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of the XXI century, the researcher defined its characteristic features. As the study showed,
the structure of the British system of continuous teacher education has three levels: the
first level includes non-university and university programs of pedagogical education; the
second level includes theoretical and practical training of the interns in the process of the
“trial year”, the period of adaptation of a university graduate or college to school
conditions; the third level includes continuing education at short-term and long-term
courses with and without leave.

In the United Kingdom, the Teacher’s Continuing Education Program is implemented
by the British Council, the League for the Exchange of Teachers, the Department of
Children, Schools and Families. It is noted that European programs for the development of
continuing education are expanding the capabilities of British teachers.

Levels of continuous professional development are determined.

The basic element in the general system of continuous education in the world
practice is considered a school, because here it is optimally taken into account the everyday
interests and practical needs of teachers.

It should be noted that European programs for the development of continuing
education expands the capabilities of British teachers. In particular, the UK participates in
the European Continuing Education Program, which supports education and training in
Europe, provides funding for all stages of lifelong learning: at school, college, university,
and in the workplace.

In Great Britain, in the structure of continuous professional development,
considerable attention is paid to improving the qualifications of teachers, creating
conditions for their professional development. The experience of Great Britain
demonstrates a wide range of choices for improvement models, increased demand for
high-quality education, and the need for self-improvement.
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INNOVATIVE CULTURE OF FUTURE EDUCATION INSTITUTION MANAGER IN
THE FOREIGN SCIENTIFIC DISCOURSE

The purpose of the article is to present the structure, factors, mechanisms,
development models of the future education institution manager’s innovative culture and
consider the psychological and pedagogical aspects of its development among future
education institution managers.

The personalization principles of innovative pedagogical activity are presented. The
structure of professional future education institution manager’s innovative culture, which
consists of person’s innovative receptivity, personal readiness for innovative pedagogical
activity, innovative orientation is defined.
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educational activities, innovative orientation, managerial competence.

293



[leparoriyHi Hayku: Teopis, icTopis, iHHOBaLiiHI TexHoJorii, 2018, N2 10 (84)

Introduction. The ability of enterprises to innovate depends on various
factors, including both technological and human resource management aspects
of innovation.

Globalisation has made a lot of higher education institutions reassess their
educational contents and research activities in order to enhance future education
institution manager’s innovative culture at higher education. Therefore, many
universities now focus on research activities and research funding in raising their
reputation and ranking which in turn will improve person’s intakes, external
funding, and student marketability. This paper aims at developing a model of
innovative culture which leads to desirable person’s innovative behaviour.

Significant socioeconomic events taking place in the modern world
require from the pedagogical workers the corresponding level of the individual
psychological and pedagogical readiness to realize the ideas of the educational
development on the innovative basis. In this context, the problem of
development of future education institution manager’s professional innovative
culture gets a special significance and relevance.

It requires a professional manager with socially significant, professionally
important managerial, leadership and personal qualities, with a developed
mental, social and emotional intelligence in their organization and moral and
value virtues.

Consequently, there is a need for a comprehensive issue analysis of the
future education institution manager’s innovative culture in foreign scientific
discourse.

Analysis of relevant research. C. Dombrowski, J.Kim, K. Desouza,
A. Braganza, S. Papagari, P. Baloh, S. Jha and others substantiated legal bases of
functioning and development of innovative processes in pedagogical systems,
described content structure and results of innovative activities.

There are a lot of studies representing different views of researchers on
the structure of innovative pedagogical activity, but they do not solve the
problem of the integral representation of the future education institution
manager’s innovative culture in foreign scientific discourse.

The factors for implementation of innovations in education and various
aspects of the person’s innovative culture as a component of the general
culture and its development conditions are grounded in the works of
W. Gardner, C. Cogliser, K. Davis, M. Dickens and others.

Laws and principles of innovative pedagogical processes are highlighted
in the studies of P. K. Ahmed, A. Loh, M. Zairi and others.

Current and aspiring principals, appropriate in-context preparation,
effective professional development, authentic self-reflection and collegial
interaction and support must be informed and supported by relevant research
studies and their findings, as well as unique personal and contextual need
(Gardner et al., 2011).
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Subsequently, Eacott honed this interest in effective managers’
preparation and directed it specifically into researching the effectiveness of
university-based leadership programs (Eacott, 2011; Eacott, 2013).

