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Shaulska L. V., Hrynkevych R. I. The Synthesis of Management Practices at a Perfect Innovation-Active Organization

The article develops an image of a perfect innovatively active organization and tests of its diagnostic capabilities at the enterprises of the machine-building
industry. The current conditions of functioning of organizations that actively carry out innovative activities have led to the use of post-neoclassical managerial
rationality as a converging epistemic paradigm, which allows to systematically examine the phenomenon of innovative activity. When constructing the image of
a perfect innovatively active organization, the existing pool of managerial knowledge, taking into account dynamism, non-linearity, complexity and uncertainty
of conditions, was systematized and synthesized on the basis of the use of synergistic approaches, which provided possibilities to form systemic ideas about the
characteristics of an organization capable of organic coevolution with the external environment. The hypothesis used for the present study is as follows: the
modern market environment is characterized by inequality and dynamic organization, which can be coevoluted only by applying the cognitive potential of a wide
social environment. This, in turn, involves an appeal to the mechanisms of self-organization, which are able to create management models of a fundamentally
different order of complexity, are sensitive to changes in the external environment, and are able to produce relevant adaptive reactions to these transforma-
tions. In the course of the study, the synergistic approach was used to select the congruent properties of a perfect innovation-active organization. The list of
progressive management practices of a perfect innovation-active organization is typologized and synthesized. On the basis of the proposed image, a question-
naire is developed, allowing to diagnose the quality of management of innovative development of enterprises of the machine-building industry.
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Layneceka /1. B., [puxkesuy P. I. Cume3 ynpaeniHcbKux npakmuk dockoHanoi iHHosayiliHo-akmueHoi opaaHizayii

Y cmammi po3pobnieHo 06pa3 dockoHanoi iHHosayjiliHo akmugHoi opeakizayii ma nposedeHo anpobayito fiozo diazHocmuyHUX Moxcaugocmell Ha nidnpuem-
cmaeax mawuHobyodigHoi 2an1y3i. Cy4acHi ymosu yHKYiOHYBAHHA op2aHi3ayill, wo akmusHo nposadams iHHOBAUilIHy difnbHicmb, 06YyMOBUU BUKOPUCMAHHSA
[IOCMHEOKAACUYHY YNPasiHCbKY pauioHanbHiCMb AK KOHeepaytody enicmemiyHy napaduemy, wo 00380/4€ cucmemHo 0ocioumu hpeHomeH iHHosayjliHoI
akmugHocmi. pu nobydosi 06pasy dockoHan0i iHHOBAUITHO GKMUBHOI OpeaHi3auii icHytoYull Myn ynpagniHCbKo20 3HAHHA, 8PAX08YHOYU QUHAMIYHICMS, He-
NiHiliHicmb, cKnadHicme i Hegu3HaYeHicmb yMos, bys10 CUCMeMamu308aHO MA CUHME308AHO HO OCHOBI BUKOPUCMAHHS NO/I0HEHb CUHeP2eMUYHO20 MidXo0y,
Wo 00380/1U/10 CHOPMYBAMU CUCMEMHI YABAEHHA PO XAPAKMEPUCMUKU op2aHi3ayii, 30amHoi do opaaHiyHoi Koesontoyii i3 308HiwHim cepedosuwiem. [imo-
me3a 00cn1i0HeHHs NoaA2aE 8 MAKOMY: Cy4acHe pUHKose cepedoBULE XapaKMepu3yemsCa HepisHOBAXHICMIO Ma OUHAMIYHOK 0P2aHI308aHICMIO, KOEBOH0-
UioOHy8amu 3 AKUM MOXCHQ /IUWe, 30CMOCO8YI0YU KO2HIMUBHUL momeHyian WupoKo2o coyianbHo20 omoyeHHs. Lle, cgoeto yepaoto, nepedbayae anenayito 0o
MexaHizmig camoopaaHizayii, Aki 30amHi cmeoprosamu modeni yrnpasiHHA MPUHYUMOBO iHW020 MopAAKY ckaadHocmi, 4ymsausi 00 3MiH 308HiWHbL020 ceped-
osuwa ma 30amHi npodyKysamu penesaHmHi adanmusHi peakuyii Ha yi mpaHcgopmayii. ¥ docaioxeHHi cuHepeemuyHull nioxio 3acmocosyembscs 3 Memoro
cenekyji KoHepyeHmMHux enacmugocmeli 00CKOHA0i iIHHOBAYilHO akMUuBHOI op2aHi3ayii. B pobomi munono2i3osaHo ma cuHMe308aHO nepesiK MPo2pecusHUX
yNpasiHCbKUX NPakmuk 00CKoHanoi iHHosayiliHo akmueHoi opeaHi3ayii. Ha ocHosi 3anponoHosaHo20 06pasy po3pobneHo aHkemy, AKa 00380auna dideHoc-

