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MAIN TYPES OF MANAGERS' PSYCHOLOGICAL READINESS FOR
TEACHING STAFF MANAGEMENT IN EDUCATIONAL DISTRICTS

Voznyuk, A.V., Ivkin, V.M. Main types of managers' psychological readiness for teaching staff
management in educational districts. The article discusses the main types of managers' psychological
readiness for teaching staff management in educational districts identified by factor and cluster analyses.
These include ‘strategic’, ‘normative’, ‘stable” and ‘comfortable’ types. The most optimal type of managers'
psychological readiness for teaching staff management in educational districts was shown to be the strategic
type, because it is best characterized by managers' innovative competence in teaching staff management in
educational districts. The normative readiness was found to be the most effective type of readiness, because it
is characterized by traditional approach to teaching staff management in educational districts. The authors give
a detailed description of the components of and the quantitative distribution of each type of managers'
psychological readiness for teaching staff management in educational districts.
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Bosnrok A.B., Uekun B.H. OcHoBHbIE THIIBI NICHX0JIOTHYECKOH FOTOBHOCTH PYKOBOAHTe el K
YVHPABJIIEHHI0 MeJArOrHYeCKHMH PalOTHHKAMH B 00pa3oBaTeNbHbLIX OKpyrax. B crathe ¢ moMoIupio
(akTOPHOr0O W KIACTCPHOTO AaHANTH3a BBIACICHBI OCHOBHBIC THIBI TCHXOJOTHYCCKOH TOTOBHOCTH
PYKOBOIHUTEIICH K YIPABICHHUIO NICIATOTHUYCCKUME PpaOOTHUKAMH B 00pa3oBaTebHBIX Okpyrax. OcyliecTBicH
KaYeCTBCHHBIH AaHANTH3 PACHPENCICHUS KOMIIOHCHTOB ICHXOJIOTHYSCKOH T'OTOBHOCTH PYKOBOIUTEICH K
VOPaBICHHIO  ICOATOTHUYCCKUMH  paOOTHHKaMH B 00pasoBaTelIbHBIX  OKpyrax 1mo  (pakropam.
[Ipoanamu3upoBaHO KOMWUYECTBEHHOC PACIpPCIACICHUE BBIACICHHBIX YETHIPEX THUIOB ICHXOIOTHISCKON
TOTOBHOCTH PYKOBOJUTEIICH K YIIPABJICHHUIO MEAArOTHYECKUMU pabOTHUKAMH B 00Pa30BaTEIbHBIX OKPYTaXx.

Knioueswvie cnoea: o0Opa3oBaTteibHBIA OKPYT, VIPABICHHUC MEAATOTHYCCKHMH — pabOTHHUKAMH,
MCUXOJOTHYCCKA TOTOBHOCTh PYKOBOJUTCICH K VIPABICHHIO MEJArOTHUSCKUMH PaOOTHHKAMH B
00pa30BaTeIbHBIX OKPYTax.

Introduction. Increasing demands from the state and society for the quality and affordability
of educational services require new approaches to regional education system. That is why there is a
need for creation of educational districts, whose main mission is the concentration and effective use
of available resources to meet the educational needs of students. The chief prerequisites for
successful functioning of an educational district are an experienced director and qualified teaching
staff. Educational districts' efficiency can be improved by increasing of managers' psychological
readiness for teaching staff management.

Analysis of latest research and publications. Analytical review of the literature suggests
that the creation and operation of educational districts have been studied in detail by many
researchers. As for the problem of managers' psychological readiness for teaching staff management
in educational districts, it has not been studied yet. In our previous studies we revealed the
psychological and organizational characteristics of teaching staff management in educational districts
[1] and analyzed the psychological and organizational problems in managing teaching staff in
educational districts [2]. Also, we designed a model of managers' psychological training in teaching
staff management in educational districts [3] and set out conditions for the formation of managers'
psychological readiness for teaching staff management in educational districts [4]. However, the



extent of formation of managers' psychological readiness for teaching staff management in
educational districts remains unknown.

Objective. To determine the extent of formation of managers' psychological readiness for
teaching staff management in educational districts.

Results and discussion. The study was conducted on a sample of 1,100 heads of educational
institutions during the refresher courses given at a number of regional institutions of postgraduate
teachers' education in 2012-2013.

Data processing was done using content analysis and descriptive statistics (SPSS, v. 13), in
particular factor and cluster analyses. VIRIMAX-rotation was used to factorize the main components
of managers' psychological readiness for teaching staff management in educational districts. 0.40
factor weight was used as the significance level criterion. Factor analysis of the respondents' answers
identified seven factors which covered 55.1% of the total variance.

Let's analyze the content and structure of each factor based on the idea that each factor
combines components that are meaningfully interconnected and manifest managers' psychological
readiness for teaching staff management in educational districts.

