fact that it takes into account two
main vectors of educational organizations' life related to both professional activities and interpersonal
interactions of educators.

However, equally important is studying the factors that play the role in the development of organizational
culture, including those that, according to our classification [8], are at the organization level and the individual level.
The organization-level factors in organizational culture can be divided, in our view, into two main groups: a) external
factors (relevant to the formal functional characteristics of organizations, eg. structural, organizational, territorial and
organizational characteristics); b) internal factors (related to organizations' psychological characteristics, e.g. the level
of organizational development, organizations' creativity, etc). The individual-level factors include employees'
organizational, professional and socio-demographic characteristics. Although some of these factors have been
covered in the literature, in particular referring to educational organizations [1; 6; 9], most of them need further study.

Due to the importance of the above-discussed problem and lack of its investigation, the aim of our
inquiry was defined as finding out the levels of organizational culture types of educational institutions and the
relationships between the types of educational institutions' organizational culture and the organization-level and
individual-level factors.

Discussion and results. To study the types of organizational culture we used Charles Handy Types of
organizational culture [10]. This instrument allowed to analyze the following types of organizational culture:
the power culture, role culture, task culture and person culture.

The investigation was done on the sample of 475 secondary school principals and teachers from
traditional and innovative secondary schools in Kyiv region.

The investigation was done in 2014 under the 'Psychological Determinants of Organizational Culture'
research project carried out by the laboratory of organizational psychology at G.S. Kostiuk Institute of
Psychology of the National Academy of Pedagogical Sciences (NAPS) of Ukraine in 2013-2015 and supervised
by prof. L.M. Karamushka.

The first phase of the investigation dealt with finding out the types of organizational culture of
educational organizations.

As seen from Table 1, the most developed (the highest level) organizational culture was the role culture
(41.6%), followed by the task culture (29.6%), power culture (19.9%) and person culture (19.7%).

Table 1
Levels of development of educational organization culture types (%)

Organizational Levels of development of organizational culture types
culture types -
Low Average High
Power culture 30.8 493 19.9
Role culture 21.5 36.9 41.6
Task culture 29.9 40.5 29.6
Person culture 38.5 41.8 19.7

These findings show that the role culture, being a conservative type of organizational culture according
to the used classification [3], prevails in educational organizations. However it seems positive that the power
culture (another conservative organizational culture type) is less developed in Ukrainian educational
organizations. Thus it can be concluded that among the conservative educational organization cultures prevail
functional rather than authoritarian cultures which also can be viewed positive.

The obtained results suggest that the progressive organizational cultures (task culture and person
culture) are poorly represented in Ukrainian educational organizations. Hence, to be more efficient educational
organizations should focus on the development of the progressive types of organizational culture.

In the second phase of the study we analyzed the links between the types of organizational culture and
the organization-level factors (educational organization’s type, organization’s work force, organization's age,
organization's location).

As shown in Table 2, there were positive correlations between the levels of task culture and person
culture and the educational organizations' types (p < 0.01 - 0.05). Thus, high levels of tasks culture and person
culture were more typical of innovative educational institutions rather than traditional ones. These data are
consistent with the ideas of L.M. Karamushka and A.M. Shevchenko [3] that task culture and person culture

17



Opranizaniiina ncuxosoris. Ekonomiyna ncuxomoris. Ne 3 /2015

represent progressive cultures, since they promote the development of both educational organization's staff and
the educational organization as a whole.

Table 2
Correlations between organization culture types and organization-level factors (r)
Organization-level Organization culture types
factors Power culture Role culture Task culture Person culture
Educational 0.045 0001 0.141* 0.219%*
organization's type - -
Educational 0.139* 0.114 -0.077 -0.057
organization’s work force
Educational 0.051 0.003 0.022 -0.065
organization’s age
Educational . 0.095 0.012 -0.080 -0.063
organization’s location

*p < 0.05; **p < 0.01

There were positive correlations between the levels of power culture and the educational organizations'
work force (p < 0.05). Besides, a positive tendency (p < 0.07) was found between the levels of role culture and
the educational organizations' work force (Table 2). Thus, power culture and role culture referred to by
L.M. Karamushka and A.M. Shevchenko [3] as conservative types of educational organizations' culture were
more typical of educational organizations with large numbers of employees. Perhaps this can be explained by
the fact that large organizations are less flexible and more difficult to make changes in.