mysamu AKicme yrpassniHHA iHHO8AYiliHUM po3sumKom nidnpuemcme mawuHobyodigHoi 2anysi.
Knroyoei cnosa: iHHOBAUIHO aKMUBHA OpeaHi3ayis, ynpasniHHs, cnismeopyicms, J0CKOHANA OP2AHI3AYiA, CAMOOP2aHI3ayjs.
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he general orientation of Ukraine’s economy at
innovation is objectively determined, and this
fact is gradually understood at all levels. Still,
sectors of the national economy and public administra-
tion differ significantly as for the pace of implementing
the innovation model. Today, the business environment
demonstrates a number of successful cases of designing
and implementing progressive management practices fo-
cused on the development and operation of innovation-
active organizations. The need to scale new productive
approaches adds actual value to the task of developing
a congruent management model based on already used
management methods that have proven their effective-
ness, and adapted to the environment characterized by
dynamic change, complexity, and uncertainty. A model
demonstrating signs of perfection, is a working tool suit-
able for mass use based on choosing certain combina-
tions of components, while maintaining the conceptual,
mandatory performance elements and basic principles.
Having analyzed the classical management concepts in
terms of running innovation-active organizations, we
come to conclusion that they perceive the laws of human
behavior in a fragmentary, linear and distorted way, and
so, their application at the object of management under
study is quite limited. At the same time, the management
of innovation-active organization in modern complex,
uncertain, and unpredictable environment requires the
existing innovative management practices to be system-
atized through the synthesis of the image of a perfect
innovation-active organization.
Foreign authors also pay attention to the modern
management of innovation-active organizations. For
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example, J. Appelo has developed a concept of Manage-
ment 3.0 based on the generalization of the achievements
of classical management and experience in managing in-
novative IT-projects [1]. The German consultant and
business coach H. Geiselhart formed the image of the
XXI century enterprise, which is synthesized within the
subject field of cognitive management [2]. L. Gratton, on
studying the innovative management practices of British
companies, formed the concept of a democratic enter-
prise [3]. In his works, C. K. Prahalad laid the foundation
for the nonlinear innovation paradigm, which is based
on the ideas of co-creation [4]. A systemic analysis of
the management practices used at international innova-
tion-active companies allowed G. Hamel to develop the
concept of humanocracy, which reboots the interaction
between the subject and the object of management [5].
In terms of self-organization, a number of research pa-
pers deal with the issue of improving the management
process at innovation-active organizations. K. Bezghin
studied the processes of creating innovative value, tak-
ing the theory of autopoiesis as a basis for analysis, and
synthesized the concepts of open innovation, polysubjec-
tivity and collaboration [6]. D. Zohar laid the foundation
for nonlinear management, actively using the concepts
of quantum mechanics and basing her research on the
development of quantum leadership ideas and in-depth
analysis of progressive management practices used at
the Haier Chinese company [7]. S. Komarov developed
a paradigm of post-classical management based on the
concepts of self-organization and self-development [8].
In her works, H. Knyazeva synthesizes the concept of in-
novative complexity based on the use of the synergetic
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approach [9]. Innovative culture as a sign of innovation-
active environment and a condition for the rational use of
human potential is also the subject of analysis in various
research works [10].

