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CONCEPTUAL PRINCIPLES OF LEARNING ORGANIZATION BUILDING

Purpose. Methodological and applied principles deepening, recommendations projecting due to learning organizations build
ing, in order to obtain fundamentally new competitive advantages in a knowledgebased economy.

Methodology. The development of theoretical and methodological foundations of learning organizations building should be 
carried out on the basis of provisions synthesis of neural networks theory and the latest management paradigm with a projection 
on staff development; theories of personality and its development in activity; sociology, motivation, theory of organization and 
competitive advantage, chaos theory and synergetic.

Findings. Priorities of learning organizations building in a knowledgebased economy is developed is defined. The own vision 
of learning organization building conceptual bases as a fundamental component of competitiveness management system on the 
bases of innovative development is formulated. A new understanding of “learning organization” category essence is proposed. 
Learning organizations formation principles, which are based on the latest enterprise management paradigm are improved. The 
study actualizes the value of educational and human capital, as well as proves their impact upon the socioeconomic development 
of the organization. Emphasis is placed at the fact that the activities of learning organization are based on the culture, system and 
skills of learning. It is proved that the transformation of domestic enterprises into learning organizations will avoid many problems 
of the nonlinear world picture and accelerate the processes of effective management at each enterprise.

Originality. The work develops the conceptual principles of learning organization building, the representation of which is re
produced according to the original conceptualanalytical model in distinguishing its architecture on the basis of innovative devel
opment. The model of learning organization is presented, the novelty of which is to systematize and clarify the requirements for 
the basic elements of the organization and to reflect the relationships between them. The mechanism of creation and use of knowl
edge of the learning organization is developed. It will increase its competitiveness from the standpoint of strategic approach and 
expand competitive positions in the market.

Practical value. The practical use of scientific developments and recommendations of the authors allows to increase the inno
vation and efficiency of the national innovation system structureproducing organizations.

Keywords: innovative development, learning organization, lifelong learning, intellectual potential, human capital, knowledge ma na-
ge ment

Introduction. The focusing of modern economics on the for
mation, development and implementation of basic learning orga
nizations conceptual provisions points is due to the latest pro
cesses in the business environment, in particular: the formation of 
a knowledgebased economy; intensification of business entities 
restructuring processes; effective use of intellectual potential and 
accumulation of intellectual capital in enterprises; the conceptual 
foundations of strategic planning revision, etc. Analysis of busi
ness practices confirms that the inability to adapt in a turbulent 
competitive environment leads to the fact that more than 70 % of 
startup enterprises do not exceed two years of existence, and 
about 5 % – five years. In our opinion, the solution of these prob
lems should be connected with the high professional competence 
of top management and staff, their constant development and 
creation learning organizations and their transformation into in
novative ones on this basis. According to D. Bersin, “companies 
must appropriate the requirements of the business ecosystem. By 
teams strengthening, creating a new management model and de
veloping an updated and expanded leadership structure organiza
tions recreate themselves, paving the way for innovation, compe
tition and prosperity” [1]. In this context successful and very rel
evant in theoretical and practical terms seems interesting and very 
relevant the statement that in the age of the knowledgebased 
economy only those companies that can truly transform from in
dustrial enterprises into learning organizations. The new para

digm of activity interprets them as “smart” enterprises or those 
that are able to develop management of knowledge.

The practical experience of leading corporations convinces 
that human resources are the most important factor of produc
tivity and investment goals, management of changes is the main 
goal of management. This emphasis is logically associated with 
changes management and the organization flexibility managing 
problem natural solution in a dynamic competitive environment.

Literature review. The problems of learning organizations 
(The Learning Organization) creation and functioning stood 
out in 1950s within the organistic and sociotechnical systems 
approach versions in the context of the organization as a social 
organism vision. Active research of learning organizations as
pects began in the 80–90s of the twentieth century – in the 
period of outlining the signs of the knowledgebased economy 
formation. In this context, one of the first works was the fa
mous book “A Behavioral theory of the firm” (Cyert, March, 
1963); a significant contribution to the organizational learning 
development was made by the wellknown works “Organiza
tion Learning” (Argyris, 1976) and “Theory in Practice” 
(Shon, 1983). However, the undisputed leaders are P. Senge’s 
books “The Fifth Discipline: The Art & Practice of The 
Learning Organization” (Senge, 1990) and “The Dance of 
Change” (Senge. et al., 1999). In the future significant work 
on this issue can be divided into three areas: learning as im
proving of own knowledge (Nonaka, Takeuchi, 1995), a dy
namic approach to the development of organizational skills 
(Prahalad, Hamel, 1990) and chaos theory (Stacey, 1992). 
Modern foreign and domestic researchers who crystallize the 
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learning organization theory development are such as: 
A. Örtenblad [2], G. Fillion, V. Koffi, and J. P. B. Ekionea [3], 
V. Heyets and A. Gri tsenko [4], О. Romanovskyi [5], 
L. Shevchenko [6], and others. However, the issue of building 
a learning organization remains relevant due to the lack of sys
tem and methodological support during its consideration.

