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Abstract. The article examines the theoretical foundations of the concept of “culture” and analyzes its
importance in social relations, personal development, and the functioning of society. Particular attention is given to the
essence of organizational culture, its structural features, and its main functions within the educational environment. The
authors consider the student group as a specific social community in which shared values, common interests, behavioral
norms, and interpersonal relationships play an important role in shaping a positive atmosphere and effective interaction
among students.

The practical part of the study is devoted to diagnosing the level of organizational culture in a student group and
identifying its influence on students’ communication, psychological well-being, and academic performance. The
research findings show that such factors as trust, cooperation, leadership qualities, and orientation toward common
goals are significant indicators of organizational culture. In addition, the study explores the relationship between
organizational culture and students’ successful social and psychological adaptation to the educational process.

The results confirm that organizational culture has a direct impact on students’ personal growth, adaptation, and
the creation of a favorable psychological climate. Based on the findings, several practical recommendations aimed at
improving organizational culture in student groups were developed for use in educational and extracurricular activities.

Key words: culture, organizational culture, learning effectiveness, diagnostics, student group, effectiveness of
influence.

Introduction

Organizational culture, as an interdisciplinary field of research, studies general approaches,
principles, laws, and patterns in such areas of knowledge as psychology, cultural studies,
management, organizational behavior, sociology, and pedagogy. The formulation of the problem of
organizational culture and its systematic study became possible when the concept of culture was
established as one of the most important factors influencing organizational behavior and
development. Today, there are many publications that address the problem of organizational culture
in one way or another. However, there are still no studies specifically devoted to developing
sufficiently reliable methods for diagnosing organizational culture and summarizing the results of
their empirical testing. This can be explained by the absence of a clear and comprehensive
understanding of the phenomenon of culture itself.

Culture is one of the most complex concepts, which is primarily associated with its
complicated linguistic history and the interest shown in studying this phenomenon by researchers
from various disciplines. For example, the anthropologist A. R. Radcliffe-Brown considers culture
to be «a way of life as a whole, including ways of thinking, within a separately localized
community» [1]. In turn, Clifford Geertz writes that culture is «a carrier of meanings through which
people interpret their life experience and guide their actions, while social structure is the form taken
by these actions, the actually existing network of social relations». From the perspective of
linguistic development, L.G. lonin defined culture as «an abstract indication of the peculiarities of a
mode of existence or way of life characteristic of a particular society, a group of people, or a
historical period» [2]. Psychologist A. Andreev interprets culture as «that which, through
corresponding images, transforms human consciousness into a state different from the natural or
wild one» [3].

Virtually all definitions of culture share one common idea - that it is «a characteristic or way
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of human life activity, rather than that of animals» [3]. Consequently, culture serves as the
fundamental concept for oGo3nauenust a special form of organization of human life. A
comprehensive definition of the concept of culture includes many of its constituent elements, levels,
and meanings. The introduction of such a socio-economic component as «organizationy into culture
[4] places it within a framework characterized by systemic, procedural, and sociological features.

The most common understanding of an organization as a social entity refers to a group of
people whose activities are directed toward achieving a common goal. It is a peansHO existing,
empirically identifiable community of individuals distinguished by relative integrity and acting as
an independent subject of social action and behavior. Thus, limiting the concept of «culture» in this
way corresponds to the object of the present study - the student group. At present, a situation has
developed in which the term «group» is increasingly used in scientific literature (sociological,
psychological, economic, and others) and in business as a synonym for such concepts as
«collective» and «team». However, these concepts differ in a certain sequence: group — collective
— team (in this case, it is more appropriate to consider them in descending order).

A team is «a carefully formed, well-managed, self-organizing collective that responds quickly
and effectively to any changes in the market situation and solves all tasks as a unified whole» [5].
Strictly speaking, the entire collective should function as a team capable of independently solving
current problems. A collective, in turn, is «an organizational group of interacting people that is
stable over time, possesses specific governing bodies, is united by the goals of joint socially useful
activity, and is characterized by a complex dynamic of formal and informal relationships among
group members» [6].

A collective is one of the types of a small group; that is, it represents a special qualitative state
of a small group that has reached a high — and according to some authors, the highest — level of
socio-psychological maturity, referring to the degree of development of its social and psychological
characteristics. In modern society, the processes of social differentiation and integration give rise to
numerous social strata and groups, between which relationships of cooperation, competition, or
conflict are formed and regulated on the basis of democratic principles.