Despite the sufficient elaboration of some issues
and the considerable attention paid by scientists to study-
ing management processes at innovation-active organi-
zations, there still remain epistemic gaps in this area, e.
g., synthesizing the ideal image of an innovation-active
organization based on the specific configuration of the
existing management practices that have accumulated in
the theoretical and practical management discourse.

he purpose of the study is to form the image of

a perfect innovation-active organization by sys-

tematizing progressive management practices
based on the synergistic approach. Given this context,
post-neoclassical managerial rationality is suggested to
be taken as a generalizing basic epistemic paradigm that
allows a systematic study of such a phenomenon as in-
novation activity. When building the image of a perfect
innovative organization, the existing pool of managerial
knowledge should be systematized and synthesized on
the basis of synergetic approach, taking into account the
dynamism, nonlinearity, complexity and uncertainty of
the environment. Thus, it will become possible to create a
system of ideas about the characteristics of the organiza-
tion capable of undergoing organic coevolution in paral-
lel with that of the external environment. This approach
to designing the image of a perfect innovation-active or-
ganization is based on the fact that the eclectic nature of
modern management does not contain a holistic concept
that could determine and detail the content of interac-
tion between the external and internal environment of
innovation-active organization. Such a concept should
identify the parameters of the order allowing the orga-
nization to coexist with the external environment and at
the same time be in two positions, i.e. one of an exter-
nal observer (reflective state), and the other of a direct
participant (activity state). The hypothesis of the study is
as follows: the modern market environment is character-
ized by imbalance and dynamic organization, and thus,
an organization could only co-evolve with the environ-
ment by using the cognitive potential of the wider social
environment, which in turn means appealing to self-
organization mechanisms that can create management
models of fundamentally different complexity, sensitive
to changes in the environment, and capable of produc-
ing relevant adaptive responses to these transformations.
Therefore, the article uses the synergetic approach to cre-
ate a template, or a form of differentiation, that would al-
low scientists to select congruent properties of a perfect
innovation-active organization.

The necessity to systemize prerequisites justify-
ing the possibility of applying a synergistic approach to
management discourse is proven by a number of socio-
economic transformations. We consider it appropriate to
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identify the following ones: 1) the dynamics of changes
forms a state of metastability, in which an organization
permanently exist in a quasi-stable relationship with the
external environment; 2) the development of information
and communication technologies creates unprecedented
conditions for comprehensive connectivity, the latter be-
ing a new level of connections, integration and interde-
pendence; 3) the formation of free and reflexively active
communities, which exceed the level of cognitive poten-
tial and awareness present at specialized institutions; 4)
increasing the complexity of innovative products and
technologies; 5) intensive spread of various forms of col-
laboration; 6) leveling of linear causality; 7) growing un-
certainty and unpredictability; 8) the spread of the Gaia
hypothesis, in which our planet is considered as a single
self-regulating superorganism; 9) the growing trend to
disciplinary integration and interdisciplinary research
within certain areas.

hus, K. Bezghin proves that an innovation-active

organization can only remain in the position of

an external observer for a limited period of time.
Substantiating this idea by using biological metaphors,
the author gives the organization such properties as “op-
erational isolation, heteroarchy, symbiotics, complex-
ity” [6, p. 144] Studying natural and artificial systems,
M. Mitchell notes that complex systems capable of self-
organization are characterized by: complex collective be-
havior; complex interconnections, free from the central
control element; learning ability and highly adaptive be-
havior [11]. Analysis of special literature [8; 9; 12-14] al-
lowed us to identify a broader list of requirements for an
organization capable of self-organization in conditions
of increasing complexity and uncertainty of the external
environment:

