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Godoniuk V. S. Self-affirmation of an individual as a psychological problem. In this
article we have made the theoretical analysis of the problem of self-affirmation of an individual, as well
as the components and mechanisms of this phenomenon have been indentified. The features of the
process of self-affirmation were considered in different age groups of people. The connection of the
problem of self-affirmation with the level of the individual claims was explored.
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THE PSYCHOLOGICAL RESEARCH OF DOMINANT CHARACTERISTICS OF TYPES OF
ORGANIZATIONAL CULTURE: PERCEIVED BY STUDENTS

Ishchuk O. V. The Psychological Research Of Dominant Characteristics Of Types Of
Organizational Culture: Perceived By Students. The article highlights the relevance of theoretical
and empirical study of psychological characteristics of student’s perception of their own organizational
culture of the university, presented a methodology for evaluating of organizational culture and analysis
of diagnosis. Revealed the essence of the organizational culture of the university, are features of
student’s perception of public institutions of higher education and of private institutions of higher
education of the organizational culture of their own university. The article explains that, in public
institutions of higher education the dominant types of organizational culture were the clan and market
cultures. The private institutions of higher education had mainly clan culture. This example
demonstrates the inconsistency of student’s perception of organizational culture of institution of higher
education. Detailed analysis of real student’s vision by dominant type of organizational culture in their
own university. Organizational Culture Assessment Instrument — OCAI allows to estimate six key
parameters of organizational culture, which include: 1) the major differences; 2) the overall style of
leadership; 3) HR (human resources); 4) essential communications (connection nature); 5) the
strategic objectives of the operation and development; 6) the criteria for success. The psychological
analysis features and provides guidance regarding the inconsistency of student’s perception about the
dominant type of organizational culture. This article describes the prospects for further study of the
problem of the organizational culture of institution of higher education. The article states, that the
research findings can be used in psychological counseling of managers and students as well as
organizational culture training courses.

Keywords: organizational culture, students, state ownership, private ownership, institution of
higher education, organizational culture assessment methodology, consistency ideas of students.
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Problem statement. The effectiveness of university training depends on a number of factors
among which universities’ organizational culture sometimes plays a leading role.

Topical areas of research in modern conditions in Ukraine are improving the effective
functioning of institutions of higher education. In turn, the effectiveness of modern institutions of higher
education caused by many factors, among which the most important are organizational and
psychological factors, such as organizational culture. In an effort to meet the standards of successful
educational establishment, universities should pay careful attention to formation of the organizational
culture and the correct perception of students and professors.

Analysis of the research. So, many scientists all over the world engaged in research of
organizational culture in general [1; 3; 4; 5]. But despite the significant contribution of researchers in
scientific elaboration of problems of organizational culture, theoretical, methodological and empirical
data are insufficiently.

Therefore, we are considering organizational culture of the institution of higher education as a
combination of cognitive schemes that forms certain persuasion of employees and students,
determines the way of interaction with the surrounding environment, including a system of values,
expectations, observances, behavior patterns, etc., which are taken and are transmitted to new
members of the organization. Based on this definition we were constructed our empirical research.

Objective: to analyze the characteristics of students’ perceptions of the dominant types of
organizational culture of their universities.

Methods. The investigation was done on a sample of 619 students of universities of different
ownership forms in different regions of Ukraine using the Organizational Culture Assessment
Instrument (OCAI) by K.Cameron and R.Quinn [2; 90].

The obtained data were analyzed using SPSS Statistics 17,0 [6].

The main material and research results. The study was conducted in institutions of higher
education of different ownership forms (private and public institutions) in different regions of Ukraine,
the total sample of 619 students of junior and senior years. Students were age from 16 to 31 years
old.
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A comprehensive indicator of relative age of the respondents in the two institutions of higher
education - public institutions and private institutions - can be offered here.
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Table 1
Interrelation between age indicators of students and institutions of higher education
Age Indicator Universities Total
respondents Public institutions Private institutions
16 Frequency 11 11
% 45 1,8
17 Frequency 64 49 113
% 17,2 19,9 18,3
18 Frequency 66 43 109
% 17,7 17,5 17,6
19 Frequency 34 9 43
% 9,1 3,7 6,9
20 Frequency 89 50 139
% 23,9 20,3 22,5
21 Frequency 93 99 152
% 249 24,0 24,6
29 Frequency 20 18 38
% 54 7,3 6,1
23 Frequency 3 5 8
% 0,8 2,0 1,3
o4 Frequency 2 1 3
% 0,5 04 0,5
Frequency 1 1
26 % 04 0,2
Frequency 1 1
29 % 0,3 0,2
31 Frequency 1 1
% 0,3 0,2
Frequency 373 246 619
Total % 100 100 100

