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The article proposes an integrative model
for diagnosing the psychological structure of
organizations and identifying their stages of
development. This approach enables a deeper
understanding of collective dynamics and
supports the design of effective change strategies.
By bridging psychological and managerial
paradigms, the study highlights the role of the
imago in shaping adaptive, psychologically
mature, and resilient organizational cultures that
can evolve under conditions of complexity and
uncertainty.

The article describes the concept of the
organizational imago as a metaphor for the
psychological essence of organizational culture.
The integrative concept provided in the study
unites approaches from transactional analysis,
psychoanalysis, role theory, organizational life
cycle theory, and systems thinking to develop
a comprehensive model for diagnosing the
psychological structure of organizations. The
organizational imago is viewed as a projection
of the collective unconscious, reflecting the
emotional climate, dominant archetypes, and
hidden behavioral patterns. The article examines
the dynamics of imago development within the
context of organizational life cycle stages, as well
as the impact of dominant ego states (Parent,
Adult, and Child) on leadership and managerial
culture.

Particular attention is given to psychodynamic
processes within groups, including Bion’s
basic assumptions, defense mechanisms, and
unconscious resistance to change. The role
of Belbin's team role distribution in shaping
the psychological image of the organization is
explored. Within the systems thinking framework,
the imago is conceptualized as a dynamic mental
model shaped in response to external challenges
and internal transformations. The proposed
integrative model enables the synthesis of
rational and emotionally symbolic dimensions of
organizational functioning, thereby enhancing the
effectiveness of change strategies, facilitation,
and coaching practices.

Special emphasis is placed on the phenomenon
of the historical imago, which persists in the
collective memory of employees even after the
formal dissolution of a group or organizational
phase. This perspective enables a deeper
understanding of how deeply embedded
representations of the organization evolve during
times of crisis, merger, or restructuring, and
how unconscious images of the past influence
present-day decision-making, leadership, and
innovation.

The application of this model contributes to
the development of adaptive, psychologically
mature, and resilient organizations capable of
growth in complex and uncertain environments.
Key words: organizational imago, organizational
culture, transactional analysis, psychodynamic
approach, systems thinking, organizational
psychology, business psychology, organizational
transformation.

Y cmammi  nporoHyemscsl - iHMezspamusHa
MOOe/b 0711 Qia2HOCMUKU  MCUXO/I0214HOT
cmpyKmypu opaaHizayiti ma BUSHa4YeHHST IXHIX
cmadili possumky. Takul mioxi0 dae 3moey
2/ubwe  3po3yMimu  KO/lEKMUBHY — OUHaMIKY
ma nidmpumamu  po3pOG/IEHHST  eGheKMUBHUX
cmpameaiti - 3MiH.  [TOEOHYrO4U  MCUXO/I02iHY
ma ynpag/iHcbky —napaduemu,  OOC/IOKEHHS
MIOKPEC/IOE ~ PO/b  iMa20 Yy GhopMyBaHHI
adanmusHUX, CUXO/I02IYHO 3piTUX | cmilikux
opeaHizayitiHuX Ky/ibmyp, 30amHux po3susamucs
B YMOBaX CK/1Ia0HOCMI Ma HeBU3HaYeHOCMI.
OrucaHo  KOHUenuito  opaaHizayitiHozo  iMazo
K Memachopu  MCcUXo/oeiyHoi  cymHocmi
opeaHisayiliHoi  Kynibmypu.  IHmezposaHul
KOHuyenm, wjo onucanuli y cmammi, 06'€dHye
nioxo0u mpaH3akyitiHo20 aHastisy, rncuxoaHasnisy,
meopii  ponel, meopii XUmmeBo20 YUKy
opeaHisayili ma cucmemMHO20 MUC/EHHS Ofisl
PO3pPO6/IEHHST KOMI/IEKCHOT MOOesTi OiagHOCMUKU
ICUX0/102i4HOI cmpykmypu opaaHizauitl.
OpeaHizayiliHe  iMa20  po3ansdaembscs 5K
MPOEKYISi  KOIEKMUBHO20 ~ HECBIOOMOZ20, WO
gidobpaxkae emouyitiHull - Kkiivam,  apxemurHi
YABNEHHS] Ma NPUXOBaHi NMoBediHKOBI MamepHuU.
Cmamms  BucginvIoe  AuHamiky — PO3BUMKY
iMa2o y KoHmMeKkcmi emaris XUmmeso20 Yuk/1y
OpaaHi3auyii, @ makox Bryius 0oMiHysaHHs1 E2o-
cmaHis (bambko — fopocauli — [umuHa) Ha
Ky/IbMypy Yrpas/iHHs.