1) an organization should be open, one that freely
exchanges information with the external envi-
ronment. An open organization, being in con-
stant interaction with the external environment,
assimilates its influences in order to permanently
adapt its own business processes to the condi-
tions of the market environment. Its antipode,
a closed organization, focuses its observations
on the internal environment, taking care of the
effectiveness of its reproductive processes. Be-
cause of this, it ceases to notice that the results
of its operation no longer meet the external re-
quirements, and this process is characterized by
the increasing organizational entropy (a measure
of disorder);

2) an organization should artificially maintain the
imbalance of its own processes, keeping them
at a certain distance from the steady operation
state, or mechanistic reproduction, when due to
its own isolation from the environment and the
mechanism of homeostasis (programmed main-
tenance of stable environment) the organization
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only operates within familiar behavioral patterns,
thus blocking the processes of self- and metare-
flection, artificially maintaining the illusion of
self-perfection, and consciously cutting off inno-
vative development trajectories, which are pre-
ceded by a certain organizational and ideologi-
cal chaos. To keep the organization in a state of
imbalance means to be in a state of permanent
doubt that the chosen trajectory is optimal;

3) an organization should be nonlinear and practice
nonlinear interactions. It is necessary to realize
that there is an “inevitable imperfection of human
knowledge and the need for a process through
which knowledge is constantly transmitted and
acquired” [15, p. 530]. According to the concept
of “distributed knowledge” (F. Hayek) productive
ideas and innovations can arise in any part of the
organizational system. Anyone can criticize and
question the chosen development trajectories.
Due to this, a non-linear organization can change
the pace and direction of its development, and be
sensitive to small fluctuations, which in the fu-
ture may become the defining trends;

4) an organization should be based on the perma-
nent support of the active environment, both in-
ternally and externally. This should be achieved
by supporting cognitive diversity and subjectiv-
ity of each potential actor in the processes of
organizational life. Thus, the dynamic balance
of a modern organization should be maintained
through the following: diversity of participants,
or “the law of requisite variety” (W. Ashby); eco-
logical and constructive interaction of the differ-
ent, or “order out of chaos” (I. Prigogine), or “or-
der through noise” (H. von Foerster);

5) an organization should be able to learn, i.e. adjust
its actions depending on the results of its previ-
ous actions. Organizational learning expands the
range of its behavioral trajectories, which fact is
reflected in its innovative products and projects;

6) an organization should produce coherent collec-
tive behavior as a coordinated action of a poly-
subject, which arises in the interdependence of
actors and can produce emergent effects.

ystemic comparison of the properties of a system

capable of self-organization with the existing man-

agement concepts (Thl. I) provides an opportunity
to fill them with specific management practices and to
constitute the image of a perfect innovation-active orga-
nization.

Having generalized and systematized the ideologi-
cal polyphony of current management concepts, which
are synchronized with the properties of a system capable
of self-organization, we developed a questionnaire that
specifies and consolidates the image of a perfect inno-
vation-active organization by benchmarking advanced
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management practices. The survey involved 15 top man-
agers of three domestic organizations (five managers from
each), who were asked to assess the facts and events men-
tioned in the questions in terms of their relevance to the
real state of affairs at their organization. The criterion for
selecting organizations was their belonging to large en-
terprises in the engineering industry. The assessment was
conducted on a five-point scale, where 5 meant fully cor-
responds; 4 — corresponds with certain adjustments; 3 -
sooner corresponds; 2 — partially corresponds; 1 — does
not correspond at all. For convenience, all the questions
of the questionnaire are classified by groups of factors,
which characterize the innovativeness of management
practices and are synchronized with the properties of the
organization capable of self-organization under relevant
management concepts, which in turn comprise several
structural elements (4 questions for each factor) assessing
the phenomena and processes that relate to the specified
factor and affect the level of innovation activity (Fig. 1).