Methods. The most correlated with this rather new scien
tific problem we consider organizational renewal theory of 
G. Lippi; selfrenewal theory of J. Gardner; organizational 
learning theory of K. Argyris. In this context, the concepts of: 
organizational development and organizational culture of 
K. Levin and E. Shane deserve an attention; the organization 
innovative development of I. Nonaka; educational systems of 
D. Shon; talent management based on genius theory of 
T. Sheff; as well as the concept of the knowledge-based organi-
zation – the intellectual and learning organization (P. Senge, 
T. Bazan, J. Quinn, D. Garvin, M. Rubinstein, etc.). Research 
methods: general scientific methods of cognition, system ap
proach, comparative and economicalstatistical analysis, so
ciological research methods.

Results. The modern socioeconomic system of Ukraine 
requires serious modernization by strengthening the intellectual 
and innovative components of economic commercial activities 
agents, which will promote both the development of business 
entities and national interest adaptation to the knowledgebased 
economy globalization. This approach requires shifting the em
phasis on investment priorities at all levels of management, 
identifying the development of human capital as the most im
portant strategic priority of the state investment policy, which 
should be considered as a major factor in the competitiveness of 
domestic businesses and the country as a whole. Taking into 
account the main trends of modern management and practical 
experience of successful companies allowed to state that the op
timal change of domestic enterprises is their transformation into 
learning organizations as a necessary condition for economic 
synergy and implementation of innovation breakthrough strat
egy [7]. The functioning of such organizations as subjects of the 
national innovation system will contribute to the development 
and growth of this system efficiency as a knowledge integrator.

Analysis of theoretical sources, practical failures and achieve
ments of business structures confirms the fact that in attempts to 
implement an innovative model of development, to build a learn
ing organization is dominated by onesided and fragmentary ap
proaches. A system approach in the context of building a learning 
organization should be based on interdisciplinary principles using 
the results of research in management, psychological and socio
logical sciences, a combination of marketing and resource ap
proaches in management, taking into account trends in knowl
edgebased economy. This approach, of course, is relevant, pre
dictive and promising for the development of modern science.

Building a selflearning organization aims to create the con
ditions for successful operation in a constantly changing com
petitive environment, provided the transition to the status of an 
innovative enterprise. From this perspective, the most important 
task for a learning organization is to ensure the ability of its em
ployees to systematic learning for the development of knowledge, 
and selfimprovement for the formation of new competencies. 
Under the concept of learning organization, we understand a 
system of views that substantiate the way this organization re
ceives fundamentally new competitive advantages, and the im
plementation of this approach will contribute to the formation of 
corporate culture and accelerated transition to innovative devel
opment in a knowledgebased economy. At the same time, the 
innovative development of a learning organization is based on a 
policy aimed at the effective use of intellectual potential that can 
ensure the continuous flow of value creation processes.

According to the concept, a wellestablished system of 
constant learning in the organization allows to achieve integ
rity and consistency in learning, contributes to the building of 
a creative environment and the formation of new competen
cies on this basis. In addition, this system allows the organiza

tion’s staff to perform all activities at a qualitatively new level 
and to form new functions of the organization, such as: identi
fying new opportunities for future development, coordinated 
interaction of all system elements to achieve the desired future 
state, achieve synergy effect. Accordingly, the unity of eco
nomic activity and staff training defines the organization as a 
systemic whole, while transforming its essential characteristics 
(in particular, the formation of a knowledge culture that af
fects the company ability to create its fundamental values).