Oco6/1ugy yBazy npuodifieHo ncuxoOUuHaMIYHUM
npoyecam y epynax: 6a3os8uM rMpunyweHHaM 3a
BioHOM, 3aXUCHUM MexaHiamam ma HecsiooMum
6ap’epam 00 3MiH. PO3Kpumo posib po3rodiny
KomaHOHUX poneli 3a besibiHoM y hopmyBsaHHI
cuXxo/102i4Ho20 06pasy opeaHizayii. Y pamkax
CUCMEMHO20 MiOX00y iMa20 aHaslisyembCsl sIK
3MiHHa MeHmasibHa Modeslb, WO ¢hopMyeEMBCS
y BiOMOBIOb Ha  BUK/IUKU  30BHILUHBO20
cepedosuwja ma BHympiwHi mpaHcghopmayii.
BanporioHosaHa  iHMezpamusHa  MOO€/Ib
0ac 3Mo2y [MOeOHamu  payioHaslbHi  ma
eMoyitiHO-CUMBOAIYHI  BUMIPU  Op2aHizayiliHo2o
GhyHKUIOHYBaHHS, WO NidBUWYE eheKkmuBHICMb
cmpameaili 3MiH, chacunimayii ma Koy4uHey.
OKpemMo aKyeHmMyembsCsl BX/IUBICMb (heHOMEeHy
ICMOpUYHO20  iMaco, WO 36epicaemscsi Y
KostekmusHili nam’simi fpauyisHUKi8 Hagimb ric/si
3aBepUWEHHS] (hOPMa/IbHO20 iCHYBaHHsI  2pyrnu
yu emarty opeaHizauii. Takul rioxio dae 3mozy
Kpawe 3po3ymimu, Sk MpaHChOopMyrombCst
2/IUBUHHI YSIBNIEHHST NPO Op2aHi3auyiio 8 yMosax
KpU3U, 3/IUMMSs1 4u pecmpykmypu3auii, & maxox
SIK HecsiooMi 06pasu MUHY/I020 BIUIUBAIOMb

Ha rOmMo4Hi  pileHHs,  7lidepcmso  ma
iHHOBaYjUHICMb.
3acmocysaHHs ~ OaHoi  modenii  cripusie

chopMyBaHHIO adanmuBHUX, NCUXO/I02iYHO 3piux
i cmilikux opeaHizayiti, 30amHux 00 po3BUMKY B8
YMOBax CkadHoOCMi ma HeBU3HaYEHOCI.
KniouoBi cnoBa:  opeaHizayiliHe  iMaeo,
opeaHisayiliHa  Kyabmypa, — mpaH3akyitiHul
aHasis, ncuxoouHamidHUl rioxio, cucmemHe
MUC/IEHHSI, OpaaHi3ayitiHa rcuxosoeisi, bi3Hec-
ricuxonogisi, mpaHcghopmayisi opaaHizayid.



m [ICUXONOTIA MPALI

Nowadays, organizations are increasingly being
viewed not only as institutional or economic structures,
but also as complex psychological systems with
their own dynamics and identity. The concept of the
«organizational imago» has become a useful tool for
analyzing informal culture, hidden communication
structures, and unconscious processes that impact
organizational effectiveness.

The imago of an organization serves as a vital
and constructive tool for diagnosing and transforming
managerial culture, as it enables the integration
of rational, emotional, and symbolic dimensions of
organizational life. This concept functions as a kind
of “mirror” of the collective unconscious, reflecting
dominant archetypes, emotional climate, and hidden
behavioral patterns.

The integration of psychological (transactional
analysis, psychoanalysis, role theory) and managerial
theories (organizational lifecycle, systems thinking)
enables us to understand the organization as a
complex living system that evolves according to its
internal laws and transforms its imago in response to
crises, innovations, and internal change.

Using the imago as a diagnostic framework not only
deepens our understanding of group dynamics but
also contributes to the development of psychologically
mature, adaptive, and cohesive organizations that
can sustain growth under conditions of uncertainty
and complexity.

Theoretical Background

The Concept of Imago in Transactional Analysis.
According to Eric Berne's ego-state model, an
organization can be interpreted as a subject
functioning through three core ego states: Parent (P),
Adult (A), and Child (C) [1]. Organizations dominated
by the Parent State tend to display hierarchical
structures, control, and adherence to tradition. Those
operating primarily in the Adult mode demonstrate
balance, rational analysis, and adaptability. In
contrast, organizations with a prevalent Child ego-
state exhibit creativity, flexibility, and spontaneity,
yet may also struggle with impulsiveness or chaos.
Transactional patterns within organizations reflect
these states, shaping both internal communication
and leadership dynamics, and may be used to assess
the psychological maturity of the collective.