A special social category of young people united by the institution of higher education,
characterized by the highest level of education, social activity, and a relatively harmonious
combination of intellectual and social maturity, is referred to as the student body. A student is
characterized by a professional orientation toward preparation for a future profession, as well as by
a period of highly complex intellectual structuring, which is extremely individual and variable. For
students, the leading types of activity become professional learning and research activity [6],
accompanied by a sharp increase in academic, economic, and other forms of independence. As a
rule, the knowledge, abilities, and skills acquired by students already serve as means of their future
professional activity.

A group of students who interact and communicate together is defined as a student group. In
this regard, a student group is a collection of people united by age characteristics and involved in
joint activities aimed at acquiring fundamental professional knowledge and preparing for future
employment. Culture is inherent in every form of human existence as its characteristic and essential
feature. It acts as «a specific way of organizing and developing human life activity, represented in
the products of material and spiritual labor, in the system of social norms and institutions, spiritual
values, and in the totality of people’s relations to nature, to one another, and to themselvesy [7].

One of the components identified by both foreign and domestic researchers is values, or, in
other words, value orientations that are shared to a greater or lesser extent by all members of an
organization. Values may be either positive, guiding people toward patterns of behavior that support
the achievement of organizational goals, or negative, adversely affecting organizational
effectiveness.

The next component is the organization’s mission. The mission represents the general idea
that guides all structural elements of the culture. It formulates the organization’s primary purpose in
society, the meaning of its functioning, its worldview, philosophy, and specificity. It is the defining
idea that, «on the one hand, makes the organization a part of the global economy with an important
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purpose and therefore in demand within this economy, and, on the other hand, constitutes the
unique reason why this particular organization exists rather than another» [7].

The third component of organizational culture may be considered a symbolic block that
includes rituals, symbols, myths, and legends that glorify the strongest and most significant aspects
of the company’s culture and its key orientations. All three components are well integrated into the
concept of culture proposed by Edgar Schein: «Culture is a pattern of collective basic assumptions
invented, discovered, or developed by a given group as it learns to cope with problems of external
adaptation and internal integration, and developed well enough to be considered valuable.
Therefore, new members of the group should be taught these assumptions as the correct way to
perceive, think, and feel in situations related to solving such problems» [8].

The analysis of the culture of a student group and the identification of its main components
lead to the consideration of such a qualitative parameter of the object of influence as learning
effectiveness. Learning is a method of the educational process and represents the most reliable way
of obtaining systematic education.

The effectiveness of learning is determined by internal and external criteria. Internal criteria
include learning success and academic performance. External criteria include:

the degree of a graduate’s adaptation to social life and professional activity;

the rate of growth of the self-education process as a prolonged effect of learning;
the level of education or professional mastery;

readiness to continue and improve education.

Materials and methods of research

The study devoted to the analysis of organizational culture influencing learning effectiveness
was conducted in accordance with the principles of voluntariness and anonymity.

The research base consisted of six student groups (118 participants):

- three second-year groups majoring in «Medicine» at a medical university (Group 1 — 25
students, Group 2 - 14 students, and Group 3 - 16 students);

- one second-year group majoring in «Dentistry» at a medical university (Group 4 - 19
students);

- two third-year groups majoring in «Medicine» at a medical university (Groups 5 and 6
consisting of 23 and 21 students respectively).

The following methods were used to diagnose the organizational culture of the student group:

- assessment of the level of organizational culture by I. D. Ladanov;

- assessment of the strength of organizational culture by Richard L. Daft;

- Daniel Denison’s model for determining the level of organizational culture (adapted for a
student group).

The effectiveness of learning was determined through:

- averaging the academic grades for the semester;

- diagnostics of socio-psychological adaptation using the methodology of Carl Rogers and
Rosalind Dymond.

To determine the presence of a relationship between organizational culture and learning
effectiveness, Spearman’s rank correlation coefficient («r») was used. According to the assessment
of organizational culture based on the methodology of Professor I. D. Ladanov, the index values in
all groups showed that (Table 1), even in the groups with relatively high average scores, the
indicators reflected dissatisfaction with the organizational culture.

Table 1. Results of the study according to I.L.Ladanov’s methodology for assessing the level
of organizational culture

Group Number Organizational Culture Index Index Value
1 170 Average
2 185 High
3 175 Average
4 163 Average
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5 150 Average

6 200 High

The assessment of the strength of organizational culture according to the methodology of
Richard L. Daft (Table 2) indicates the strength of culture within the student group.