ile analyzing the synergetic characteristics

of a perfect innovation-active organization

through its openness, one should note sev-

eral behavioral constraints that are removed and over-
come due to the implementation of information open-
ness. Openness of organizational activities is seen as a
prerequisite for the existence of an environment having
no confidential information, and thus, where everyone
can propose their own decision or criticize any deci-
sion made by others. It may provide an opportunity to
improve the quality of decisions made, and maintain
their relevance to the interests and values of all the stake-
holders. This is a prerequisite for empathic and contin-
gent thinking, which could maintain the coherence of
collective behavior, when the subject of management
proceeds from the counterintuitive initial conditions of
the array of potentially existing realities, each of which
can be realized, but it should be consolidated with the
values and objectives of the majority. The cognitive and
informational limitedness of an individual subject of
management, which in accordance with the “distributed
knowledge’, [15] requires to obtain information from
a particular place, makes up the basic behavioral pre-
requisite for the existence of organizational openness,
which depends on the success of modern organizational
forms and changes in the existing management practices.
F. Hayek states: “The peculiar character of the problem of
a rational economic order is determined precisely by the
fact that the knowledge of the circumstances of which we
must make use never exists in concentrated or integrated
form but solely as the dispersed bits of incomplete and
frequently contradictory knowledge which all the sepa-
rate individuals possess. <...> it is a problem of the utili-
zation of knowledge which is not given to anyone in its
totality” [15, p. 520]. And building an open organization
becomes the starting point to overcome this problem. On
analyzing numerous research works [1; 2; 5; 6; 15-17], we
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Table 1

Comparison of the properties of a system capable of self-organization with the existing management concepts

Relevant management
Property 9 Author(-s) Essence
concepts
Paradigm of doing business, which
Open innovations / business | H. Chesbrough, R. Lucas, Jr., provides an open policy of the orga-
Openness ; o . .
transparency K. C. Lakhani nization on doing business, R & D and
intellectual property
Heterarchy involves the organizational
Heterarchy: the organization . ili rt the functioning of
etg archy: the o ga atio D. Stark, K. Nordstrém, ab t.y to suppo t the fu cto. go
Imbalance of dissonance / Kaizen / . multiple principles of evaluating ideas
. ) K. Imai, M. Hammer . ) .
Reengineering and innovations, in order to benefit
from finding optimal solutions
A modern organization is a set of
Nonlinearity of the innova- receptors, each of which, due to its
Nonlinearit tion process / Mass innova- J. Jansen, M. Castells, experience and specific perception,
y tions / Grassroots innova- Ch. Leadbeater, E. Phelps can become a source of various inno-
tions vations, thus increasing the organiza-
tion’s potential for adaptation
The organization’s capability to sup-
o ort the diversity of actors (both the
Self-determination theory / . P y (. .
- o o E. Deci, R. Ryan, V. Lepsky, internal and external ones) involved in
Activity Subjectivity / Cognitive het- . .
erogeneit S.Page decision-making processes, and take
9 y into account (support) the values and
objectives of each of them
A learning organization can create,
Learning organization . acquire, transfer, and store knowledge,
) . gorg / P.Senge, H. Geiselhart, q S 9
Learning ability Knowledge management / | Nonaka due to which it changes the forms of
Cognitive management ' its behavior in order to maximize its
own capabilities
Reflective governance / Push Using technologies of the “soft” mana-
Coherence . T .
. management / Polysubjec- V. Lefebvre, R. Thaler, gerial influence, reflective manage-
of collective . . . .
behavior tivity / Collaboration / K. Bezghin, G. Hamel ment, and moderation to ensure coor-
Humanocracy dinated polysubjective co-creation

Source: developed by the authors.

can generalize progressive management practices in or-
der to assess the degree of openness, which provides for
the free exchange of information with the external envi-
ronment, thus neutralizing information constraints and
stimulating self-organization to relevantly reflect market
requirements and needs in their own business.

ile creating innovative value, an organiza-

tion carries out multi-iterative interaction

with the end customer to clarify the basic

properties and characteristics of the developed object in

order to synchronize the image of innovation with the

customer’s current needs. The secrecy of innovative cre-

ativity should be overcome with the help of constant clar-

ification, joint creation of the image of innovative value.

This is, to some extent, a guarantee for preventing the in-

novator’s internal focus from being placed on consumer
expectations as for the developed innovation.