General characteristics of the studied groups based on sex showed that among the
respondents there were more women - 63.2%, than men - 36.8%.
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Distribution of students according to the tape of university and year of study is demonstrated in
Table 2. According to this table, the majority of subjects were in the 1st and 4t year students,
correspondently 44.1% and 28.9%.

Table 2
Interrelation between the course and institutions of higher education
The Indicator Universities Total
course Public institutions | Private institutions
1 Frequency 158 115 273
% 25,5 18,6 441
9 Frequency 81 35 116
% 13,1 5,7 18,7
4 Frequency 111 68 179
% 17,9 11,0 28,9
5 Frequency 23 28 51
% 3,7 4,5 8,3
Total Frequency 373 246 619
% 60,3 39,7 100

So, completing a diagnostics of students’ perception on the dominant type of organizational
culture and having carried out some statistical and mathematical calculations, we have four quadrants
— clan type, adhokracy type, market type, hierarchic (bureaucratic) type of organizational culture, each
of which represents a clear set of indicators of organizational culture. As noted K. Cameron and R.
Quinn [8, p. 66] "four groups of criteria defining core values that determine opinions about the
organization."

Therefore, were calculated the total score responses of all respondents by type of
organizational culture of institution of higher education.

Results revealed:

In public institutions of higher education in the opinion of students the dominant types of
organizational culture were the clan (38.3 %) and market (32.2 %) types of organizational culture.

The empirical data only illustrate the variety of distributions of benefits detected for each of
four types of organizational culture.

That is to say about a certain contradiction in perceptions of students regarding the dominant
type of culture, because the clan type aims at collegiality, perception of the university as a single
integrated facility where university resembles a large family, and market type, however, professes
strict competition, requirements, the desire to win and be the first among the competitors is being
brought up in the students and so on.

Instead, the private institutions of higher education, for the personal opinion of the students
who studying out there, have mainly clan culture (70.3%) which cultivates collegiality, a sense of "we",
the perception of the university as an indivisible object, organization similar to a large family,
encouragement to care for each other, teamwork and so on.

It was established that the conceptions of public institution among the students of junior and
senior years of study differ significantly in terms of diagnostic types of organizational culture of
institutions of higher education. Junior students give preference to the concept of clan-type culture
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(42.1%), then the opinions are divided between the market (28.7%), hierarchic (23.9%) and adhocracy
(5.3%) types of culture. The views of senior students are distributed among the market (36.6%) and
clan (33.5%) culture, hierarchic (25%) and adhocracy (4.9%) types. It means that students of public
institutions have some problems with the definition of dominant type of culture both in the senior and
the junior years. There is a tendency to change perceptions of dominant type of organizational culture
in public universities with the growth of course.

Investigation of the distribution according to the dominant type of organizational culture in line
with the year at the university shows that the perception of junior students in the public institutions
clearly focuses on the clan type of OC (42.1%), and for the older ones this distribution is almost the
same: 33.5% clan culture and 36.6% market culture (Table 3).

Table 3
The ratio between the dominant type OC and course of study of university students of various
ownership
Universities Type OC The course
young older
" clan (A) 42,1 33,5
o S adhocracy (B) 9,3 49
S 3 market (C) 28,7 36,6
~ 2 hierarchic (D) 23,9 25
Total % 100 100
" clan (A) 72,3 68,1
o5 adhocracy (B) 3,8 5,2
S 3 market (C) 14,6 13,8
a2 hierarchic (D) 9.2 12,9
Total % 100 100

There is a tendency to change perceptions of the dominant organizational culture in public
institutions in the course of study.

In the private institutions students both in junior and senior years recognize the benefits of the
clan type of OC, respectively 72.3% and 68.1%.

Therefore, the data shows that junior students favour perceptions of organizational culture as
clan culture (42.1%), then there goes the market type (28.7%), the hierarchic type (23, 9%) and the
type adhocracy (5.3%) of culture. But senior students are divided almost equally according to their
views on the dominance of market (36.6%) and clan (33.5%) cultures, then hierarchic (25%) and
adhocracy (4.9%) culture.

