Mixcuapoona naykoso-npaxmuuna kougepenvia (XXVII KAPUIITHUHCbKI YUTAHHA) 163

OPUKAHATTI pilIEHb; TOJEPAaHTHA MOBEIIHKA; CUHTE3 J0OpOYECHUX Ta J0OPOMOPSAHUX
(dbopM MTOBEIIHKY JJIs1 BUPIIMICHHS KOHQIIKTHUX CUTYAIlil NP MIEAAroriyHii B3aeMOIii.

OcoOucTicHl sAKOCTI memarora sK IIJIECIPIMOBaHICTh, HAIOJETJIUBICTh Ta
CaMOCTIMHICTb, IHIMIATUBHICTG 1 MparHeHHd /A0 YCIIXy IOB’s3aHl 13 MPOLECOM
caMOperysii JIJIbHOCTI Y KOH(DIIKTHUX CHUTYalllsX MiJ 4ac MeAaroridyHoi B3a€MOII.
BiacyTHicTh caMOperyssiilii XapakTepru3y€eThes IEBHOKO TTACHBHICTIO Ta OE3/isSIIBbHICTIO,
MOBHOIO 3JICXKHICTIO BIJl OTOUYIOUYHX JIt0/Iei a00 00CTaBUH, HETHYYKICTIO TTOBEIIHKH Ta
IMIYJIbCUBHICTIO, TIJIBULICHOIO KOH(DIIIKTHICTIO Ta arPECUBHICTIO.

BiamoBimiHO 70 OCHOBHHX JIAHOK PETYJIATHBHOTO TIPOIECY Ta CIEIUQiKu
MeJIaroriyHoi B3a€MO/Iii MOYKHAa BHOKPEMHUTH TaKi CKIAOBI caMOpEryJsIlii MisuTbHOCTI
BUUTENS Y KOHPIIKTHUX MEAaroriyHuX CUTYyalisx:

— TUTaHyBaHHS (CaMOCTIHHICTh Ta 1HIIIATUBHICTH B IJIAHYBaHHI Ta MOCTaHOBIII
iIeH 11 TOIaIbIol AiSIBHOCTI, IPOTHO3YBAaHHS Ta THYYKICTH ITIJICH BiAMOBIIHO 10
00CTaBUH, SIKI 3MIHIOIOTBCS, IX CTIMKICTh Y KOH(JIIKTHHX MNEAAroriyHuX CHUTYaIsx
MeIaroT19HOI B3a€EMOII1);

— MOJIENIOBAHHS (3[aTHICTh NMPAaBUJIBHO BU3HAYMTHU Ta KOHKPETHU3YBATU METY
JUSTBHOCT] BIAMOBIAHUM KOHQIIKTHUM MENAaroriyHUM CHUTYaIliaM, W0 CKJIAIHCH,
3[aTHICTh IIBUAKOTO KPUTHMYHOTO OI[IHIOBAHHA Ta Opi€HTalii B cUTyamii, ska
3MIHIOETbCS, BHOIp aIeKBaTHOI MPOTrpaMH il Ta TAKTUKH TMOBEIIHKH, CTIHKICTh ITUX
MPOIIECIB B yMOBaX KOH(IIKTHUX MEAAroriYHUX CUTYAIlil MearoriaHol B3aeMo/Iii);

— mporpamyBaHHs (3aTHICTh BU3HAYEHHS Ta MOOYJOBM BHKOHAHHS NI Ta
BMIHHSI BUOKPEMHUTHU CEPEJl HUX TOJIOBHE, CTIMKICTh (DYHKIIOHYBAHHS Mporpamu Aid y
KOH(MTIKTHUX MEeIaroriYHUX CUTYAIsX IMeIaroriqHoil B3aeMoIii);

— OUIHIOBAHHS pPe3yJibTaTiB (3aTHICTh BU3HAYaTH KpUTEpli yCHIMIHOCTI
JUSIBHOCTI, THYYKO iX 3MIHIOBaTM B HOBHMX YMOBaxX, pPO3BUHEHICTh MpOIIECIB
CaMOKOHTPOJIIO Ta PE3yNbTaTiB MiIsUTBHOCTI, CTIMKICTh IUX MPOIECIB Y KOH(PIIKTHUX
MeJaroriYHuX CUTYyaIlIsIX Meaaroriyaoi B3aeMoii) [2].

