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Straipsnyje sickiama iskirti besimokangios organizacijos bruozus Estijos mokykloje. Autoriai pristato ncpertraukiamo
mokymosi raidos schema ir metodologija bei kartu pateikia modeli, kaip mokyklai tapti besimokanéia organizacija.
Raktiniai ZodZiai: besimokancios organizacijos vadyba, Estijos mokykla, vystymosi efektyvumas.

Lles1b HACTOAICH CTaThH — ONPCACICHHE MPH3HAKOB CAMOO0YYaIOIICHCS OPraHH3aLHH B 3CTOHCKOM 1IKoJie. B cTatsbe
MpCACTaBJICHA PCKOMCHATCIbHAA CXCMa PAa3BHUTHS CaAMOOOYUarOLICHCS OPraHU3alHH, a TAKXKC COOTBETCTBYIONIAs
MCTOIMKA; KPOME 3TOr0, BBIPAOOTaHA MOACTb BHCAPCHHUSA CaMOOOYYAOIICHCS OPraHH3alHH B IIKOJIC.

Kitouesbie ciioBa: ynpasjicHHe caMo00yyaromeiics opraHu3anneii, 3CTOHCKas Ko, 3G HEKTHBHOCTD Pa3BUTHS.

and consider complicated contradicting im-
pacts within the system.
In 2005-2006 a radical reform of the fi-

introduction

According to the UNO, human capital ac-

counts for about 60% of a country’s wealth.
The question is whether and how human capi-
tal can made usable. The quality of labour is
tightly correlated to the quality of work done
in the general education system.

There has been progress in updating
Estonia’s educational institutions since re-
independence but not at the speed expected
by society. Changes in schools remain linked
to political developments (over the period of
independence 1991-2005 we have had 13
ministers of education!). Ways need to be
found to enhance the development of schools

nancing system of Estonian general educa-
tion will take place, seeking to improve the
volume of investment into schools’ study en-
vironments while financing the study costs,
and to regulate the system (Reps, 2005). The
main issue regarding the quality of work in
educational institutions in Estonia is still the
high dropout rate — 1243 pupils, and the large
number of students repeating a grade: 5729
pupils in grades 1-12 in the 2003/2004 aca-
demic year (data of Statistical Office). Un-
successful studies are not just a one-off act
which causes some frustration in the pupil,
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they are a key issue in maintaining the desire
to study as a precondition for life-long learn-
ing and for labour quality.

The national programme “Education in
the 21 century” sets a strategic goal for the
development of the school as a learning
organisation. However, the programme does
not specify the content of the changes needed
to achieve the goal. Schools may learn a lot
from and apply the methods of efficient busi-
ness organisation development and manage-
ment models where the main processes, in
terms of their goals, are similar. However, the
issue has not been widely treated.

Surveys on the development of the school
as an organisation in Estonia have been epi-
sodic, currently, there are no surveys under-
way on the school as a learning organisation.
The present article focuses on these issues.

The article seeks to pinpoint the features
of a learning organisation in the Estonian
school. To this end, the concept of the devel-
opment and study process of an organisation
will be analysed with the focus on the devel-
opment of the school as an organisation. The
model of the learning organisation (P. Senge)
and the framework model of the organisation
development (T. Mets) serve as the basis.

The article will look at the concepts of
developmentand change, and the background
of organisational learning, and it will deal
with success factors and factors that influ-
ence the development process at school. It
will also provide an overview of an empirical
study, suggest a development scheme with
methods, form a model for launching the
school as a learning organisation, and draw
conclusions.

Organisational Learning and
Knowledge Creation

The learning organisation is a knowledgeably
managed organisation where the managers
support learning and bear responsibility for

an environment which facilitates learning.
Managers’ capability is today measured not
by what they know or can do, but rather by
how they learn, that is, their learning results
are assessed.

Learning means a permanent process
which results in opportunities, challenges,
unexpected situations at work, and any previ-
ous experience being turned into a learning
experience. The keywords of the process are
“analysis”, “design”, “evaluation” (Gilley,
Maycunich, 2000; Syddnmaanlakka, 2002).