Each person carries within them internal images of
groups that they grew up in, worked with, played in,
admired, feared, or simply imagined. These groups
can take many forms: families, circles of friends, work
teams, communities, crowds, or even tribal structures.
In 1963, Eric Berne introduced the term «group imago»
to describe a mental representation, whether conscious
or unconscious, of what a group is or should be.

This construct is especially valuable for
understanding how group members, along with
the facilitator, consultant, or therapist, subjectively
experience the group across its lifecycle, from entry
to exit. Berne emphasized that this “private structure”
plays a crucial role in determining the outcomes of
individual psychotherapy [2].
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In 1996, Clark expanded Berne’s initially individual-
centered concept by framing the group imago as a
collective phenomenon. This perspective opened
the door to a more systemic interpretation of group
identity and dynamics, enabling the use of the imago
concept not only in therapy but also in organizational
contexts.

Numerous theoretical and conceptual frameworks
on group development converge to support an
integrative understanding of group processes.
Disciplines such as sociology (small group theory),
social psychology, group psychotherapy, human
relations, and social work each offer distinct yet
complementary lenses for examining how collective
representations, role dynamics, and relational
structures influence organizational functioning.

In his seminal article, «Developmental Sequence
in Small Groups,» Bruce Tuckman (1965) synthesized
findings from fifty scholarly sources that examined
group development. From this synthesis, he
delineated four key stages of group evolution: forming,
storming, norming, and performing. Subsequently,
in collaboration with Jensen, he introduced a fifth
stage — adjourning — which addresses the phase of
group dissolution [3].

In addition to Tuckman’s framework, multiple
stage-based models have been developed within
the domains of psychotherapy and organizational
consulting. For instance, McKenzie and Livesley
(1983) introduced a six-stage model informed
by an epigenetic sequence of identity formation
within group contexts. Corey (1995) incorporated
Freudian and Eriksonian developmental stages into
his approach to group facilitation, while McKewn
(1997) offered a Gestalt-informed model that
prioritized experiential engagement and emergent
group dynamics [3].

Tuckman’sframework bears anotable resemblance
to Lacoursiére’'s (1974) developmental sequence,
which encompasses the stages of orientation,
dissatisfaction, productivity, and termination, though
differences exist in the psychological emphasis of
each phase [3].

Importantly, Tuckman’s model was derived from
interdisciplinary research, including therapeutic,
training (T-groups), and laboratory-based group
settings. While he primarily focused on group task
performance, Tuckman also acknowledged the
parallel development of interpersonal processes,
emphasizing that both task and relational domains
evolve simultaneously. He further suggested that
these developmental stages may manifest within the
scope of a single group session [3].

Both Berne’s (1963) concept of the group imago
and Tuckman’s (1965) model of group development
are grounded in a linear-progressive framework,
consistent with what Akrivou, Boyatzis, and McLeod
(2006) describe as the psychodynamic paradigm of
progressive change. This paradigm, influenced by
evolutionary theory, stands in contrast to Gersick's
(1991) punctuated equilibrium model, which posits
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that change unfolds through abrupt shifts after
extended periods of stability [3].

Integrating these perspectives provides a
more holistic view of group development, enabling
facilitators and group therapists to synthesize
subjective experiences with observable structural
patterns. This integrative approach enhances the
ability to interpret group processes with greater
psychological and organizational depth.

In his work The Structure and Dynamics of
Organizations and Groups (1963), Eric Berne
introduced a model outlining the development of
a group imago within the individual across four
sequential stages of group involvement:

1. Provisional Group Imago — an internalized,
idealized image of the group formed before direct
engagement, often shaped by fantasy or anticipation.

2. Adapted Group Imago — a revised perception
that emerges from initial real-life contact with the
group.

3. Operative Group Imago — a more functional
view, reflecting how the individual believes they align
with the group’s leader and group norms.

4. Secondary Adapted Group Imago — a deeper
level of accommodation where the individual
relinquishes certain personal traits to sustain group
cohesion [4].

Building upon Berne’'s work, Clarkson (1991)
identified a fifth phase:

5. Clarified Group Imago — a stage of increased
awareness wherein individuals recognize that their
group perceptions mirror early life experiences
and begin constructing new, more functional
representations based on current needs.

