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Based on the empirical investigation findings the authors analyze the
distinctive features of teaching staff’s assessment of real and desired types of
organizational culture of secondary schools. The authors have found some
inconsistencies in the development of real and desirable types of organizational
culture and have identified possible psychological and pedagogical conditions to
neutralize them.
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Introduction. High levels of educational organizations’ culture are necessary
prerequisites for modernization of educational system and innovative development of
secondary education in Ukraine.

The formation and development of organizational culture as the foundation for
improvement of modern secondary schools’ competitiveness is extremely important.
Only having built an organizational culture at appropriate levels, one can expect an
effective organizational development of secondary schools.

An important mission of modern schools is the effective management of
organizational culture. In turn, the management of organizational culture is impossible

without its full assessment in specific secondary schools.



Analysis of relevant research findings and literature. Analysis of the
psychological literature suggests that the issue of formation and development of
organizational culture have drawn much attention of foreign and Ukrainian
researchers who investigated the essence of organizational culture [3; 4; 8; 11; 12],
the distinctive characteristics of organizational culture [15; 16], the effects of
national factors on organizational culture [10; 14], etc.

Widely known are the investigations of diagnostic and assessment methods
of organizational culture [5; 7; 8]. Some psychological aspects of secondary
schools’ organizational culture have been also studied by a number of Ukrainian
scientists (V.G. Bazeliuk [1], L.M. Karamushka [6; 7], and I.l. Snadanko [7; 11]).

However, there is still a need for clarifying the features of the real and
desired types of organizational culture of secondary schools.

It is well-known that the analysis of any phenomenon should start with the
analysis of its real and desired states. Applying this principle to secondary schools’
organizational culture the investigators should first find out the levels of its
development and determine its critical and non-critical elements. This may help in
determining the ways of development of organizational culture of a secondary
educational institution that would best suite its objectives and interests.

Tasks:

1. Finding out and analysis of real and desirable types of organizational
culture of secondary educational institutions.

2. Comparative analysis of real and desirable organizational culture assessed
by teaching staff of secondary schools.

The investigation supervised by L.M. Karamushka, corresponding member
of NAPS of Ukraine, Dr of Psychology, Prof., was conducted under the research
project of the Laboratory of Organizational Psychology of G.S. Kostiuk Institute of
Psychology of NAPS of Ukraine: ‘Psychological Determinants of Organizational
Culture’ (2013-2015) (state registration number 0113U002096).

Results and discussion. To determine the real and desired types of

organizational culture of secondary schools of innovative and traditional types we



used the Organizational Culture Assessment Instrument (OCAIl) by
Kim S. Cameron and Robert E. Quinn [5].

K. Cameron and R. Quinn have proposed a two-dimensional evaluation of
organizational culture. The first dimension measures organizations’ flexibility on
the scale from the organizational versatility and pliability to the organizational
rigidity and longevity. The second dimension characterizes organizations by the
criteria of internal orientation - external orientation, integration — differentiation,
and unity - competitiveness. Correspondingly,  following four types of
organizational culture can be diagnosed: clan-type, adhocratic, market, and
hierarchical.

The obtained data were analyzed using SPSS (version 13).

The sample included 402 school staff members from 8 secondary schools
from Kiev region.

Analysis of the obtained data (Table 1.) suggests differences between the
real and desirable types of organizational culture of secondary schools.

Table 1

Real and desirable types of organizational culture as assessed by secondary
school staff (% of the sample)

Types of Respondents’ Levels of organizational culture
organizational assessed high medium low
culture organizational
culture
Clan-type real 28.9*** 40.5*** 30.7***
desirable 30.2%** 36.9*** 32.9%**
Adhocratic real 27.6%** 41.2%** 31.2%**
desirable 24.6%** 45.2%** 30.2%**
Market-type real 12.1%** 65.8*** 22.1%**
desirable 31.4%** 39.9*** 28.6***
Hierarchical real 27.9%** 33.9%** 38.2%**
desirable 25.1%** 44 T*** 30.2%**
*** (p<0.001)

As seen from the table some types of organizational culture, in the

respondents’ view, were more desirable than their organizations’ real culture.