Table 2. Results of the study according to R.F.Daft’s methodology for assessing the strength
of organizational culture

Group Number Organizational Culture Index Interpretation
1 32,8 Moderately strong culture
2 26,4 Moderately strong culture
3 27,7 Moderately strong culture
4 29,6 Moderately strong culture
5 34,2 Moderately strong culture
6 37,8 Moderately strong culture

A strong organizational culture significantly influences learning activity, which reflects the
degree of students’ agreement within groups regarding the importance of their shared values. If the
majority of students agree with the group’s values, the culture becomes cohesive and strong. If
agreement with these values is weak, the culture is considered weak. The value foundation formed
in younger generations largely determines the future state of society.

To determine the level of organizational culture, the model developed by Daniel Denison was
used. This author conducted research in large organizations and studied the impact of organizational
culture on productivity. When this model is applied to a student group, the characteristics of
influence (both on organizational productivity and on academic performance in student groups) are
similar due to their specific nature. These include: involvement, stability, adaptability, and mission.

The application of the socio-psychological adaptation diagnostic methodology showed that all
six groups similarly ranked the integral indicators identified by Carl Rogers and Rosalind Dymond:

- internal locus of control as a personality trait characteristic of individuals who take
responsibility for what happens to them and for their actions;

- self-acceptance;

- adaptation;

- emotional comfort;

- acceptance of others;

- striving for dominance.

Moreover, the values of the first four indicators are above 70, while the remaining ones are
below 3.

Results and its discussion

The use of rank correlation made it possible to identify positive relationships between the
identified levels of organizational culture according to Daniel Denison (involvement, adaptability,
stability) and learning effectiveness (average academic performance), with a permissible error
probability of 0.05, 0.01, and 0.001.

A direct relationship between culture and stability indicates the consistency of principles and
attitudes toward life. In this context, it does not imply resistance to everything new, but rather a
balance in cognition and development. Almost all theories of professional development aim to
predict the following aspects:

- direction of professional choice;

- career planning;

- realism of professional achievements;

- characteristics of professional behavior in the workplace;

- level of job satisfaction;

- effectiveness of educational behavior of the individual;
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- stability or change of workplace and profession.

The integrating factor of the stable development of a student group is organizational culture,
which is built on the basic principles of organizational development such as mission, philosophy,
vision, and others.

Considering a student group as an association of people raises the issue of its cohesion — a
critically important parameter that reflects the degree of group integration. There are several factors
of group cohesion, including:

- agreement among group members regarding its goals;

- extensive communication and interaction between group members;

- a relatively balanced and acceptable level of social status and background among members;

- democratic group relations, providing all members with full opportunities to participate
directly in establishing group norms and standards;

- positive perceptions of group members toward one another;

- a clearly expressed need of each member for the benefits provided by group membership;

- a group size sufficient to achieve its goals and ensure effective communication;

- spatial proximity;

- predominance of positive experiences in achieving group goals and defending its values;

- psychological compatibility of group members.

In addition, effective learning presupposes active student involvement in the educational
process, where traditional instruction through lectures and seminars is supplemented by new
educational technologies, forms, and methods, the range of which is quite diverse. These include
role-playing and business games, trainings, case studies, etc.

A number of distinctive features of active learning are identified:

1. Forced activation of thinking, when the learner is required to be active regardless of their
desire.

2. A sufficiently long period of learner involvement in the educational process, since their
activity should not be short-term or episodic but rather stable and sustained (i.e., throughout the
entire session, which may also take place outside the university).

3. Independent creative decision-making, in creased motivation, and emotional engagement
of learners (with the use of necessary materials such as paints, markers, clay, flipcharts, etc.).

4. Continuous interaction between learners and instructors through direct and feedback
communication.

Active teaching methods are of significant importance in professional education, the essence
of which lies in creating didactic and psychological conditions that promote the manifestation of
intellectual, personal, and social activity of learners. A direct relationship was also found between
the level of organizational culture such as involvement and the integral indicators identified by Carl
Rogers and Rosalind Dymond (emotional comfort, acceptance of others), with a permissible error
probability of 0.01. Problems of internal integration also fall on students, who face the need to
choose communication methods, determine the meaning of the language and concepts used, and
establish rules that define the level and nature of social relations between people of different
genders, ages, and so on, as well as determine an acceptable level of openness, etc.

