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Abstract

The National Curriculum, which is the main tool for achieving the goals of the educational reform, sets
out requirements that every school must follow in three areas: focusing on the personal growth of each
student; adapting the learning process to constructivist ideas; and creating a school culture that supports
and cares for children. The study of the characteristics and behaviour of school organisational cultures
has traditionally occupied an important place in foreign research related to the field of school
management, although this problem has not been practically addressed in Georgian scientific practice.
The study's goal is to look into, analyse, and build the building blocks of a school culture centred on
care and support in Georgia's public and private schools. This is to protect the school's conceptual
integrity, make work more efficient, and carry out the mission, which is based on the national goals of
general education.The article discusses the essence of organisational culture, its visible manifestations
in Georgian schools, and the typology of organisational culture, the understanding of which is
important for both the school principal and the pedagogical team, as it will help the school community

to determine what is permissible and what is not allowed within the framework of a particular culture.
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The school, as an organization, differs in some respects from the traditional business model. In school
education, the “production cycle” lasts for 12 years, the content of teaching and learning is much more
stable than the constantly developing technologies and means of production. The basis of these
differences, according to foreign researchers, is precisely the organizational culture, which determines
the image and content of each general educational institution. Accordingly, the organizational culture

of the school should be studied in order to optimize the functioning of the school.
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There are many definitions of organizational culture, here are a few examples:

* William Ouch (1981) defines organizational culture as “the symbols, rituals, and myths that convey
an organization’s core values and beliefs to its employees.”

* Stephen Robbins (1998) defines organizational culture as a system of values shared by members that

distinguishes that organization from others.

- What can be the visible manifestations of organizational culture? Four characteristics of
organizational culture are distinguished: symbols, heroes, rituals, values;

- What can be the factors affecting organizational culture - external and internal?

External factors: individualism and collectivism; masculinity and femininity; uncertainty avoidance;
long-term and short-term orientation.

Internal factors: The education and qualification of administrators and employees are important in the
formation of organizational culture. Most conflicts and problems are phenomena of group behavior,
which are based on stereotypes prevailing in the collective, that is, they are determined by the nature
of the organizational culture of the school. Organizational culture is characterized by a high degree of
stability. Its frequent change is dangerous, as it can cause a feeling of organizational collapse among
employees.

Today, there are many typologies of organizational culture. When studying the relationship between
corporate culture and effectiveness, it was found that effective organizations are those where there is
a fit between strategy, environment and culture.

Consider the typology developed by American researchers Kim Cameron and Robin Quinn, and
adapted to describe school organizations. This approach is used because this model of culture
diagnostics is optimal for export evaluation and school consulting.

There are 4 types of organizations, each of which has its own indicators for assessing the effectiveness
of the organization.

1. Family (clan) culture type

2. Hierarchical culture type

3. Adhocracy culture type

4. Market culture type

A family-type culture is characterized, on the one hand, by flexibility and individualism, on the other
hand, by internal focus and integration. It is a friendly environment where people have a lot in
common, the school resembles a large family, and the leaders are perceived as educators or parents.
The organization is bound by tradition and loyalty, a high sense of obligation. The organization focuses
on the long-term development of the individual, attaches great importance to the moral climate and
cohesion, success is defined in terms of: caring for the person, good feelings among students. The
organization encourages teamwork as much as possible. The characteristic features are:

1. High level of specialization, strict distribution of official responsibilities, raising the qualification of
personnel.

2. Pyramidal structure of management, with a clearly developed hierarchy of authority and established

boundaries of responsibility. All employees are accountable to their superiors.
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3. The existence of a system of rules and instructions that are rationally formulated and serve the
purpose of achieving the goal. Instructions determine the coordination and uniformity of employees'
actions. Unconditional relations with colleagues and customers, which protects the organization from
"installation" and the penetration of privileges.

In a school that develops in a hierarchical context, the administration, first of all, pays attention to
procedures, rules and instructions, which are considered the main means of ensuring the educational
process. Negative consequences: the creativity of employees may be suppressed, formalized behavior is
developed that does not take into account the personal characteristics of students and colleagues, and
in non-standard situations, which are common in school, there is no readiness for quick action.
Adhocratic organizational culture is a dynamic and creative work environment. For the sake of
common success, employees are ready to take risks and sacrifice their own interests. Leaders are
characterized by innovation. This type of organization encourages personal initiative, creativity, and
freedom. Success is important for this type of organization, which means the development of new
unique products and services. Adhocratic structures are created on the basis of ideas that are sharply
different from bureaucratic principles. Within the framework of an adhocratic organizational culture,
several structures are distinguished, for example, a project structure. This is, as a rule, a temporary
union of the most qualified employees of the organization for the purpose of successfully implementing
a specific task. The main advantage of such a structure is that the best personnel are concentrated in
one area, creating a team focused on achieving the goal.

Market organizational culture - this type of culture began to develop very rapidly since the 60s of the
20th century. The main values of this culture are productivity and competitiveness, which are achieved
primarily through increased attention to working with the individual. The following approaches are
characteristic of this type of culture: the environment is considered as a challenge, the customer is
interested in receiving quality service, the main goal of the organization is to be competitive and result-
oriented.