It should be noted that no links were found between the types of organizational culture and such
organization-level factors as educational organizations' age and educational organizations' location. In other
words, these factors did not significantly affect the educational organizations' cultures.

The third phase of the study analyzed the relationships between the types of organizational culture and
the individual-level factors: organizational-professional factors (respondents’ position, level of education, type
of education, total length of service, positional length of service, qualification category, and title) and socio-
demographic factors (respondents’ age, gender and marital status).

As for the organizational-professional factors, as can be seen from Table 3, there were positive
correlations between the levels of task culture and the respondents' positions (p < 0.05): the higher the
respondents’ positions, the more developed was task culture. Positive correlations were also found between the
levels of person culture and the respondents' positions (p < 0.01): those with more pronounced person culture
were holding higher positions. Thus, according to our findings, educational organizations' management was
more focused on progressive, as defined by L.M.Karamushka and A.M. Shevchenko [3], types of
organizational culture than rank-and-file workers.

Table 3
Correlations between organizational culture types and individual-level factors
(organizational-professional) (7)
Organizational- Organizational culture types
professional factors Power culture Role culture Task culture Person culture

Position 0.071 0.033 0.125* 0.165**
Level of education -0.036 -0.039 -0.069 -0.041
Type of education 0.007 -0.024 0.031 0.035
Total length of service -0.017 0.000 0.035 0.040
Positional length of -0.038 -0.009 0.000 0.090
service
Qualification category -0.094 -0.073 0.069 0.027
Title -0.020 0.024 -0.072 -0.088

*p< 0.05; **p< 0.01
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The study found no significant links between organizational culture types and such organizational and
professional factors as respondents' level of education, type of education, the total length of service, positional
length of service, qualification category, and title.

Analysis of the associations between the organizational culture types and socio-demographic factors
found negative correlations between the levels of power culture and the respondents’ gender (p < 0.01): men
were more focused on power culture than women (Table 4). On the other hand, there were negative correlations
between the levels of role culture and the respondents’ gender (p < 0.05): males were shown to be more role
culture oriented than females. Thus, men were more inclined to 'hard' types of organizational culture, being,
according to L.M. Karamushka and A.M. Shevchenko [3], the conservative cultures.

Table 4
Correlations between organizational culture types and individual-level factors
(socio-demographic) (r)
Socio-demographic Organizational culture types
factors Power culture Role culture Task culture Person culture
Age -0.029 -0.054 0.042 0.044
Gender -0.165** -0.145* 0.078 -0.003
Marital status -0.040 -0.067 0.025 0.056

*p< 0.05; **p< 0.01

However, the investigation did not find any significant associations between the organizational culture
types and the levels of individual-level factors such as the respondents' age and marital status, which suggests
that these factors are not essential for the formation of organizational culture of educational institutions.

Conclusions:

1. The conservative type of organizational culture (role culture) prevailed in educational organizations
whereas the progressive type of organizational culture (person culture) was poorly represented in educational
organizations.

2. Such progressive types of organizational culture as task culture and person culture were more typical
of the innovative educational institutions rather than traditional.

3. The conservative types of organizational culture such as power culture and role culture were more
developed in educational institutions with large numbers of employees rather than in educational institutions
with a small numbers of employees.

4. The analysis of associations between the types of organizational culture and the respondents'
organizational-professional characteristics showed that the higher the position of the respondents, the more they
focused on task and person cultures.

5. Analysis of the relationships between the types of organizational culture and the respondents' socio-
demographic characteristics showed that men more than women, focused on such 'hard' types of organizational
culture as power culture and role culture.

6. The obtained results may be helpful in the practice of educational organizations to promote the
development of the progressive types of organizational culture.

Our follow-up research may focus on the analysis of the joint impacts of several factors on the types of
organizational culture of educational organizations.
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Kapamywixa J1.M., Tepewienko K.B., léxin B.M. Bniue uunnukie opzanizayiiinozo ma ocodoucmicnozo piens
Ha mun opzanizayitinoi Ky1smypu 3aKknaoie oceimu. Y cmammi po3kpumo cneyudixy opeanizayiiinoi Kyismypu 0ceimmix
opeanizayiti. 'Y x00i emnipuunozco O00CHiOJCEHHA NPOAHATI308AHO MUNU OP2AHI3AYIUHOT KYIbmMypu 3a2anibHOOCEIMHIX
3axnadis. Koncmamoeano nepegajcantsi 6 0C8IMHIX Op2aHi3ayisx «KOHCEPBAMUBHO20» MUNY OPeaHi3ayiliHOi KyIbmypu
(kynomypu «ponetiy) i Hedocmamuio NPeoCmAasieHiCmb «NPOSPECUBHO20» MUNY OP2aHi3ayiliHOI Kyabmypu (Kyivmypu
«ocobucmocmiy).

