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Zubiashvili, 1.K. Analysis of the psychological peculiarities of senior pupils’ monetary culture. In
the article, the results of empirical research of the psychological peculiarities of senior pupils’ monetary culture
are analyzed, different types of attitude to money, their dependence on administrative and territorial factor and
factor of sex are considered, social and psychological role of money in the person’s monetary culture becoming
is emphasized. It is empirically determined that senior pupils’ attitude to money is differentiated and achieved a
certain level of the cognitive complicity in the everyday consciousness as well as characterized by high affective
tenseness appearing in the predominance of the factor “Monetary anxiety” in the structure of attitude to money.
1t points out a spontaneity of the process of senior pupils’ monetary culture formation that influences negatively
on that process. For the purpose of analysis of system peculiarities of attitude to money influence on the
monetary culture of senior pupils, the empirical research of peculiarities of their psychological and economic
adaptability as an indicator of the monetary culture is conducted. Based on correlation between defined
peculiarities of attitude to money and “‘profiles” of social adaptability the levels of senior pupils’ monetary
culture are determined: indifferent, creative, motivational. The research revealed advantages of the creative
type of the monetary culture and necessity of its formation in young generation.

Keywords: culture, monetary culture, money, attitude to money, economic-psychological adaptation.
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THE ORGANIZATIONAL CULTURE OF THE INSTITUTION OF HIGHER
EDUCATION: PSYCHOLOGICAL RESEARCH

Ishchuk, O.V. The Organizational Culture Of The Institution Of Higher Education: Psychological
Research. The article presents psychological study of the organizational culture of the institution of higher
education. Analyzed the current state of Ukrainian universities, the relevance of fundamental research of
organizational culture and phenomena that it produces. Indicated names of both — Western and Ukrainian
researchers engaged or studying of organizational culture, theoretical and practical aspects. For the attention
proposed study of the organizational culture of higher education institutions of various forms of ownership —
public and private. The author of the article reveals the differences and similarities vision of students
concerning the dominant type of organizational culture in their own universities and on key parameters for each
type of culture. Reveals the essence of each type of the organizational culture and its main characteristics.

Keywords: organizational culture, the institution of higher education, clan type, market type, adhokracy
type, hierarchical type, psychological characteristics.

Hwyk O.B. Opzanuzayuonnas Kyibmypa 6vicuiezo yuedH020 3a6e0eHUA: NCUXO0]102UYeCKoe
ucciedoeanue. B cmamve npedcmasneno ncuxonoeuueckoe uUCCie008aHUEe OPSAHUZAYUOHHOU KYAbHYpbl
svicuieco yuebHozo 3agedenusi. Ilpoananusuposano cospemennoe cOCMOsHUE BbICULUX VUeOHbIX 3a6edeHull
Yipaunv, axmyanenocmv @ynoamenmanvuvlx UCCIEO08AHULL OP2AHUBAYUOHHOU KYAbIMYPbl U GeEeHOMeHOos,
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Komopwie OHa nopodcoaem. Ilpedcmasnenvt amuruu Kax 3anaoHblX, MAK U OMEYeCMBEHHbIX YYEHbIX,
SAHUMABUWIUXCA  UTU  3AHUMAIOWUXCA  U3VYEHUEM OP2SAHU3AYUOHHOU KYIbMypsl, ee Meopemudeckux u
NPAKMUYECKUX acnekmos. BHUMaHuio uwumamens NpeoiodCeHo UCCIe008aHUe OPeaHU3AYUOHHOU KYIbIMYpbl
BHICUIUX VUEOHLIX 3A8€0eHUll PA3TUYHBIX (Popm coOCMEEeHHOCMU — 20CYOAPCMBEHHON U YACMHOU. Aemop &
cmamve packpeleaem pasiudus U cXoo0cmed GUOEHUs CMYOeHMO8 OMHOCUMETbHO OOMUHUPYIOWe20 Mmuna
OpP2aHU3AYUOHHOU KYTbIMYPbl 8 COOCMBEHHOM 8Y3€ U OMHOCUMENbHO KIIOUeBblX NAPAMEmpo8 Kaico020 munda
Kyaemypul.  Packpwima cywnocmv  Kadicoo2o  muna  OpeaHu3ayUoOHHOU  KYIbMYpbl U ee  OCHOBHBIX
Xapaxmepucmux.

