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CHARACTERISTICS OF INNOVATION-ORIENTED ORGANIZATION:
A BEHAVIORAL PARADIGM

The article summarizes the arguments and counterarguments in the scientific debate on the use of a behavioral ap-
proach to managing an innovation-oriented organization. The main purpose of the study is to identify typical character-
istics of modern innovation organizations that emerge in the process of ontogeny of the organization, have a behavioral
nature and contribute to improving the effectiveness of innovation. As a result, the characteristics of modern innovative
organizations that determine the effectiveness of their activity are determined. The change of behavior of innovatively
active subjects at the subject and polysubjective levels under the influence of administration, routine and violation of in-
tegrity of activity is shown. Mentioned set of features can be used as a benchmark in modeling and managing innovation

activity and innovation processes in organizations.
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Problem statement in general. The systematic
implementation of effective innovation activity in
modern conditions means, first of all, the creation of
organizations that would provide opportunities for
realizing the existing intellectual and creative poten-
tial, and which would ensure the high efficiency of
the innovation process. This task cannot be accom-
plished solely through the use of methods of creative
search or the use of flexible project structures, since
innovation activity is multilevel and complex. There
are numerous factors of technological, resource, and
structural nature that determine its effectiveness.
This raises the issue of defining the characteristics
of modern successful innovation organizations and
their further systematic use in the process of building
effective innovation organizations, both existing and
new. Given the dominant role of the human factor in
innovation processes, there is a need to analyze the
behavioral aspects of the functioning and develop-
ment of innovation organizations, which would help
to outline the criteria and targets for further search for
the ability to manage the innovativeness and innova-
tion potential of organizations.

Analysis of recent research and publications.
Theoretical and methodological aspects of the devel-
opment of innovatively active organizational forms
in their modern reading are revealed in the works of
such researchers as: D. Hurst [1], C. Leadbeater [2],
D. Stark [3], which, in the vast majority of cases,
are focused on the conscious, rational structures
of the cognitive systems of the innovation activity,
behavior of which is embedded in normative models
“how it should be”. However, behavioral and neu-
roeconomic studies capture the fundamental devi-
ations of human perceptual and mental processes
from the proposed rational norms, contrasting them
with positive “as it is” models. Thus, the study of
human behavior in various conditions has been
reflected in the writings of Nobel laureates, includ-
ing: H. A. Simon [4], D. Kahneman & A. Tversky
[5], R. Thaler [6]. Their findings are complemented
by studies focused on the consideration of certain
socio-psychological aspects of innovation. Paying
attention to the scientific and practical importance of
the works of the aforementioned authors, it should
be noted that a complex interdisciplinary study of
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the behavioral aspects of innovatively active sub-
jects of the organization in the process of its ontog-
eny from adaptive to efficiency-oriented forms of
functioning, requires its study with possible fixation
of conditions of neutralization of cognitive distor-
tions and behavioral dysfunctions to ensure the for-
mation process of hierarchical organizational forms
capable of effectively diffuse uncertainty and com-
plexity of the external environment.

The purpose of the article is to identify the key
features of modern innovation organizations that arise
because of the ontogeny of organizational conditions
from traditional reproductive, to initiating, innova-
tion-oriented forms of organizational behavior that
shape the innovation potential and ensure the effec-
tiveness of innovative activity.

Methodology and research methods. The meth-
ods of analysis and generalization are used in the work
to clarify the typical features of innovative organiza-
tions. Comparison methods are used to identify key
differences. Also, systems analysis methods are used
to assess the influence of factors on the effectiveness
innovation process.

Main material. Metaphor of the stageization of
organizational ontogeny. A metaphor that reflects the
importance of the behavioral aspect of organizational
transformations may be the evolution of primitive soci-
ety, in which reduction of uncertainty and environmen-
tal risks inherent in hunting and harvesting came about
through domestication of livestock and cultivation of
the land. D. K. Hurst, on the example of the Bushman
tribe living in South Africa and whose evolution from
hunter to farmer took place during the 20th century,
proved that the change in community structure, its
values, behavior, were key factors in social develop-
ment [1]. The study shows that the predictability of
one's own household is increasing, and activation of
results improvement activities takes place, and hunting
skills are only activated in times of crisis and related to
structural changes in the tribal organization. Wherein
there is a periodic activation and change of two cul-
tures — “hunter” (search for opportunities in the exter-
nal environment) and “farmer” (maximizing the effi-
ciency of using these opportunities and ensuring the
viability of a holistic organizational structure). A func-
tioning organization plays the role of a protective,
insurance layer in case of low performance of the inno-
vative component (in the research or practical activity
the normative approach prevails). This allows us to
draw an analogy with the basic stages of the ontogeny
of an innovative organization, and to consider the solu-
tion of the existing contradiction between the desire to
stabilize the state of the organization and the need for
purposeful adaptive changes, as a problem of strategic
choice and ensuring adaptive organizational behavior.