“Organisational learning” and “learning
organisation” are the main concepts used to
describe an organisation’s ability to manage
change. The word “learning” comes from the
Indo-European word Jeis, anoun which means
“furrow” or “path”. Learning thus acquires
the meaning of “gathering experience by fol-
lowing a particular path, presumably for the
whole life” (Senge, Kleiner, Roberts et al,
2003). The learning organisation and action
learning possess an ability to renew through
changes in the process and working methods.
In practice, renewal means that the
organisation is continuously ready to acquire
new competences and implement them imme-
diately, whether individually, ina group, orin
the organisation. Basic models of learning at
work represent simple processes for turning
duties and daily problems or opportunities
into learning experiences. The process seeks
to activate learning at work by using system-
atic planning of the acquired knowledge, ac-
tion, evaluation, understanding, application
and transfer (Syddnmaanlakka, 2002;
Marsick, O'Neil, Watkins, 2002; Sanchez,
2003). The model for building up a learning
organisation is proposed as containing five
cycles, most importantly, precise perception
of the action, creation of the need, and selec-
tion of the experience and data (Merali, 2003;
Sanchez, 2003). Learning is also defined as
“the detection and correction of errors”. “Er-
ror is mismatch: a condition of learning and
matching is a second condition of learning”
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(Argyris, 1976). Researchers have identified
the following levels of systematic learning:
zero, single loop, double loop and triple loop
learning (e.g. Argyris, 1977; Georges,
Romme, Witteloostuijn, 1999). The mistake
is to “define learning too narrowly as mere
problem solving ...”. [t is a reflection of how
people “think —thatis cognitiverule” (Argyris,
1999). Triple loop learning concerning “struc-
tures and strategies for learning” is arelevant
“overall learning infrastructure” as well as
“competences and skills to use this infrastruc-
ture”. All types of learning and “particularly
triple loop learning are concerned with struc-
tural patterns”: mental maps, facilitating struc-
tures, etc. (Georges et al, 1999).

Organisational learning mostly originates
from a company’s internal and external envi-
ronment, business processes, resources,
knowledge, etc. and also serves as cognitive
mapping. A cognitive map is defined as “men-
tal constructs which we use to understand and
know our environment” (Spicer, 1998).

Consequently, the characteristics of
organisational learning are those of a process
as well as those of an infrastructure and are of
mental origin, and these different characteris-
tics form the three different dimensions of
organisational learning and organisation de-
velopment.

Therefore it may be claimed that new
knowledge creation is realised by an interac-
tion of:

+ the main process,

» learning (sometimes partly training)

* mental systems,
which together provide a framework for orga-
nisation learning and development (Figure 1).

Organisational learning is not a cumula-
tive result of members’ learning but a new
quality. “Learning in organisations means
continuously checking each experience and
its transfer so that itisaccessible for the whole
organisation, something which is vital for the
objectives of the organisation” (Senge,
Kleiener, Roberts et al, 2003). Mental mod-

Individual &
Collective
Learning,

Trainin
/XN

Main
Processes

Mental
Systems

Fig. 1. Framework of organisation development

els and cognitive maps created in the main
and learning (training) processes guide the
behaviour of an organisation’s members, in
conjunction with their shared values.
Particularly effective are facilitating
(Long, 1992) and learning leadership styles.

Success Factors in the School

The Report to UNESCO from the Interna-
tiona] Commission on Education for the
Twenty-first Century reflects the primary
desire thatall talents be used to the maximum
to reduce academic failure, and to avoid the
feeling among young people that they are
excluded and have no prospects. In order to
improve the quality of education and to shape
society asa whole, three aspects are suggested:
raising the quality of teachers; compiling and
developing curricula; managing schools
(Delors, 1999).

This empirical truth is especially depen-
dent on the quality of work of an educational
organisation interms of both the organisation’s
development and its management. It should
help establish some footholds to navigate in
today’s complicated, tumultuous world. Edu-
cation renewal is mostly guaranteed by find-
ing new reform strategies through large-scale
dialogue (Elliott, 1991; Delors, 1999; Hanson,
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Fig. 2. Connections between factors of development of the main process

2001; Weedall, 2004). The primary carriers
and creators of educational values in a school
are the teachers and pupils. Unless the so-
called “heart” of a school is reached, only
limited or incremental change will follow. On
the basis of the survey results we may say that
Estonian schools still follow the principles of
an industrial age. Earlier surveys have shown
that the main problems in Estonian schools
are the inefficient management of pupils’ time
in lessons (by teachers); the teacher as a sub-
jectand pupils as objects (teachers’ attitudes,
orientation towards results as subject special-
ists); and modest communication and coop-
eration with parents (Torokoff, 2001; 2003;
2005).

The authors have suggested using the fol-
lowing success factors, analogous to those
used in businesses, to estimate the success of
education: continuously analysed and im-
proved working processes; an open system of
information exchange; development oppor-
tunities (Hinton, 2004; Schechter, 2004;
Connolly, Dunning, James, 2002).