Knwouesvie cnoea: opeanusayuouHas Kyibmypa, e6vicuiee yueOHoe 3agedenue, KIAHOBbIL Mun,
PHIHOUHBII MUN, AOXOKPAMUYECKUL MUn, Uepapxudeckuil mun, nCUxXoa02uiecKue XapaKmepucmuru.

The formulation of scientific problem. Today, Ukraine is in a difficult circumstances and it
applies to all spheres of life. This article will be covered sphere of higher education in Ukraine and
especially it dedicated research of the diagnose and assessment of the organizational culture of the
institution of higher education. So, effectiveness and productiveness of modern institutions of higher
education are depends by a lot of factors, among which the most important ones are the organizational
and psychological factors, such as organizational culture, which affects on different phenomena.

Analysis of recent research and publications. The author analyzed a large array of
professional scientific literature and identify scholars really studied phenomena of organizational
culture like K. Cameron, S. Davis, M. Elwesson, G. Hofstede, K. Grey, L. Karamushka, D. Lane, S.
Lipatov, H. Mintzberg, T. Morgan, L. Orban-Lembryk, W. Ouchi, A. Pettigrew, T. Peters, R. Quinn,
G. Smith, I. Sniadanko, R. Waterman, P. Harris, V. Sathe, E. Shane, L. Smircich, R. Waterman etc.

The purpose of the article is to identify dominant type of organizational culture of the
institution of higher education of public and private ownership.

The study was conducted in institutions of higher education of different ownership forms
(private and public institutions) in different regions of Ukraine, the total sample of 619 students of
junior and senior years. Students were age from 16 to 31 years old. The investigation was using the
Organizational Culture Assessment Instrument (OCAI) by K.Cameron and R.Quinn [2]. The obtained
data were analyzed using SPSS Statistics 17,0.

Well, before we describe our results, show the author’s definition of organizational culture. So,
we understand organizational culture as a dynamic construct that defines the mindset of staff,
including a system of values, expectations, conceptual language, rituals, behavior patterns etc., taken
on a subconscious level and sent to all members of the organization so as to help correct understand
the internal environment [7].

So, completing a diagnostics of students’ perception on the dominant type of organizational
culture and having carried out some statistical and mathematical calculations, we have four quadrants
— clan type, adhokracy type, market type, hierarchic (bureaucratic) type of organizational culture, each
of which represents a clear set of indicators of organizational culture. As noted K. Cameron and R.
Quinn [2, p. 66] "four groups of criteria defining core values that determine opinions about the
organization."

Therefore, were calculated the total score responses of all respondents by type of organizational
culture of institution of higher education.

Results revealed: in the opinion of students public ownership university in their educational
institution is dominated clan culture — A (38.3%) and market culture — C (32.2%); whereas in private
ownership universities is an exceptionally dominant clan culture — A (70.3%).

So, we see in public institutions of higher education in the opinion of students the dominant
types of organizational culture were the clan (38.3 %) and market (32.2 %) types of organizational
culture. The empirical data only illustrate the variety of distributions of benefits detected for each of
four types of organizational culture.

That is to say about a certain contradiction in perceptions of students regarding the dominant
type of culture, because the clan type aims at collegiality, perception of the university as a single
integrated facility where university resembles a large family, and market type, however, professes
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strict competition, requirements, the desire to win and be the first among the competitors is being
brought up in the students and so on.

Table 1
The ratio between the dominant type organizational culture of university students of
various ownership

Universities
Type OC Public institutions Private institutions Total %
Clan (A) 38,3 70,3 51,1
Adhocracy (B) 51 4,5 4,8
Market (C) 32,2 14,2 25,0
Hierarchic (D) 24,4 11,0 19,1
Total % 100 100 100

Instead, the private institutions of higher education, for the personal opinion of the students
who studying out there, have mainly clan culture (70.3%) which cultivates collegiality, a sense of
"we", the perception of the university as an indivisible object, organization similar to a large family,
encouragement to care for each other, teamwork and so on.