Being open systems, commercial organizations,
like any other systems, characterized by a tendency
to acquire a stable state of functioning. However,

the transition to the latter always means a gradual
decline in economic efficiency. In the traditional
theory of organization there are currently no mech-
anisms focused on preventive adaptation. However,
the construction of such mechanisms would provide
an opportunity to adjust the economic activity of the
organization to the changing conditions of the external
environment, which in crisis periods determines the
downward wave of its life cycle. As a consequence, the
innovative component of organization activity even-
tually degrades and atrophies. This is partly due to
hierarchization and administration, which reduces the
organization's sensitivity to environmental changes
through the blocking its cognitive potential. Most of
the results of such an activity in O. Shankar's terms [ 7]
are “innovation”, that is, imitation and recombination
of known for adaptation purposes. The weak point
of the innovational strategy is the imperfection of
the existing mechanisms for finding and identifying
precisely those standards that are subject to imitation
and which will be in demand by the external envi-
ronment. Therefore, recombination will predictably
increase adaptability within the borders of the appro-
priate technological paradigm, which immanently
contains a limit of possible excellence. The need
to overcome technological gaps brings to life other
organizational forms capable of more creative recom-
bination of existing knowledge and its proliferation.
Assemble. The emergence of an innovatively
active organization and the selection of its partici-
pants from the external environment occurs accord-
ing to the results of the convergence of distinction
systems (information models of the world). Of
course, this helps to identify concurrent conceptu-
alizations of images of the future and initiates the
process of assembling the reflexively active sub-
jects. At this evolutionary stage of the formation
of an organization, there are no formal attributes of
it yet, that are oriented to the reproduction in the
space and time of certain results, such as: hierarchy,
administration, technologies, traditions, etc. All this
allows us to outline the intentional matrix of those
social dynamics that integrates the reflexively active
subjects without involving any external managerial
influences. K. A. Nordstrom on circular interaction,
states: “A person has a great opportunity for self-or-
ganization only when we receive a comprehen-
sive assessment of his or her activity” [8, p. 120].
C. Leadbeater concretizes: “we gain really valuable
recognition from objective, external sources, usu-
ally communities of people, that are equal in status
to us” [2, p. 198]. At this stage, no sophisticated
managerial manipulation is required: this is an
excessive practice that can destroy the whole plan.
The transformation of disparate, autonomous enti-
ties into a synergistic polysubject creates conditions
of collaborative activities under which all team mem-
bers are interchangeable. The understanding that all
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participants in the interaction are equally interested
in its implementation eliminates the need for external
coordination of efforts. The components of a personal-
ity that is oriented toward power domination with no
purpose, are in an inactive state. The conscious and
unconscious spheres produce supersituative activity,
which leaves no extra cognitive energy and time to the
processes of elucidating interpersonal relationships.
In such circumstances, there is no need for the inter-
ception of formal and informal power in hierarchical
structures, and they are a tendentious form of status
dominance to a greater extent than a natural need of the
individual. Being in an environment devoid of manipu-
lative strategic forms a polysubjective unity of equals.
The focus of attention shifts to a common goal, rather
than establishing relationships through manipulation
and artificial escalation of one's status within the group.

At this stage there is happens actualization of those
immanently inherent characteristics of the process of
co-creation, which later, influenced by conditions that
routinizes activity, get lost by the organization and
which are difficult to recreate if an organization goes
from the laminar market flow into a turbulent, inno-
vative flow. Summarizing the list of characteristics
of an innovation-oriented organization, those that are
inherent in the majority should include the following:
the absence of a rigid hierarchy; multifunctional staff;
open communications; mutual trust; development of
individual powers based on personal interests. A more
detailed listing and analysis of these characteristics is
provided in Table 1 below.

Interaction with the external environment. Sub-
jects of created innovative organization through their
own interests and activities, similar to hunters, as if

Table 1 — Differences between organizations focused on functioning (recreation of values)
and development (creation of innovative values)

Criteria for comparison

Organizations focused on
development

Organizations focused
on functioning

Priority goal

Satisfaction of needs

Receiving a profit

Interaction with the external
environment

Autopoietic (direct participant)

Allopoietic (external observer)

Perception of the organization

System-integrated (process)

System-differentiated (functional)

Supervisor

Leader

Administrator

Supervisor functions

Mediation, moderation

Decision making, control

Supervisor selection mechanism Meritocracy System loyalty

Authority Authoritative Authoritarian

Communications Mostly horizontal Mostly vertical

Basic processes (Slelf-organlzatlon and self- Order and subordination
evelopment

The dominant concept Convergent management Rational bureaucracy

Staff perception Subject (polysubject) Object

Competencies Trans- and interdisciplinary Disciplinary

Orientation of work results Costumer focused Management focused

Staff activities Reflexive Reactive

Reaction to changes Proactive, interactive Reactive, inactive

Attitude to errors Tolerance Inadmissibility

Paradigm of innovation development |Nonlinear Linear

Organization of the production process

Integration, modular assembly

Differentiation, division of labor

Conditions of demand

Uncertainty and volatility of needs.
Macroeconomic shifts

Relative sustainability of needs.
Macroeconomic stability

Measurement of perfection

Adaptability

Efficiency

The possibility of materialization of

Possibility of material compensation

Attractor ideas of efforts

Topography of the future A shqred 1mage.0f.the future, an Measgrable, reproducible goal,
unarticulated mission organizational strategy
Affiliation, evaluation of ideas in . .

