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ORGANIZATIONAL CULTURE AND TECHNOLOGY-INFUSED MANAGEMENT
IN HIGHER EDUCATION: THEORETICAL AND EMPIRICAL ASPECTS

Abstract. The paper provides an overview of the research sources, methodology and main
findings of the research of a higher educational institution organizational culture and technology-
infused management correlation. Based on the recent research, the authors provided the definition
of the organizational culture concept. The research revealed that the current organizational culture
of the Lutsk Pedagogical College is more like market culture. The respondents in the present study
defined the adhocracy culture as the desirable organizational culture in the College. Notably, the
results of the in-depth interview based on expert assessment method indicated that teachers were
moderately satisfied with the level of competence of the administrative staff to meet challenges of
technology-infused management at their higher educational institution.
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1. INTRODUCTION

An increasingly competitive market, globalization and internationalization trends have
brought about new challenges for many higher educational institutions (HEI). To be
successful in the 21st century means to be able to flexibly and effectively meet the
requirements of a dynamically changing society. ‘No organization in the twenty-first century
would boast about its constancy, sameness, or status quo compared to ten years ago. Stability
is interpreted more often as stagnation than steadiness, and organizations that are not in the
business of change and transition are generally viewed as recalcitrant’ (K. Cameron, R.
Quinn) [1].

To cope with such a changing environment, called by researchers as ‘age of turbulence’
[6], HEI organizational cultures as well as their readiness to provide information and
communication technologies-infused practices are expected to play the crucial role in higher
education quality assurance. Starting from the 2014-2016 reform packages, the landscape of
higher education in Ukraine is being intensely transformed. In the spirit of these
transformations, higher educational institutions, being a specific type of organizations with
also a specific organizational culture, are forced to re-think the strategies which enable
effective educational management.

The organizational culture theory was initially developed on a psychological basis.
Edgar H. Schein (1992) defined organizational culture as ‘a set of basic tacit assumptions
about how the world is and ought to be that a group of people share and that determines their
perceptions, thoughts, feelings and, to some degree, their overt behavior’ [2]. Edgar H. Schein
and many other researchers described a shared vision that ‘the values, beliefs, convictions and
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assumptions either invented, discovered, or developed, usually shared and accepted and
necessarily respected by the members of a particular organization should be interpreted as
rules and norms that explain why and how that organization gets formed and structured,
functions and lasts’ [3].

Statement of the problem. This paper reports on a study in which diagnostic
interventions into the information and communication technology-infused educational
management as well as the process of HEI organizational culture establishment were
investigated. As the concept of HEI organizational culture is used in a variety of research
discourses, it was found that the concept was not always clearly defined. These findings — as
well as the growing attention to the comprehensive integration of ICTs to promote excellence
and support transformation of HEI organizational culture and the attempts to develop the
technology-infused management in higher education — beg the question: what is the current
state of affairs concerning organizational culture and the digital-age resources use in higher
education management in Ukraine at a local level? Taking this into account, we formulated
the following central research question: what are the current and the desired organizational
cultures at Lutsk Pedagogical College, and how ICT tools affect the staff’s desired
organizational culture establishment?

The underlying research questions we also formulated in this specific project were:
what is the HEI organizational culture and how do we interpret this concept in our research?
What research approaches to differentiation of organizational culture archetypes exist and
how do they correlate? What is the relationship between the College organizational culture
type and its administrative staff and teachers’ competence to meet technology-infused HEI
management challenges?

Analysis of recent research and publications. In the educational management
literature the organizational culture concept has enjoyed limited but increasing attention in
several strands. It is presented in higher education quality assurance literature as a key
component of quality culture in universities [17-20; 22; 25]. From the angle of HEI
organization and quality management literature, organizational culture is seen as the ‘social
glue’ binding an organization together [1-3; 6-8]. A body of international empirical research
now exists which argues the importance of effective management due to the establishment of
an appropriate organizational culture at a HEI [7-8; 14-29]. These studies provide valuable
insights that organizational culture can be ‘reflected in terms of collaboration, trust and
learning’ [18]; an appropriate culture can ‘encourage people to create and share knowledge
within an organization’ [14]. In this regard, G. Bendermacher, M. Egbrink et al. stated that
‘higher education institutions should nurture a quality culture in which structural/managerial
and cultural/psychological elements act in synergy to continuously improve education’ [5].
Furthermore, many studies have found that innovation, a shared vision for purposeful change,
and the efforts to use technology creatively and proficiently depend on HEI organizational
culture [6; 9; 18; 28].