The most desirable type was found to be the market-type organizational
culture supported by 31.4% of respondents and reaching high levels of
development. However, only 12.1% of respondents (almost three times fewer)
noted that this type of organizational culture was real and highly developed in their
organizations.

It suggests that the secondary school staff had a distinct need of this type of
organizational culture. The market-type organizational culture has the following
advantages: promotion of organizations’ competitiveness, staff’s motivation for
competitive actions, organizations’ competitiveness-relevant efficiency, etc.
However, this type of organizational culture has some drawbacks (limitations), too.
They are organizations’ heavy work task orientation, managers’ application of
‘hard’ competition strategies (authoritative decision-making and interaction with
subordinates) etc.

Given the positive characteristics of the market-type organizational culture
and the respondents’ strong need of it, we can suggest that this type of
organizational culture can be efficient if used with constructive competition
strategies based on partnership, competitors’ mutual respect, and orientation
toward personal and professional development. This suggestion is supported by the
findings obtained in the research done by O.A. Fil [13; 17].

Some differences between real and desirable types of organizational culture
were also found regarding the clan-type organizational culture. As seen from
Table 1, the desirability of this type of organizational culture was noted by 30.2%
of the respondents with 28.9% of them naming it as highly developed real
organizational culture.

It should be noted that the clan-type organizational culture has a number of
positive aspects which include friendly relations between workers, family-like
school organization, staff’s perception of leaders and managers as mentors, staff’s
organizational commitment, dedication to traditions, cohesion, high morale, and
benevolence towards customers of educational services, teamwork, as well as

superiors’ care for staff’s welfare, etc.



However, in our view, this type of organizational culture, like the previous
one, also has some negative aspects. To name some of them: employees’ limited
freedom due to their friendly obligations as they are responsible for the positive
psychosocial climate in the collective and mainly compromise- and cooperation-
oriented in conflict situations which sometimes may not contribute to solving the
problems.

These findings suggest that certain types of organizational culture are less
desirable than their real manifestations. Although not clear-cut, these differences
were present.

To the above mentioned types of organizational culture belongs the
hierarchical type. As seen from the data presented in Table 1, it was desirable for
25.1% of respondents whereas 27.9% of them said it was real and highly
developed.

According to the investigation method, the hierarchical type of
organizational culture is positively characterized by staff’s clearly regulated
activities, formal work rules, and gradual organizations’ development.

On the other hand, the hierarchical type of organizational culture has certain
negative aspects, too. The overload of formal rules and regulations, certain lack of
freedom and independence in work, staff’s poor involvement in organizations’
policy-making are just some of them.

Based on the obtained data, it can be suggested that secondary schools have
a bit too many formal approaches to work organization due to the nature of
educational work (care for the younger generation, the organization of a clear
system of knowledge and skills, responsibility for students’ life and development,
etc.). However, the teaching staff need more work freedom and autonomy that can
positively affect both the content of educational work and promote the
development of students’ self-reliance qualities. Educators’ autonomy, initiative
and creativity have been necessitated by many Ukrainian researchers:
O.l. Bondarchuk investigated its importance for school managers’ personal

development [2], O.V. Kredentser stressed out the importance of entrepreneurial



behaviors for teachers’ work [9; 18]).

Thus, secondary schools’ work aimed at promoting staff’s self-reliance,
initiative and creativity may be a promising aspect of development of secondary
schools’ organizational culture.

In addition, a certain shift in the way of ‘reality’ has been found in relation
to the so-called adhocratic organizational culture. This is evidenced by 24.6% of
the respondents who noted its high-level desired status, while 26.7% of the
respondents noted its real status at high level of development.

The adhocratic organizational culture is positively characterized by
innovation and creativity in problem-solving, staff’s ability to take risks, and a
leading role of individual initiative and freedom, etc.

However, like any other type of organizational culture, this type has certain
limitations which include external orientation (in contrast to the clan-type
organizational culture’s internal orientation), continuous monitoring of the external
organizational environment and interaction strategies with other organizations,
constant review of external trends in the education space, etc., that cause
difficulties in schools’ work.