.. . Material compensation, career
Motivation an environment of equals, self-
. growth

actualization

Structure Heterarchical Hierarchical

Scheme of activity

Conditions — consequences

Purpose - means

Adaptation cycle

OODA (observe — orient — decide —
act)

PDCA (plan — do — check — action)
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they were inscribed in the outside world, are con-
nected with them by various connections, which
makes them sensitive to existing needs and changes.
And when combining efforts within the creative pro-
cess of ideological diversity coalition an “insight”
happens, as the ability to bridge “logical gaps” [9]
in conceptualizing the image of innovative value. Let
us emphasize that they are not part of the external
environment: as long as they are the same environ-
ment, from which the functioning organization distin-
guishes itself (by analogy with the farm), moving into
the position of an external observer, which minimizes
the quality of feedback due to isolation from the con-
sumer constructs and their distorted interpretation.

Intense horizontal communications allow the sub-
jects of the innovation organization to identify and
express problematic issues in a working manner,
without waiting for their development and compli-
cations. Acting in this way, the developing organiza-
tion avoids the accumulation of unresolved issues. It
excludes the possibility of situations of "alien terri-
tory" that takes place in the activities of a functioning
organization. According to H. Haken, “a self-organ-
izing society can exist steadily and develop dynam-
ically for a long time if each member behaves as if
he or she has been responsible for the whole, to the
best of his or her ability” [10, p. 207]. But as soon as
the concept of innovative value and technology of its
production were developed, there is a need to create
the appropriate structure, there is a vertical and hori-
zontal separation of functions, a hierarchy appears,
which results in the emergence of regulatory proto-
cols and interaction procedures, which dramatically
reduces the efficiency of problem-oriented commu-
nications, shifting subjects into functional “reserva-
tions” and provoking the transition to suboptimal cri-
teria for unit performance.

Communications: cross-functionality vs func-
tionality. If one starts from interpreting the creative
process as the subject's ability within his or her own
cognitive system to recombine interdisciplinary
knowledge that overcomes logical gaps with their fur-
ther integration into the generated image (hypothesis),
then innovative organizations have all the necessary
conditions for this. The co-creation environment is an
open communication platform, within which syner-
gistic consolidation of cognitive systems takes place.

As a result of this consolidation, an extended pro-
cess of meanings-constructing is deployed, which
adds new meanings to the functional recombination
of knowledge of an individual or group with unified
thinking patterns. The latter are brought into collec-
tive creativity by both new carriers of specific compe-
tences and synergetics of the mechanisms of co-evolu-
tion of cognitive systems of the polysubject. There is
a condition, under which the growth of organizational
knowledge can be effectively launched: the infor-
mation coming into the ideological reactor, which

is determined by the area of closest development of
the subjects of co-creation, should be localized. Oth-
erwise, constructs that are imported in the plane of
decisions of the polysubjective environment will not
be able to be embedded in the organizational knowl-
edge structure, the information obtained will remain
outside the borders of the organizational competence.
These indicated constraints determine the range of
creative tasks that an innovation-oriented organiza-
tion can solve without losing its identity. On the other
side of the organizational continuum is a functioning
organization that has an advanced information system
for processing and accumulating different data, but its
difference from a developing organization lies in the
hierarchical distribution of the right of access to it by
different categories of employees. As O. Bohdanov
notes, “Having only a small part of the techniques
and points of view accumulated in society, not being
able to choose from and combine them in the best
way, specialists are not able to cope with the material
that is constantly accumulating, unable to organize it
holistically and in coherent manner” [11, p. 97]. Arti-
ficial demarcation, which divides holistic knowledge
and considers its fragments within the framework of
isolated functional areas, cannot assemble (synthe-
size) it into a single picture that adequately reflects
the position of the organization in the market space.
Abductive thinking gives the researcher of organ-
izational dynamics a colorful analogy in the field of
architectonics of scientific knowledge, where each
disciplinary area makes a similar demarcation in the
form of a protective belt from specific concepts, con-
centrating on the development of a separate segment
of reality (economic, managerial, social, psychologi-
cal and other) that is studied in isolation from existing
interconnections. According to E. Morin, “... eco-
nomics is mathematically the most advanced social
science, at the same time, it is the most backward
humanitarian sociological science, since it abstracts
from the social, historical, political, psychological,
environmental conditions that are inalienable ele-
ments of economic activity” [12, p. 31-32]. Such sim-
plification may be justified at the initial stage of the
development of scientific knowledge, but over time it
loses its connection with reality and locks itself into
the world of abstract (artificial) concepts, fulfilling
only a normative (axiological) function and negat-
ing a positive (behavioral) function. The difficulties
associated with finding such integrating grounds are
revealed by O. Bohdanov through the analysis of sec-
toral and disciplinary specialization, which leads to
“divergence of methods” and “mutual distancing”
of these spheres, in addition, “it creates its own spe-
cial language, so that even entirely similar ratios are
expressed differently in them, and this masks the sim-
ilarity; and at the same time, the same words are given
a very different meaning, which makes the interaction
of industries even more difficult” [11, p. 94]. Similar
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processes occur in a functioning organization in pro-
cess of its mechanistic attempts to increase efficiency.