Through teachers’ personal professional-
ismand values, the pupils’ attitudes and opin-
ions are influenced, their values shaped, and
systematic thinking taught. The above prin-

ciplesare highly compatible with the learning
organisation’s model. Figure 2 describes
briefly the features of the basic principles of
the learning organisation by P. Senge and its
relation to T. Mets’s framework of an
organisation’s development process.
Practical work in a school in the general
education system, or the more essential main
process, evolves in the working relationship
of the pupil and the teacher (see Figure 2),
which forms the useful factor of all the work
carried out in the system. A number of au-
thors have stressed that the effective applica-
tion of human resources begins from the best
possible utilisation of people’s time and tal-
ents, and they have suggested that educational
institutions implement the model of the learn-
ing organisation (Senge, Kleiner, Roberts et
al,2003; Lam, Chan, Pan et al, 2003; Davies,
2002; Dwyer, 2001, Bogler, 2001;
Simonaitiene, 2001). They stress that it offers
the best way of coping with fundamental
changes in the environment; new roles for the
teacher and teaching in education and for the
teachers’ job satisfaction; and the positive
effect of relations between the development
ofalearning organisation and school culture.
To perfect working methods, and develop
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pupils’ desire to learn, a group of teachers
cooperates to obtain new knowledge, skills,
attitudes, experience and contacts, which
brings about changes in the activities of the
group members (see Figure 2) and has an
impact on the quality of their work.

The labour market is and will be changing
as rapid technological developments present
challenges to the labour force, and, more-
over, in a dynamic environment it is neces-
sary to withdraw from previously gained
knowledge from time to time. In information
and communication technology (ICT), which
determines modern technical progress, gen-
erations are replaced every three years. These
aspects necessitate life-long learning. If pu-
pils are taught to learn in the educational
organisation and they have the desire to learn,
they will more easily overcome changes in
their working life. Life-long learning should
become alife-style. The aim oflife-long learn-
ingis presentboth in educational organisations
and in business.

Methodology

The empirical survey was carried out in
March-April 2005 in four Estonian schools:
Poltsamaa, Mdisakiila, and Lihula upper sec-
ondary schools and Sillaotsa basic school.
Another group of respondents were peda-
gogues who were participating in further train-
ing courses in Kuressaare, Valga and Tallinn.

330 questionnaires were distributed per-
sonally, 198 werereturned (60%). The sample
contained 148 teachers (75%), 22 school
managers (11%), 18 officials in other posi-
tions (9%) and 10 questionnaires (5%) where
the post had notbeen indicated. Respondents’
ages were given as: up to 25 - 6%, 26-35 —
20%, 36-45 — 29%, 46-55 — 23%, 56-65 —
10%, over 65 — 4%, not indicated — 8%. 79%
of respondents were female and 13% male,
8% did not specify gender.

The research used a combination of quali-

Reproduced with permission of the copyright owner

tative and quantitative methods.

A special questionnaire was prepared for
the survey by M. Torokoff, which was based
on the features of a learning organisation and
the model of organisation development by T.
Mets (see Figure 1 and 2); an expert group
was also involved. The questionnaire con-
sisted of five sections with 10-12 statements
in each section. The statements were to be
evaluated on a 10-point scale (1 — do not
agree, and 10 — I fully agree with the state-
ment). [t also contained seven open-ended
questions on the main process, joint learning
and values at school. Factor analysis was used
in the data analysis. The planned model fore-
saw five factors (including features of both
Senge’s model of the learning organisation
and Mets’s model), but after the factor analy-
sis three factors were distinctive, which is
characteristic of Mets’s model of an
organisation’s development (Mets, 2002).
Cronbach’s alpha was used to check the scales’
reliability. The first factor is values (8 state-
ments, a = 0.862), the second factor is indi-
vidual and joint learning (6 statements, a =
0.737), and the third factor i1s main process (6
statements, a = 0.721). The accepted value
for reliability in social sciences is 0.7 or over
(Ogbonna et al, 2000). The result is therefore
acceptable. The data processing programme
SPSS 12.0.1. version was used.

Results and Discussion

The main results of the survey are briefly
presented in Tables | and 2 presents the three
factors with statements, its basis being the
Mets model of organisation development. In
order to better identify the spheres in need of
organisational development, most essential
connections are focused on, and the state-
ments are analysed one by one.

It appeared that the highest correlations
occur in statements related to teacher’s val-
ues, which was apparently predictable.