The purpose of the present article is to: briefly review the theoretical foundation of
organizational culture and provide content analysis of the concept through the foreign and
domestic research; discuss important substantive implications stemming from organizational
culture empiric research that may advance the field of ICTs implementation issues in
educational management.

2. METHODS
Participants of this study were 63 respondents (administrative staff and teachers) of

Lutsk Pedagogical College. Among them, 51 were females, 12 were males; 30 were college
administrators and 33 were teachers.
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As the research instruments the following ones were used:

— content analysis method in order to provide the definition of HEI organizational
culture concept;

— slightly modified and translated into Ukrainian (by the authors) Organizational
Culture Assessment Instrument (OCAI) questionnaire, a validated tool for measuring current
and preferred organizational culture developed by professors Kim S. Cameron and Robert E.
Quinn of the University of Michigan;

— the in-depth interview of administrative staff and teachers. The questionnaire items
were based mainly on the Information Technology Standards for Educational Leaders
(translated into Ukrainian by the authors) and modified to fit to the nature of this study. The
interview included the use of an expert assessment method to determine the level of
competence of the administrative staff to meet technology-infused HEI management
challenges.

3. FINDINGS

Historically, the E. Schein’s approach has influenced the study of organizational culture
(Table 1). Consistent with the general formulation of organizational culture, foreign and
domestic researchers defined this notion within different research approaches: cultural
(E. Schein, M. Kalnitska), social (G. Hofstede, J. Ruegg-Strum, G. Jones, L. Karamushka),
and pragmatic (G. Morgan, V. Zotic, N. Horbenko, T. Koicheva). Clearly the study of
educational management and organizational culture in higher educational institutions (HEIs)
has born much fruit. However, organizational culture is the subject of current debate among
the domestic researchers concerning its meaning, structure and diagnostics. Above all, the
discussion has centred on the issue of differentiating the meaning of organizational culture
and corporate culture notions. Some authors tend to equal the essence of these concepts
(M. Kalnitska, T. Koicheva and others), which contradicts the established approaches of
foreign researchers [9-12]. In an effort to bring some coherence to this discussion, we
developed our own definition considering the conceptual elements of organizational culture,
highlighted in Table 1. In our study we interpret organizational culture as a complex concept
determined by the ability and readiness of a higher educational institution to mobilize the
system of its internal and external resources (values, norms, and beliefs, traditions, rules etc.)
in order to achieve strategic goals and mission, and to satisfy the requests of internal
(students, teachers and staff) and external (government, quality assurance agencies,
employers, parents) stakeholders.

Table 1
Content analysis of the concept organizational culture through the foreign
and domestic research
Researcher Definition Conceptual elements

E. Schein [7] Organizational culture is a pattern of shared Assumptions

basic assumptions that the group learned as it Values of external

solved its problems of external adaptation and adaptation

internal integration that has worked well il Sl

enough to be considered valid. integration
G. Hofstede [7] Organizational culture is mental coding which Coherentness

allows acting coherently; it can be described

. Values
according to symbols, heroes, values and
Artefacts

rituals.
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J. Ruegg-Sturm
[7]

G. Jones [8]

G. Morgan [7]

T. Beneda [13]

N. Horbenko
[11]

L. Karamushka

[6]

T. Koicheva
[12]

M. Kalnitska
[9]

V. Zotic [10]

Culture is comparable with grammar rules and
semantic regulations of a language.

Organizational culture is the set of shared
values and norms that controls organizational
members’ interactions with each other and
with people outside the organization.

Organizational culture is a social and
collective phenomenon which refers to the
ideas and values of a social group and is
influencing their actions without them noticing
it explicitly.