According to O. Bohdanov, “in creativity, the
excellence of results depends not only on the rich-
ness and variety of combinations, but also on their
complexity and connectedness” [13, p. 185]. How-
ever, the fascination with classical (canonical) man-
agement leads, in K. Jung's terminology, to "system-
atic blindness", which is conditioned by the phase of
maturity and equilibrium of the life cycle of a func-
tioning organization, which because of a sense of
self-preservation remains indifferent to a number of
its phenomena and facts, that do not fit into her com-
plex theory. Most often economic theory is neglected:
the activity of the subjects; value-targeted landmarks
and their sources; the irrationality of the subjects.
But, as it becomes clear, the logic of the develop-
ment and functioning of organizational systems, their
increasing complexity and uncertainty of the external
environment orient in the direction of finding other
ways to work with human resources and information.

The barrier to the emergence of a hierarchy in
an innovation-oriented organization is, according to
A. Hirschman's terminology [14], a free option of
"exit". Formal procedures do not work at this stage.
Because the “voice” option used by the subject
does not properly arrange reality — the subject eas-
ily selects the “exit” option and search for another
community to embody own ideas. Thus, the trans-
parency of the boundaries of an innovation organ-
ization allows for seamless integration and disinte-
gration. If the conditions of co-creation do not affect
the mental antagonistic mechanisms of man, his or
her perception of his or her own freedom of will does
not lead to increased anxiety. Instead, a person has a
sense of total control over his or her choices, purely
out of his or her own interests and preferences,
which is a necessary attribute of creative activity.
In this context, the observation of, a Japanese spe-
cialist in the motivation of staff, Y. Kondo regarding
the functioning of the quality circles is appropriate:
“One of the reasons that amateur sportsmen are pas-
sionate about sports is that they practice sports vol-
untarily and in their time. Similarly, in the work of
quality circles, the highest priority is given to auton-
omy and voluntariness. Therefore, the members of
the groups voluntarily choose the topics and work
on them with full dedication” [15, p. 42]. Based on
the described situation, innovation-oriented organ-
izations are guided in their activities by the provi-
sions of the reflective scheme “conditions — conse-
quences”. In contrast, the functioning organization
uses a “goal — means” scheme [16].

In the first case, there is a fine-tuning of the
activity of the innovation organization in accord-
ance with the parameters of the situation, which
in this approach maximizes the opportunities in
the dynamically changing circumstances. In the

second case, which is focused on the reproduction
and stability of macroeconomic conditions, there is
a permanent increase in the efficiency of business
processes, which is their main task. In addition, an
innovation-oriented organization is intuitively or
consciously guided in its activity by a rapid cycle of
adaptation to changes OODA [17], and a function-
ing organization bases its activity on a slow PDCA
cycle in the best-case scenario, that with the time
lag and because of admitted deviations takes into
account changes in the external environment. In the
worst-case scenario, the activity fixates around the
reproduction of unaltered results that are indifferent
to the change of the external environment.

Fixing the image of innovation. At the formation
stage, transparency of organizational boundaries cre-
ates conditions for free exchange of information with
the external environment. In addition, when creating
an image of innovation, founders tend to be driven
by their own needs, and if similar needs are inher-
ent in other subjects, there is a high likelihood that a
large number of potential consumers are in need of
this value. This means that in such circumstances it is
unlikely to generate innovative values that the market
does not need (the creation of consumer voids). This
is where the demarcation line between the autopoi-
etic and the allopoetic creation of innovative values
runs. In the case of autopoiesis, the system generates
the components it needs based on its own meanings
and intentions, while the external environment cre-
ates only the impulse (irritation) for the emergence
of the need to create innovative forms, and the sub-
jects of the innovative organization, which is in the
autopoietic phase of its development, construct the
necessary them objects based on their own ideas.
Cognitively, this collaboration is operationally closed
[18]. But if an organization unites these operation-
ally closed systems and implements long-lasting
interactions, then their cognitive systems co-evolve,
creating an environment of shared meaning. In
practice, this means the realization of the metaphor
of the “expanded mind” where systems begin to
act as a cohesive unity — a polysubject [1]. In con-
trast to autopoiesis, allopoiesis is the next phase of
organizational ontogeny, within which the genera-
tion of meanings occurs not from one's own needs
but from the needs of the external environment. It is
a reflexive attempt to create for others, which is in
terms of generalized statistics of its effectiveness
(= 20%) is far from rational use of limited resources.