. Further reproduction prohibited without permission.
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Through teachers’ personal professionalism
and values the pupils’ attitudes and opinions
are influenced and their values shaped. Val-
ues are acquired by copying the examples of
authoritative leaders. For instance, polite
teachers give students justified marks (r =
0,68; p<0,01). There is a link between teach-
ers’ and pupils’ frustration: when pupils ig-
nore rules of conduct, a polite teacher is more
offended. From the aspect of development,
that link displays the low tolerance level of
the teachers, as the young people are only
learning to communicate and behave ad-
equately, and the teacher’s role is to analyse,
explain and influence pupils’ fundamental
human values. The results also show that po-
lite teachers are tolerant towards contradic-
tions. From the point of view of the develop-
ment process, arising contradictions should
be removed immediately because overalonger
period they will inhibit cooperation and im-
pede both the individual’s and the
organisation’s development. From the
school’s point of view, information gathering
is valuable along with its profound strategic
analysis, while only good information allows
agood strategy to be created. The mean result
in the value factor was teachers’ efforts to
achieve quality. The open responses also
showed that high academic progress is among
the three most frequently referred to funda-
mental values of the school. Estonian schools
are ranked by their examination results and
teachers and pupils receive awards for high
achievements in contests. However, many
children are unhappy and discontinue their
studies. Fact-centred teaching is still domi-
nant. The responses, not included in the fac-
tor analysis, revealed that colleagues are not
invited to lessons to introduce new methods,
there are no regular analysis or development
discussions with managers. In the main pro-
cess factor a feature appeared that teachers
value regular control, and analysis and inter-
pretation of results.

It should be only natural in school for

teachers to improve both their behavioural
skills and subject knowledge (Delors, 1999).
C. Schecther (2004) has pointed out in the
treatment of specific issues of general educa-
tional institutions that work in a school is
fairly autonomous and teachers can work with-
out much contact with their colleagues. There-
fore, there is little dependence on colleagues
and team learning and professional dialogues
have a modest role; however, the article’s
authors cannot agree with that statement. The
results of this article show that good work
may impact the results of colleagues’ work
and their experience can be learnt from. The
survey revealed a positive aspect that teach-
ers seek parents’ advice on teaching and edu-
cating, and parents’ ideas are considered,
which makes it an essential efficient coopera-
tion and success factor. In the development
process, a constant exchange of ideas is ex-
tremely important, as is the tendency and need
for team learning, and common discussions,
as shown in the survey: regular counselling of
teachers is carried out to achieve objectives
better.

The questionnaire included seven open-
ended questions seeking to receive more in-
formation on fundamental values and the main
process in schools, but more profound analy-
sis of these responses is not included in this
article. It was evident in the survey that the
most frequently occurring teachers’ wishes
were that reforms not hinder their work; less
bureaucracy; less interruption and discussion
in order to work in peace; measurable aims;
and a less modest common vision of the fu-
ture in five years. Teachers’ cooperation at
school was given a high place, but new meth-
ods in their ways of working are introduced
only by a few teachers; team learning and
learning from experience happens at random
in schools.

If data is generalised we may say, on the
basis of this survey, that the development
process in the schools remains random and
chaotic. The development process in schools
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Table 2

Results of factor analysis

Question Factor Name Values Individual and joint learning Main process
Cronbach’s alpha 0,862 0,737 0,721

A% Civility 0,867

V2 Mistake acknowledgement 0,833

V3 Justified marking 0,804

V4 Time management 0,781

\'%A} Quality effort 0,721

\ ) Dignity 0,635

V7 Devotion 0,576

\'% ] Frustration 0,499

L1 Learn from parents 0,764

L2 Learn from colleagues 0,693

L3 Plan change 0,677

L4 Development seminars 0,621

L5 Job consultancy 0,580

L6 Overcoming contradictions 0,572

P1 Collegial impact 0,678

P2 Surveys 0,677

P3 Expertise 0,636

P4 Supervision&analysis 0,630

P5 Cooperation with family 0.583

P6 Different opinions 0,545

Cumulative variance explained, % 21,863 36,471 49,087

Note: Extraction method: Principal component analysis; rotation method: varimax with Kaizer normalisation; rotation converged in five

iterations.

is not systematic. A general concept of the
development plan is absent, it will be pre-
sented by the authors in this article. The base
model of the questionnaire, which arose from
Senge’s 5-factor model, covered the structure
of the questionnaire as the result of the factor
analysis, which is characteristic of Mets's 3-
factor model: mental systems (value factor);
individual and team learning factor, and the
main process factor.

Suggested General Scheme and
Methods for the Development Process

How can balance in the system, the ability to
self-reform, and integrity be ensured, and
priorities determined? In the future, commu-
nications problems in hi-tech societies may
cause serious malfunctioning, and thus skills
of a new type will be required, which are

behavioural rather than intellectual (Delors,
1999, Calabrese, Roberts, 2002). What can
make the management of a teaching
organisation which is characteristic of an in-
dustrial age more efficient and turn it into a
learning organisation? How can a school
culture based on change, flexibility and con-
tinuous improvement be created, while sta-
bility and security are retained?