There is a practice of involving development teams

in the stage of exploitation of innovative value and con-

sumers’ activity processes in order to relevantly diagnose
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and understand customers’ needs. The isolation of inno-
vators in their own perceptual world sometimes causes
“creating into the void” [6], or, as E. Phelps says, “<...>
businesspeople who use their imagination to conceive
of new products or methods and who use their ingenu-
ity in implementing those products or methods” [18,
p- 381-382]. Such detachment of the developers from the
consumer ontology causes a rather low relevance level of
the created innovations on a global scale (comprising
only 30%). Traditional consumer surveys do not provide
an adequate understanding of the customer’s needs and
requirements. This leads to the creation of “human-in-
compatible technologies’, as Dan Ariely calls them [19],
or innovations that only partially can relieve consumer
stress, thus making it necessary to perceive and under-
stand consumer ontology (through observation and em-
pathy). In this way, important components of the design-
thinking methodology are conformed and clarified from
the behavioral viewpoint.

R&D carried out at an organization are open to in-
novation-active actors in the environment. The cognitive
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self-determination
Stimulation
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Learning
ability
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Crowdsourcing
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Nonlinearity

Critical contingence

Culture of
co-creation

Reciprocal
responsibility
“Open space”
assembly
Profit-sharing
and co-ownership

Coherence

Fig. 1. The structure of management practices at a perfect innovation-active organization

Source: developed by the authors.

limitedness of the world models of innovators who are
full-time employees at R&D departments must be over-
come through the transparency of some innovation stages
for external free cognitive diversity, which may signifi-
cantly expand the possibilities of recombination, gradual
awareness, and scaling (proliferation) of the innovative
value properties, so that innovation value can be relevant-
ly adjusted to consumer demands and expectations.

ncremental imitation of innovations arising outside

the organization is actively used. The innovation

strategy, or “creative imitation” described in Pe-
ter Drucker’s textbook “Innovation and Entrepreneur-
ship” [20] is becoming most widely used in the modern
world for a number of reasons [21], but the key one is
the possibility to identify the trend initiated by external
players and to improve it, thus more fully adapting it to
consumer preferences. As for the level of organization’s
openness, TOV PromAvtomatika Vinnytsia (Limited
Liability Compamy) received the highest marks for its
management practices in comparison with the image of
a perfect innovation-active organization. This company
has relatively well-developed procedures for synchroniz-
ing the image of innovation, and a system of incremental
imitation of innovations (Fig. 2).

We understand imbalance as a mechanism allow-
ing organizations to constantly balance between the ef-
fectiveness of reproducible business processes, reflected
in the implementation of the continuous improvement
philosophy, and the adaptive capacity of development
processes, which means using critical meta- and self-
reflection on the product line, business processes, and

BISBHECIHOOPM N¢ 12022

www.business-inform.net

strategic trends, all of them being triggers to improve and
fundamentally restructure the business model used.

The maintenance of system imbalance is due to
the necessity to keep the organization from focusing on
equilibrium functioning that is fixed on the internal locus
of control and self-efficacy. System imbalance creates an
opportunity for the organization to find the best ways of
adapting itself to the external environment through the
heteroarchic evaluation of its own processes and prod-
ucts, and by provoking dissonance and self-destruction.
The advantage of this instrument is its native installation
in mechanisms of human behavior, namely “it is not the
product of human design and that the people guided by
it usually do not know why they are made to do what they
do. <...> The problem is precisely <...> how to dispense
It with the need of conscious control and how to provide
inducements which will make the individuals do the de-
sirable things without anyone having to tell them what
to do” [15, p. 527]. Support for the system imbalance can
be realized by observing external advanced practices, or
benchmarking, which involves the participation of an
innovation-active organization in various communities
and the implementation of advanced practices in their
OWN processes.