In a conceptual sense, it is necessary to agree with the inter
pretation of learning as the sum of program (information) 
learning and organizational learning, in other words, learning 
in action by asking and discussing issues, obtaining confirma
tions based on generalization of practical experience. Of course, 
the biggest reserve for staff development and creativity and ini
tiative is the second component of learning, and its implemen
tation is facilitated by the organization of staff various categories 
collective learning, which intensifies the dissemination of 
knowledge and their transformation into the organization as a 
whole. Thus holistic training promotes intellectual, psychologi
cal, spiritual growth of the person by transformational processes 
in the organization, and as a result of its effective functioning in 
the conditions of technological development.

According to the concept, a learning organization must pro
vide: firstly, a high level of all intellectual skills development. 
They are of paramount importance the capabilities such as re
ceiving, storing, converting and issuing information; develop
ment of new knowledge; making rationally reasonable decisions; 
formulation of goals and activities control to achieve them; as
sessment of situations arising in the environment; learning, de
velopment, adaptation. This level can vary greatly from enter
prise to enterprise. Thus, there is a second level of such abilities, 
which is qualitatively different: it is learning (doubleloop learn
ing), adaptation (adaptability), decisionmaking and formation 
of new knowledge (creation of metaknowledge, metalearning), 
control (control to control), which are characteristic exactly to 
learning organizations. Secondly, the high level of sociocultural 
qualities at which learning organizations pay considerable atten
tion to solving moral, cultural, social issues and assess the conse
quences of their actions in the long term.

Thus, specified organizations have a high potential for ob
taining, analyzing, interpreting and using information, which 
ultimately allows you to accumulate new knowledge, produce 
new hypotheses, ideas and ways to implement them. In this case, 
the immanent property of the organization is the valuesemantic 
vector of humanistic creation, as well as learning quality.

The logic of our research requires the development of ba
sic principles for building a learning organization that will en
sure the achievement of this goal. In this context, we propose 
to use the principles of learning organizations formation pro
posed by P. Senge [8]: improving the skills of the individual 
(personal mastery); creating a common vision; team learning; 
identification of mental models; systems thinking. In our 
opinion, in the formation of a learning organization these 
principles are fundamental. At the same time, they need to be 
added, given the lack of alternatives for the innovative devel
opment of domestic enterprises in the conditions of knowl
edgebased economy formation. New (or additional) princi
ples, based on the latest paradigm of enterprise management, 
allow to expand the capabilities of learning organization:

 use of society informatization and intellectualization rapid pro-
cess, which will allow to form an effective information network for 
rapid response to changes in the competitive environment;

 solving the problem of minimizing noise – information de-
formers through the optimization of information flows;

 focusing on the time factor. The concept of learning orga
nization makes it possible to predict the ability of market par
ticipants in the context of the implementation of preventive 
management decisions;

 creating the organization variability atmosphere. Volatility 
means the ability of organization as the open system to trans
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form any type, striving to maintain a flexible dynamic balance 
within a single whole, based on adaptation or advanced devel
opment through the mechanisms of selfidentification, self
development and integrativeness. The tendency to adapt or 
anticipate development of variability various forms depends on 
the competence of management;

 making a mechanism for overcoming the concept of «collec-
tive memory» by prioritizing horizontal links between units. 
The architecture of the creative network has the ability to ex
cite or inhibit the activity of its individual parts;

- competence of communication, which is aimed at develop
ing the ability to understand, assimilate and share knowledge.

In this context, we note that successful are those business
es entities that use the principles of learning organization sys
tematically and at all levels of management.

The key structural elements of a learning organization are 
the intellectual potential of employees, the knowledge man
agement system and the basic elements of organization, each 
of which should contribute to the effective functioning of oth
er components (Fig. 1).

According to the model, the knowledge management system 
and the basic elements of the organization contribute to the de
velopment and use of intellectual potential of employees. In these 
conditions, the knowledge management system should be based 
on a cultural and value approach and, in order to increase the ef
fect of organization intellectual activity, based on the principles of 
quality management. In turn, the effective use of highly devel
oped intellectual potential at different stages of the innovation 
process through research, implementation of research and devel
opment in production, or the involvement of other competent 
(interested) structures ensures the continuity of the innovation 
process and the ability to eliminate the socalled innovation gap.