Reflection blocking. As the collective vision reori-
entation happens from an external adaptive vision to
an internal effective one, there is a transition of sub-
jective (polysubjective) positioning. At the stage of
organization creation, the participants in this process
freely switch between the positions of the direct partic-
ipant and the outside observer, cognitively migrating
without hindrance between the roles of the consumer
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and the constructor of innovative value. Their percep-
tions of the organization are twofold: as integrity and
as part of an environment that performs basic func-
tions. Over time, focusing on internal processes and
making the transition to a performance enhancement
model, the ability to switch between these positions is
drastically limited. Now everyone's activity is a clearly
defined functional area with her inherent criteria of
suboptimality. Contacts with the external environment
are provided for a limited number of structural units.
Their interactions are governed by internal rules, good
behavior algorithms that simplify communication, but
diffuse initiative and creativity. The presence of such
behavioral mechanisms in a functioning organization
makes it an anachronistic necessity to switch between
reactive and reflexive positions. Remaining constantly
in the position of functionary, the subject monitors
its own performance, comparing achievements with
organizational standards, and in cases of deviation,
acting in accordance with the recommendations of
the algorithm. The latter unifies the thinking of the
performer and deactivates his or her neural plasticity.
The position of the active thinker is excessive within
such hierarchical structures. Thus, there is an evolu-
tionary blocking of reflection at all functional levels of
the organization. The loss of the organization's ability
to co-evolve with the market environment intensifies
internal processes. This happens due to the exclusion
of existing cognitive heterogeneity from the deci-
sion-making space. Without the need for extensive dis-
cussion, agreement, and collective decision-making,
there is an opportunity for rapid decision-making by an
authorized subject or group, with the further “pushing”
of them through the performers' reactive resistance.
Cyclicity of functioning, and therefore, the reproduc-
ibility of results with the same quality indicators, does
not have many opportunities to increase profits. The
scale effect surely exhausts its own benefits in a glo-
balized world where customization, micro-markets,
imitators and changing needs do not allow manufac-
turers to use such luxury of the past as production of
large volumes of homogeneous products. Therefore,
in the arsenal of the organization, there is left only
combinatorics of the elements of the cost of the repro-
duced product, which in its hypertrophied sample can
take extremely negative forms in the context of social
responsibility and sustainable development. The tran-
sition to a paradigm of functioning in the context of
extended responsibility for business activities leads to
the ambivalence of organizational behavior. The lat-
ter, for natural reasons, moves the organization into
the plane of irresponsible and asocial actions [19].
The practice of manipulating the minds of consumers
and society, carefully covered by single good-natured
acts, but in a society of growing reflection formed on
the basis of modern information and communication
technologies, such a latent essence of modern organi-
zations becomes obvious to many people.

However, this phenomenology remains beyond
the study of classical management, focused on the
search for normative, reproductive practices, and
these behavioral characteristics do not affect its
coherent theory. In the theory of management, start-
ing with “The Principles of Scientific Management”
by F. Taylor, a demarcation between intellectual
(managerial) and physical labor is postulated. Man-
agerial dominance is seen in it as a natural process,
productivity and efficiency gains are unimaginable
in an organizational democracy, and even more so
with a liberal approach to its governance. The clas-
sics of management concentrates the fullness of
power in the hands of the autocrat, to which it dele-
gates the basic reflexive functions, at least those that
relate to the organization as integrity. Of course, it is
experimentally confirmed: the productivity growth
in autocratic style is higher than in the democratic
one, but we should pay attention to the phenome-
nology of the processes that take place, their rele-
vance and validity in the current conditions of grow-
ing intellectualization of the economy. The freedom
of choice and the reflexive abilities of the worker
are trapped within the limited borders of the algo-
rithms of activity. This causes a hidden resistance
to organizational standards and an antagonistic
behavior of performers, which sabotages and delib-
erately emphasizes the limitations of the developed
procedures and decisions taken. Hence the loss of
the ability to switch between reactive and reflexive
positions, as well as the rebuilding of the organi-
zational boundaries with the external environment,
which reduces the level of cognitive diversity of
the organization and brings the logic of complexity
reductionism in the processes of its functioning. All
this leads to a foreseeable loss by the organization of
the adaptive capacity required to co-evolve its busi-
ness model with the market environment.

Leadership. Normative managerial epistemol-
ogy, which reduces (dissects) the external environ-
ment through analysis and deterministic influences,
does not contain the necessary phenomenological
(behavioral) complex of elements to claim the role
of an effective managerial basis in modern condi-
tions of complexity management. As O. Bohdanov
notes, “having only an insignificant part of the tech-
niques and points of view accumulated in society, not
being able to choose and combine them in the best
way, specialists cannot cope with the material that is
constantly accumulating, unable to coherently and
holistically organize it” [11, p. 97]. This actualizes
the necessity of rethinking of the basic principles of
management theory, with a further transition to a con-
vergent management epistemology.