[Ipouiec camoperymsiii OCOOUCTOCTI € TPOBIAHUM JIsi  KUTTEISIBHOCTI
ocobucrtocTi. Bin mependavae ycBiJOMIIEHY MOTHBAIIF0 BUYMHKIB Ta iX CAaMOOIIHKY 1
caMOKOHTpoJib. [lifBHIye piBEHb CBIJOMOi CTUMYJIAIII BOJbOBOi AKTHBHOCTI Ta
NOJIOJIAHHSL HEOaKaHMWX EMOLIWHUX CTaHIB, BHUpOOJS€ BUTPUMKY IpHU IOAOJaHHI
TPYIHOILIB Ta MiJIBUILYE PIBEHb CTPECOCTIMKOCTI, CTBOPIOE YMOBHU JJIsl MO3UTHUBHOI
€MOILIITHOT aKTUBHOCTI.
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At the present stage, the educational institution is a complex and diverse
institution that experiences constant tension between the managers of academic freedom
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and the pressure determined by external socio-economic factors that shape policy and,
ultimately, organizational culture. Supporting the competitive status of the educational
institution in the market of educational services necessitates the transition to the model
of innovative educational institution development, accompanied by methods
modernization and updating the management forms of a modern educational institution
through the formation of different management models. Therefore, there is an objective
need to train a new leader type who meets modern requirements and, above all, is the
innovative culture carrier.

Summarizing the scientific approaches to the analysis of the concept of
“innovative culture”, given in the foreign literature, can be identified three levels:

* Macro level: society innovative culture;

* Mesolevel: institution innovative culture;

* Micro-level or individual level: personality’s innovative culture (professional
culture).

The personality’s innovative culture depends on the state of the society
innovative culture, which, in turn, together with political, economic, social and other
factors, significantly affects the innovation climate and the effectiveness of the
institution innovation activities. At the national level, an innovation culture is a culture
that provides an environment that supports creative thinking and active efforts to derive
economic and social benefits from the application of knowledge while creating new or
improved products, services or processes. The relevant national level of innovation
culture provides a common values set and complementary beliefs about the innovation
importance, as well as a comprehensive model of behavior that stimulates research and
innovation. Innovation culture at the state level involves the development of national
innovation strategies that link science, technology, innovation and economic growth
and employment growth, effectively creating a program of action to find new
competitive opportunities and build new potential for successful innovative economic
activity. In the substantiation process of the theoretical foundations of the concept of
“innovation culture”, it was found that innovation culture at the national level has the
following main characteristics:

— high level of individualism;

— willingness to take risks;

— readiness to accept changes;

— long-term orientation;

— low level of power / hierarchy distance;

— weak avoidance of uncertainty;

— openness to new information;

— the importance of education and science.

By innovative culture, institutions mean the production environment created by
managers in order to develop non-standard thinking and application of its methods [9].
K. Dobny defines innovation culture as a complex, multidimensional phenomenon that
includes four main dimensions: the desire to innovate, the infrastructure to support
innovation, behavior at the operational level to influence the formation of market and
value orientation, and the conditions for innovation [5, p. 540]. J. Hofstede argues that
innovation culture should be viewed in terms of attitudes toward innovation,
technology, knowledge sharing, entrepreneurship, business, uncertainty, and related
behaviors and historical development trajectories.
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Thus, the innovation culture key component of an organization or society is not
only the level of creativity of such an institution or society, which is able to ensure the
formation of ideas, development and commercialization of new technologies, products
or services, but also how to respond to changes and adapt to them.