According to this vision, a learning organization will be a 
creative humanisticoriented organization that actively in
volves into the innovation process intelligence – knowledge 
and experience of employees, partners, customers, and creates 
an environment for effective development and use of intellec
tual potential to ensure continuity of innovation and creation 
dynamic latent competitive advantages of this organization in 
a turbulent operating environment.

The model representation of a learning organization ex
plains that it develops through continuous training and learn
ing of employees, and each member of its team is interested in 
individually improving their own professional level. Here
from – an organic combination of two learning circuits, the 

socalled doubleloop of learning: the first circuit is the orga
nization of compulsory staff training; the second circuit is the 
creation of staff motivation system for learning. It is believed 
that the first circuit is implemented without much effort and 
cost, because it is about educational technologies that can in
crease the efficiency of each unit. With the transition to the 
second circuit, resistance to change increases, due to the de
sire and ability of staff to use the acquired knowledge in prac
tice and share useful information with colleagues.

Continuity of education is one of the most important prin
ciples, which gives an individual the opportunity to constantly 
deepen the general level of education and the level of profes
sional training. In the context of the issue “economic educa
tion should be targeted at the target social groups of potential 
demand, as well as meaningfully aimed at forming key seg
ments of economic culture, such as: work culture, manage
ment culture, entrepreneurial culture, business culture, con
sumption culture, financial behavior culture, etc.” [4]. Ac
cordingly, enterprises leaders are increasingly reconsidering 
their attitudes to education and recognizing the need to invest 
in human capital, which in the new economy is becoming a 
critical factor in the competitiveness of businesses. World 
practice confirms that a 10 % increase in the level of education 
provides an increase in labor productivity by 8.6 %, while a 
similar increase in share capital – only 3–4 % increase in la
bor productivity. That is why in developed countries economi
cally active people are engaged in mental activity in particular, 
in the US this figure is 85 % of total employment growth, in 
the UK – 95 %, in Japan – 90 %, in Germany – 89 %. Today, 
“whitecollar” and/or “goldencollar” in the United States 
account for more than 70 % of the working population and 
receive more than 80 % of the payroll [9]. Given the fact that 
the level of education has the greatest impact upon the devel
opment of creative competencies, we emphasize the need to 
reform training methods in Ukraine, namely changes in the 
education system in the context of reorientation to innovation 
and constructiveness, in other words – the transformation of 
“baggage of knowledge” in “capital of knowledge”.

Adherence to the professional education continuity prin
ciple means the transfer of the “gravity center” of the educa
tional process to the enterprise, which in a knowledgebased 
economy should become a learning organization [8]. The pro
cess of education and production integration can be carried 
out, according to experts, in the following areas: planning the 
structure of training on the basis of determining the need for 
relevant specialization personnel, taking into account the 
forecast qualifications and competencies; development of cur
ricula and programs that take into account regional features 
and features of specific jobs (positions); longterm coopera
tion in all kinds of practice conducting; participation in joint 
contractual research works with active involvement of students 
in their implementation; involvement of specialistspractitio
ners to participate in the educational process. In such cases a 
contingent is created for personnel leasing, which in the form 
of temporary employment is developing intensively abroad. 
Intensified freelance further learning is also possible in this 
context. Educational technologies that provide mandatory 
learning for staff in the organization are somewhat similar to 
those used in education. However, effective mechanisms for 
the educational institutions and enterprises integration in this 
area have not yet become systemic. The system of continuous 
learning and staff development in a learning organization 
helps to identify the intellectual potential of employees, subli
mating it into intellectual capital and the ability of the organi
zation to generate innovations (Fig. 2).

The formation of a learning organization implies the cre
ation of innovation management system based on the activation 
of organizational knowledge. Thus, specialists in strategic man
agement explain the success of Japanese companies by skill, 
which is the ability to form new knowledge and implement it 
into the process of production, provision of services, in the proFig. 1. Model of learning organization