Organizational culture represents a system of
values, beliefs, norms and rules that are
accepted and shared by the majority of the
staff and which are based on general cultural
level of a society, norms of morality, and
educational practice.

Organizational culture includes such structural
elements: artefacts, values, norms, goals and
mission of the organization; the signs of a
university as a corporation; and competitive
environment as the value of social identity
formation.

Organizational culture is presented as a certain
hierarchy of values, rules, norms, traditions,
ceremonies and rituals that are accepted in the
educational institution and adhered to by its
members.

(Organizational (corporate) culture reflects
values and unity of lecturers and students’
ambitions for achieving common goals,
considering these goals as a generally accepted
mission.

Organizational culture is a model of the key
values, beliefs and norms which are common
to all the members of the team and which are
transmitted to the new members of a team as
definitely true and correct.

Organizational culture is a set of defined
goals, values, norms, rules of behaviour and
sanctions established by the organization.

Language culture
(communication
habits, values, norms,
opinions and attitudes,
stories and myths)

Values
Norms
Interaction

Ideas
Values
Influence

Cultural level
Morality
Educational practice

Artefacts

Values

Mission

Signs of a university

Shared values
Norms
Traditions

Mission
Values
Unity

Values
Attitudes

Goal-setting
Rules of behaviour

Drawing on the literature and our previous studies, the present study assesses

organizational culture of higher education institutions in the dimensions of goal orientation,
innovation orientation, and participation in decision making, structured leadership, supportive
leadership, shared vision, and collaboration among members.
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M.L. Lacatus concluded that the most important functions of the organization culture
are:

— itis communicated, taught and transferred to members;

— it helps an organization to adapt to environmental circumstances and integrate
internally;

— it works like a solving problem framework or guide, and even as a tool meant to
enhance the functioning of the organization as well as its decision making process,
performance, effectiveness and competitive position [14].

According to C. O’Reilly , organizational culture is nurtured and shaped gradually over
a period of time, reflected in terms of collaboration, trust and learning, and it can shape the
behaviours of people in that organization [15; 18].

Moreover, in the educational context, organizational culture is related to both students’
and teachers’ values and beliefs, which affect the teaching and learning process
(G.Marcoulides et al.) [16]. According to R. Hofman, organizational culture in HEI can and
should be supportive to produce a supportive institutional environment that can facilitate
teachers’ innovations and student academic achievement [17; 18].

In spite of the definition confusion, organizational culture still emerged as a worthy
variable in educational research. Importantly, there are many different approaches to
university culture assessment (differentiation):

—  Collegial, hierarchical, anarchical and political types of culture (T. Becher) [19];

—  Culture of dynamism and culture of externalism (N. Fjorfort and J. Smart) [20];

— Strong organizational culture and weak organizational culture (B. Sporn) [21];

— Adhocracy culture, clan culture, hierarchy culture and market culture (K. Cameron

and R.Quinn) [1];
— Enterprise, corporate, collegiate, and bureaucratic cultures (Ian McNay’s)[22].

Recent developments in the study of organizational culture and attempts to take a
broader, more comprehensive look at this notion contributed to the development of a matrix
of organizational cultures, generally acknowledged under the name of Competing Values
Framework.

The Competing Values Framework provides the definition of organizational culture
grounded on the two value criteria: 1) internal (people) or external (organization) focus, and
2) stability (control) or flexibility (change).