Collaborative creativity creates conditions for
the proportional distribution of leadership functions
among all participants, the concentration of leader-
ship functions in one hand occurs in specific episodes
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of activity, when the background of others appears a
person who has some experience and offers a rele-
vant solution scenario [12]. The informal delegation
of leadership powers takes place according to the
principle of meritocracy (from the Latin — the power
of the worthy), nominating to this position the sub-
ject who has the necessary combination of compe-
tencies. That is, power in this system is authoritative
in nature, as opposed to authoritarian in reproduc-
tion-oriented organizations. In contrast, a function-
ing organization nominates a subject to a leader role
who has a relevant functional reputation needed for
an appropriate position and has a credit of loyalty to
the system. It assigns to the subject of management
a formal authority that is based on subordination and
requires constant confirmation through status behav-
ior and rituals. This approach neutralizes a culture of
ideological openness and freedom of creativity, that
eradicates a plurality of perspectives on a problem-
atic situation, which could potentially be involved in
developing a space of solutions. Thus, the restriction
of the subject of management happens by functions
of a formal manager, with the activation of pathol-
ogies of rational hierarchical systems. Perception of
organizational problems is reduced to the limits of the
cognitive capabilities of the manager, the use of staff
cognitive potential is significantly complicated.

In such circumstances, the implementation of
one of the principles of effective management — the
principle of the necessary diversity — is extremely
unlikely to happen. Because, in order to put this prin-
ciple into practice, a leader must have a greater level
of cognitive diversity than all other members of the
organization, who makes up a polysubjective inte-
grated cognitive system. The principle of the required
diversity is that the diversity of the managing system
must be no less than the diversity of the managed sub-
system. Simple systems of management that do not
meet the complexity of the managed subjects are not
able to take into account the diversity of their states
and their interaction with the external environment,
which does not provide the required quality of man-
agement. Therefore, it is impossible to cognitively
simple manage cognitively complex systems. In view
of this, the rigidly assigned role of the management
subject in this process reduces the productivity of the
innovation activity. In such circumstances, the leader
will not act as a facilitator of creative processes, but
as a filter, which, depending on the ability of his or
her cognitive system, will pass on only those ideas
that are recognized by his or her system of distinction
(presented in his or her informational model of the
world). From this, we can conclude that even a small
attempt to hierarchize the creative process breaks
down the subtle self-tuning that occurred in the pro-
cess of co-evolution of cognitive systems and mutual
ideas about the image of the future through mech-
anisms of self-organization and self-development.

Manufacturing. Using the abductive method, one
can notice an analogy in the history of human devel-
opment, when a person goes from handicraft to mech-
anization of their own operations of manual labor,
most of their inherent skills become unnecessary, the
institution of mentoring and the transfer of secrets of
craft are lost, and with them, flexibility inherited in
this industry diffuses through substitution by mecha-
nistic, unified technologies. H. Marcuse captures the
essence of the one-dimensionality of the person in the
technical rationality imposed on him or her: “individ-
uals identify themselves with the way of being, which
they are imposed on, and find ways of their develop-
ment and pleasure in it” [20, p. 35]. A mechanism,
technology is the intermediate means between the
person and the result created by him or her, they cause
the appearance of the cognitive line regarding the
adaptation of available means and results to a change-
able external environment. As a consequence, it is
possible to assume that a person who is not involved
in the creation of a mechanism of replication of val-
ues, in most cases has no idea about the constructive
characteristics of its functioning, is alienated from
the values, and accordingly, is not able to adapt to
the changes that are happening. This is probably the
basal reason for the transition of Japanese corpora-
tions from mechanized conveyor lines to modular
assembly, in which a person, through manual labor,
assembles technically complex products from scratch
to full readiness at his or her workplace. It is a process
of reviving a mastery that does not have intermediate
means, which complicate feedback, and a human-
sized system, which is a change-sensitive, adapts its
skills while being in the process of permanent change
and development. Although the Japanese themselves
emphasize quality by representing modular assembly
as an urgent condition of modern competitiveness, it
can be assumed that socio-humanitarian and innova-
tive aspects also with this approach receive further
development in the context of the co-evolution of
socio-technical systems.

Model of reality. In the process of the organiza-
tion's excretion from the external environment and
reduction of opportunities for contact with the sur-
rounding reality, there is a need to construct its infor-
mation model of reality. So unarticulated, but under-
stood by all actors, the mission of their joint creativity
is replaced by an articulated organizational strategy,
which reflects the views of organizational architects
about how the world around this formation works, and
what place does it occupy in it. A similar separation
from reality, combined with the focus on its abstract
model, which is implemented through the abandon-
ment of the most reliable sensory sources of percep-
tion of the surrounding world, leads the organization
to probabilistic drift in the market space. An axio-
logical rethinking by the organization of perception
of the external environment from creative interac-
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tion to manipulative influence takes place, where
the environment is perceived as a means of achiev-
ing organizational goals, and the organization, as the
architect of consumer preferences and choices [6].
As a result, the organization from the auditor of the
ontological voids of consumer habits and attempts to
fill them with relevant results goes into hypostasis of
imposition of needs and managing the process of per-
ception and choice.