170 ISSN 2071-2227, E-ISSN 2223-2362, Naukovyi Visnyk Natsionalnoho Hirnychoho Universytetu, 2021, № 3

Fig. 2. The mechanism of learning organization knowledge creation and use

cess of their own system development. Unfortunately, stream
lining the work with organizational knowledge at most Ukrai
nian enterprises is reduced to the replacement of innovative de
velopment by imitation, in which it is not the generation and 
application of new knowledge, but the copying of best practices. 
In this context, the necessary conditions for the successful im
plementation of organizational knowledge transformation pro
cesses are as follows: 1) integration of work processes with new 
knowledge into the social structures of the organization by in
creasing horizontal links; delegation of powers; introduction of 
new rules and procedures for staff interaction, mutual coordina
tion of departments actions and individual employees; 2) in
crease of innovative activity as a result of all personnel associa
tions types support for the purpose of knowledge exchange; 
3) formation and expansion of knowledge dissemination chan
nels system for the among the social system elements, as well as 
the introduction of a corporate portal at the Smart Enterprise 
level. It should be noted that increasing the level of organiza
tional knowledge promotes the development of economic think
ing (critical, progressive, with restorative potential) based on a 

competent understanding of socioeconomic processes, forms 
economic consciousness, changes the value field, expands adap
tive, integrative, creative and innovative opportunities.

However, in the system of continuous learning and staff de
velopment, the issue of formalizing knowledge remains debat
able. An effective mechanism for formalizing corporate knowl
edge can be a learning center. Under the learning center we un
derstand the platform of the organization interaction with other 
economic agents, consulting companies, educational institu
tions, professional associations in the direction of the corporate 
system of learning and development common projecting. In for
eign experience, such a transformation of the learning center has 
become widespread on the basis of corporate universities, which 
are becoming a continuously operating “staff raising pipeline”. 
Creating a system of corporate education, based on the principles 
of technology, can be considered as an important and, of course, 
promising work area of an organization that is interested not only 
in survival but also in innovative development.

The realities of modernity, in terms of transition to a new 
educational paradigm and innovative teaching methods, re
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quire conceptual approaches to the formation of entrepreneur
ial competencies of learning organization. According to re
search, we note that in the corporate sector for decades, strate
gic alternatives aimed primarily at minimizing production 
costs, material resources, technological innovation have been 
used. In a knowledgebased economy, such positional strategies 
should take into account the complex social capabilities of the 
organization and focus on the priority of human resources. The 
implementation of these ideas, formed on the basis of competi
tive advantages resource representation, allows strengthen the 
dynamic component of these advantages, based on knowledge 
management and corporate culture. Thus, the overall strategy, 
which is based on identifying, developing and purposefully real
izing the potential of key competencies, is not only a simply 
successful company effective strategy, but also a supereffective 
strategy for modern leading companies. In this case, the prior
ity object of management are the competencies of employees. 
Experts of leading companies rightly believe that in a strategic 
perspective, innovations aimed at developing human potential, 
values, abilities (human skills) are given priority over innovation 
in the context of improving product properties, technology and 
production organization (technical skills). Thus, human re
sources are the most stable source of competitive advantage, 
and human resource management knowhow is the most reli
able and secure. Improving the level of the employee creative 
competence, which is formed due to the high cognitive resil
ience of a person and the tendency to nonstandard thinking, is 
the most important factor in ensuring abrupt qualitatively new, 
progressive changes in the functioning of domestic enterprises, 
as all sources of “economic breakthrough” already, unfortu
nately, exhausted. At the same time, an effective motivational 
environment allows to form a continuous flow of effective in
novations to improve the organization activities.

The analysis of world experience shows the fact that the 
behavioral school of management theoretical and applied 
principles are the most relevant and reflect significant research 
and positive results in the context of building exclusive com
petitive advantages. Examining this issue, we can say that this 
trend will continue for a long period, and the connection with 
psychology and sociology is possible in the perspective of mo
tivating employees in the learning organizations formation.

Motivational arguments for learning are: rational – profit 
from additional training, increasing selfworth in the labor 
market – that is what the organization management empha
sizes to employees who resist learning, and emotional – is the 
daily efforts of management, coaching, personal example, cre
ation the atmosphere conducive to development. According to 
the European experience, the professional level of employee 
organizations needs to strengthen the motivation to acquire 
and develop new “creative” competencies and accommodation 
for change (over 65 % of organizations); organization of learn
ing and practice for technical staff (over 45 % of organizations); 
basic programs and qualifications (over 25 % of organizations); 
university employees (over 10 %). Priorities in the field of im
proving staff motivation to acquire new professional qualifica
tions are concentrated in Finland (90 %), Germany (over 
80 %), Sweden (over 70 %), France (about 50 %), Portugal, 
Italy, Greece (over 50 %). Attention is focused on improving 
the learning and practice of technical staff, namely: in Ger
many (about 60 %), Belgium (57 %), Spain, Portugal (more 
than 40 %). At the same time, most European companies 
(83 %) provide their employees with various forms of profes
sional development every 3–5 years, spending from 2 to 10 % 
of the annual salary fund for this process [10]. Let’s show that 
Ukrainian employers are attracted by the use of cheap labor, 
therefore, cost savings and less interested in the return from in
vestment in training, because it has got a longterm effect.