Buokpemneno wunnuxu, aKi MOxiCyms 6nau6amu Ha pieeHb Po3GUMKY MUNI6 op2anizayiiinoi Kyibmypu 3aKiaoy:
YUHHUKYU OpeaHizayitinoco ma ocoducmicHozo piena. Poskpumo 36’430k mixc munom opeauizayitinoi Kynemypu ma
YUHHUKAMUY OP2aHi3ayiiiHo20 PIiGHs («mun oceimubol opeanizayiiy; «KinbKicme a00el, AKi npayionms 6 opeanizayiiy,
«uac iCHy8awHsA Opeauizayiiy, «micye po3mauty8aHHs OpeaHizayiiy), maxKodc Mixc munom opeauizayiiinoi Kyiemypu ma
YUHHUKAMU OCOOUCMICHO20 PIBHA (OpeaHizayiliHo-npogecitinumu ma coyianbHo-0emocpagivnumu yunHukamu). Busasneno,
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Wo MaKi «npoepecustiy Mmuny OpeaHizayitinoi Kyiomypu, K Kyibmypu «3a60anby ma «ocobucmocmiy, 6inbut xapakxmepui
0/151 IHHOBAYIIHUX HABYATLHUX 3aK1A0I6, HIdC 0Nt mpaouyiiHux. BcmaHnoeneHo, wo «KOHCep8amueHiy munu opeanizayitiHol
KYIbmypy, maki sK Kyabmypu «61aduy ma «poaeiy, Oinbule upadiceni 8 HABYANbHUX 3aKIA0AX 3 BENUKOI0 KibKiCHmIo
NPayieHUKIB, HIJC Y HABUATLHUX 3AKIAOAX 3 MATIOI0 KiTbKICIIO NPAYIEHUKIE.

Jlocniooicenns 36°s13Ky MIdC Munamu OpeanizayitiHol Kynbmypu ma OpeaHizayitiHo-npogeciHumu YUHHUKaMU
BUABUIO, WO YUM BUWY NOCAOY 3AUMAIOMb PECROHOEHMU, MUM Oilbuie BOHU OPICHMOBAH] HA KYILMYPU «3a60aHby mda
«ocobucmocmiy. Ananiz 36’s3Ky Midc munamu OpeanizayiiiHol Kylibmypu ma CoyianbHO-0eMocpaQiuHUMy YUHHUKAMU
nOKa3as, wo 40J108IiKU Oiiblie, HIdC JHCIHKU, OPIEHMOBAH] HA MAKI «AHCOPCMKIY MUNU OP2AHI3aYiliHOI KyIbmypu, K Kyabmypu
«61a0U» Mma «poney.

Kntouoei cnoea: oceimmui opeamnizayii; opeanizayiiina Kynomypa, munu OpeanizayitiHoi KyIbmypu, YUHHUKU
OpP2aHi3ayitiHO20 Pi6HA; YUHHUKU 0COOUCMICHO2O PIBHS, MUN HABUANLHO2O 3AKAAD)Y.

Information about authors

Kapamymka Jlroomuna MuxoJsaiBHa, uneH-kopecnioneHT HAITH VYkpainu, TOKTOp INCHXOJOTIYHUX HAyK,
mpodecop, 3aBimyBadka Jiaboparopii opranizaiiitnoi mcuxosnorii [HctuTyty mncuxomorii imeni I'.C. Koctioka HAITH
VYkpainu, M. Kuis, Ykpaina.

Karamushka, Liudmyla Mykolaivna, corresponding member, NAPS of Ukraine, Dr. of Psychology, Professor,
Chief, Laboratory of Organizational Psychology, G.S.Kostiuk Institute of psychology of NAPS of Ukraine, Kyiv, Ukraine.