It was established that the conceptions of public institution among the students of junior and
senior years of study differ significantly in terms of diagnostic types of organizational culture of
institutions of higher education. Junior students give preference to the concept of clan-type culture
(42.1%), then the opinions are divided between the market (28.7%), hierarchic (23.9%) and adhocracy
(5.3%) types of culture. The views of senior students are distributed among the market (36.6%) and
clan (33.5%) culture, hierarchic (25%) and adhocracy (4.9%) types. It means that students of public
institutions have some problems with the definition of dominant type of culture both in the senior and
the junior years. There is a tendency to change perceptions of dominant type of organizational culture
in public universities with the growth of course.

Table 2
The ratio between the dominant type organizational culture and course of study of
university students of various ownership

Universities Type OC The course
young older
Clan (A) 42,1 33,5
Adhocracy (B) 5,3 4,9
Public institutions Market (C) 28,7 36,6
Hierarchic (D) 23,9 25
Total % 100 100
Clan (A) 72,3 68,1
Adhocracy (B) 3,8 5,2
Private institutions Market (C) 14,6 13,8
Hierarchic (D) 9,2 12,9
Total % 100 100

Investigation of the distribution according to the dominant type of organizational culture in line
with the year at the university shows that the perception of junior students in the public institutions
clearly focuses on the clan type of organizational culture (42.1%), and for the older ones this
distribution is almost the same: 33.5% clan culture and 36.6% market culture (Table 2).

There is a tendency to change perceptions of the dominant organizational culture in public
institutions in the course of study.
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In the private institutions students both in junior and senior years recognize the benefits of the
clan type of organizational culture, respectively 72.3% and 68.1%.

Therefore, the data shows that junior students favor perceptions of organizational culture as
clan culture (42.1%), then there goes the market type (28.7%), the hierarchic type (23, 9%) and the
type adhocracy (5.3%) of culture. But senior students are divided almost equally according to their
views on the dominance of market (36.6%) and clan (33.5%) cultures, then hierarchic (25%) and
adhocracy (4.9%) culture.

We can assume that these differences depend on the current process of internalization of the
organizational culture by the students at various stages of training. In the first and second years these
processes begin, but already in the upper division years (fourth, fifth) they are coming to an end. That
IS, perceptions regarding the type of culture appear to be clearer for undergraduate students than for
junior ones [6]. Another hypothesis to explain the results obtained through the diagnosis of culture in
public institutes are organizational culture attitudes. The authorities of the university do not pay
enough attention to the phenomenon of culture, do not study in depth the problem of detecting and
especially correcting organizational culture and perceive culture only as the phenomenon which can be
stated, but cannot be interacted with. It is this passivity that can explain the attitude of students to the
organizational culture of the public university [7].

In the private universities when dividing the respondents into junior and senior years it was
found that students’ preferences related to the types of organizational culture institution of higher
education were distributed in the following way — clan (72.3% of junior students vs. 68.1% of senior
year), market (14.6% vs. 13.8%), hierarchic (9.2% vs. 12.9%) and adhocracy (3.8% vs. 5.2%).
Therefore, students of private universities unanimously accept the dominant type of culture.

In the result we can see the consensus of opinion of respondents of all years of education —
from the first to the fifth. It appears that it can also be explained through the position in relation to the
organizational culture of the university. One can be certain that the management of private universities
sees culture as a phenomenon which can be actively interacted with, constructed, developed and, if
necessary, modified.

For a more detailed analysis of the existing vision by students of the dominant type of
organizational culture in their own higher education institution, consider each question individually.
OCAI assessment tool allows to estimate six key parameters of organizational culture. These include:
1) the major differences; 2) overall management type; 3) HR management (human resources); 4) key
ties (binding nature); 5) strategic objectives; 6) efficiency criteria [2, p. 106]. Singling out key
parameters correspond to the numbers of question in diagnostic technique of organizational culture,
which has been offered to students. We have summary data table (Table. 3) with results of diagnostic
of key positions of organizational culture in public institutions.