Studying at a university strengthens a young person’s confidence in their own abilities and
capacities, generates hope for a fulfilling, professionally creative, and intellectually rich life and
career. This largely depends on organizational culture, which ensures high productivity and high
quality in the learning process.

Conclusion

Based on the results of the theoretical and empirical analyzes carried out, it is determined the
importance of organizational culture in the modern system of higher education and that it is one of
the main factors contributing to the formation of the student's personality. Organizational culture is
characterized as a complex social phenomenon that regulates the socio-psychological team in an
educational organization, combining value orientations, norms of behavior and features of
interpersonal interaction. Its content has a direct impact not only on the educational results of
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students, but also on their professional adaptation, social activity, the development of
communicative competence and the formation of personal qualities.

The student environment in a higher educational institution is considered as a special type of
social community, since it is in this environment that the worldview, value system, culture of
behavior and skills of collective interaction of students are formed. An effective level of
organizational culture, in addition to increasing students ' interest in educational activities, allows
them to develop emotional stability, social responsibility and a tendency to joint activities. At the
same time, a favorable organizational culture contributes to the establishment of trust-based
relationships in the student team, the formation of mechanisms of mutual support and the
preservation of a positive psychological climate.

From this point of view, the study of the relationship of the processes of formation, diagnosis
and development of organizational culture with educational efficiency is of scientific and practical
importance. Diagnostics of organizational culture allows you to determine the quality of
interpersonal relationships in the student group, the peculiarities of the psychological climate, the
level of leadership potential and the orientation of students to common goals. At the same time, a
positive organizational culture enhances the cognitive activity of students and contributes to the
development of their creative and intellectual potential. Such secondary education forms students '
need for self-improvement and affects the increase in the level of Professional Responsibility. In the
context of modern globalization, the growing demand for competitive, initiative and socially
adapted specialists in the labor market further increases the importance of developing an
organizational culture in educational institutions.
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AHgaTtna. Makanaza «MOICHHET» YFBHIMBIHBIH TEOPHSUIBIK HeTi3lepi KaH-)KaKThl KapacThIPBUIBII, OHBIH
KOFaMJIaFbl QJICYMETTIK KaThIHACTAPFa, TYIFAHBIH JKEKe JaMyblHa JKOHE OJEYMETTIK peliHe Taliay jKacaliFaH.
ABTOpNIap YHBIMABIK MOJCHHETTIH Ma3MYHBIHA TOKTANBIN, OHBIH KYPBUIBIMIBIK ePEKIIeNiKTepi MEH Herisri
KbI3METTepiH cunatraiigpl. COHBIMEH Oipre CTYASHTTIK TOI QJICYMETTIK OpTa PeTiHAe KapacThIPbUIBII, OHIAaFbl OPTAK
KYHJBUIBIKTAp, KBI3BIFYIIBUIBIKTAP, MIiHE3-KYJIBIK epekesiepi MEH TyJiFaapajblK KaThIHACTApAbIH MAaHBI3IBUIBIFBI
alikpiHasFad. biimv Gepy KeHICTiriHae yHbIMIBIK MOJICHUETTI KAJIBINTACTBIPY/IbIH CTYJCHTTEP/IIH ©3apa dpeKeTTeCcyiHe
acepi Jie Ha3apra aJibIHFaH.

3epTTeyAiH NPaKTUKAJIBIK OesiMIiHJEe CTYACHTTIK TONTarbl YHWBIMABIK MOJACHHETTIH JEHreiiH aHBbIKTayFa
OarpITTaJIFAaH JUArHOCTUKAJIBIK JKYMBICTap OKYprizinreH. Horwkecinme yHBIMIBIK MOIEHUETTIH CTYACHTTEPIiH
TICUXOJIOTHSJIBIK axXyallblHa, KAPbIM-KAaThIHAC JICHIeHiHE XKOHEe OKY OpEKEeTiHiH THIM/UIIriHEe bIKNAJ eTeTiHI aHbIKTaJIFaH.
CoHBIMEH Karap TON MyIlenepi apachlHAAFbl CEHIM, BIHTBIMAKTACTBIK, KOINOACIIBUIBIK KACHUETTEp MSHE OpTaK
MaKkcaTTapFa YMTBUIBIC YIBIMIBIK MOJCHUETTIH HETi3T1 KOPCETKIITepl peTiH/Ie KapacThIPbUIFaH.