We can assume that these differences depend on the current process of internalization of the
organizational culture by the students at various stages of training. In the first and second years these
processes begin, but already in the upper division years (fourth, fifth) they are coming to an end. That
is, perceptions regarding the type of culture appear to be clearer for undergraduate students than for
junior ones. Another hypothesis to explain the results obtained through the diagnosis of culture in
public institutes are OC attitudes. The authorities of the university do not pay enough attention to the
phenomenon of culture, do not study in depth the problem of detecting and especially correcting
organizational culture and perceive culture only as the phenomenon which can be stated, but cannot
be interacted with. It is this passivity that can explain the attitude of students to the organizational
culture of the public university.
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In the private universities when dividing the respondents into junior and senior years it was
found that students’ preferences related to the types of organizational culture institution of higher
education were distributed in the following way - clan (72.3% of junior students vs. 68.1% of senior
year), market (14.6% vs. 13.8%), hierarchic (9.2% vs. 12.9%) and adhocracy (3.8% vs. 5.2%).
Therefore, students of private universities unanimously accept the dominant type of culture.

In the result we can see the consensus of opinion of respondents of all years of education —
from the first to the fifth. It appears that it can also be explained through the position in relation to the
organizational culture of the university. One can be certain that the management of private universities
sees culture as a phenomenon which can be actively interacted with, constructed, developed and, if
necessary, modified.

For a more detailed analysis of the existing vision by students of the dominant type of
organizational culture in their own higher education institution, consider each question individually.
OCAI assessment tool allows to estimate six key parameters of organizational culture. These include:
1) the major differences; 2) overall management type; 3) HR management (human resources); 4) key
ties (binding nature); 5) strategic objectives; 6) efficiency criteria [7, p. 106]. Singling out key
parameters correspond to the numbers of question in diagnostic technique of organizational culture,
which has been offered to students. We have summary data table (Table. 4) with results of diagnostic.

Table 4
The ratio of key positions of organizational culture in public institutions
Ne Type of OC ' ‘
clan adhocracy market hierarchic

1 25,0 16,5 37,5 21,0

2 31,2 141 28,0 26,7

3 23,7 20,5 31,7 24,0

4 27,8 22,7 19,2 30,4

5 26,9 23,1 243 25,7

6 30,1 16,8 25,2 27,9

As concerns the first parameter of organizational culture - the major differences — students of
public institutions described their universities as such that primarily responsible the market type
(37.5%), second - clan type of culture (25%), third - bureaucratic type (21%) and the last fourth place
was adhokracy type of culture (16.5%).

Thus, in perceptions of students is dominated the view that their institution focused primarily
on the achievement of a certain results. The main purpose of the organization as a whole - to achieve
the task. Management of University, Management of Faculty, professors and, finally, students focused
on competition and achievement.

Next position - overall management type - also reflected insignificant differences between
the dominant clan (31.2%), market (28%), bureaucratic (26.7%) type of culture, and adhokratcy type
of culture occupies the last position - 14.1% all elections. The results illustrate the differences between
existing leadership styles within 3%, which indicate about inability by researchers to point out a single
strategy among the students’ perceptions. 31.2% of students believe that the general style of the
existing leaders at university is an example of monitoring, the desire to help or teach. 28% perceive
leadership style due to the market type of organizational culture, which demonstration of efficiency,
aggressiveness and steady focus on achieving results. And 26.7% of respondents believe that the
overall style of leadership at the university is an example of coordination, clear organization and
smooth doing business in line with profitability. 14.1% of students’ election indicates dominance
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tendency to entrepreneurship, the ability to anticipate, willingness to take risks and focus on the
future. So, again we observe the ambiguity of students’ election among which a few points ahead of
clan culture - 31.2%.

HR management (human resources) as the next key position is dominated in a market
variant (31.7%) students’ representations. They believe that the overall style of HR management in
public institution is highly exactingness, tough pursuit of competitiveness. Thus, the management
strongly encourages employees and students and for possible achievements. The outlined
characteristics correspond to market type of culture.