Table 3
The ratio of key positions of organizational culture in public institutions

N Type of organizational culture
) Clan Adhocracy Market Hierarchic
1 25,0 16,5 37,5 21,0
2 31,2 14,1 28,0 26,7
3 23,7 20,5 31,7 24,0
4 27,8 22,7 19,2 30,4
5 26,9 23,1 24,3 25,7
6 30,1 16,8 25,2 27,9

And the same we have summary data table (Table. 4) with results of psychological diagnostic
of key positions of organizational culture in private institutions. We highlighted dominant positions in
both tables.
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Table 4
The ratio of key positions of organizational culture in private institutions

Type of organizational culture
Ne Clan Adhocracy Market Hierarchic
1 45,2 14,0 27,5 13,3
2 43,1 13,9 18,3 24,7
3 34,9 22,2 20,1 22,8
4 40,0 22,2 16,6 21,2
5 36,6 22,4 20,9 20,1
6 38,5 18,6 20,6 22,3

And now want to clarify some key positions of different organizational culture. So, begin
description of various type of organizational culture and add an explanation of the key positions of
each type.

Firstly, would describe the clan culture in organization. Well, working environment in
organization having this type is a sociable one. Staff or in our case students, lecturers have a lot in
common, and it’s like one big family. The executives are seen as mentors or maybe even as father
figures.

People in such organization have a common task — to maintain existing traditions and rituals,
and create new ones, because the organization is held together by commitment and tradition. There is
great involvement. The organization emphasizes durable Human Resource development and connects
fellow workers by morals [1]. Clan type organizations find the best result is the moral unification of
the employees, a commitment by one principles, norms and values.

Success is identified within the framework of addressing the needs of the clients and caring for
the people. The organization encourages teamwork, participation, and consensus. That is to say the
organization encourages the support and mutual compromises.

Usually in the clan organizations prefer leader style like facilitator, mentor, team builder and
people who used it become the leaders mostly.

So, the key ties in clan culture are commitment, communication, development etc.

Efficiency criteria or theory of effectiveness based by meaning human resource development
and involvement are effective.

Strategic objectives considered as achieved if the empowerment is health, team building is
increasing, employee participation in a high level, department of Human Resource is development and
open communication between staff, clients and management [5].

Secondly, would describe the adhocracy culture in organizations. Working environment in such
organizations is an energetic and creative. Creates conditions of creativity and innovation at
workplace.

Staff in these organizations usually have a series of personal features, for example, employees
take risks. Such behavior is encouraged and strongly supported by the leader.

Leaders are innovators and risk takers. If the leader does not have such qualities, he perceived
formally and has no real influence on employees. Experiments and innovation are the bonding
materials within the organization. Creativity and risk are emphasize and encouragement. The long-
term goal is to grow and create new resources. The availability of new products or services is seen as
an achievement. The organization encourages individual ingenuity and freedom.

The adhocracy organizational culture prefer leader style like innovator, entrepreneur and
visionary.

Value Drivers or the key ties in such culture are innovative outputs, change, agility [5] etc.

Efficiency criteria or theory of effectiveness based by innovativeness, vision, and new
resources are effective.
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And the last key position of adhocracy organizational culture is the management theory:
surprise and delight, creating new standards, anticipating needs, continuous improvement, finding
creative solutions.

Next, thirdly, would describe the market culture. So, this is a results-based organization that
highlights completing work and getting things done.

People are competitive and concentrated on goals. Staff in these organizations with this type of
culture are rival, emulating, focused on the goal, purposeful and single-minded.

Leaders are hard drivers, producers, and competitors at the same time. They are tough and have
high expectations. The importance of winning keeps the organization together. Reputation and success
are the most important. Long-term focus is on rival activities and reaching goals. Market penetration
and stock are the definitions of success. Competitive prices and market leadership are key [4]. The
organizational style is based on competition.