After a systematic analysis of the current
situation and based on the empirical survey,
we suggest a model of the development pro-
cess of the learning organisation which is, on
the one hand, based on long-term knowledge
of educational processes and survey results
(Torokoff,2001;2003;2004) and on the other
hand, on over five years of experience in
moderating the development processes of
businesses (Mets, 2002).

The model concludes introductory stages
and the main process —organisational learning:
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Fig. 3. Strategic model for launching the work of the learning organisation in an educational organisation

1. Preliminary stage. Comprehension of
the problem by the manager. Ifnecessary, the
involvement of an external consultant. Pre-
liminary agreements.

2. Strategic diagnostics and analysis of
the company, which generally include:

+ interviews with key persons;

* monitoring of in-company processes;

* overview of job management and in-
ternal procedures;

» overview of financial accounting and
initial analysis;

» completeconcise analysis, findings and
conclusions.

3. Establishment of the general goals of
the development process and the planning of
the following steps. In this stage it is neces-
sary to evaluate the readiness of the manage-
ment and their devotion to the process, i.e.
their readiness for team learning.

4. Determination of the urgency of
changes, assignment of roles in development
activities. Launch of indispensable measures.

5. Organisational learning. The content

of the process largely depends on the strate-
gic position of the company and the develop-
ment level of the team. In the course of the
process both individual and team capabilities
(Stage One) of the organisation members and
leaders are increased and their common men-
tal fund grows (Stage Two), which results in
the business process development (Stage
Three). The experience gained from the de-
velopment of the business process re-launches
Stage One. In reality the development pro-
cess will go on, connecting and passing the
above-described stages simultaneously, i.e.
taking place in all stages at the same time with
mutual impact (Mets, 2002).

A three-dimensional learning-based
organisation development environment is thus
formed. The process-related character de-
scribes the strategy cycle as a whole, which is
fed back and continuous, and parts of which
are interconnected. The above general plan is
adapted to suit educational organisations and
the model suggested (Figure 3) describes how
to launch a learning organisation in a school
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sothatitwould result in value being placed on
the goal, main process and culture, so that all
members of the organisation would partici-
pate in it as long as they are employed by that
organisation, and so that people would achieve
the objectives agreed upon. There are three
stages:

1. Determination and mapping of teach-
ers’ capabilities (S E) based on the job perfor-
mance evaluation model (Torokoff, 2001;2004).

2. Establishment of a clear and precise
goal which arises from Stage One or the map-
ping of work quality/organisational learning
ability.

3. Learning (individual and team learn-
ing) arising from Stages One and Two, which
let us view the school from an organisational
viewpoint as a learning organisation.

The process of changing a school — re-
placing management of a teaching or-
ganisation with management of a learning
organisation will change attitudes and create
a new quality of organisational culture. The
resultis an increase in the level of work qual-
ity of the general education system, which in
its turn has an impact on labour quality and
promotes the shaping of the lifelong learning
society.

Preconditions for Shaping the
Learning Organisation in a School

The implementation of the above model in a
school (Figure 3) requires the existence of
certain prerequisites, as is the case in the
achievement of any essential organisational
change. The first prerequisite is the shaping
of the school’s goals and the main or learning
process according to the fundamental compe-
tence of society — the need for lifelong learn-
ing. The second prerequisite is the existence
of the learning process model which is orien-
ted to the creation of the above fundamental
competence. Only a correctly targeted, inter-
preted and accomplished learning process can

succeed. The teacher’s professionalism lies
at its centre. The third prerequisite is suffi-
cientempowerment of the leader of the change,
i.e. personal interest of the top managers in
the introduction of change, their right to make
decisions and take responsibility.

Fulfilment of the above prerequisites calls,
in its turn, for the development and accep-
tance of the strategic concepts in education at
all levels of society. An indicator of the qual-
ity of work of the whole education system
may be taken from a lesson delivered by a
teacher. The teacher’s professionalism is re-
vealed in the main process, and prerequisites
for learning are created here and values cor-
rected. Similar claims can be made concer-
ning the director’s role in the school. Basic
principles of responsibility in the manage-
ment of change are violated in a situation
where the members of the academic commis-
sion (teachers) assess and make decisions on
their own work. The school director is depen-
dent on the academic commission and thus
cannot fulfil the top manager’s role.