Noteworthy is the European practice, where in organizations 
the range of working days set aside for training is concentrated in 
the range from 1 to 12. At the same time, in some countries the 
time spent on training the company staff per year significantly ex

ceeds the average value (11 %), in particular in the UK – 21 work
ing days per employee, in Portugal – more than 20, in Italy – 
more than 19, in Ireland – more than 14, Luxembourg – almost 
12 working days. The lowest values of this indicator are observed 
in Finland – less than 4 working days, in Denmark and Germa
ny – almost 6 [10]. The implementation of the program “educa
tion and training” of employees in domestic organizations is pro
posed to be carried out in stages: firstly, to introduce into practice 
the range of  working days per year devoted to training and educa
tion – up to 6 working days per employee; secondly – a gradual 
increase in working time – up to 12 days; thirdly – more than 
12 days, adhering to the conditions of establishing partnerships 
between the two sectors: education, science and business.

In view of the above, to ensure an effective system of staff pro
fessional development motivation, measures are needed to solve 
the identified problems (quality PR, “effect” of competition, pro
fessional advancement, delegation), as well as measures that gen
erally increase the desire to acquire professional knowledge and 
skills, to improve work results (individual approach, use of bot
tomup initiative, development of an informative Internet portal, 
application of a bonus system for training). In this context, in ad
dition to the above measures, in our opinion, a number of moti
vational “drivers” are needed – specific tools that increase moti
vation to learn, among which the most effective: the availability of 
managers support for learning; active participation of employees 
in learning plans preparation process; practicality and demand for 
the acquired knowledge and skills; promotion of professional 
learning at the enterprise; recognition of employees who have 
achieved high results; creation of a vocational learning portal.

Foreign experience in today’s conditions emphasizes the 
importance of knowledge exchange processes motivation. In 
practice, there is a close relationship between the effectiveness of 
knowledge sharing processes and the system of staff motivation.

In the process of the economy transition to the knowledge 
era, the main role in the formation of a learning organization 
and its sustainable competitive advantages acquisition is played 
by leadership. Leadership in a learning organization is first and 
foremost a tool for change management. P. Drucker argues that 
the success of an organization is 80 % dependent on organiza
tional leadership, and its disintegration comes primarily from 
incompetent leadership [11]. Continuing the vector of re
search, we will clarify the requirements of today’s practice for 
the organizational leadership theory. The first requirement 
arises according to the new laws of organizations functioning, 
under which there is a need for heads of new type. The second 
requirement can be formulated as follows: the need for a scien
tifically reasonable model of organizational talent has sharply 
increased in recent years due to the fact that at the present stage 
of organizations development in advanced countries is no lon
ger the task of effective management. Today, the main problem 
is whether the leader is really a recognized organizational lead
er, or he is endowed with the talent of the successful organiza
tion creator for the future. The third requirement is dictated by 
changing the process of social transformation. According to the 
laws of synergetic, these transformations translate the social 
system from a stable state to a state of bifurcation, which can 
lead either to a new leap in social development or to a catastro
phe. One of the main attracting mechanisms that contribute to 
the development of social systems is a “new type of leader” ap
pearance. And if in the past social transformations were rela
tively slow, investing in several generations, which sharply in
creased the possibility of spontaneous emergence of a talented 
organizational leader, today radical social transformations have 
fundamentally changed the dynamics of the need for organiza
tional leaders. The fourth requirement is due to the intensifica
tion of competition, which is becoming increasingly complex, 
sophisticated forms. In this regard, most experts in the field of 
organization management recognize that, both in terms of se
curity and reliability, and for economic reasons and moral po
sitions, to maintain and strengthen the corporate spirit is more 
profitable to “grow” their leaders, given acmepsychological 
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support to personality development of a talented leader at all 
stages of the organization life cycle. Thus, in order for organi
zations to function and develop successfully in these condi
tions, there is a need to design and create social institutions that 
are dedicated to purposefully reproduce leaders who are able to 
inspire lasting spiritual and social transformations.