A key position called key ties seems to students in the dominance (30.4%) of bureaucratic
type of culture, and market type takes last place at all (19.2%). Thus, the connecting essence in public
institution according to 30.4% of students surveyed have formal rules and official policy of the
university. In this type of culture, bureaucratic, it is important to maintain the level of the course of the
university.

Among the strategic objectives functioning and development is not found an unambiguous
dominance, because percentage differences within the limits about 1.5%. Therefore the strategic
objectives of functioning and development are conceived by students, that percentage is 26.9% of all
elections, in humane development, support atmosphere of high trust, openness and mutual
assistance which corresponding clan type of organizational culture.

And the last key position - the efficiency criteria, finds itself in the dominance of clan (30.1%),
hierarchical or bureaucratic (27.9%) and market (25.2%) culture. Thus, 30.1% of students believe that
the leadership of state-owned university defines success on the basis of the development of human
resources, teamwork, employees’ enthusiasm. So, in the end, divergent views don’t define clearly the
dominant type of organizational culture.

Results. The study found that 38.3% and 32.2% of the students from state-owned universities
viewed the clan and market types of organizational culture respectively to be dominant in their
universities. However the clan type of organizational culture was shown to be dominant in 70.3% of
private universities.

The students from the state-owned universities in contrast to those from the private ones had
inconsistent ideas about the key elements of organizational culture that included management type,
HR management, strategic objectives, efficiency criteria, and key ties.

Empirical research suggests that in public institutions of higher education the dominant types
of organizational culture were the clan (38.3 %) and market (32.2 %) cultures. The private institutions
of higher education had mainly clan culture (70.3 %). It was established that students of public
institutions demonstrate inconsistent ideas of key arguments of organizational culture (the most
important differences, the overall style of leadership, human resources, essential communications,
strategic objectives operation and development, the criteria of successful performance). Students of
private universities with respect to the key parameters of the organizational culture showed
consistency in preferring one type of culture.

Conclusion. The inconsistency of students’ ideas about the key elements of organizational
culture has negative effects on students’ understanding of their role in the development of universities
and on students’ organizational behaviors in general. The investigation findings can be helpful in
counseling university heads and students as well as in training courses on matters of organizational
culture.
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lwyk O. B. T[lcuxonoriyHe [oCRiMXKeHHA [OOMIHYHOYMX XapaKTepPUCTUK TuniB
opraHi3auinHoi KynbTypu: 6a4yeHHs CTYAEHTIB. Y CTaTTi BUCBITIEHO aKTyarlbHICTb NCUXOMOMYHOMO
aHanisy TEOpeTWYHUX Ta emmipuyHuX npobnem ocobnMBOCTEN OpraHi3auiHOl KynbTypy BULLOTO
HaBYaMbHOro 3aknagy 3 TOYKM 30pYy CMPWUAHATTSA i CTyAeHTaMu. 3anponoHOBaHO OBIPYHTYBaHHS
3actocyBaHHs MeToamknm «OuiHku opranisauinHol kynbTypu» K. KamepoHa Ta P. KyiHHa, a Takox
aHani3 pesynbTaTiB [iarHOCTUKK. BUCBITNIEHO CYTHICTb OpraHisawiiHol KynbTypy BULLOTO HaBYasibHOMo
3aknagy, npoaHaniaoBaHo OCOBMMBOCTI CMPUAHATTA CTYAEHTaMU AEPXaBHWX BULLMX HaBYanbHUX
3aKnagiB Ta nMNpMBaTHMX BULMX HaBYaNbHUX 3aKMafiB  OpraHisauinHol  KynmbTypu BrACHWX
YHiBepcuTeTIB. PO3KPUTO CYTHICTb OpraHi3aLinHOl KynbTypy BULLOTO HaBYamnbHOrO 3aknagy, 34inCHEHO
aHania 0cobnMBOCTEN OpraHi3auiHOl KynbTypu BWLWIB Pi3HUX (DOPM BAACHOCTI 3@ AaHWUMK
[iarHOCTUKW  CMIPUAHATTS  CTYAEHTaMK  BIACHOrO  YHIBEPCWUTETY, MpOaHasni3oBaHO  OTPUMaHI
AiarHOCTWUYHI NOKa3HMKK. [0SICHEHO, WO B AepXaBHUX 3aKnagax BULLOI OCBITU AOMIHYKYAMM TUNAMM
OpraHisaujinHol KynbTypy BUCTYNalTb KMaHOBa i PWUHKOBA KynbTypu. [lpuBaTHi BUMLi MalTb B
OCHOBHOMY 3a JOMiHYIOYUI TUM KITAaHOBY KynbTypy. [pOLEMOHCTPOBAHO CYnepeysinBiCTb CpUMHATTS
CTYOEHTCHKOK MOMOAAI OpraHi3auinHOi KynbTypy BULLOTO HaBYanbHOro 3aknagy. Metoguka «OuiHku
opraHisauinHoi kynbtypu» K. Kamepona Ta P. KyihHa (OCAI) po3Bonsie OUiHATK LWiICTb KIHOYOBKX
napameTpiB OpraHi3aLliiHol KynbTypu, LWO BKMovae B cebe: 1) OCHOBHI BiOMIHHOCTI; 2) 3aranbHui
ctunb  kepiBHuutBa; 3) HR (mogcebki pecypcu); 4) CyTHICHWA 3B'A30K; 5) cTpaTerivHi  Uini
(DYHKLIOHYBaHHS i pO3BUTKY; 6) KpuTepii ycnixy. PEeKoMeH40BaHO NCUXOMOriYHY TPeHiHroBy poboTy 3
HEeY3roKEHICTHO YSBNEHb CTYAEHTCHKOI MOSOAI LWOAO AOMIHYKUMX TUMIB OpraHisauinHol KynbTypu. Y
CTaTTi MOETbCA NPo Te, WO pesynbTaTh LOCNIQKEHHS MOXYTb BYTW BUKOPUCTaHI B MCUXOMONYHOMY
KOHCYMNbTyBaHHI MeHeXepiB Ta CTYAEHTIB, a TakoX $K martepianM [0 HaBYalbHUX KypciB 3
OpraHisayjiiHoT KynbTypu.
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KntoyoBi cnoBa: opraHizauiiHa KynbTypa, CTyAeHTH, AepkaBHa hopma BRNacHOCTI, npuBaTHa
(hopMa BMaCHOCTi, BUMLUWA HaBYanbHUM 3aKnag, MeToauKka OLIHKM OpraHisauiHol KymbTypw,
Y3rOPKEHICTb YSBMNEHb CTYAEHTIB.