Despite large number of studies on development of future education
institution manager’s innovative culture, there are unresolved contradictions
that determine the relevance of the issue of development of future education
institution manager’s professional innovative culture. There are the
contradictions between: the society need in qualified managers with a high
level of innovative culture and, at the same time, undeveloped psychological-
pedagogical foundations of its development in future education institution
manager; a significant increase of future education institution manager’s
interest in innovative pedagogical technologies, the desire to use innovations in
their professional activities and lack of professional innovative culture.

The aim of the article is to highlight structure, psychological-pedagogical
factors, mechanisms, legal bases of future education institution manager’s
innovative culture and its development aspects in the foreign scientific discourse.

Materials and methods of research. The methodology of research of
psychological-pedagogical factors, mechanisms, patterns of development of
person’s professional innovative culture is based on the pedagogical and
psychological principles.

Results and discussion. While many researchers have examined specific
aspects of this model from a human resource management perspective, there
has been no study which has attempted to bring the component parts together
in an overall approach, in terms of building an innovative capacity with a
strategic focus and designed to lead to innovative performance.

In order to find out the state of development of the problem of future
education institution manager’s professional innovative culture in modern
psychological-pedagogical science and construct the whole view of it, the
foreign theories analysis of personality development in the socio-cultural
environment has been carried out. In the course of their analytical review and
critical reflection, integrated conceptual provisions on the personality
development as a carrier and culture creator, based on recognition of a
person’s ability to adaptive self-change, while forcing to adapt to the culture,
and its ability to create the culture itself, have been identified.

On the basis of the analysis of culture as the person’s ability to organize and
realize his own vital activity, which is conditioned as individual psychological
peculiarity of cognition, structure, content, ways of activity, social and
psychological experience, values are defined. Development of person’s culture is
understood as the person’s process of progressive movement from the individual
to the cultural life entity. The person’s affiliation to the particular speciality
determines formation and development of the person’s professional culture.
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Person’s professional culture is the qualified specialist’s ability to
optimally realize professional goals, motives, knowledge, abilities, skills, active
methods, professional qualities in the appropriate kind of work that provides
the necessary performance level of professional functions and the possibility of
its further self-improvement.

Innovation is considered as introduction of something new, or changes of
doing or seeing things (Rubio, 2012). This ‘something’ could be ideas,
behaviour, knowledge, skills, products, services, processes, methods of
production, or management systems. As technological innovations are more
observable (such as new machines, equipment, and tools), a non-technological
innovation is more abstract, less obvious, and slightly difficult to grasp. This
type of innovation includes organisational innovation, management innovation,
and marketing innovation.

Studies of innovative culture are mostly found in the management field but
not many in higher educational settings. The universal definition of innovative
culture has not yet been established (Jucevicius, 2007), while the applicability of
this concept in education is also under research. Innovative culture as a concept is
no doubt a part of organisational culture and management concepts. There are
three cultural aspects of these concepts: culture has many layers (values, norms,
beliefs, and basic assumptions); these layers need to be shared among members
of the institution (students, faculty members/academics, support staff,
administrators, and board members); culture is socially influenced by
environment and history that shaped the member behaviour. New ideas or
innovations might challenge traditional or usual way of teaching and learning
activities or application of theories in educational settings (Jucevicius, 2007).

It is stressed that innovation can be defined as creative application of
knowledge in order to increase the set of techniques and products commercially
available in the economy; identifies such knowledge application as making
“..necessary new investment in productive and transportation facilities etc.”
(Fralinger, 2007) and, hence, stimulating economic activity. Harnessing this
process for business enterprise and economic development requires as an
appreciation of the factors that produce knowledge and creativity. However,
innovation as a process is complex and poorly understood: it is deeply rooted in
the uncertainty of the future world with its yet unknown products, processes,
movements, organisations. All that is known, is that innovation brings change, and
something ‘new’ emerges, which cannot be precisely modelled. A framework of
analysis that guides the researcher through the complexity of innovation presents
itself as the best approach (Hogan & Coote, 2014).