Iso, this property of the innovation-active orga-
nization can be activated by using internal prac-
tices focused on the following: self-destruction
of the reproducible product for continuous improve-
ment; critical rethinking of processes, realized through
the procedure of collective metareflection on the existing
practices in order to provoke organizational dissonance;
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Fig. 2. Assessment of the compliance of the management practice used by machine-building enterprises with the image
of a perfect innovation-active organization

Source: developed by the authors.

heteroarchic mutual evaluation, which involves a cross-
sectional and multiple approach to evaluating innovation
proposals arising in the internal market of innovation.
Among the surveyed organizations, the support of im-
balance is closest to be excellent at TOV PromAvtoma-
tika Vinnytsia, which is an active participant in bench-
marking communities and has developed procedures to
support internal dissonance (see Fig. 2).

Nonlinearity of innovation means that an organi-
zation as a whole realizes that the best examples of in-
novative values can arise in various fields, which fact de-
termines the developed capacity of the organization to
carry out reflective observation and unbiased selection
of innovative ideas from multiple sources.

he concept of nonlinearity of innovation develop-

ment implies that innovation can arise in any of

the subsystems, and not necessarily in special-
ized institutes or departments. This is stated by F. Hayek:
“<...> every individual has some advantage over all others
in that he possesses unique information of which benefi-
cial use might be made, but of which used can be made
only if the decisions depending on it are left to him or are
made with his active cooperation” [15, p. 522]. This idea
is developed by G. Hamel: “more ideas, more passion,
fewer blind spots and faster development — are critical
to building an evolutionary advantage” [5, p. 151]. This
opportunity can be provided by the following: a devel-
oped system of intrapreneurship (internal entrepreneur-
ship); foresight collaboration, which involves moderating
an open online platform for strategy development and
building an image of the future, where all employees of
the organization and stakeholders can share their views
and leave suggestions.

420

A perfect innovation-active organization uses such
alternative points of innovation growth as: collabora-
tive selection, realized through the use of downsourcing
(involving consumers in improving the prototype) and
crowd testing (using online communities to evaluate
the innovation quality); crowdsourcing, which involves
external actors (competitors, consumers, suppliers and
others) in various stages of creating innovative value.

innovation, it should be noted that the creation of

relevant innovation values requires imitation and re-
production of market mechanisms at the organizational
level to select ideas and further allocate resources. In this
context, the following F. Hayek’s opinion is relevant: “The
whole acts as one market, not because any of its members
survey the whole field, but because their limited indi-
vidual fields of vision sufficiently overlap so that through
many intermediaries the relevant information is commu-
nicated to all” [15, p. 526]. As G. Hamel notes, collective
intelligence can be invaluable when evaluating the po-
tential return from a new product launch, price change,
reorganization, or new marketing campaign. Creating an
internal market of ideas requires effort, but it is cheaper
than a big mistake in business [5, p. 147].

The assessment of the “activity” property was based
on the self-determination theory by E. Deci and R. Ryan,
which belongs to the group of cognitive motivation the-
ories and is rooted in the innovative understanding of
basic needs, which in its turn is the driving force of co-
creators’ supra-situational activity seen as their capacity
to bridge logical and knowledge gaps when creating in-
novations. Internal motivation is defined by the authors
as “the innate, natural propensity to engage one’s inter-

In terms of implementing the nonlinear paradigm of
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ests and exercise one’s capacities, and in so doing, to seek
and conquer optimal challenges” [22, p. 43]. Internal mo-
tivation is triggered by the parameters of the activity it-
self, which are regulated through the creation of specific
conditions for reflectively active employees. The authors
argue that linear stimulation through providing material
reward to staff members shifts the locus of causality from
the internal to the external one, thus causing internal
motivation to fall. Because of this, innovation activity is
either perceived as a means to achieve other goals, or as a
forced activity influenced by external circumstances, and
this always reduces its effectiveness compared to activi-
ties meeting internal personal interests.