According to Dan Mout, an effective innovation culture at the organizational
level has seven main characteristics:

— strong and effective leadership that strives for innovation;

— the minimum degree of hierarchy in decision-making;

— giving basic importance to the work results, design of reporting materials and
practical implementation;

— identification and evaluation of original talents and entrepreneurship;

— support of creative ideas and non-traditional methods of their implementation;

— ensuring rapid change and prompt response to such change;

— readiness for possible failures [8].

Unfortunately, most of the existing research on the formation of personality’s
innovative culture is focused on the institutional level, and only a few scientific papers
focus directly on the processes by which individual and contextual factors influence the
innovation culture formation at the individual level. Innovative culture at the individual
level reflects the holistic orientation of man, enshrined in motives, knowledge, skills
and abilities, as well as images and norms of behavior. Innovative culture can be seen
as the expression of individual values, views, expectations, behavior, norms, rules, even
ways of thinking, which are manifested directly in the process of innovation through
creativity, entrepreneurship and innovation.

The manager’s innovative culture is defined as the process of creating conditions
for innovative development and intensification of innovation processes, definition and
functional responsibilities distribution, defining the innovative decisions structure,
creating physical space, partnerships, networks and resources supporting innovation and
innovative thinking. D. Ajay defined the innovative culture of the manager as a
synthesis of different leadership styles in the institution in order to influence employees
to produce creative ideas, create innovative products, provide innovative services and
make innovative decisions [1, p. 103].

John Carter offers the following features of innovation culture:

— investing in human capital;

— willingness to take risks and accept failures;

— application of scientific research methods;

— valuation of trust;

— the presence of reasonable, diametrically opposed points of view;

— political restrictions;

— main emphasis transfer on the professional component of personality
competence [8, p. 160].

Innovative culture is generally considered as a hypothetical construct. According
to J. Ulgin, innovation culture is the interaction between professional, corporate and
national cultures. This innovation culture definition reflects the organizational aspect.
The author notes that the innovative culture is a dynamic formation, which is reflected
in the personality’s innovative behavior [9].

Readiness for innovation means the readiness level of the institution for
innovation, namely - the generation of innovative ideas and ensuring their
implementation within the organization. Readiness for innovation consists of two main
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parts: the institution’s propensity to innovate and the practical implementation of the
innovation process. The institution tendency to innovate means the degree of integration
of innovation into the goals, mission and vision of the institution [5]. The practical
implementation of the innovation process is how the institution implements different
types of innovations, whether incremental innovations are implemented in the same
way as breakthroughs.

Creativity and entrepreneurial potential are the most important factors
influencing the institution innovative activity [1; 4; 9]. Scientist T. Amabil defines
creativity as the production of new ideas and sees the difference between creativity and
innovation in the fact that innovation is a successful implementation of creative ideas
[3]. T. Amabil considers creativity on two levels: individual and organizational. At the
individual level, creativity depends on the competence and knowledge level, creativity
and motivation not only of the manager of the institution, but also of the staff. At the
organizational level, the factors influencing creativity are management practices,
namely management methods, organizational motivation and resources [3].
Management practice is related to the autonomy level given to staff, the degree of
complexity and the unusual nature of the tasks that require efforts to find solutions and
apply creative thinking skills.

In a number of studies, learning at the organizational and individual levels has
been recognized as an integral part of innovation culture. According to researcher
R. Kalantown et al., Learning orientation is the ability to determine the direction of
creation and use of innovative knowledge to increase competitive advantage. According
to their research, a learning-oriented approach can be based on such basic elements as
the desire to learn and commitment to the idea of vocational training, shared vision,
openness and receptivity of the manager and his subordinates to the new, knowledge
exchange within the institution. K. Dobni determines that not only managers but all
employees must be constantly involved in the learning process. At the same time, the
manager must constantly improve the learning process of subordinates, provide them
with support and assistance in the learning process, acting as a professional mentor [5].