Many scholars have stated that the Competing Values Framework (CVF) is a matrix of
four quadrants resulting from crossing the essential dimensions that any organization may
display [14; 15; 20]. According to O. Beytekin, the horizontal dimension presents
transformation from cultures with internal emphasis, short-term orientation, and smoothing
activities to cultures with an emphasis on external positioning, long-term orientation, and
achievement-oriented activities. Within the matrix the vertical dimension refers to cultures
characterized by flexibility, individuality, and spontaneity at one end and cultures
characterized by stability, control, and predictability at the other end [23]. In figure 1, the
basic attributes of four cultural archetypes, identified on the K. Cameron’s matrix basis [24]
and created along these two value dimensions are depicted.
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Clan culture
DOMINANT ATTRIBUTES: -' Adhocracy culture
Cohesiveness, DOMINANT ATTRIBUTES:
Participation, Teamwork, Sense of Creativity,
Family Entrepreneurship, Adaptability,
LEADER STYLE: Mentor, Dynamism
Facilitator, Parent-figure LEADER STYLE: Entrepreneur,
BONDING: Loyalty, Tradition, Innovator, Risk Taker
Interpersonal BONDING: Entrepreneurship,
Cohesion Flexibility, Risk
STRATEGIC EMPHASES: Toward | STRATEGIC EMPHASES: Toward
"\ Developing Human Resources ‘\ Innovation, Growth, New Resources
‘ h

.

/ Market culture
' DOMINANT ATTRIBUTES:
Competitiveness, Goal
Achievement, Environment
Exchange
LEADER STYLE: Decisive,

Hierarchy culture
DOMINANT ATTRIBUTES:
Order, Rules and
Regulations, Uniformity, Efficiency
LEADER STYLE: Coordinator,

%(?I;E::;ltf?t’ or Production- and Achievement-
BONDING: Rules, Policies and el .
Procedures, Clear Expectations BONDINC% ni?t?ti t(i)ollllentatwn,
STRATEGI C.SEtggﬁg?SES : Toward | STRATEGIC FMPHASFS:
Predictability, Smooth Operations T e LR
\ Market Superiority

Fig.1. Organizational culture archetypes (Adapted from Lacatus, 2013 [14, 423])

M. Millington and J. Schultz [25] also revealed similar findings on organizational

culture.

It should be admitted that organizational cultures vary along both dimensions in

unlimited possible ways. All four values can positively affect organizational function,
depending on the conditions (D. Denison & A. Mishra) [26].

form and intensity of control and the focus on policy and strategy are shown to be two
particular dimensions of Ian McNay’s model aiming at describing organizational culture of
higher education institutions (HEI) [22]. According to I. McNay’s model, organizational
culture of any HEI can be classified into four types:

Enterprise, consisting of firm policy and loose operational control, focus on
market, external opportunities, and relationships with stakeholders;

Corporate, consisting of tight policy and operational control, dominance of senior
management, executive authority;

Collegiate, consisting of loose policy and loose operational control,
decentralization, focus on individual freedom:;

Bureaucratic, consisting of loose policy and tight operational control, focus on
rules, regulations, and precedents [14].

Over the past two decades, the university cultural models characteristics were much
detailed on the basis of the I. McNay’s matrix. In particular, J. Jameson has created an
analytical map for the differentiation of the organizational culture types presented in Table 2
[14; 22; 28]:
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Table 2

University culture models and their characteristics map (McNay; Jameson)

Model Factor

Dominant
value

Role of central
authorities

Dominant unit

Decision areas

Management
style

Timeframe

Environmental
fit

Nature of
change

External
referents

Internal
reference

Basis for
evaluation

Student status

Administrator
role- servant of

Collegial
culture

Freedom
Permissive

Department/
Individual

Informal

group
networks

Consensual

Long

Evolution
Organic
innovation

Invisible
college

Discipline

Peer
assessment

Apprentice
academic

..the
Community

Bureaucratic
culture

Equity
Regulatory

Faculty/
Committees

Committees and
administrative
briefings

Formal
/ «Rational»

Cyclic

Stability

Reactive
adaptation

Regulatory
bodies

Rules

Audit
of procedures

Statistic

...the Committee

Corporate
culture

Loyalty

Directive

Institution/
Senior M’ gement
Team

Working parties
and Senior
M’ gement Team

Political
/ Tactical

Short /
Mid-term

Crisis
Proactive

transformation

Policymakers
as opinion leaders

Plans

Performance
indicators

Unit

of resource

...the Chief
Executive

Enterprise
culture

Competence
Supportive

Sub-unit/
Project teams

Project teams

Developed
leadership

Instant

Turbulence

Tactical
flexibility
Clients /
Sponsors
Market
strength

/ students

Repeat
business

Customer

...the Client
(internal and
external)