So, we suggest the following practices helping to
evaluate and regulate the parameters through which the
activity of co-creators in an innovation-active organiza-
tion is carried out: reflective goal-setting, meaning that
the manager should discuss the company’s goals with the
staff, and together they identify the best ways to achieve
them; self-determination of the activity areas and of the
required means, carried out by the staff; expert feedback
received through regular evaluation of author-developed
suggestions in innovation and invention; affiliations to an
expert group characterised by intersubjective interaction
and mutual respect.

ssessing the organization’s learning capacity,

we mainly put emphasis on practices providing

opportunities for a polysubject to collaborative
learning and mutual expansion of thinking patterns to
adapt to new knowledge and contexts. The analysis of
a wide range of real innovation-active organizations al-
lowed us to select the following advanced practices: con-
structive confrontation, or policy of regularly updating a
field of knowledge by involving in the project activities
such specialists who are holders of innovative and post-
classical knowledge, and by organizing creative discus-
sions between them and classical views representatives;
competence-based self-determination, or a policy of
changing the competency profile of the staff by providing
a free choice of interdisciplinary contacts and functional
areas of activity for capability development; intensifica-
tion of creative processes, or stimulating the employ-
ees’ creativity by acquainting them with the techniques
used by and skills typical for successful innovators, and
by internalizing these techniques and skills by preparing
specific business propositions; critical contingency, or
an organization’s capacity to constantly review its own
experience and longstanding reactions to certain events
through meta- and self-reflection.

For the coherent collective behavior to appear and
develop, it is necessary to transform those established in-
teraction practices and managerial thinking, in general,
which are among the most inert management concepts.
The formation of coordinated, cooperative behavior is
partly determined by the following factors: the culture
of co-creation (teams dealing with such issues as quality,
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improvement, innovation, etc.); reciprocal responsibility
(a team can replace their leader, who is irrelevant to the
project (goal) being implemented); “open space” assem-
bly (in the case of assembling a symbiotic polysubject at
the enterprise, stakeholders are free to join the relevant
working groups); profit-sharing and co-ownership (staff
involvement is stimulated by including them in the distri-
bution of profits earned by the organization, and by let-
ting them become co-owners of the organization).

Having compared management practices used at
machine-building enterprises with advanced practices,
we can state that it is the subject-to-subject relations that
need the most careful adjustment. Signs of activity and
coherent collective behavior at all the enterprises sur-
veyed have received low scores (see Fig. 2). This testifies
to the deep-rooted pattern of rational bureaucracy and a
mechanistic image of the organization among the man-
agement staff.

hus, using a synergetic approach to innovation

management within the general management

discourse makes it possible to harmonize the re-
lationship between a number of dichotomous categories
within classical management, among which we think
it necessary to identify a number of opposition pairs,
namely: external vs internal environment; rational vs ir-
rational behavior; subject vs object of management, and
many others. Such expansion is due to the blurring of ar-
tificial semantic boundaries that were necessary in classi-
cal management, as they fixed order within the paradigm
of rational bureaucracy, but proved to be extremely lim-
ited in a complex and uncertain environment. This led
to a fundamentally different causality of the management
process, which was identified in the present study. The
creation of organizational openness, which has broader
connotations than those suggested by the established
definition, has identified the system imbalance, which
fact, in turn, requires a nonlinear perception of the inno-
vation process. This also requires forming an innovative,
subject-oriented perception of the social environment
involved in co-creation. The new perception should be
based on a number of management concepts, which need
to be coordinated and justified in their entirety.

So, a minimal nonlinear reflective impact on the so-
cial subsystem is the key to using a synergistic approach to
managing an innovation-active organization, in which it
becomes meaningful to consider the behavioral patterns
of an individual and, according to K. Levin, the influence
on “channel factors,” or using the terminology suggested
by H. Haken, “order parameters”. It allows the subject of
management using minimal efforts (or interventions) to
maintain organizational identity and guide the process
of self-organization in a potentially resonant direction
of innovative development. In this context, the process
of self-organization in an established field of manage-
ment receives the function of self-determined emergence
and facilitation of complex coherent collective behavior,
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which is focused on maintaining a high adaptability level
of an innovation-active organization. n
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