Keith Tudor’s Contributions

This article adopted the fundamental analysis
provided by Keith Tudor on the imago concept
development retrospective [3]. Keith Tudor (2007)
expanded this conceptual framework by addressing
inconsistencies in correlating Berne's subjective
model with Tuckman’s stage-based developmental
framework. Tudor notes, for instance, that Berne'’s
«projective imago» precedes actual group formation,
whereas Tuckman’s “forming” stage presumes an
established group. Similarly, Clarkson’s “clarified
imago” diverges in intent and psychological function
from Tuckman'’s “adjourning” phase.

To reconcile and enrich these perspectives, Tudor
proposed two additional phases of group imago
development:

6. Secondary Operational Group Imago — Situated
between the «secondary adapted» and «clarified»
stages, this phase represents a shift toward greater
interpersonal authenticity. The individual:

« differentiates from the leader;

» seeks meaningful peer connections;

* integrates personal and relational insights;

* restores authenticity within group engagement.

This phase emphasizes interdependence over
adaptation and marks a significant maturation of the
group experience.
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7. Historical Group Imago — The final stage,
emerging after group termination, involves:

» retrospective reflection on the
significance;

« emotional integration of the group experience;

* ongoing evolution of the internalized group
image;

» a continued sense of connection to the group’s
legacy.

Unlike Berne’s concept of the “phantom” group, the
historical imago resides solely within the individual's
psyche, offering a subjective narrative of the group’s
enduring impact.

Tudor’s integrative model unites the subjective
approach of group imago (Berne, Clarkson, Tudor)
with the objective structural analysis of group
development (Tuckman). This dual lens enables
facilitators, therapists, and organizational consultants
to access a fuller, more nuanced understanding of
group phenomena, recognizing that each participant
holds a unique imago of the group that influences
their engagement, perception of roles, and response
to transitions.

Practical Implications for Group Practitioners:

* Awareness of the group imago helps
practitioners understand divergent behaviors and
emotional reactions within groups.

« Facilitators are encouraged to promote
horizontal relationships, not just vertical authority,
fostering mutual recognition among group members.

* Attending to the termination process and
supporting the development of the historical imago
are vital for achieving psychological closure and
integrating the group’s meaning.

* Group dynamics are best navigated by
acknowledging both the inner world of individual
participants and the structural processes of group
development.

Conclusions:

« The integration of Berne’s group imago model
with Tuckman’s developmental stages offers a more
comprehensive and multidimensional framework for
understanding group development.

» The concept of the group imago is central to
grasping the subjective experiences of individuals
within  group contexts, providing insight into
internalized relational dynamics.

» The inclusion of Tudor’s additional phases, the
secondary operational and historical imago, adds
depth and nuance to group facilitation, emphasizing
developmental continuity beyond active group
participation.

» Importantly, a group does not simply dissolve
in a participant's mind upon its formal conclusion;
rather, it persists psychologically through the imago,
influencing future interpersonal experiences and
internal narratives.

OrganizationalLife Cycle (I. Adizes, L. Greiner). The
organizational imago is closely linked to the stage of
the organization’s development [5]. At the initial stage
of emergence, a “child-like” imago predominates: the
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m [ICUXONOTIA MPALI

organization is spontaneous, creative, and innovation-
oriented, yet lacks clear structure and stability. During
the growth phase, the “adult” ego-state becomes more
active, as there is a growing need for systematization,
analysis, and process formalization, although space
for experimentation still exists. The maturity phase
is characterized by a combination of “adult” and
“parental” imago traits: the organization becomes
stable, efficient, and culturally entrenched, but
shows decreasing openness to risk and innovation.
In the decline or aging phase, the “parent” ego-state
dominates, marked by conservatism, rigid hierarchies,
and resistance to change. Unless the organization
reactivates the “child” resources (flexibility, creativity)
or the “adult” ones (analysis, reflection), it risks
entering a state of stagnation.

Timely diagnosis of the organization’s life cycle
stage allows not only for a more precise interpretation
of its imago but also the implementation of effective
transformation strategies that support renewal and
further development.

Psychodynamic Approach (W. Bion, E. Jaques).
The organization is viewed as a carrier of the collective
unconscious, manifested through projections, defense
mechanisms, symbolic structures, and rituals. This
approach enables us to view the organization not
merely as a rational system, but as a «psychic reality,»
a space where anxieties, frustrations, ambivalent
emotions, and idealizations circulate.

Wilfred Bion introduced the concept of basic
assumptions (dependency, pairing, fight/flight), which
function as unconscious behavioral templates within
groups [7]. These assumptions divert the group
from its actual task and foster an illusion of safety.
Organizations operating under the influence of basic
assumptions often exhibit irrational decision-making,
loss of flexibility, and rigid leadership patterns.