Nowadays education institution deals with complex issues on a daily basis
and economic realities while forcing the educational process to become more
creative and innovative. Leadership is required at all levels of the education
institution. Managers, administrators and teachers should exhibit leadership traits
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with trustees, colleagues, deans, directors, parents, and students that give them
confidence in their leadership abilities. Nowadays future education institution
managers must demonstrate leadership to an incredibly large number of
constituencies in the various departments and programs, including supervisors,
fellow administrators and teachers, entry-level professional staff, and support
staff, to ensure that the students’ needs are being adequately serviced. For entry-
level staff, there is a role-modeling type of leadership that is needed for most
interactions that occur with students. Leadership with fellow entry-level staff,
supervisors and senior management should be viewed as a growing and maturing
work in progress. It is important that the leadership growth and maturation may
be observable by various constituencies through daily interactions.

Thus, future education institution manager’s innovative culture is the
ability to organize and implement innovative activity. Future education
institution manager’s innovative behaviour is likely to manifest itself in
response to the environment in which the education institution cultivates an
innovation-centered culture. Domain-relevant skills (expertise, technical skills,
talent) are important for learning and improvement. Therefore, willingness to
change and adopt new ways of doing things is requirement for innovativeness.

Scientific literature review suggests that specific cultural dimensions that
influence innovations and innovative behaviour may include differences in the
applied terminology, levels of analyses, and operationalisation of
variables (Sauermann, 2008). Through rigorous literature review (Siti Hajar Mohd
Roffeei et al., 2018, p. 38), five components or dimensions that form the basis of
the proposed theoretical model of future education institution manager’s
innovative culture have been identified in this study. They are: 1) effective
communications; 2) climate for innovation; 3) self-efficacy; 4) innovative culture;
5) innovative behaviour. The conceptual model for the study is shown in Figure 1.

1. Effective
Comunications

5. Innovative

4. Innovative

Culture Behavior

2. Climate for
Innovation

3. Self-efficacy

Figure 1. The proposed research model of future education institution
manager’s innovative culture
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1. Effective communications. Accordingly, the education institution
assumptions in the form of a corporate philosophy are communicated to its
various stakeholders through internal communication. The fundamentals are
often transmitted in mission statements (Dombrowski, 2007), setting challenging
but reasonable goals, building its own concerns and pride, valuing success, and in
striving for the highest standards of performance (Ahmed, 1999). A study on the
impact of individual motivation on organisational innovation and performance has
found out that motivation affected both individual effort and overall quality of the
innovative endeavour (Sauermann, 2008). The findings have revealed that
monetary rewards were not as important as certain aspects of motivation such as
the desire to be changed intellectually in order to enhance innovation. Hence, by
having effective communications, supportive innovative culture can be developed.
Communication also helps in bringing out person’s positive innovative behaviour.

2. Climate for innovation. The key to future education institution manager’s
innovative culture is to institutionalise innovation and possess continuous desire
to improve. Students new to the environment should be welcomed and
supported but not to the point where they are unable to independently
assimilate. Highly innovative education institution also promotes a sense of
sharing and belonging. Good interpersonal relations support and encourage
motivation, teamwork, and innovative behaviour. Therefore, adequate
infrastructure, rewards and recognition, good work nature, high teamwork
spirit (Dombrowski, 2007), availability of support from friends and lecturers, and
warm interpersonal relations between members (Yahyagil, 2004), help in
establishing a supportive innovative culture and behaviour in teams.

3. Self-efficacy. Abilities to execute tasks successfully generate a sense of
confidence. Pursuing an idea or a dream requires energy. The feeling of
empowerment, self-confidence, and self-assurance, which is developed
through social learning process, is called self-efficacy (Bandura, 1994), which
relates to one’s ability to reach a goal (Zhang, 2017). In this research, self-
efficacy is defined as the future education institution manager’s perception of
his/her ability to explore and envision development of ideas to solve problems,
and to adopt and adapt suitable strategies when making decisions.

In this research, five abilities characterise self-efficacy, namely curiosity,
creativity, flexibility, autonomy, and pro-activeness. Self-efficacy is expectation
that one can master a situation and produce positive outcome that will bring
out positive performance. Such socio-cognitive skills are learnt through
observation, imitation and experience which lead to mastery (Chell, 2009).
Hence, expectations and aspirations affect self-confidence and self-efficacy,
thus cultivate innovative thinking and behaviour.