Given the current and potential educational value of organizational culture construct,
efforts to impact changes in educational management would be valuable in moving HEI
organizational culture research through empirical measuring. Little experimental or long-term
intervention research has been conducted in this area. The paper by 1. Lapina, 1. Kairisa and
D. Aramina deals with the issue of evaluation of theoretical aspects of organizational culture
and quality management, their interrelation and impact on continuous development of the
University. As part of their research the authors used a modified version of the Organizational
Culture Assessment Instrument (OCAI), a validated tool for measuring current and preferred
organizational culture in Riga Technical University [27]. OCAI was developed by professors
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Kim S. Cameron and Robert E. Quinn of the University of Michigan as a modified version of
the Competing Values Framework [1].

In 2017, the authors conducted an organizational culture research aiming at diagnosing
existing and desired organizational culture types. Participants of this study were 63
respondents (administrative staff and teachers) of Lutsk Pedagogical College. As a research
instrument was used slightly modified and translated into Ukrainian OCAI questionnaire. A
sample item was: ‘The organization is a very personal place. It is like an extended family.
People seem to share a lot of themselves’. The format for all items in the survey was a 2-point
scale, including now and preferred. Importantly, OCAI consists of the key organizational
culture factors: dominant characteristics, organizational leadership, and management of
employees, organization glue, strategic emphases, and criteria of success [1].

Taken together, the results of the respondents’ opinions revealed that the current
organizational culture of the College is more like market culture or rational culture (see
Figure 2). Market oriented cultures are structured and controlled, with a focus on competing,
flexibility, mobility, and productivity. Further, most respondents estimate the College as a
result-oriented workplace, where the leaders are tough, demanding and hard-driving
producers and competitors.

The respondents in the present study define the adhocracy culture as the desirable
organizational culture in the College. This cultural type can be characterized as competence
oriented, with a supportive role of central authorities. In this context, the College can be
characterized as a dynamic, entrepreneurial, and creative workplace. Effective leadership is
expected to be visionary, innovative and risk-oriented. Success, according to the respondents’
opinions, is associated with producing unique and original products and services (teaching
and learning methods, techniques, and technologies).

The Market Culture
100

The Hierarchy e Current
Culture Desired

The Adhocracy -
Culture

7/
|

The Clan Culture

Fig. 2. Assessment of dominant organizational culture types

As HEI organizational culture research flourished, serious questions about interaction
between this concept and innovations arose. Researchers argued that innovation is most likely
to occur in educational institution with certain inherent elements: integrative structures,
diversity, collaboration and teamwork values [18; 29]. Yet the findings of previous research
contain some conclusive evidence regarding the role of specific organizational culture
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features in adopting information and communication technologies (ICTs) in higher education
management. A body of international and domestic empirical research now exists which
confirms the importance of developing and effective implementation of a technology-infused
HEI management [4; 18; 21; 27; 29].

Importantly, the Ch. Zu and N. Engels study pointed out that people’s perceptions and
adoption of innovations are regarded as a reflection of the organizational culture, as in a more
supportive and innovative culture people are more encouraged to learn new things and try
new methods, new work processes or new technologies [18]. Furthermore, the authors
suggested that adoption of innovations, which include also ICTs, may be considered as an
output of organizational culture as the components of this notion such as norms, values and
beliefs shape the innovation adoption of an organization.

Additionally, J. Kotter and J. Heskett stated that exploration of the correlation between
organizational culture and educational innovations can provide useful insights for HEI
administrators [29].

E. Schein emphasized that leaders have a critical role in giving shape and reinforcing
the culture of their organizations. International Society for Technology in Education
developed Information Technology Standards for Educational Leaders. This document stated
that ‘educational administrators inspire and lead development and implementation of a shared
vision for comprehensive integration of technology to promote excellence and support
transformation throughout the organization’ [30]. In particular, a range of an educational
manager’ competencies include:

— Inspire and facilitate among all stakeholders a shared vision of purposeful change
that maximizes use of digital-age resources to meet and exceed learning goals,
support effective instructional practice, and maximize performance of district and
school leaders.