Conclusions

As aresult of the factor analysis of the given
survey, the structure of the questions was made
more operational, which is more characteris-
tic of the Mets’s framework model than of
Senge’s model. The analysis revealed that the
school’s development process may be mapped
through research into the main processes,
learning and mental systems. The factor of
values is the highest ranked in schools, the
teachers’ fundamental values had the highest
indicator among statistical mean indicators;
however, the management of the development
process lacks system and concept. The article
suggests arecommended development scheme
for schools along with methods of shaping the
model to launch the school as a learning
organisation. This model is based on the prac-
tices of business organisations and includes
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three stages: diagnostics of teachers’ capaci-
ties; setting up of the objectives; individual
and team learning.

When data is generalised we may say, on
the basis of this survey, in order to guarantee
change, flexibility and improvement, the fol-
lowing conditions should be met:

1. The position of top manager should be
introduced with all the relevant tasks, rights
and responsibilities in the general education
system, at the managerial level which yields
most results (the director does not have such
a role according to Estonian legislation).

2. A lesson delivered by the teacher
should be considered an indicator of the qual-
ity of work of the whole education system.
The teacher’s professionalism is revealed in
the main process, and prerequisites for learn-
ing are created here and values corrected.

This is an opportunity to evoke change in
the ways of working of those teachers who
work autonomously, with team learning as an
additional value. If the model is introduced,
the management style in schools will change,
the prerequisites for the prevention of de-
structive processes in the main process will
be created, and the desire for lifelong learn-
ing will be retained.

Senge’s model may not have been opera-
tional due to chaotic development activities.
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BESIMOKANTI ORGANIZACIJA IR MOKYMASIS ORGANIZACIJOJE: DARBO KOKYBES

GERINIMO KONCEPCIJA MOKYKLOJE

Santrauka

Straipsnyje iSskiriami besimokanéios organizacijos
bruozai Estijos mokykloje, kadangi tokio pobudzio ty-
rimai $ioje srityje dar ncbuvo atlikti. Autoriai nagringja
vystymosi ir poky¢iy savokas, organizacini mokymasi,
sékmes faktorius, o taip pat faktorius, kurie itakoja
mokyklos vystymosi procesa. Straipsnio tyrimas apic
besimokanéia organizacija remiasi anketa, kuria auto-
riai sudar¢ pagal P. Senge besimokangios organizacijos
modelj ir pagal T. Mcts besivystandios organizacijos
modclj.

Anketos, kuri remiasi P. Senge 5-faktoriy modeliu,
pagrinda sudaro faktoriy analizé paremta T. Mcts 3-ju
faktoriy modeliu susidedanéiu i§: pagrindinio proceso,
individualaus ir bendro mokymosi bei mentalinés (verty-
biy) sistemos. P. Senge modelis ncgal¢jo biiti pritaikytas
dél chaotisko ir nereguliaraus mokyklos vystymosi.

Remiantis tyrimo duomenis, apibendrintai galima
teigti, kad vystymosi procesas mokyklose vyksta be
sistemos ir koncepcijos. Straipsnyjc pristatoma rcko-
menduojama vystymosi schema ir metodai padcdantys
mokyklai tapti besimokanéia organizacija. Sis modelis
remiasi verslo organizacijy praktika ir susideda i$ trijy
ctapy: mokytojy galimybiy nustatymo, uZsibrézto tiks-
lo jvardijimo, individualaus ir bendro mokymosi.

Norint jgyvendinti poky&ius, pasickti lankstumg
bei jgyvendinti minéta modelj mokykloje, reikia ipil-
dyti tokias salygas:

1. lvesti $victimo sistcmojc aukséiausio vadovo
(angl. top manager) parcigybg su visomis jai priklau-
san¢iomis funkcijomis ir atsakomybe, ncs tai lcisty
pasickti geriausiy rezultaty (Pagal Estijos {statymus

Mage TOPOKO®®, ToHuc METC

mokyklos direktorius neturi tick galimybiy).

2. Visoje vietimo sistemoje mokytojo pamoka
turi biti traktuojama kaip darbo kokybés indikatorius.
Mokytojo profesionalumas atsiskleidZia pagrindinia-
me procesc, todél biitent pamokojc yra sudaromos ge-
riausios priclaidos mokymuisi bei kuriama vertybiy sis-
tcma.

Auk$c¢iauiSdestyta sistema Icidzia keisti darbo {pro-
Cius ty mokytojy, kuric buvo jpratg dirbti autonomis-
kai, kartu panaudojant bendra mokymasi kaip pridéting
vertg. Jeigu autoriy pasililytas modelis bus {gyvendin-
tas, valdymo stilius ir mokytojy darbo kokyb¢ mokyk-
lose pasikices ir pagrindiniame procesc problemy jo da-
lyviams sumazés (i8kritimas i§ mokyklos ir dalyko kar-
tojimas), o kartu bus i§saugotas porcikis ncpertraukia-
mai mokytis visa gyvenima, kas nci§vengiamai gerins
darbo kokybg.