Elliott Jaques viewed organizations as systems
that generate psychological defense mechanisms in
response to collective anxiety [8]. Rigid hierarchies,
excessive ritualization, and over-standardization
may be symptoms of underlying fear or depressive
group dynamics. In such contexts, the organizational
imago tends to be fixed in defensive forms that hinder
development and transformation.

The psychoanalytic perspective thus enables the
identification of hidden factors that unconsciously
influence group behavior and shape the emotional
climate of the organization.

Role Theory in Groups (R. M. Belbin). The
organizational imago is partly shaped as a sum
of perceived roles played by its members. Belbin
identified nine key team roles, including the Plant
(idea generator), Coordinator, Implementer, Monitor
Evaluator, Completer Finisher, Resource Investigator,
among others [6]. Each role brings distinct strengths
and potential shadow aspects, and their presence or
absence directly influences both team dynamics and
the psychological climate of the organization.

A balanced composition of analytical, creative,
coordinating, and supportive roles contributes not
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only to effective team performance but also to the
formation of the organization’s identity. When specific
roles are missing or when certain roles dominate,
the organizational imago may become distorted, for
example, overly technocratic or excessively intuitive.

Thus, role analysis serves not only as a team
management tool but also as a diagnostic instrument
for examining the structure and integrity of the
organization’s image as a psychological construct.

Systems Thinking (L. von Bertalanffy, P. Senge).
An organization, as an open system, continuously
responds to external challenges by integrating
information, resources, and environmental influences.
General Systems Theory, developed by Ludwig von
Bertalanffy, frames the organization as a dynamic
entity, capable of self-organization, adaptation, and
evolution. Within this framework, the organizational
imago emerges as a flexible mental model, shaped
through feedback loops, experience, and learning [10].

Peter Senge, in his concept of the learning
organization, emphasizes the importance of systemic
vision, shared thinking, mental models, and personal
mastery as foundations for sustainable development.
In systems thinking, the imago is not a fixed
representation, but rather a mutable map of reality
that reflects both individual and collective perceptions
of the organization [9].

This approach enables the identification of hidden
structures and behavioral patterns that influence
change processes. Understanding the organizational
imago as a living system helps cultivate strategic
vision, enhance adaptability, and strengthen learning
capacity in a complex and turbulent environment.

Integrated Model for Analyzing Organizational
Imago. This model proposes a synthesis of the
psychological and managerial approaches into a
comprehensive diagnostic framework that accounts
for both rational and unconscious aspects of
organizational functioning. It enables a multi-level
analysis and transformation of the organization’s
imago, including the following components:

» Assessment of the current organizational imago
through the lens of ego states (Parent — Adult —
Child), which reveals the dominant cultural style and
interaction patterns.

 lIdentification of the organization’s stage
of development according to the lifecycle model
(e.g., birth, growth, maturity, crisis) to determine its
psychological needs, existential threats, and zones of
potential renewal.

« Detection of unconscious change barriers,
including basic assumptions (Bion), defense
mechanisms, collective projections, and fantasies
that may hinder development.

» Role structure analysis based on Belbin’s team
roles to identify functional imbalances affecting the
coherence and dynamics of the organizational imago.

» Application of systems thinking principles
(Senge, von Bertalanffy) to interpret the organization
as an adaptive system that evolves through learning,
feedback loops, and transformation of mental models.
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* Formulation of strategic recommendations
for the psychological development of organizational
culture, including interventions in leadership style,
team dynamics, values, and governance structures.

This model can serve as a basis for internal
diagnostics, executive and team coaching, change
facilitation, and foster institutional maturity in complex
and evolving organizational environments.

Conclusions. The organizational imago is a useful
constructive tool in diagnosing and transforming
managerial culture. The integration of psychological
and managerial theories allows organizations to
be viewed as complex living systems that evolve
according to their internal dynamics. The use of the
imago framework contributes not only to a deeper
understanding of group dynamics but also to the
development of psychologically mature, adaptive,
and cohesive organizations.

The imago of an organization serves as a valuable
diagnostic framework because it integrates rational,
emotional, and symbolic dimensions of organizational
life. It acts as a kind of “mirror” of the collective
unconscious, reflecting dominant archetypes,
emotional climate, and hidden behavioral patterns.
By combining psychological theories (transactional
analysis, psychoanalysis, role theory) with management
theories (organizational lifecycle, systems thinking), the
organization is seen as a dynamic and evolving entity.
Its imago shifts in response to crises, innovations, and
internal transformations.

Applying the imago concept as a diagnostic
lens facilitates not only a more comprehensive
understanding of organizational behavior but also
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supports the creation of psychologically integrated
and resilient organizations capable of sustainable
development in uncertain and complex conditions.
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