— Engage in an ongoing process to develop, implement, and communicate
technology-infused strategic plans aligned with a shared vision.

— Advocate on local, state and national levels for policies, programs, and funding to
support implementation of a technology-infused vision and strategic plan [30].

Based on this document, we can conclude that aiming at continuous improvement of the
organization through the effective use of information and technology resources, educational
administrators should provide digital age leadership and management [30]. Several key
competencies make realization of this task possible:

— Lead purposeful change to maximize the achievement of learning goals through the

appropriate use of technology and media-rich resources.

— Collaborate to establish metrics, collect and analyze data, interpret results, and
share findings to improve staff performance and student learning.

— Recruit and retain highly competent personnel who use technology creatively and
proficiently to advance academic and operational goals.

— Establish and leverage strategic partnerships to support systemic improvement.

— Establish and maintain a robust infrastructure for technology including integrated,
interoperable technology systems to support management, operations, teaching, and
learning [30].

In order to investigate personal, sensitive and confidential information relating to the
impact of organizational culture and ICT on the College performance, the in-depth interview
of administrative staff and teachers of Lutsk Pedagogical College was conducted. A total of
30 college administrators and 33 teachers participated in this study. Among them, 51 were
females, 12 were males. The questionnaire items were based mainly on the Information
Technology Standards for Educational Leaders [30] and modified to fit to the nature of this
study. The interview included the use of an expert assessment method to determine the level
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of competence of the administrative staff to meet technology-infused HEI management
challenges. The descriptive statistics for study variables are presented in Table 3.

The results of the in-depth interview based on an expert assessment method indicated
that the College administrators’ competence in visionary leadership, according to the
teachers’ expert estimation, has got high rates in items 2 and 3. Importantly, the experts’
estimation in both groups of respondents seemed to be not significantly different except items
1 and 6.

Administrative staff scored higher than teachers on views about supportive and
teambuilding environment in the College (point 1), as well as on human resource policy
development (point 6).

Table 3
Descriptive statistics for study variables
Administrative staff’s Teachers’ expert
Levels of competence expert self-estimation estimation
(in %) (in %)
Technology- High | Middle | Low | High | Middle | Low

infused competencies
Competence in visionary leadership

1. Inspire and facilitate among all stakeholders a
shared vision of purposeful change that
maximizes use of digital-age resources to meet
and exceed learning goals, support effective
instructional practice, and maximize performance
of district and college leaders.

2. Engage in an ongoing process to develop,
implement, and communicate technology-infused | 74.6 25.4 - 79.3 20,7 -
strategic plans aligned with a shared vision.

3. Advocate on local, state and national levels for
policies, programs, and funding to support
implementation of a technology-infused vision
and strategic plan in the College.

Competence in systemic improvement

4. Lead purposeful change to maximize the
achievement of learning goals through the
appropriate use of technology and media-rich
resources.

5. Collaborate to establish metrics, collect and
analyze data, interpret results, and share findings
to improve staff performance and student
learning.

6. Recruit and retain highly competent personnel
who use technology creatively and proficiently to | 65.1 34.9 - 46.0 54.0 -
advance academic and operational goals.

7. Establish and leverage strategic partnerships to
support systemic improvement.

8. Establish and maintain a robust infrastructure for
technology including integrated, interoperable
technology systems to support management,
operations, teaching, and learning.

60.3 20.7 19.0 | 333 55.6 11.1

84.1 15.9 - 87.3 12.7 -

61.9 38.1 - 92.1 7.9 -

50.8 49.2 - 54.0 46.0 -

71.4 28.6 - 82.5 17.5 -

65.0 35.0 - 68.3 31.7 -

Regarding the implementation of ICTs, both administrative staff and teachers reported a
high level of competence to establish and maintain a robust infrastructure for technology
including integrated, interoperable technology systems to support management, operations,
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teaching, and learning. However, there were divergences between administrative staff and
teachers. Teachers were more positive in this context.