Mokymosi visg gyvenima reik§m¢ Ziniy ckonomi-
koje ncgali likti nejvertinta. Mokykla gali tapti Ziniy
visuomencs bei ckonomikos atstovu tik tuo atveju, jei-
gu ji pati sugebes mokytis ir vystytis. Autoriy nuomo-
ne, kickvicna mokykla yra unikali, o jos nariai ypatingi.
Organizacinis mokymasis sudaro salygas mokyklos na-
riams atsklcisti savo galimybes. Mokyklos vadovui,
kuriant mokykla kaip besimokanéia organizacija, ten-
ka ypatingas vaidmuo koordinuojant bei priziiirint mo-
kytojy kolektyvo darba.

Straipsnyjc pristatyta koncepcija ir tyrimas gali
biti jdomus §victimo sistcmos atstovams percinamo-
sios ckonomikos 3alysc, kur problemos ir vykstantys
procesai yra panasis kaip Estijojc.

KOHUENUWA COBEPWEHCTBOBAHUA KAYECTBA PABOThI B LUKONE:
CAMOOBYYAKOLWAACA OPTAHU3ALUA U OBYYEHWUE B OPTAHU3ALUMU

Pe3wme

ABTOpBI CTaThH MOCTABUIIN ceOC 3a1auy — ONpPEACIUTE
MPH3HAKH CaMOOOYyYaoIICHCA OpraHU3alMU B 9CTOHC-
KO wwkose. [To106HOro HCCIeHOBAHUA IIKOJBI, KaK
€aMo00yvaroIeHCa OpraHH3alHK 10 HACTOSLICTO BpE-
MCHH B DCTOHHHM HC MPOBOJAHMJIOCH, O3TOMY AaHHAs
paboTa MOKCT UMETh NPAKTHICCKOC H TCOPETHYECKOE
3HA4YCHHC. B cTaThe paccMaTpHBAIOTCS OHATHS Pa3BHU-

THS W TPOUCXOIALIMX MEPEMCH, MONOIUICKA OPraHu-
3aLIHOHHOTO0 00Y4CHHUS, yKa3aHbI (PAKTOPBI, IPHHOCALIHE
yAady H BIHSAOUINC HA MPOLECC Pa3BUTHA B IIKOJIC, a
TaKXkKe JacTca 0030p IMIIHPHICCKOTO HCCICAOBAHHSA.
ABTOpBI CTaThH pa3paboTallk CIICUHAILHBIH BOMPOCHHUK
IUTA HCCIICN0BAHHSA CaMOO0yYaOIICiCs OpraHu3aluu B
DCTOHUH, B35B 32 OCHOBY MOJCIIb aHAJOTHYHON Opra-
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Hu3anuH, BeipaboranHyto I1. Cenre, u Mozeib Kapkaca
pa3BUTHA OpraHu3alliH, BeIpaboTanuyo T. Merca.

B pesynbTate (HaKTOPHOTO aHaaM3a U3 0a30BOW
MO/ICITH BOMPOCHHKA, OCHOBAHHOH Ha NATH()AKTOPHOM
mozenu, coznanuoii 1. Cerre, OplTa OXBa4CHA JIMIIb
CTPYKTYPHPOBAHHOCTh BOIPOCHHKA, KOTOpas Xapak-
TEpU3YET TPeX(PpaKTOPHYH MOZEIB, BhipaboTanHyo T.
MeTca: OCHOBHOM MpoIecC, HHAWBHIYaIbHOC H COB-
MECTHOC 00yUCHHE, & TAKIKE MCHTaJIbHAsA CHCTEMA (TaK
Ha3bIBaeMas CUCTEMa [ICHHOCTEH ). [10 MHCHHIO aBTOPOB
CTAaThH, MOJIEJIb AHAJIOTHYHOH OpPraHU3aluH, CO3/IaHHAA
[1. Cenre Moria He cpaboTaTh H3-3a XaOTHYECKOH H
HEPETYJISPHO# ACATEIBHOCTH M0 Pa3BUTHEO IIKOJIBI.