Preference leader style as hard driver, rival, producer and so on.

The key ties in market culture are market share, goal achievement, profitability etc.

Theory of effectiveness based on such thought as aggressively competing and customer focus
are effective [3].

Quality improvement strategy or strategic objectives: measuring client preferences, improving
productivity, creating external partnerships, improving competitiveness, getting customers and
suppliers to participate [5].

And the last one is the hierarchic organizational culture.

Would describe it like a formalized and structured work environment. Procedures decide what
people do. Leaders are proud of their efficiency-based coordination. Keeping the organization
functioning effortlessly is most crucial. Formal rules and policy keep the organization together. The
lasting goals are stability and results, paired with the efficient and smooth execution of tasks. Trustful
delivery, smooth planning, and low costs are the characterization of success. The personnel
management has to guarantee work and values predictability.

Preference leader style in the dominance hierarchic organizational culture is coordinator,
monitor and organizer.

The key ties or value drivers in hierarchic culture are efficiency, timeliness, consistency, and
uniformity.

The main theory of effectiveness consists of the following idea — control and efficiency with
capable processes are effective [5].

And the strategic objectives: error detection, measurement, process control, systematic problem
solving, quality tools etc.

Conclusions and prospects for further research.

Empirical research suggests that in public institutions of higher education the dominant types of
organizational culture were the clan (38.3 %) and market (32.2 %) cultures. The private institutions of
higher education had mainly clan culture (70.3 %). It was established that students of public
institutions demonstrate inconsistent ideas of key arguments of organizational culture (the most
important differences, the overall style of leadership, human resources, essential communications,
strategic objectives operation and development, the criteria of successful performance). Students of
private universities with respect to the key parameters of the organizational culture showed
consistency in preferring one type of culture.

The inconsistency of students’ ideas about the key elements of organizational culture has
negative effects on students’ understanding of their role in the development of universities and on
students’ organizational behaviors in general. The investigation findings can be helpful in counseling
university heads and students as well as in training courses on matters of organizational culture.
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Twyx O. B. Opzanizauiiina Ky1bmypa U020 HAGUAIbHOZ0 3aKAA0Y: NCUXO0N02IUHE O0CAI0IHCEHHA. Y
cmammi npedcmasieno NCUXon02iune OOCIIONCEHHS OP2aHi3ayiiuHOI KyIbmypu 8UU020 HAGUATILHO2O 3AKIAO0Y.
Ilpoananizoeano cyyacHuii cmaH pO3GUMKY VKPAIHCbKUX GUWLIE, aKMYANbHICb I[PYHMOBHUX OOCTIONCEHb
opeaHizayitiHoi Kyremypu ma heHomeHis, wo 60Ha nopoodxcye. llpedcmaesneno npizeuwia AK 3axXiOHUX, max i
GIMYUSHAHUX HAYKOBYI6, WO 3AUMANUCA YU 3aUMAIOMbCS GUGHEHHAM OP2aHI3ayitiHOI KYIbmypU, ii meopemuyHux
ma NPAKMUYHUX Acnexmie. 3anponoHo8ano a6Mopcybke GUSHAUEHHS OP2aHI3ayiliHoi KyIbmypu AK OUHAMIYHO20
KOHCMPYKmMY, AKUU GUSHAYAE CNOCIO MUCIEHHA NEPCOHANy, 6KIIOHAEC CcUcmemy UYiHHOCMEU, OYIiKYy8amb,
NOHAMIUHUX HOPMYTIO8AHD, PUMYANIE, NAMEPHI8 NOBEOIHKU MOWO, K NPUUMAIOMbCSL HA NIOCBIOOMOMY DIGHI
ma nepeoaiomvbCs 6CIM UleHam Opeanizayii AK maki, wo 0onomazaioms NPAasUibHO PO3YMIMU HABKOIUULHE
cepedoguwye. Jlo yeazu 3anponoHO8aHO OOCNIONCEHHSA OP2aHI3ayiliHOi KYIbMYpU GUUX HABYANbHUX 3AKIA0I6
PisHUX hopMm enacHocmi — depaircasHoi ma npusamuoi. Aemop y cmammi po3Kpueac IOMIHHOCMI Ma CXOHCOCHI
bauenns cmyoenmie w000 OOMIHYIOU020 MUNy Op2aHi3ayiliHOi Kynbmypu y 61ACHUX 6UWaX ma CMOCO8HO
KII0Y06UX NAPAMEMPIE KOMCHO20 muny Kyabmypu. Poskpumo cymuicms KOJICHO20 3 HOMUPbLOX MUNIE
Op2aHi3ayitinoi Kyiemypu, a came: a0XOKpamuiHo20, iEpapxiuno2o, KiaHo8020 mda PUHKOB020, Mda HABEOEHO
xapakmepucmuxy yux munie. Tooic iepapxiunuti mun OpeaHi3ayitiHoi KyIbmypu XapaKxmepuzyemvcs
KAACUYHUMU ampubymamu OI0poKpamii; punKosull mun op2anizayitinoi Kyiemypu — QyHKYiOHY8AHHAM 3AKAA0Y
3 OpiEHMAayiero Ha 308HIUIHE OMOYEHHS, A He HA CB0i GHYMPIWHI CNPAasu; KIAHOGUL MUN XAPAKMepUsyrmsCs
YIHHOCIAMY | YINAMU, SKI € 3A2aNbHONPUIHAMUMY, 32YPMOBAHICMIO 6CIX, XINO MAE CMOCYHOK 00 Op2aHi3ayii;
giouymmam «Muy Ak €ouHoeo yinicHoco 00’€kma; AOXOKPAMUYHA KYIbMypad XapaKmepu3yembCsl
HOBAMOPCLKUM NIOXO00OM MA OUHAMIYHUM PO3BUMKOM OPeaHi3ayii.