4. Innovative culture. Innovative culture supports creation of new ideas
and their implementation. Values and beliefs are verbally and non-verbally
communicated which shape the individual and organisational behaviour. In this
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context, this behaviour is conveyed and transmitted through stories, rituals or
institutional norms, and spoken language (Fralinger, 2007). Stories might
include, for example, information about outstanding accomplishments of past
alumni, charismatic chancellors and vice-chancellors, outstanding academic
staff track records, and prolific research findings, innovations, and
achievements. The education institution rituals including convocations,
graduations, welcoming and initiating new students, and society activities
recognise the importance of rewarding and acknowledging desired student
behaviours. They are repetitive activities that reinforce the university values,
emphasise the important goals, and people who were and are most important.
Such rituals depend on a system of vocal signs or language, communicate
important ideas and feelings, but also system for organising information and
releasing thoughts and responses in other organisations. The use of
appropriate language is often thought to be highly influential on the future
education institution managers as they observe how others speak, write, and
otherwise perform. This is especially true with respect to how they
unconsciously learn by example (Fralinger, 2007).

5. Innovative behaviour. An individual or personal attribute, innovative
behaviour is defined as the behaviour that is likely to manifest itself in response
to environments in which universities practise innovative-oriented culture
(Scott, 1994). In the context of this study, it is a future education institution
manager’s ability and willingness to be innovative. A person may have the
capability to respond to change and new ideas; have tolerance for errors and
different views; have freedom to experiment and take calculated risks; and be
willing to adopt change and new ways of doing things.

Therefore, the figure 1 shows the model for future education institution
manager’s innovative culture and innovative behaviour. The implication of the
study is that it has managed to diffuse two different areas (education and business
organisational culture) to be tested on an actual population, in a local setting.

Thus, the theoretical and methodological research foundations of the
future education institution manager’s innovative culture became the basis for
substantiation of the personality-professional approach, the structure
definition of professional innovative culture and the notion of professional
innovative culture. Future education institution manager’s professional
innovative culture is the person’s ability to organize and implement innovative
activities, consisting of the perceptive-cognitive, behavioral-activity and value-
semantic components and predetermines the person’s development as cultural
entity of such activity (Verschuere, 2014).

Personality-professional approach is the unity of personal, activity,
cultural and professional components, in the structure of which the first
component correlates with the future education institution manager’s
recognition of innovation as the goal and subject of innovative processes in the
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educational system (professionalization principles, personalization of
development of innovative activities, axiology of development of future
education institution manager’s professional innovative culture), the second is
that innovative educational activities are the foundation remedy conditions
and factors of future education institution manager’s innovative culture
(principle of professional innovative culture self-activity).

The third component is manifested in the objective connection of the
innovative manager with professional innovative culture as values system
developed by the innovative pedagogical community during socio-historical
development.

The fourth component reproduces interconnection of the person’s
specialty and culture, as well as the specificity of the innovative culture among
the pedagogical staff (the principle of cultural-genetic determination of the
subjects of innovative pedagogical activity) (Chell, 2009).

Accordingly, the most important features of future education institution
manager’s innovative culture formation have been defined: vision of strategy
and development; leadership/educational process monitoring; motivation and
personnel management; development and finance management; internal and
external communication.

Thus, the strategy of future education institution manager’s professional
innovative culture development is characterized be readiness for change and
creative approach. Every person can independently determine the components
for learning, development and self-realization. It can be: ambitions, creativity, self-
confidence, strategic vision, analyticity, reflection, responsibility, leadership,
innovation, etc.

However, management and educational process monitoring can be
characterized by: readiness to make appropriate managerial decisions, to
realize the responsibility for their implementation; to monitor the management
quality and educational process quality in the education institution. The
following components are needed for self-realization of managerial approach:
readiness for change, school management as a system, ambition, optimism,
persuasiveness, self-analysis, the ability to self-study and self-improvement.

It is stressed that motivation and personnel management features mean:
readiness to meet the requirements (criteria) of the current manager
(tolerance, humanity, democracy, tact, willingness to justify the risk) and
indicators such as readiness for change, enthusiasm, self-confidence,
democracy, demanding, positive example, help, responsibility, tact, balance.