Behavioral conditionality of organizational ontol-
ogy. The initial stage of interaction between subjects
has the nature of intensive communications, the cata-
lyst of which is the situation of convergence of inter-
ests. Temporality of such collaborations is obvious,
and the likelihood of occurrence of a similar natu-
ral and all-consuming interest is unlikely within the
framework of the next project. One of the reasons for
the productivity exhaustiveness of the primary collab-
oration is due to the fact that over time its participants
get closer and form a zone of comfortable interac-
tions, which is characterized by low levels of uncer-
tainty of interpersonal relationships. This, in turn,
leads to attempts to consolidate a comfortable state
by means of a formal organizational structure that
reproduces own results. But the adaptive potential of
such a structure is exhausted due to the fixation of the
cognitive heterogeneity of its participants. Constant
communication interactions lead to a co-evolution of
the cognitive systems of the subjects of co-creation
and, as a consequence, to ideological homogeneity.
This evolutionarily shaped phenomenology, which
demarcates the contingent boundaries between a
functioning organization and a developing organiza-
tion, demonstrates a behavioral pattern. This means
that when an organization begins to take on the form
of a formal institution, evolving in the organizational
continuum in the direction of a paradigm of function-
ing, the portfolio of its projects will no longer be so
inspiring to most founding subjects. Here appears a
certain routinized and externally imposed organiza-
tional processuality and goal-setting that come into
conflict with the phenomenology of the creative
nature and cause reactive resistance on her part. Then
there is a shift toward the plane of artificiality, crea-
tivity in certain framework, which changes personal
motivation. As the main source of subjective activity,
material rewards begin to perform, and the motives
for self-actualization quickly weakens and disappear.
D. Stark expresses the following idea: “instead of sim-
ply responding to situations that externally arise from
time to time, why not encourage such organizational
forms that would again and again produce situations
of uncertainty within the organization itself? Organi-
zations that can adapt to such forms will achieve the
necessary balance to match the uneasy requirement —
continuously implement innovations” [3, c. 18]. Also
D. Hurst insists on purposeful provocation of crisis
situations for updating of organizations [1].

Specified limitation of the cognitive potential of the
initial collaboration is conditioned by the equifinality
of the cognitive co-evolution of the actors of a closed
organization, as a dynamic property of the social sys-
tem, which makes the transition to the final state in
different ways and under the influence of different
initial cognitive capacities of the individual subjects.
This leads to the intellectual homogenization of the
polysubject, because all its participants begin to move
in the cognitive continuum to a single, common way
of thinking [1]. Each participant evolves to a gen-
eral level of awareness of the problem under study,
there is an mutually enriching exchange of cognitive
constructs, by the results of which the expansion of
participants' information models happen, but now the
community thinks in a one-dimensional manner, and
as W. Lippmann points out: “where everyone thinks
the same nobody thinks too much” [21, p. 46]. In this
context, Einstein's words are particularly convinc-
ing: “our thinking creates problems which cannot be
solved by the thinking of the same type”, if the par-
ticipants become comparable in terms of cognitive
perfection, assessing the situation from the stand-
point of the same cognitive constructs, then it is dras-
tic narrows the field of alternatives. This requires the
organization to extend the reflective field beyond her
boundaries by attracting external cognitive diversity
in order to continue to interact effectively with the
innovative complexity of the surrounding world.

Social determination. The social nature is inher-
ent in the contradiction, which is permanently
resolved at the level of the individual and is the
driving force of its supra-situational activity. This
contradiction, to some extent, repeats the coun-
teraction of motives which is inherent in organi-
zational ontogeny, that, as a result of this process,
loses its flexibility. Contradictoriness of subjective
intentionality is as follows: on the one hand, human
neurophysiology seeks familiar and reproducible
activity, that is supported by appropriate dopamine
bursts, which cause a sense of satisfaction, and on
the other — stimulating influence of the external
environment pushes to the permanent exits from
the comfort zone and expanding own model of the
world. In rare cases, a person manages to localize
himself or herself in society in such a way that the
activities she engages in brings pleasure and con-
tributes permanent development. According to Ch.
Leadbeater, “freedom of self-expression through
creative work has remained the privilege of the few
who work in so-called “creative positions”. For most
people, work is still a necessity, and they get a sense
of self-fulfillment in their spare time” [2, p. 144].
Similar trends are recorded by the world-renowned
researcher of the psychology of creative activity
M. Csikszentmihalyi. Nature and society create such
stable forms in which the interest, as attention-grab-
bing affect, is contained only in the initial stage,
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followed by a routinized ontology, existence with a
minimal amount of uncertainty, existence with the
possibility of prognosis. This creates reservations of
permanence in an ever-changing world. In the world
where Laplace determinism is broken, where causes
occur before than known to a person effects, the
ability to sense and rely on a familiar landscape is
the possibility to switch to unconscious, automatic
mode of action, the possibility to use much broader
cognitive resources. The modern world, in which
uncertainty is its immanent property, more persistent
demands the creation of new social forms of synergy.
Forms in which interaction with the surrounding
social complexity and diffusion of uncertainty will
be carried out not through blocking the reflection
of society and manipulation of consciousness and
choice (narrowing the space of alternatives), but
through the possibility of free embedding of this
social complexity into the decision-making mecha-
nisms of institutions of all levels.