E-mail: LKARAMAO] @gmail.com

Tepemenko Kipa BonoammupiBHa, KaHauaaT ICHUXOJOTIYHMX HAayK, HAayKOBHH CHIBPOOITHHK Jiabopartopii
opranizaniinoi ncuxounorii [ucruryry neuxosorii imeni I'.C. Koctioka HAITH Ykpainu, M. KuiB, Ykpaina.

Tereshchenko, Kira Volodymyrivna, PhD, researcher, Laboratory of organizational psychology, G.S. Kostiuk
Institute of psychology of NAPS of Ukraine, Kyiv, Ukraine.

E-mail: kirteres@mail.ru

IBkin Bomogmmup MukonaiioBud, KaHAWIAT [ICHXOJIOTIYHAX HAyK, JOICHT, HAYKOBHH CIiBPOOITHHK
naboparopii opranizatiitHoi ncuxoorii [HcTuTyTy icuxomnorii imeHi I'.C. Koctroka HAITH Ykpaiau, Kuis, Ykpaina.

Ivkin, Volodymyr Mykolaiovych, PhD, associate professor, researcher, Laboratory of Organizational
Psychology, G.S. Kostiuk Institute of Psychology, NAPS of Ukraine, Kyiv, Ukraine.

E-mail: v-ivkin@mail.ru

Otpumano 10 Bepecns 2015 p.
Penensosano 17 Bepecus 2015 p.
IIpwuitasaro 21 Bepecus 2015 p.

YAK 37.091.113:005.322
bproxoseyvka O. B.

OCOBJUBOCTI COOPMOBAHOCTI TPO®ECIMHOI TOJTEPAHTHOCTI KEPIBHUKIB
3ATAJIBHOOCBITHIX HABYAJIbBHUX 3AKJIA/IIB

bpioxoseupka  O.B.  Ocobnueocmi  cpopmosanocmi  npogheciunoi  monepanmnocmi  KepieHukie
3a2anbHOO0CEIMNIX HAGUANLHUX 3aKAAdie. VY cmammi npeocmasieno 3micm i cmpykmypy npoghecilinoi moaepanmuocmi
KepigHUKa 3a2anbHOO0CEIMHBbO20 HABYANLHO20 3AKNA0Y, AKA MICIMUMb MpPU 83AEMON08 A3AHI KOMNOHEHmMU, MakKi AK: 61acHe
YNPABNIHCHbKA MOAEPAHMHICMb, MOAEPAHMHICb 00 83AEMOODIT 8 Ne0a202iuHOMY KOAEKMUGI, AYMOMOIepaHmHIiCMb.

Ilpeocmasneno pesynomamu emMnipuuHo20 00CHiONCeHHS PisHs copmosarnocmi npogecitinoi monepanmuocmi
KepiBHUKI6 302anbHOOCGIMHIX HAGYANbHUX 3aK1a0i8 i 1T KomMnoHenmis. 3a pe3yrvmamamu OOCHIONHCEHHS KOHCMAMOBAHO
Hedocmamuiil pigeHb cpopmosanocmi npopeciiinoi moaepaHmuHocmi KepieHUuKi6 3a2anbHOO0CGIMHIX HABUANLHUX 3AKAA0I6 i
i Komnowenmis. 3pobieHO GUCHOBOK NPO HEOOXIOHICMb PpO36UMKY NPOPECiliHOl  MONEePAHMHOCMI  KepIGHUKI8
3a2a1bHOOCEIMHIX HAGUATLHUX 3aKNA0IE 8 CUCMEMI NICIAOUNIOMHOT nedazoiuHol oceimu.

Knrouosi cnosea: npodgheciiina monepanmuicmes KepiGHUKA 302ANbHOOCEIMHbO20 HAGUANLHO20 3AKIA0Y, 6]ACHe
VAPABIIHCHOKA MOAEPAHMHICMb, MOAEPAHMHICIb 00 83AEMOODIT 8 Ne0a202iuHOMY KOAEKMUBL, AymMOmoNepaHmHicmb.

bpioxoseukan  A.B.  Ocobennocmu  copmuposannocmu  BpOPecCUOHANBHOU  MOAEPAHMHOCHIU

PYKogoOumeneil o0uieo0pazosamenbHbvlx yueOHbIX 3asedeHuil. B cmamve npedcmasnenvt codepoicanue u cmpykmypa
npogeccuoHanbHOU MoAepanmMHOCmU pyKogooumens 00ueobpazosamenbHo20 yuebH020 3a6e0enus, KOmopas co0epiucUm
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