The first factor, which accounts for 25.9% of the total variance, can be interpreted as
"Consistency" because it reflects the focus of a group of managers on systematic and constructive
work with the teaching staff to successfully implement tasks set by educational districts.

The second factor, which accounts for 8.3% of the total variance, can be interpreted as
"Competence", because it reflects the desire of a group of managers to be competent in dealing with
qualified teaching staff and in creating conditions for their professional development and
selfdetermination to provide quality educational services in educational districts.

The third factor, which accounts for 7.7% of the total variance, can be interpreted as
"Functionality", because it reflects the focus of a group of managers on teaching staff management
according to their duties and existing regulations.

The fourth factor, which accounts for 3.7% of the total variance, can be interpreted as
"Organization", because it reflects the desire of a group of managers to organize joint activities with
the teaching staff in educational districts based on their own professionalism and credibility, as well
as personal interests of employees to successfully introduce innovative educational technologies.

The fifth factor, which accounts for 3.6% of the total variance, can be interpreted as "Value",
because it reflects the focus of a group of managers on managing teaching staff in educational
districts by coordinating their own and staft's values.

The sixth factor, which accounts for 3.3% of the total variance, can be interpreted as
"Development", because it reflects the desire of a group of managers to build teams of like-minded
people from competent and proactive teaching staff to successfully develop the educational districts.

The seventh factor, which accounts for 2.6% of the total variance, can be interpreted as
"Cooperation", because it reflects the desire of a group of managers to hold an open dialogue with
subordinates and cooperate with them on the basis of partnership and parity.

Therefore, a detailed analysis of the factors shows that each of them contains (in different
extent) the structural elements of the personal component of managers' psychological readiness for
teaching staff management in educational districts, which suggests that managers' personal
characteristics are the most important for successful work with teachers.

It should be noted that the structural elements of the motivational component of managers'
psychological readiness for teaching staff management in educational districts were also present in
almost all factors (5 factors of 7) and proportionally contained the prevailing needs of managers for
managing teaching staff in educational districts in general and their specific work with teaching staff
in particular. This suggests that the prevailing needs of managers affect their strategies of work with



teaching staff in educational districts, such as teaching staff management in line with their duties
("Functionality"), constructive work with subordinates ("Consistency," Competence "),
harmonization of managers' and staff's values as well as creation of conditions for the improvement
of teachers' professional interests and competences ("Value," "Development").

In turn, the elements of the cognitive component of managers' psychological readiness for
teaching staff management in educational districts were found in three factors ("Consistency",
"Competence", "Organization") that reflect managers willingness to carry out joint activities with
teaching staff primarily for successful implementation of tasks of educational districts and
achievement of competitiveness in the educational market.

As for the structural elements of the operational component of managers' psychological
readiness for teaching staff management in educational districts, they were found only in one factor
("Competence"). This suggests that despite their good knowledge of management principles,
managers are not yet ready to apply them in their work, because of little managerial experience or
lack of relevant skills.

Thus, the qualitative analysis of the distribution of the components of psychological readiness
for teaching staff management confirmed our theoretical model of psychological readiness where the
key elements of managers' psychological readiness for teaching staff management in educational
districts include managers' relevant personal characteristics and prevailing needs, which, in turn,
associate with their managerial competences and managerial experience.

Cluster analysis, which followed factor analysis, divided the respondents by the
characteristics of the structural elements of the components of psychological readiness for teaching
staff management in educational districts into four groups (7able 1).

Table 1

Types of managers’ psychological readiness for teaching staff management in
educational districts (cluster analysis results)

Ne Factors Clusters
Cluster 1 Cluster 2 Cluster 3 Cluster 4
(«Strategicy) («Normativey) («Comfortabley) («Stabley)
1 Factor 1 0.524 -0.763 -0.254 1.416
(«Consistency»)
2 Factor 2 1.067 -0.386 0.482 -1.112
(«Competence»)
3 Factor 3 -0.350 0.106 0.088 0.112
(«Functionality»)
4 Factor 4 -0.475 -0.013 0.546 -0.001
(«Organizationy)
5 Factor 5 -0.192 -0.089 0.347 0.044
(«Valuey)
6 Factor 6 0.171 0.026 -0.271 0.041
(«Developmenty)
7 Factor 7 -0.386 -0.429 1.159 0.115
(«Cooperationy)




As shown in Table 1, types of managers' psychological readiness for teaching staff
management in educational districts were grouped as follows.

The first type includes the characteristics of three factors ("Consistency", "Development" and
"Competence") which reflect the willingness of managers to identify competent teaching staff within
educational districts and make them a team of associates. These managers look for new ideas and
create favorable conditions for teaching staff's professional self-development to successfully
implement modern projects in educational district. However, these managers are not yet ready for an
open dialogue with subordinates based on their personal and professional interests and values, which
is combined in factors "Organization", "Cooperation" and "Value". This type of management, which
is characterized by expertise in applying innovative forms and methods to managing teaching staff,
has been called "Strategic".