Mwyk O. B. Mcuxonornyeckoe nccnepoBaHue AOMUHUPYIOLWMUX XapaKTePUCTUK TUNOB
OpraHU3aLuMOHHON KynbTypbl: BOCNpUATME CTYAEHTOB. B CTaTbe OCBELeHa aKTyanbHOCTb
NCUXONOrNYECKOro aHanm3sa TeoPETUYECKMX N IMNUPUYECKUX NPobneM nccnegoBaHns 0cobeHHOCTeN
OpraH13aLUyMoHHON KyNMbTypbl BbICILEr0 Y4ebHOro 3aBEAEHUS C TOYKM 3PEHUs BOCMPUATUS ee
ctygeHtamu. [pegnoxeHo oBoCHOBaHWe npUMeHeHUs MeToaukn «OLUEeHKU OpraHu3aLyoHHON
kynbTypbl» K. KamepoHa u P. KynHHa, a Takke aHanus pesynbTaToB NCUXONOrMYECKON ANarHOCTUKN.
MpenctaBneHa  CyLWHOCTb  OpPraHW3auMOHHOW  KymbTypbl  BbiCIEro y4ebHOro  3aBefeHus,
NpOaHanManMpoBaHbl OCOBEHHOCTM BOCTPUATUS CTyAEHTaMU rOCYOAPCTBEHHbIX BbICLIMX Y4EOHbBIX
3aBEeJEHNA U YaCTHbIX BbICLUMX Y4eOHbIX 3aBEefEeHWUA OpraHu3aLMOHHOW KynbTypbl COOCTBEHHbIX
YHMBEPCUTETOB. PackpbiTa CyLHOCTb OpraHW3auMOHHON KyNnbTypbl BbICLWEro y4ebHOro 3aBefeHus,
OCYLLECTBMEH aHanu3 0COBEeHHOCTEe OpraHu3auMoHHON KynbTypbl BY30B pasnuyHbix  opm
COOCTBEHHOCTW MO AaHHbIM AWarHOCTUKU BOCMPUATUS CTyAeHTamu CODCTBEHHOIO YHMBEPCUTETA,
NpOaHanuaMpoBaHbl  MOMyYyeHHble  AuarHocTuyeckue  nokasatenn.  OObACHEHO, 4TO B
rOCY4apCTBEHHbIX BbICLWIMX YYEOHbIX YYPEXOEHWUAX OOMUHUPYIOLMMM TUMaMM OpraHW3aLWOHHOM
KynbTypbl BbICTYNAlOT KMaHOBas M pPbIHOYHASA KynbTypbl. YacTHble BY3bl MMeKT, B OCHOBHOM,
KNaHOBYH KynbTypy Kak AOMUHMPYOLMA TvN. MpOLEMOHCTPUMPOBAHO NPOTUBOPEYMBOCTL BOCTIPUATUS
CTYZIEHYECKON MOSOLEXBI0 OpraHU3aLMOHHON KynbTypbl Bbicero y4ebHoro 3aBefeHns. Metoaumka
«OueHku opraHusaumorHoin kynbTypbl» K. KamepoHa n P. KyuHHa (OCAI) no3sonsieT oLeHnTb LWecTb
KMOYEBbIX MapaMeTpoB OpraHN3aLMOHHON KyMbTypbl, BKIKYaOLWMX B ceBs: 1) OCHOBHbIE pasnnyus;
2) obwmn ctunb pykosoactea; 3) HR (4enoseuveckne pecypcbl) 4) CyLHOCTHYK CBSA3b; 5)
cTpaternyeckue Lenu (OyHKUMOHMPOBaHMA W pa3BuTWS; 6) Kputepun ycnexa. PekomeHOoBaHO
NCUXONOMNYECKYI0 TPEHUHTOBYKD paboTy C HECOrnacoBaHHOCTBbI) MPEACTaBNEHWUA CTyAEHYECKOM
MOSOLEXM OTHOCUTENBHO AOMUHUPYIOLLMX TUMOB OpraHn3aLoHHON KynbTypbl. B cTaTbe roBopuTCs 0
TOM, YTO pesynbTaTbl UCCNEAOBaHUS MOryT ObiTb  MCMONb30BaHbl B MCUXONOrNYECKOM
KOHCYNbTUPOBAHWM MEHEIKEPOB W CTYAEHTOB, a TaKkKe Kak MaTepuanbl K y4ebHbIM Kypcam no
OPraH13aLoHHON KyNbType.