The other part of the in-depth interview was self-developed for the purpose of this
study. In particular, participants were asked some questions (a total of 10) in order to discover
their opinions on the relationship between certain organizational culture type and ICT
implementation in the College. Sample items were: ‘How do you understand the relationship
between innovation culture of the College and its organizational performance?’; ‘What
factors (elements) of organizational culture are important to encourage systemic
improvement of technology-infused educational management?’ According to the respondents’
answers, adhocracy culture as the desirable organizational culture in the College can increase
the organizational performance because it contains a set of values, beliefs, and pursuits that
are susceptible to innovative, communicate technology-infused strategic plans and ideas.

Among the factors (elements) of organizational culture that positively influence the
effective use of technology and media-rich resources in educational management, the
respondents most frequently called the following ones: encouraging collaboration internally
and externally, communication, supportive leadership, innovative training, environment of
openness to experimentation and diversity, trust and teamwork.

From the questionnaire it is evident that the factors that negatively contributed towards
the HEI innovative performance, as to the respondents’ opinions, include: hierarchical
structures, lack of shared vision of purposeful change, ICTs implementation not valued as
organizational commitment, control-oriented human resource policy and others.

Finally, the respondents were of the opinion that creation of a digital-infused
environment in the College that suggests the appropriate and strategic use of a wide spectrum
of ICT application tools (Internet-based and web-based tools, hardware applications, and
software applications) will help to establish effective, visionary, innovative, and success-
oriented leadership.

4. CONCLUSIONS AND PROSPECTS FOR FURTHER RESEARCH

Founded in psychological and sociological discourses, organizational culture has been
repeatedly associated with effective educational management and quality assurance. Early
research works suggested powerful effects from the simple idea that there is a strong
connection between certain cultures and productivity of organization. According to the
foreign and domestic research, there is no universal approach to define concept of
organizational culture of a higher educational institution. Based on the recent research, we
interpret organizational culture as a complex concept determined by the ability and readiness
of a higher educational institution to mobilize the system of its internal and external resources
(values, norms, and beliefs, traditions, rules etc.) in order to achieve strategic goals and
mission, and to satisfy the requests of internal (students, teachers and staff) and external
(government, quality assurance agencies, employers, parents) stakeholders.

The organizational culture construct has undergone multi-dimensional research and new
theoretical models have emerged. In particular, The Competing Values Framework provides
the definition of organizational culture grounded on the two value criteria: internal or external
focus, and stability or flexibility. Based on these criteria, four types of organizational culture
were defined: hierarchical, market, adhocracy and clan cultures.

The organizational culture research conducted by the authors at Lutsk Pedagogical
College revealed that the current organizational culture of the College is more like market
culture or rational culture. The respondents in the present study defined the adhocracy culture
as the desirable organizational culture in the College.
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Notably, the results of the in-depth interview based on an expert assessment method
indicated that teachers were moderately satisfied with the level of competence of the
administrative staff to meet technology-infused HEI management challenges. Furthermore,
the creation of a digital-infused environment in the College that suggests the appropriate and
strategic use of a wide spectrum of ICT application tools, as to the respondents’ opinions, is a
necessary strategic solution in order to provide a desired organizational culture type
establishment and effective, visionary, innovative, and success-oriented leadership in the
College.