JKyprizinreH 3epTTey HOTIDKETEpi CTYACHTTIK OpTalarbl YHBIMIBIK MOICHHCTTIH TYJIFaHBIH JaMyblHa, OKY
yaepiciHe coTTi OediMIenyiHe >KOHE KOJAWIbl NMCHXOJOTHSIIBIK aXyallIblH KallBIITACYbIHA €NEYJ BIKMAN eTEeTiHIH
kepceTTi. OcbIFaH OaiiaHBICTBI CTYNEHTTIK TONTAaFBl YHBIMIBIK MOJACHHUETTI JKETUIAIpYyTe apHalFaH TXKIpHOETIK
YCHIHBICTap 33ipJICHII, OJIapbl OKY JKOHE TIpOHe KYMBICTAPhIHAA MaiijaaHy XKOJAaphl YCHIHBUIFaH.
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aHanmM3upyercs e 3HAa4eHHe B CHCTEME COIMAJBHBIX OTHONICHWH, JIMYHOCTHOM PAa3BUTHH W COIMAJIHHON PO
YelmoBeKa B OOIIeCTBE. ABTOPHI PACKPHIBAIOT COMCPKAHWE OPTaHW3alMOHHOW KYyJBTYPHI, XapaKTepU3yloT &
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K.)KybanoB aTbiHIarsl AKTOOE OHIPIIIK YHUBEPCUTETIHIH Xabapiibickl, Ne2 (84), mayceim 2026
I[Nenaroruka-Ilenaroruka-Pedagogy
MEKIUYHOCTHBIE OoTHOIEHUS. Oco00e BHUMAaHHE YACIACTCS BJIIUSIHUIO q)OpMI/IpOBaHI/Iﬂ OpFaHI/I?)aIlI/IOHHOﬁ KYJIbTYPbI B
00pazoBaTeIbHOM NPOCTPAHCTBE HA B3aUMOJCHCTBUE CTY/ICHTOB.

HpaKTI/I‘IeCKaH YaCTb HUCCJICAOBAaHUA TMOCBAINICHA JUArHOCTHUKE YPOBHA OpFaHI/I?)aI_II/IOHHOﬁ KYyJbTYpPbBl B
CTyI[eH‘IeCKOfI rpymnne. B X0J€ HCCICIOBaHUA OBLIO BBISIBJICHO, YTO OpraHu3alMOHHAs KYJbTypa OKa3bIBaCT
SHAYUTEIIPHOC BJIMAHUE HA TMCHUXOJIOTUYECKOE COCTOSHUE CTYACHTOB, YPOBEHb KOMMYHHUKAIIUU U B(I)CIJQKTI/IBHOCTB
y4eOHO# mesTensHOCTH. TakyKe B Ka4eCTBE OCHOBHBIX ITOKa3aTelel OpraHW3allMOHHOW KyJIbTYpHI OBLIM OIpEHeTICHEI
JIOBEpHE MEXIY WICHAMH TPYIIIHI, COTPYIHHYECTBO, TUIESPCKIE Ka4eCTBA H CTPEMIICHHE K JOCTIDKEHHIIO OOITIX IIeJIeH.

Pe3ynbraThl MpoBeIEHHOTO WCCIIEAOBAHUS TOKA3ajdH, YTO OpTaHM3allMOHHAs KyJIbTypa B CTYICHUECKOH cpene
CcrocoOCTBYeT IJIMYHOCTHOMY pAa3BHTHIO, YCHEITHOW aJanTalmud K Y4eOHOMy Tiporeccy M (OPMHPOBAHHUIO
6J'IaFOHpI/I$ITHOFO IICUXOJIOTHYECKOTO KiImMaTa. Ha ocHoBe TOJIYUCHHBIX JaHHBIX ObLIH pa3pa60TaHLI MMPaKTUYCCKUC
PEKOMCHAAIINN, HAIIPABJICHHBIC HAa COBCPIICHCTBOBAHUEC OpFaHI/I?)aHI/IOHHOﬁ KYJbTYPbI B CTYACHYCCKUX I'pyIIax U UX
MIPUMCHCHUC B y‘-Ie6HO-BOCHPITaTeﬂLHOI71 JACATCIBbHOCTH.

KnaioueBble cjioBa: KyibTypa, OpraHu3allMOHHas KyJbTypa, 3(dexkTHBHOCTH 00yueHHUs, IUarHOCTHKA,
CTyACHYECKas rpyiiia, 3(1)(1)6KTI/IBHOCTI) BJIMSAHMUA.
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