KnioyeBble cnoBa: oOpraHu3auMOHHas KynbTypa, CTYOEHTbl, rocygapcTBeHHas dopma
COBCTBEHHOCTH, YacTHast popMa COBCTBEHHOCTH, BbiCLiEe y4ebHOe 3aBedeHne, METOAMKA OLEHKM
OpraHu3aLoOHHON KynbTypbl, COrNacoBaHHOCTb NPEACTaBMNEHMI CTYAEHTOB.

BigomocrTi npo aBTOpa:
lwyk Onbea BikmopieHa — kaHOMOAT NCUXOMOMYHWMX HAayK, OOLEHT Kadeapu npaKkTUYHOI
ncuxonorii 3anopi3bKoro HawioHanbHOMO YHIBEPCUTETY.
Cmammio nodaHo 0o dpyky 30.03.2016.
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ATPUBYTUBHI NPOLECU B IHTEPCYB’€KTUBHIM IHTEPNPETALIII OCOBUCTOCTI

CypsikoBa M. B. ATpubyTMBHI npouecu B iHTepcy6’eKTUBHIW iHTepnpeTauii 0CoOUCTOCTi.
B cratTi posrnsHyTa npobnema iHTepnpeTayii 0coOOUCTOCTI Y IHTEPCYO’EKTUBHIN NMOLLMHI Y 3B’A3KY 3
aTpubyTvBHUMKM npouecamu. BusHayeHO HeoOXigHICTL iHTepnpeTauinHOl LiSNbHOCTI MoaUHN Y
NOBCAKAEHHOMY XXMUTTI, 3arafbHUM Pe3ynbTaTOM YOro € BU3HAYEHICTb Ti OLiHKW, CTaBNEeHHS, OYyMKM
BIOHOCHO sBMLY, SIKi NOTpebytoTb iHTepnpeTauil. IHTepnpeTauis AETEPMIHYETbCS KOTHITUBHUMMW Ta