It is defined the development and finance are extremely important for
future education institution managers. A future education institution manager
should be prepared for innovative introduction, effective management
development. In other words, a person requires: readiness for change; variability
(flexibility); calculation; responsibility; creativity; innovative, entrepreneurship.
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Accordingly, the external and internal communication feature is the
future education institution manager’s characteristic that indicates: readiness
to manage on the principles of openness and tolerance. Consequently, it is
sressed that the person is: ready for change; ambitious; diplomatic; enthusistic;
dynamic; artistic; able to use international experience; shows adaptation,
openness, tolerance, certainty, positive attitude to criticism. Managerial
competence as the basis of future education institution manager’s innovative
culture is determined by the ability to answer these questions by successful
activity, combining in practice with professional values, abilities and functions.

It is underlined, that the signs of future education institution manager’s
innovative culture are: mobility, possession of diplomatic methods;
preparedness for management activity, ability to moral and voluntary self-
regulation in the performance of his social role as a manager, possession of
presentation techniques, systemic self-improvement, organizationally justified
confidence and responsibility for the definition and successful management.

Conclusions. This research has produced a framework for understanding
innovative culture and added to the understanding of how such culture may be
developed through a detailed literature review. Moreover, it has contributed to
the understanding of innovative culture by proposing that the concept can be
described in five dimensions: innovation readiness, creativity and learning,
leadership and entrepreneurship, market orientation, and motivation and
relations. On the one hand, innovative culture, in turn, is one of the most
important conditions in which innovations are born; it is an expression of people,
their values, beliefs and experience. On the other hand, innovative culture
includes itself some special conditions and components for fostering innovations.

Therefore, the model for future education institution manager’s
innovative culture and innovative behaviour is presented. Development of the
traits and skills presented in this research is highly recommended for all levels
of future education institution manager’s innovative culture in the foreign
scientific discourse.

Prospects for further research. Further research can expand this study
by including levels of formation of future education institution manager’s
innovative culture. The model could also be improved by incorporating other
relevant independent variables based on new researches from the educational
and management resourses.
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AHOTAUIA
KosnoB [Amutpo. lMpodeciliHa iHHOBaUiMHA KynbTypa MaWbyTHbOro meHezarKepa
OCBIiTM B 3apybiXKHOMY HayKOBOMY AMCKYPCi.
IcmomHi couianbHO-eKOHOMIYHI Asuwa, Wo 8i0bysaromMsci 8 Cy4acHOMY Cc8imi,
sumaearome 8i0 malibymHb020 MeHeOxcepa oce8imu Mcuxosno020-nedaz2o2iyHoi eomogHocmi
0o peanizayii ideli pozsumky ocgimu Ha iHHo8auiliHux 3acadax. 3MiHU, WO MPOBOKYIOMbCA
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iHHoBaQUIAMU 8 cucmemi cycninbHUX 38°A3Ki8 | BUPOBHUUMEI OKpemMux CcmpyKkmyp
cycninbcmea 8uUMa2aKOMb MEopPemuYHo20 OCMUC/AEHHA | cg8idYyame npo 8idKpumicme
iHHoBauiliHOT Npobaemamuku. ¥ cmammi npog8odumoscs aHaAi3 2eHe3uU NoHAMmMms iHHo8auii,
npocmexyemoCs MpPOUEC CMAHOB/AEHHA | pPOo38UMKY I(HHO8AUiliHOI npobaemamuKku 8
3apyb6irHUX OOCAIOHCEHHAX 3 Memor BUOKPeMsAeHHA fsuwd iHHosauii. B o03Ha4yeHomy
KOHmMeKcmi sucgimseHo npobaemy po3sumky npogeciliHoi iHHosayiliHOi Kysnbmypu
malibymHbo020 meHeOxcepa oceimu. BudineHo kKomnoHeHmu npogeciliHoi iHHosauyiliHOI
Kynemypu malibymHbo20 MmeHedxepa ocsimu 8 3apybirHOMY HayKo8oMYy OUCKYPCI.