The data obtained from the whole sample suggest a certain contradiction in
secondary school staff’s assessment of the desirability and reality of different types
of organizational culture. On the one hand, the respondents have a distinct
orientation towards broader implementation of the market-type organizational
culture that should be, in our view, quite close to the adhocratic organizational
culture. But in our case, the market-type organizational culture is more associated
with the clan-type organizational culture and does not offer schools’ good
orientation in educational space that can have negative effects.

Conclusion. The investigation found certain inconsistencies in secondary
school staff’s assessment of the real and desirable types of organizational culture.

The obtained findings are advised to consider by heads and staff of
secondary schools in optimizing school work.
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Kapamywka JI.M., Illeeuenxo A.M., Iexin B.M.

Opecanizayiiina Kyiemypa  3a2a1bHOOCGIMHIX HABYAILHUX 3aK1aA0i6: OUIHKA

neoazoZiuHUMU NPAUIGHUKAMU «ICHYI0Y020)» MaA «OAXHCAHO020) MUNY K)IbHYPU

YV cmammi ma ocHo8i emnipuuno2o0  OOCHIONCEHHA NPeOCMABLeHO
0COOIUBOCMI OYIHKU NedA202TYHUMU NPAYIBHUKAMU «ICHYIOU020» MA «DANCAHO20»
MUny opeanizayiiHoi Ky1omypu 3a2aibHO0C8IMHIX HABUANbHUX 3aK1a0i8. Buseneno
NesHi Npomupiyys 6 pIGHI PO3GUMK) «PeanlbHO20» Ma «OaANCAH020» MUNY
Op2aHi3aYiUHOI KYyIbmypu 3a2anbHOOCBIMHIX HABUANbHUX 3AKAA0I8 MA BU3HAYEHO
MOCTIUBL NCUXOJI020-NEeOA202IUHI YMOBU X NOOONAHHSL.

Knwuoei cnoea:. 3a2anvbHOOC8IMHI  HABYANbHI  3AKIAOU, OpP2AHI3AYIUHA
KYIbmypa, «IiCHYIouay O0p2anizayitiHa Kylbmypd, «0axcana» opeauizayiiHa
KYIbmypa,  «KIAHO8A»,  «A0XOKPAMUYHAY, «PUHKOBA» MA  «IEPAPXIUHAY

opeaHizayiuna Kyismypa.
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Kapamywika JI. M., Ileeuenxo A., Ieéxin B.M. Opzanuzauuonnas
Kyismypa 00weodpazosamenbHbIX yueonvix 3a6e0enHuil: OUeHKa
neoazozuuecKumu padoOmMHUKAMU «CYUWIECIEYIOULE20» U «IHCeaemo20» Mmuna

OP2AHU3AUUOHHOUL KYIbMYpPbl

B cmamve Ha ocHOBe dAMRUpUUECKO20 UCCTIE008aHUS  NPeOCABIeHbl
0COOEHHOCMU  OYEHKU NedazoudecKumMu paboOmHUKAMU «CYWecmsyoue2o» u
«Hcenaemo20» muna OpeaHu3ayUOHHOU Kyibmypbl 00ueodpazo8amenbHulX Y4eOHblX
3a6edenuti. Bviasnenvl onpeoeiiennvie NPOMUBOpeyUs 8 YPOGHE  PA3GUINUSL
«cyujecmeyrowecoy U - «JHcelaemMo2oy — Mmuna — OpeaHU3AYUOHHOU  KYJbImypbl
00Ue0bpa308amenbHbIX YUeOHbIX 3a8e0eHULL U BO3MONCHBLE YCI08US UX NPEOOOICHUSL.

Knwuegvle  cnosa:  obweobpazoeamenvhvie  yuyeOHble — 3A6E0€HUS,
OpP2aHU3AYUOHHAS  KYIbmypa, «CYWecmeyrowasy OpeaHu3ayUoOHHAs Kyabmypa
«HCeNAmenbHay OPAHU3AYUOHHASL KYIbMYpa, «KIAHO8A», «A0XOKpAMUu4ecKasy,

«PBIHKOBA» U «UepapxudecKkan) opcaHusayuUoOrHasA Kyjibnypdad.