Market orientation as a component of innovation culture is a source of new ideas
and motivation to respond quickly to the environment and change the institution
external and internal conditions. According to scientists A. Kohli and B. Yavorsky,
market orientation has the following components: collecting information about the
market, competitors and consumers of services, etc.; the system of transmission and
distribution of such information and the method of response of the institution to the
received information [7, p. 3].

Motivation and relationships are a multifaceted issue that includes motivation,
the creation of the cooperation relationship and in which the main emphasis is on the
psychological climate within the organization, created through interpersonal
relationships. This innovation culture component is focused on the way the institution
creates an effective motivational and stimulating internal environment for its
employees, regardless of external relations, which forms the readiness and ability of the
organization to innovate. Most studies show that joint decision-making, in which the
manager seeks to involve subordinates, has a positive effect on the innovation and
institution innovation culture.

Creating a psychological climate conducive to innovation and a quality of
working life consisting of elements such as perceptions, emotions and motivations that
are interdependent also affect the innovation culture level. Employees who experience
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positive emotions and creative freedom are more able to generate creative ideas and
make the most effective and appropriate decisions. Thus, the innovation culture is
positively influenced by openness to new ideas, support from management and
colleagues, the creation of an effective motivating and stimulating internal environment
and cooperation relations.

The system of educational institutional managers’ training is a complex,
multifactorial phenomenon. For example, in the United States, some states set
requirements for the licensing and certification of school managers, and most states
approve a master’s program based on master’s programs. Innovative training programs
for school managers are developed on the basis of established national standards. In
particular, there are four types of programs in the foreign countries:

— university programs — are implemented by the higher primary institution to
obtain a master’s degree from the educational institution manager and provide for the
licensing of managers in addition to obtaining a master’s degree in an accredited
educational institution;

— district programs (district-wide) — are developed and implemented by school
districts, and may also involve cooperation with third-party professional development
organizations;

— programs of third-party professional development organizations — non-profit
organizations, such as the “School Leadership Internship Network” (PRN), “New
Leaders for New Schools” (NLNS), the Wallis Foundation (Wallace Foundation); state
alternative attestation programs;

— partnership programs implemented by joint efforts of universities, districts and
/ or third-party organizations [2, p. 17; 4].

Thus, innovative training programs for educational institutional managers have
the following characteristics: 1) a clear focus on the leadership process, organization
and implementation of the educational process in accordance with the content of the
program, 2) development of curricula based on national standards, focusing on the
basics of learning process management, organizational management and change
management, 3) internships in schools with experienced leadership, 4) creation of
coherent groups for joint work in practically oriented situations, 5) implementation of
educational strategies that combine theory and practice, such as problem-oriented
learning, 6) careful selection of candidates and teaching staff, 7) strong partnerships
with schools to ensure proper internships.
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ICTOPISA PO3BUTKY 3ANOBIITHOI CIIPABU B YKPAIHI

Koaicauk T.M.
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Hayxkosuii kepiBauK: Jdstuenko-boryn M.M. — TOKTOp MeAarorivyHuX HayK,
npodecop kabeapu O0TaHIKH, €KOJIOTIi Ta METOIUKHA HaBYaHHS 010J10Ti1
[onTaBchkoro HaliOHANBEHOTO TegaroriuHoro yHisepcurety iMeHi B.I'. Koponenka

IcTopist pO3BUTKY 3amoOBiIHOT CTIpaBH, sika Oepe MOYaToK Ie 3 JaBHIX 4aciB, SK 1
ICTOpisl OXOpPOHM MPUPOAM B IIJIOMY, TICHO TIOB’Si3aHa 3 PO3BUTKOM JIFOJICBKOTO
CYCIIBCTBA. 3aB/IaHHS, SIKI BOHA BUPIITyBaJia HA KOKHOMY €Talli iCTOPUYHOTO PO3BUTKY
JIOCTBA, BH3HAYAIHCS XapaKTepOM B3a€MOBITHOCHH JIIOAWHU 3 TPUPOTHUM
CEpeZIOBUIIIEM, CTYIEHEM BHKOPUCTAHHS HEI NPUPOIAHUX PECypcCiB, MOTpedaMu
cycrninberBa. [lapanensHo TpuBaB mpoiiec GOpMyBaHHS HayKH MIPO OXOPOHY HPUPOIH
[5].