OG606UIMB MOJYYCHHbIC TaHHBIC, MOKHO Ha OCHO-
BaHUHM HACTOSAIICTO HCCICHAOBAHHS YTBEPXKAATh, 4TO
yIPABJICHKC MPOLIECCOM Pa3BHTHA B LIKOJIC MPOXOAUT
6CCCUCTEMHO, TAKXKE OTCYTCTBYET YE€TKas KOHLCTILUA
pa3sBUTHs WKOJIBI B DCTOHHHU. B cTarbe mpeacTasicHa
PEKOMEHAATEIbHAA CXEMa Pa3BUTHA JUIS IIKOJBI U
COOTBETCTBYHOIIAst MCTOAMKA B ICJIAX CO3AaHHUA MOICIIH
BHE/IPCHUA CAMOOOYYAOIICHCA OPraHU3aLHU B 9CTOH-
ckoit mkosie. [IpeacraBacHHas MOIETb OCHOBBIBACTCH
Ha NPAKTHKEC KOMMCPYCCKHX OpPraHH3alui u Mpeay-
CMAaTPUBAET MOCICAOBATEIBHOC MPOXOKACHUE TPEX
JTANoB — 3TO JAMATHOCTHKA CIIOCOOHOCTEH y4HTEICH,
MOCTAHOBKA LEJU W, HAKOHCI, HHAHBHIYAJIbHOC H
COBMECTHOC 00Y4CHHE.

Jlst obecrieyeHHUs TIEpEeMeH, THOKOCTH M yCOBEp-
ICHCTBOBAHM A MOJIC/IH ICTOHCKOM IIKOJIBHON CHCTCMBI
CJICIYCT BBIMOJIHUTD CJICAYIOUME YCIOBUS:

1. Hawnau6oJsice pe3yJIbTaTHBHOM yPOBHC yIpaB-

JICHHSA B 00111c00pa30BaTEIbHOM CHCTEME MPEATAracTes
€03JaTh 10JUKHOCTB BBICIIETO PYKOBOIHTEIA CO BCCMHU
0053aHHOCTAMH, MpPaBaMu M BCeil MpHUCYIICH JTOH
JIOJIKHOCTH OTBETCTBCHHOCTBIO (COTJIACHO NCHCTBYHO-
LIUM CETOIHSA B DCTOHHH 3aKOHAM, THPEKTOP 061mie06-
Pa30BaTEILHOMN LIKOJIBI HE HIPACT TAKOH POJIH).

2. [Iloka3zareieM KadecTBa pabOThl BCCH CHCTEMBI
CIIeyeT CYMTATH HEMOCPCACTBEHHO CaM YPOK, KOTOPBIH
MPOBOJHT YUUTEIb B MKOJIE. TOJIBKO B 3TOM OCHOBHOM
MPOLIECCE BHIABIACTCA IPOPECCHOHATBHOEC MACTCPCTBO
YUHTEITA, MMCHHO 316Ch CO3AK0TCS YCITOBHSA LTS y4eObl,
(hopMHpyCTCS IICHHOCTHAsS OPUCHTALIUA.

BhIICONMCAHHOC SBJISCTCA OMHOH H3 BO3MOXK-
HOCTCH M3MEHMTb TMPHEMBbI PaGOTBI aBTOHOMHO pabo-
TarOUIMX YYHTECJICH, HCIIONB3YA TIPH ITOM COBMECTHOC
06ydYeHHE KaK JOMOTHATCIbHYIO IEHHOCT. Ecin Obl B
9CTOHCKHMX LIKOJIaX BHEIPHIIH IPEICTABICHHYIO MOAC/Ib
caMOo0ByUaKOIICHiCs OpPraHU3aliH, TO M3MEHHICA Obl
CTHJIb YMPABJICHHMS WIKOJION M Ka4ecTBO paboThl y4H-
TeJIcH B IIKOJIAX, TAKKE ObUTH ObI CO31aHbI IIPCATIOCHUIKH
JUIA IPEIOTBPALLICHHA U YMCHBIICHHUA TIPOOJIEM y yyac-
THHKOB OCHOBHOTO TMpoLecca — yueObl, MKOJBHOIO
ypoKa (BbIOBITHE H3 HIKOJbI M [IOBTOPCHHE KITACCHOTO
Kypca), TAKKC COXPAHUIIOCH OBl KEIAHHC YIUTHCA Ha
BCIO )KH3Hb, YTO B KOHCUHOM CYCTE, TIOBBIIIACT Ka4ECTBO
pabodcit CHIIBI B LIEJIOM.

[IpeacTaBacHHas KOHLCMLHA U HCCIICIOBAHHE MOT-
JTH GBI TPECTABIIATH O0JICE IUPOKUI HHTEPEC B CTPAHAX
C TaK Ha3bIBACMOil MCPCXONHOH IKOHOMHKOH, rie
npoGIeMaTHKa H IPOUECCHI CXOHBI C MPOUCXOAAIMM
B DCTOHHUH.
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