Knarouvosi cnoea: npodeciliHa iHHosauiliHa Kynemypa malibymHbo20 meHeoxcepa
ocsimu; ocobucmicHo-npodgeciliHuli nioxio; iHHosauyiliHa cnpuliHamausicme, 20Mo8HicMeb
malibymHbo20 meHeduepa ocsimu 00 iHHoeauiliHoi  disnbHOocmi, iHHosayiliHa
CrIpAMOBAHICMb, yNpasniHCbKa KoMrnemeHmHicme.

PE3IOME

Kosnos [Omutpuii. [podeccnoHanbHaa MWHHOBAUMOHHAA KyabTypa bOyayuiero
MeHeaKepa 0bpa3oBaHMA B 3apybeXHOM Hay4HOM AUCKypCe.

CywiecmseHHble coyuasnbHO-3KOHOMUYECKUEe AB/eHUSA, MPOUCX00AWUe 8 CO8PEMEHHOM
mupe, mpebyrom om 6ydywe20 MeHeOHepa o06pa308aHUS CUXO0A020-nedazo2udecKoli
20mMoBHOCMU K peanu3auyuu udeli pazeumus 0bpa308aHUS HA UHHOBAUUOHHbIX MPUHYUMNGX.
YKa3aHo, Ymo nposoyupyemMsie UHHOBAUUAMU U3MeHeHUA 8 cucmeme obu,ecmeeHHbIx cesasell u
npouszsoocmee omoesnbHbIX CMPYKMyp obuwecmeqa, a makice 8bi3bleaemblll UHHO8AUUAMU
pe3oHaHc 8 Kysnemype u 06pa3osaHuu, mpebyrom meopemu4ecKko20 OCMbICAEHUA U
csudemenbcmsytom 06 OMKpbIMocmu UHHOBAUUOHHOU rnpobnemamuKku. B cmamee
ocywiecmesiaemca aHaAU3 2eHe3Uca MOHAMUA UHHOB8AUUU, Mpocsiexusaemca npoyecc
CMAHOB/AEHUA U pa3eumus UHHOBAUUOHHOU npobaemamuKu 8 3apybex Hbix Uccie008aHUAX C
uenblo ornpedeneHua fAeneHUA UHHOBAUUU. B 3momM KOHmMeKcme oceeweHa npobaema
passumus  npogeccuoHanbHol  UHHOBAUUOHHOU  Kynbmypbl  bydywe2o MeHeoxepa
06pa3oeaHuUs. BoideneHbl KOMMOHeHMb! MpPogheccUoHanbHOU UHHOBAUUOHHOU Kynbmypsl
bydyuwie2o meHedxcepa 06pa3o8aHuUA 8 3apybextHOM Hay4HOMY OUCKypce.

Knrouesble cnoea: npogeccuoHanbHAA UHHOBAUUOHHAA Kynbmypa 6ydyu,e2o
mMeHeOxcepa 06pa308aHUA; AUYHOCMHO-POGECCUOHANbHLIG M00X00;, UHHOBAUUOHHAA
80CNPUUMYLUBOCMb, 20MOBHOCMb bydyuw,eeo meHeOxepa obpa3o8aHUA K UHHOBAUUOHHOU
desamesibHOCMU, UHHOBAUUOHHASA HAMNPAB8AeHHOCMb, yrnpasaeH4YecKkas KoMnemeHmHOCMb.
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OPrAHI3ALIA HABYAHHA AOPOC/IUX Y BEZIUKIA BPUTAHIT HA OCHOBI
EMNIPUYHUX MOLENEN

Y cmammi po3znaHymo Modesni HABYAHHSA, WO 30CMOCO8YIOMbCA 8 MPAKMuyi
dodamkosoi ocsimu dopocaux y Benukili bpumanii — mpaduyiliHo-Oudakmu4yHa Mooesb
HABYAHHSA; NPobAEeMHO-MOWYKO8A MOO€eAb HABYAHHSA;, UUKAIYHA YomupucmyniHyacma
eMnipu4yHa Mmoodesnb npouecy HABYaHHsA; Mooesnb pegdnekcusHoi Oymku U Oii; aHOpazoaiyHa
Mo0esnb HABYAsbHO20 npouecy aHenilickkoeo 0ocnidHuka [1. Anapesica. fosedeHo, wo 8
OCMQAHHI POKU OCHOBHY TM0O3UYil0 8 HayKkosomMy o6rpyHmyeaHHi 0odamkogoi ocgimu
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