Knwuogi cnosa: opeanizayitina Kyiemypa, Uyl HA84AIbHUL 3aK1A0, KIAHOGUL MUN, PUHKOGUL MUN,
AOXOKpAMUYHULL MUn, IEPAPXIYHUL MUR, NCUXOTOSITUHI XAPAKMEPUCTIUKU.
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THUIIA OPTAHIBAIIIAHOI KYJIbTYPH MMO3AIIKIJIbHUX HABYAJIBHUX 3AKJIAIIB:
3B’A130K 3 YUHHUKAMUM ME3OPIBHSA

Kapamywika JIM., bapanoea B.A. Tunu opzanizayiitnoi Kyniomypu no3amKiibHuUX Hag4aabHux 3aK1acie:
36°A30K 3 UUHHUKAMU Me30pieHA. Y cmammi npeocmasieHo OaHi eMRIpUYHO20 OOCHIONCEHHS, SIKI
PO3KpUBAIOMb  CIAMUCIMUYHO 3HAYYWI 36 A3KU MIXNC MUNAMU  Op2aHi3ayitiHol  Kynbmypu NO3AUIKITbHUX
HABUANbHUX 3aKNA0I8 | YUHHUKAMU Me30PIGHS, AKI CIMOCYIOMbCA XapaKmepucmux no3auiKiTbHUX HABUATbHUX
3aKa0i8: mun 3aKaiady, cmamyc 3akiady; mepmin icHysanus 3axiady. Cymv GusigneHoi 3aKOHOMIpHOCMI
NPOABNAEMbCA 8 MOMY, WO MAKI NPOSPeCUBHi MUNU Op2aHizayiliHol Kyaibmypu, K Kyabmypa <3a80aHb» md
Kyibmypa «ocobucmocmi» (8 «peanvHux» Gopmax), Oinvuie npedcmasieni 6 mMaxkux munax no3AUKIIbHUX
HABYANbHUX 3AKAA0L8, KL QYHKYIOHYIOMb K CAMOCMIUHI 3aKkaaou (a He Oilomb Ha 06a3i HUWUX YCMAHOS);
Maomo OinbU BUCOKULL CINAMYC; MAOMb MeHWUL MePMiH iCHYy8anHA. BoOHouac, 8 makux munax no3auKiibHux
HABUAILHUX 3AKNA0AX MeHUie Npe0Cmasiieni KOHCEPBAMUBHI Munuy KyJibmypu, maki sk Kyibmypa <eiaou» ma
KYIbMypa «poai» (8 «peanbHiu» opmi).