The second type is characterized by the factor "Functionality" that defines managers' work
with teaching staff in educational districts entirely within the regulatory and legal fields. These
managers are cannot use innovative approaches to managing teaching staff in general and are not
ready to constructively cooperate with the teaching staff in educational districts, because they don't
have relevant competences that are reflected in the factors "Consistency", "Competence",
"Cooperation" and "Value". In other words, the managers from this group are guided in their work by
strict observance of rules and regulations without adapting to social change and using innovative
educational technologies. This type of management has been called "Normative."

The third type 1s characterized by four factors ( "Cooperation", "Organization",
"Competence", "Value") that reflect managers' willingness to organize cooperation with the teaching
staff in educational districts based on mutual understanding, mutual acceptance and shared values
due to managers' professionalism and credibility among subordinates. These managers set work
objectives according to teachers' professionalism (expertise) and personal interests. It should be
noted that these managers do not think much about their own and their subordinates' self-
development and professional growth to introduce innovative educational technologies and enhance
competitiveness of educational districts in the educational market. These findings are confirmed by
low levels of factors "Consistency" and "Development." Thus, managers of this type cooperate with
teaching staff in educational districts primarily to create comfortable conditions in the educational
district, rather than to determine the districts' development strategies. So, this type of management
has been called "Comfortable".

The fourth type is represented by three factors ("Consistency", "Function" and "Cooperation")
that reflect managers' willingness to cooperate with teaching staff in educational districts based on
clear division of responsibilities, teachers' levels of professionalism and creation of favorable
conditions for teachers' professional and personal development. Although these managers are open
for discussion of different issues, they try to convince their subordinates to accept their reasonable
views and opinions. However, these managers have poor knowledge about new approaches to
managing teaching staft in educational districts in general and are not competent in using innovative
training technologies to improve the quality of educational services (negative value of factor
"Competence"). Thus, the managers' primary objective is timely execution of the tasks assigned to
their educational districts. That is why this type of management has been called "Stable".

Thus, a detailed analysis of the above described types of managers' psychological readiness
for teaching staff management in educational districts allowed suggesting that the optimum type of
the readiness in question is "strategic type," because it is characterized by managers' innovative
competence. In our view, this type is beneficial both for the managers themselves and for their
interaction with teaching staff as well as for the successful implementation of the development policy
of the educational districts.
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The least efficient type of managers' readiness for teaching staff management is considered to
be the "normative" type because the managers with this type of readiness rely mainly on traditional
management techniques, which sometimes makes it difficult to work constructively with the teaching
staff in achieving strategic aims.

It should be noted that the "stable” and "comfortable” readiness types are rather ‘lop-sided’.
For example, managers of the "stable" type, although aware of the necessity to join efforts with the
teaching staff in promoting their professionalism and self-realization, do not possess relevant
competences for this.

The managers who belong to the "comfortable™ type, although being ready to cooperate with
the teaching staff on the principles of mutual understanding and mutual acceptance, do not create
conditions for the teaching staff's professional growth, which, in our opinion, may reduce the quality
of educational services given in the educational districts.

Fig. 1 shows the distribution of identified types of managers' psychological readiness for
teaching staff management in educational districts. It has been found that the majority of managers
belong to the "normative” type (39.9%), followed by the "strategic" (22.6%), "comfortable” (20.6%)
and "stable" (16.8%) types.

Fig. 1 Types of managers’ psychological readiness for teaching staff management in
educational districts

Thus, it can be concluded that only a small number of managers had the optimum
psychological readiness for teaching staff management in educational districts, i.e. the "strategic"
type readiness. Around 40% of the respondents have the least efficient type of readiness - the
"normative” type. Approximately the same number of managers use the lop-sided style in their work
with the teaching staff in educational districts (the "stable” and "comfortable” types).

We can suggest that it is the "stable” and "comfortable" types of readiness that have some
potential for the improvement of teaching staff management in educational districts. However, in
order to materialize this potential and develop managers' relevant competences, a system of special
favorable conditions has to be created in educational districts.