[IpuponHo-3anoBifHI TepUTOpii Ta 00’€KTH — 1€ (OHOBI MPUPOJHI AUISTHKU Ta
00’€KTH, SIKI CITY>KaTh 715 30epeKEeHHS TPUPOIHUX JaHA(TIB, OXOPOHU 1 BIAHOBJIECHHS
PIAKICHUX MOIMYJISALIA TBapUH, POCIMH Ta 1HIIWX KOMIOHEHTIB npupoau. Lle npupoasi
naboparopii, B SIKHX BCTAaHOBJIIOIOTh HAMPSMKH 3MIH JOBKULIS TiJ] BIUIMBOM JiSUTBHOCTI
JIOJIMHU, TPOTHO3YIOTh 3MIHM Ta PO3pOOJSIOTh NUISIXH ONTHUMI3ZAIil 30epeKeHHs,
BIJIHOBJICHHSI Ta BHUKOPUCTaHHS OE3I[IHHOTO HAI[IOHAILHOTO MPUPOJHOTO Oararcraa
Vxpainu [3]. Crpareria 3amoBigyBaHHS TIOJISITA€ TOJOBHUM YHHOM Y HACTYITHOMY:
3a00poHa a00 OOMEXEHHS AISUTBHOCTI JIIOIMHU Ha MEBHUX TEPUTOPISAX; YIOCKOHAJIECHHS
CUCTEMH PalllOHAILHOT'O MPUPOJOKOPUCTYBAHHS; pallioHAIbHEe BUKOPUCTAHHS PECYPCIB,
SIK1 TIOHOBJIFOIOTHCS (010JIOTIUHI, BOJIHI), Ta THUX, IO HE IMOHOBJIIOIOTHCSA (MiHEpabHI
pecypcn); 6opoTrOa 3 3a0pyAHEHHSIM TOIIIO [2].

VY noictopuyHi 9acw TIEPBICHI JIFOJM TOBHICTIO 3aI€Kald BiJl IPUPOH, ii JapiB.
JlronuHa TOro 4Yacy, OOOKHIOIOUM TPUPOJHI SBUINA, OKPEMHUX MPEICTAaBHHUKIB
POCIIMHHOTO 1 TBapWHHOTO CBITY, Ha IIJICTaBl TICBHOTO TPAKTHYHOTO JIOCBITY
MPUCTOCYBAJIACS 10 HABKOJIMIIIHROTO CEPEIOBHILA, HE 3aBJAI0UYM HOMY BIAYYTHOI IIKOJIH.
YucnenHi 3a00poHM Yy NEpPBICHUX IUIEMEH Oyiau CHpsIMOBaHI Ha OXOPOHY IE€BHOI
TEPUTOPIi, OKPEMHUX BHJIIB POCIUH 1 TBapWH, OCKUIBKH TaKi dii CHIPHUSIN 30€pEKEHHIO
MPUPOJHUX PECYPCIB 1 BIANOBIIANM IHTEpEcaM TMEPBICHUX 30MpadviB JgapiB MPUPOIH
(pubanok, mucnuBIliB). Tak 3’ ABUIIKCS MEPII «3aM0B1IHI ypouuiay [4].

[lepmii 3akoHOAABYI aKTH MPO OXOPOHY NPUPOJHUX OararcTB Ha TEPUTOPIi
Vkpainu Oynmu Bujani 3a 4daciB KuiBcbkoi Pyci. Tak, «Pyceka [IpaBma» Spocnasa