Knrouosi cnosa: no3awkineHi HAGYANLHI 3aKAA0U,; YUHHUKU ME30PI6HS, MUN 3aK1ady; CIMamyc 3aKiady;
MepMiH ICHY8AHH: 3aK1A0Y, OP2aHI3AYitiHa KYIbmypa, Muny Opeani3ayitinoi Ky1ismypu.

Kapamywra JLH., bapanosa B.A. Tunvl opzanuzayuoHHoil KyJabmypbl 6HEUIKOIbHBIX YUEOHBIX
3aeedeHull: CcéA3b C pakmopamu Mme30puena. B cmamwve npedcmaenenvl OaHHble AMRUPUYECKOLO
UCCIe008anus, PAacKpvléarwjue CMAMUCMuYecku 3HAYuUMble C6A3U MeHcOy MUNAMU OpeaHU3AYUOHHOU
KYJIbMYpbl GHEUKOIbHBIX YUeOHbIX 3a6e0eHUll U haKmopamu Me30ypOo6Hs, KOmopble Kacaromces XapaKxmepucmux
BHEUUKONbHBIX YUeOHbIX 3a6e0eHUll: MUn 3ase0eHus; cmamyc 3a6e0eHus; CPoK CYWeCmEOo8anus 3a6e0eHus.
Cymv  0OHapysceHHOl  3AKOHOMEPHOCMU NPOSIGNAEMC @ OM, UMO maKue npocpeccusHvie munbsl
OP2AHU3AYUOHHOU KYIbMypbl, KAK KYIbMYpa «3a0au» U Kyibmypa «IudHOCMu» (8 «peanvHulxy @opmax),
bonvue npedcmasiieHvl 8 MAKUX MUNAX BHEUWKOIbHLIX Y4eOHbIX 3a6e0eHull, Komopble: QYHKYUOHUPYIOM KaK
camocmosmenvhble yupexicoerus (a He Oellcmseyrom Ha 6aze Opyeux yupesicoeHutl), umerom 0ojee GblCOKULL
cmamyc, uUMerom MeHbUULl CPOK CYWecmeosanus. B mo dce epems, 6 makux munax 6HeulKOIbHbIX Y4eOHbIX
3a6e0enusax MeHbule Nnpeocmagnenvl KOHCep8amusHble munbl KyJIbMmypbl, maxKue Kax Kyabmypa «8iacmuy u
KYIbmypa «poauy (8 «peansoiy gopme).

Knwouesvie cnosa: sHewikonivHvle yuebOHvle 3a6e0eHUsl; QAKmMopbl Me30YPOGHS, MUN YUPEHCOeHUs,
cmamyc 3a6e0eHus; CpoK Cyuwecmeosanus 3a6e0enus; Opeanu3ayUuoOHHAsA KyIbmypa, munsl OpeaHu3ayuoHHOU
KYJIbMypbl.

IMocranoBka mnpodjemu. CydacHi TeHJEHLIi €BpoiHTerpamii Ta JeleHTpati3amii B OCBITi
VYkpaiHi 1ai0Th HaBYAJIIBHUM 3aKJIaJiaM YCiX THUIIIB 1 (OpM NEBHY CBOOOJY PO3BUBATHUCS 3a BIACHUMU
3aKOHaMM 1 MpUHOMOAMU. BiamoBigiHO [0 1MX 3aKOHIB 1 MNPUHIMIIB  CKJIAQAATUMETHCA,
dbopMyBaTUMETbCSl 1 oprasizamiiiHa KyJlbTypa OCBITHIX ycTaHOB 1 3akiajiB. KokeH HaBYaibHUUN
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