Conclusion. Knowledge of the main types of managers' psychological readiness for teaching
staff management in educational districts makes it possible to use a differentiated approach to



providing psychological support to managers for the improvement of their work with teaching staff
in educational districts.
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BosHiok A.B., IBKiH B.M. OCHOBHI TUMW NCUX0/OMiYHOT FTOTOBHOCTI KEPIBHWUKIB A0 YNpaBniHHA
negaroriyHMMK npauiBHMKaMmn B OCBITHIX OKpyrax. ¥ CTaTTi 3a 40rnomMorot )akTopHOro Ta KnacTepHoro
aHanisy BWAINEHO OCHOBHI TWMW MCUXONOriYHOI TOTOBHOCTI KEPIBHUKIB [0 YMpaBniHHA MeaaroriyHnumMm
npawiBH/KaMW B OCBITHIX OKpyrax. poaHasnizoBaHO MOC/MiLOBHO 3MICT i CTPYKTYpY (HacU4eHICTb NMeBHUMU
CTPYKTYPHUMMN efleMEHTaMN  KOMMOHEHTIB MCUXO/IONYHOT TOTOBHOCTI [0 YMpaB/iHHA MefaroriyHumm
npawiBHUKaMM) KOXHOTO i3 (DaKTOpiB, BUXOAAYM 3 PO3YMIHHSA TOrO, LU0 B KOXHOMY (hakTOpi MOEAHYHOTLCS
KOMMOHEHTU, Ki MatOTb CMWC/IOBUIN 3B’A30K i Bif0OpaXatOTb OCHOBHI MPOSIBYA MCUXO/OTiYHOT FOTOBHOCTI
KEPIBHUKIB [0 YMNPaBAiHHA MeAaroriyHUMM npaiBHUKaMK B OCBITHIX OKpyrax. MpoaHani3oBaHO KifbKiCHWIA
pO3Mofin BMUAINEHNX YOTUPLOX TUMIB MCUXONOriYHOT rOTOBHOCTI KEPIBHUKIB [0 YNpaB/iHHA negaroriyHmm
npaLiBHUKaMK B OCBITHIX OKpyrax. BussfieHo, WO HaRoNTUMaIbHILIMM i3 TUMIB NCUXOMONYHOT FOTOBHOCTI
KepiBHWKIB [0 ynNpaBiHHA MejaroriyHUMmM npayiBHUKaMU B OCBITHIX OKpyrax € «CTpaTeriyHui Tum»
(22,6%), OCKiNbKM B TakOMy TUMi Halibiflblue BUpPaKeHa KOMMETEHTHICTb KEepiBHMKIB LLOAO iHHOBALiiHMX
nigxoAis A0 ynpaBniHHSA MegaroriyHMMmM npaliBHUKamMy B OCBITHIX OKpyrax. HaimeHLW eeKTMBHUM TUMOM
MW BBXXAEMO «HOPMATUBHUIA TvM» (39,9%), OCKIiNIbKM KEPIBHUKM L€l rpyny BUKOPUCTOBYHOTb TPaauLiHWi
nigxig o ynpaeniHHS neaaroriyHUMK npawiBHUKamMy B OCBITHIX OKpyrax. BcTaHOBNEHO, WO «CTabiflbHUIA»
(16,8%) Ta «komhopTHUIA» (20,6%,) TMNKN NOKA3YyOTb OAHOCTOPOHHI HaNPSMOK PpO60TN KEPIBHUKIB OCBITHIX
opraHisauiii. KoHCTaToBaHO, LI0 KepiBHUKW, $Ki Hanexarb [0 «CTabiNbHOro TuMy», 3 O4HOr0 60Ky,
YCBIJOMNIOKOTL HEOBXiAHICTL HanaroKeHHA CNifibHOT AiSNbHOCTI 3 MefaroriyH1MmM NpaliBHUKaMU B OCBITHIX
OKpyrax 3 ypaxyBaHHAM piBHA npodecioHaniamy nignernnx Ta CTBOPEHHAM YMOB A1 PO3LUMPEHHS X
NpoeCIMHNX MOXNBOCTEN | camopeanisalii MPodeciiHMX IHTEPECIB, a 3 IHLIOrO - He MatoTb ANS LbOro
BiAMNOBiAHNX 3HAHb.

KepiBHUKYW, AKI HaneXatb 40 «KOM(OPTHOrO TWry», 3 OfHOro 60Ky, rOTOBi OpraHi3oByBaTW CMiBNpaLio 3
neaaroriyHUMK MpauiBHUKaMM B OCBITHIX OKpPYrax Ha OCHOBI B3aEMOCTPUAHATTS Ta B3aEMOPO3YMIiHHS, a 3
iHLIOro - He CTBOPHOKOTb YMOB /151 BAOCKOHaNeHHs NpodieciiHOro A0CBiAy Ta PO3LIMPeHHS NPodeciiHmMX
3HaHb Nignernux.

Knto4oBi cnosa: OCBITHIN OKPYr, yNpasiHHA NeaaroriyHMMm npawiBH1Kamm, NcuxonoriyHa rotoBHiCTb

KEePIBHUKIB [10 YNpaB/iHHA nejaroriyHMmMmn npaliBHUKaMmn B OCBITHIX OKpyrax.
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