Conclusions. Based on the outlined dominant of enterpris
es socioeconomic development, the necessity is substantiated 
and the own vision of learning organization conceptual prin
ciples as a fundamental component of the intellectual poten
tial management system is formed. In this context, the imple
mentation of the formulated concepts will create conditions 
for building a learning organization that will have a number of 
new competitive advantages and will form the basis for its 
transformation with a priority innovative direction of develop
ment. This organization acquires new features, namely: the 
overall vision is formed by its individual members, personal 
vision is related to organizational, while organizational vision 
and mission change as a result of selflearning and constant 
learning; individual learning becomes a collective way of dia
logue, requires the encouragement and acceptance of corpo
rate culture and corporate structure, which are supported by 
the organization; where there is a wellbalanced combination 
of skills and developmentoriented learning, which includes a 
culture that encourages and supports learning, with flexible 
structures that have the potential for change (to support future 
learning); employees use systems thinking to identify and solve 
problems. This team, united by a common vision and values, is 
able to develop, improve the production process (the product 
of this process), the relationships that develop during this pro
cess, as well as their understanding of the situation through 
constant feedback from colleagues, customers, partners, man
agers, that is external and internal environment.

Implementation of the learning organization formulated 
concept will increase competitive advantages in the domestic and 
world markets from the standpoint of a strategic approach, as it 
involves the competencies dynamic models formation based on 
effective use of intellectual potential and provides high flexibility 
and predictable adaptability to changing market environment.
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Концептуальні засади побудови 
самонавчальних організацій
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3 – ІваноФранківський національний технічний універ
ситет нафти і газу, м. ІваноФранківськ, Україна

Мета. Поглиблення методологічних і прикладних за
сад та розроблення рекомендацій щодо побудови само
навчальних організацій з метою отримання принципово 
нових конкурентних переваг в умовах економіки, засно
ваної на знаннях.

Методика. Розвиток теоретикометодологічних 
основ побудови самонавчальних організацій доцільно 
здійснювати на базі синтезу положень теорії нейронних 
мереж і новітньої парадигми управління із проекцією на 
розвиток персоналу; теорії особистості та її розвитку в ді
яльності; соціології, мотивації, теорії організації й кон
курентних переваг, теорії хаосу та синергетики.

Результати. Визначені пріоритети побудови самонав
чальних організацій в умовах економіки, заснованої на 
знаннях. Сформульоване власне бачення концептуаль
них засад побудови самонавчальної організації як осно
воположної складової системи управління конкуренто
спроможністю на засадах інноваційного розвитку. За
пропоноване нове розуміння сутності категорії «само
навчальна організація». Удосконалені принципи форму
вання самонавчальних організацій, що ґрунтуються на 
новітній парадигмі управління підприємством. Дослі
дження актуалізує цінність освіти й людського капіталу, 
а також доводить їх вплив на соціальноекономічний 
розвиток організації. Акцентована увага на тому, що ді
яльність самонавчальної організації ґрунтується на куль
турі, системі й навичках самонавчання. Доведено, що 
трансформація вітчизняних підприємств у самонавчаль
ні організації дасть змогу уникнути багатьох проблем не
лінійної картини світу та прискорити процеси ефектив
ного управління на кожному підприємстві.

Наукова новизна. У роботі розвинуті концептуальні 
засади побудови самонавчальної організації, репрезента
цію дії якої відтворено за оригінальною концептуально
аналітичною моделлю при розмежуванні її архітектури 
на засадах інноваційного розвитку. Представлена модель 
самонавчальної організації, новизна якої полягає в сис
тематизації та уточненні вимог до основних елементів 
організації та у відображенні взаємозв’язків між ними. 
Розроблено механізм створення й використання знань 
самонавчальної організації. Це підвищить її конкуренто
спроможність із позицій стратегічного підходу та розши
рить конкурентні позиції на ринку.

Практична значимість. Практичне застосування нау
кових розробок і рекомендацій авторів дає змогу підви
щити інноваційність і ефективність структуроутворюю
чих організацій національної інноваційної системи.

Ключові слова: інноваційний розвиток, самонавчальна 
організація, неперервне навчання, інтелектуальний потен-
ціал, людський капітал, менеджмент знань
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