This investigation is a part of a vast research studying the relationship between ICT-
infused educational management and PhD students’ training effectiveness, which is seen as
the basis for potential future research project.
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AHoTanisi. CrarTs BHCBITJIIOE aHali3 HAYKOBHX DKEPEJ, METOMOJOTIYHI OCHOBH T4 NMPAKTHYHI
3100yTKM y BHBYEHHI B3a€MO3B’SI3KIB MK THIIOM opraHizauiiHoi kynstypu BH3 Ta
KOMIIETEHTHICTIO MEHE/DKEpiB 1moxo0 iHpopMmarn3amii cucteMu ynpasiiHHA y BUIIIKA mkoii. Ha
HIiAIPYHTI aHali3y 3aKOPJOHHUX 1 BITYM3HSAHUX JOCIIKEHb aBTOpaMu JeQiHiliiOBaHO CYTHICTb
HOHSATTS OpraHi3auifHol KyJIbTYpH BUILOTO HABYAJIBHOTO 3aKjagy. 3a pe3yjbTaTaMH eMITipHIHUX
JOCIIJDKEHb  3’SCOBAaHO, WIO PECHOHAEHTH BIIHOCATH aKTyajbHY OpraHi3alifiHy KyJIbTypy
HaBYAJLHOTO 3aKJIally [0 pPUHKOBO-30PIEHTOBAaHO THITy; BOAHOYAacC OakaHUM  THIIOM
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OpraHi3aliiHOl KYyJIbTYpH BUSBUBCS aIXOKpAaTHYHUI THI. BUKOpPHCTaHHS METOIIB IHTEPB’'I0 W
SKCIICPTHOI OLIHKH JJO3BOJIMIIO BCTAHOBUTH 3aJI0BOJICHICTh PECIIOHICHTIB PiIBHEM KOMIICTEHTHOCTI
aZMiHICTpallii HaBYAIBHOTO 3aKkjiaay IIOAO0 peami3alil TEeXHOJOTiYHO-MIiCTKOTO OCBITHBOTO
MEHEKMEHTY.

KurouoBi cJjioBa: oprasizaiiiiHa KynbTypa; TEXHOJIOTIYHO-MICTKHI OCBITHIM MeEHEIKMEHT;
iH(OpMaIfHO-KOMYHIKAIifHI TEXHOJIOTII 1 3aCO0H; yIIpaBTiHHS.
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AnHoTauusa. CTaTbs OCBELIAeT aHaJIU3 HAyYHBIX HMCTOYHUKOB, METOJOJOTHYECKHE OCHOBBI U
MpaKTUUECKHE JOCTIKEHUS B M3YyUYEHUM B3aMMOCBSA3EH MEXIy THIIOM OpraHU3alluOHHON
KYJIBTYPHl By3a M KOMIIETEHTHOCTBIO MEHEKEPOB B WH(OPMATH3AIUN CHUCTEMBI YIIPABICHHUS B
BeIcIIeH mikojyie. Ha ocHoBe aHanm3a 3apyOeKHBIX W OTEYCCTBEHHBIX HCCIICIOBAHHWHA aBTOPaMHU
MHTEPIPETHPYETCS] CYIIHOCTh IOHATHS OPTraHM3alHMOHHON KyJNBTYpHl BBICHIETO yYeOHOTO
3aBeneHnA. [lo pesympTataM SMIMPUYECKUX HCCIICAOBAHMHA yCTAaHOBJICHO, YTO PECIIOHICHTHI
OTHOCAT AaKTyaJbHYI0O OPTaHM3AIMOHHYI0 KyJIbTYpy YYeOHOTO 3aBelCHHs K PBIHOYHO
OpHEHTHPOBAHHOMY THUITy; OJHOBPEMEHHO J>KEJIAaeMBIM THIIOM OpPTaHHW3AMOHHOW KYJIBTYPHI
oKazajcs aiaxokparuyeckuid Tur. Mcmosib30BaHHME METOJIOB WHTEPBBIO W OKCIEPTHON OLEHKHU
MO3BOJIUJIO  YCTAHOBHUTH  YJOBJIETBOPEHHOCTb PECIOHACHTOB YPOBHEM  KOMIIETEHTHOCTH
aIMUHUCTpAllMd  y4eOHOrO  3aBEJCHUSA 10  PCAIHM3alMUd  TEXHOJOTHYECKH  EMKOTrO
00pa30BaTeTFHOTO MCHEIKMEHTA.

KiroueBbie ciioBa: OpraHnM3alMoOHHasl KyJbTypa; TCEXHOJOIMYCCKU eMKH 06p330BaT€J'ILHLII7[
MCHCDKMCHT, I/[H(l)OpMaIII/IOHHO-KOMMyHI/IKaIII/IOHHLIC TEXHOJIOTUHN U CPEACTBA; YIIPABJICHHUC.

This work is licensed under Creative Commons Attribution-NonCommercial-ShareAlike 4.0 International License.

232