A school that develops within the framework of a market-type organizational culture is characterized
by an aspiration to satisfy the needs of all groups on which the success of the school depends. The
school administration takes care that students and their parents believe that they are studying in the
best or very good institution. To establish and maintain such an image, the school actively participates
in the development of various additional paid educational and upbringing education. The quality of
such service is given great attention. Negative side - competition can penetrate the interpersonal sphere
of students and teachers.

The equivalent of school management is the management of its organizational culture. Two functions
of organizational culture are distinguished:

* Culture determines standard ways of solving problems;

* Culture helps to reduce uncertainty when people encounter new situations.

School culture is of fundamental importance to its leader, especially when different directions of
development appear and when strategic changes become necessary and inevitable. Any leader who
comes to an organization seeks to make changes, but he must know how to start the change process. In
general, there are five levels of change, and each subsequent one requires the implementation of

changes at the previous level:
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The first level — changing/improving the qualifications of a member or members of the school. This
does not require much effort. We can send this person/people to qualification improvement courses or
use the human resources available within the school for this.

The second level - changing the procedures within the organization. Implementing such a change
requires more effort until these procedures become “habitual” to the members of the organization. For
example, professional development group meetings are scheduled on the last Friday of each month and
everyone knows what task they have to perform for this meeting.

The third level — changing the structure of the organization. This is a relatively difficult change to
implement, related to the redistribution of functions and responsibilities, which can create discomfort
among the members of the organization. It can also lead to changes in relationships in the organization,
changes in the behavior of an individual member or members or groups.

The fourth level — changing the strategic development of the organization. This is a change that
requires the implementation of changes in all previous levels and that concerns each member of the
organization.

The fifth level is changing the organizational culture. This is the most difficult change, requiring a lot
of time and energy.

The establishment of a school culture focused on caring and support in public and private schools in
Georgia is aimed at maintaining the conceptual integrity of the school, effective operation, and

realization of the mission, which is based on the national goals of general education.
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Lsligmem 3 EOHol BnOIoMgdoL 459m{i303900 s gsbgzomstmgdol 3Bbgdo
bmgom ddg30sdy

BLBG®JGHo
LodoMM39WMl DMoELOYI6BIMW Y™ LobEHGIsdo gobsmEgdol MYRMMTJOOL ©IHYgdosb
0999 339 9Ly MoMdOL gMHM3bo LoLfogum g9gads. 9gHMzbmwo Lolifsgarm g99ds,
HMIgos 39bsmgdol MHgxmEmIol 30HbgdoL Jobom(g3s0 Jmsg356 0blEEMXABEL Fo®dmaowyqbl,
230BLsBEZM3L  BogseId MM  Fmmbmgbadl  Lobimm  LyBMYsMgdol  dodsho 3
800500 gdom:  LBHogwo-bHsgargdol  3OmEglol  mMogb@Go®mgds  dmbfsgwrol  doMmgbmen
396300056905D7g; LolHogwm 3OHMEgLOL sxAbgds 3MmbLEMWIGH030LEMW LogsBTsbsmegdem
360b30390%D9; BOMB35Ls s FBIMEIFIMDY  mO0gbGHOMGOIMwo  Loblmwm 3w EHMOHOL
B0y 0dg00.
L3MEOL  MORBODIFOMO  FMNWEHMOOL  Mo30L9dYMYOIOOLS s J3930L  Tgufogarsls
A65003E0Mws© 36083690m3560 500 MF0MI3L MbmM® 33g390do, M@Igoi gbgds
13Ol FsOHM30L LBYIOML, M3 JoBre LsFY360gMHM 365dEH035d0 gl 3OIMBEYAS BOJBHOIMS©
56 56MHOL  8MT5390E0. 330930l 0BIBL [oMmBMoqbL LodoMmzguml Loxstm ©s 3960dm
L3MEqddo Lgmeol MOABOBIEOMEO 3MWEHWMOL Tgbfogers, sbserobo s BOHMBILS o
b FIM5Bg  MMH0gbBHOMGdIMo  Lobimm  3MEEGHOOL  BsBMmYs0dgdol  Logdzargdols
090990953905, 653 0005OMMos  B3meol  3mb3g3@Mew®  JoEsbmdol  FgbscPmbadsby,
9%393HMO 8mFomdsls s JobooL MJo0HBYdsDY, MMBgwos 9xBdbgds BMPsO Fobs0gdols
9636990 JobbgdL.
UGoG05d0 4obboEos MmMRs60BsE0IE0 3MWEHNIOHOL sOLO, LodoMmzguml 3megddo dolo
bowmo  gs8m3wobgdgd0, mMmysbobsgormwo 3MWwEHMGMOL  GH03MmEWwMmy0bs30s, Mobo  3mEbs
3600369 ™35605 MHMamOE LlmEwol bgeddM3zs6gol, oby 39oaMA0MO 3:egdE030LmM30L,
51939, bgel dgfigmdls 0dols goblsBmazmsl, Mo 5MHOL L3900 S MO II39dgWo 535 M 0d
3L EHIO0L BoGrgddo.
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