Conclusions and prospects for further research.
The effectiveness of innovation activity of organiza-
tions is largely driven by the creation of appropri-
ate innovation conditions, which are conditioned by
the presence in them of symbiotic and hierarchical
organizational structures that combine the properties
of effective and adaptive organizations. Achieving a
high innovation level of organizations is considered
feasible to provide by expensing the adaptive block
beyond the borders of organization through the cre-

ation of an innovatively active environment based
on external cognitive diversity and embedded in the
existence of a particular type of organizational cul-
ture. It will help to reduce the impact of self-preser-
vation processes in the system, which always reduce
the innovative activity of the organization and lead
to the slowing down and reduction of development
processes, the reduction of cognitive tension and the
transition to normal functioning.

Improving the effectiveness of innovation activ-
ity of organizations can be achieved by providing a
balance between the reproductive and the innovative
function of the organization by maximizing above-
mentioned innovation characteristics of the organiza-
tions, which can be considered as managed variables.
The degree of innovation of the organization can be
seen as a measure of conformity of organizational
behavior to the existing social determinants. Practical
interest may also be in identifying the mutual influ-
ence of these variables and exploring the effects of
their synergy and multiplicativeness.

Thus, all of this actualizes the creation of such
organizational forms in which interaction with the sur-
rounding social complexity and dispersion of uncer-
tainty will be carried out not through blocking the
reflection of society and manipulation of conscious-
ness and choice (narrowing the space of alternatives),
but through the possibility of free embedding of this
social complexity into the decision-making mecha-
nisms of institutions of all levels.
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Xapxiecokutl HayioHATLHUL eKOHOMIYHUL YHIBepcumem
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Yumkaiasos B.B.

Xapxigcokuil HAYIOHALHUL eKOHOMIYHUL YHI6epcumem

imeni Cemena Kysneys

OCOBJIMBOCTI THHOBAIIMHO-OPIEHTOBAHOI OPTAHI3AIIII:
ITOBEJAIHKOBA ITAPAJIUT'MA

Cmammsi y3a2anbHI0€ apeymenmu ma KOHMpapayMeHmiu 8 Mexcax HAyKo8oi OUCKYCII 3 NUMAHHSL GUKOPUCMAHHSL NOGe-
0IHK06020 Ni0X00y 00 YNPasiiHHA IHHOBAYIUHO-OPIEHMOBAHOI opeaHizayicto. Cucmemamusayis 1imepamypHux odxceper
ma nioxo0ig 00 eupiwenHs npobaemu nioGUUeHHS Pe3YIbIMAMUEHOCMI OiSLIbHOCMI THHOBAYILIHO-0PIEHMOBAHOI OpeaHi-
3ayil’ 3aceiouuna, Wo 8 CYHacHUX KOHYEnYisiX YNpasiiHHs IHHOGAYIIHUMU OPeaHI3ayisiMu NOBEOIHKOBUM ACNEeKMAM iX
QDYyHKYIOHYBAHHA MaA PO3BUMKY NPUOITAEMbCA HEOOCTNAMHBO Y8azu. AKMyanbHiCMb 8UpiueHHs OAHOT HAYKO8oT npodiemu
00YMOBNIOEMBCA HEOOXIOHICIIO PO3BUMKY THHOBAYIUHUX Npoyecié opeanizayii i nompeboro 68 Ni0GUWEHHT 3a2albHO20
piens ii inHosayitino2o nomenyiany.

OCHOBHOW0 Memoio NPo8edeno20 OOCIONCEHHS € BUSHAYEHH MUNOBUX 0COOIUBOCMEN CYUACHUX IHHOBAYIUIHUX Op2a-
HI3aYil, Wo MAlomb HOBEOIHKO8Y NPUPOOY Ma AKI CHPUSIOMb NIOBULEHHIO PE3YIbMAMUEHOCMIE IHHOBAYIUHOT OiTbHOCHII.

B npoyeci 0ocniosicennss ocobnusocmeii popmyeanus ma po3sumiy cy4dacHoi iHHOBAYIUHO-OPieHMOBAHOT OpeaHi3ayii:
V3a2abHeHo emanu po38UmMKY IHHOBAYINHOI opeanizayii, 8USHAYEHO npoyecu, Wo 3a0e3neyyroms pe3yibmamueHicns
iHHOBAYIl, NPOBEOEHO NOPIBHSHHS 0COOIUBOCIEN OP2AHI3AYIll, WO OPIEHMOBAHI HA PO3BUMOK, MA OP2aAHI3aYill, Wo Opi-
€HMOBAHI HA YHKYIOHY8aHHS. Busnaueno kioyuosi ocobaueocmi iIHHOBAYIIHO-OPIEHMOBAHUX OPeAHI3AYILL.

Memoouunum incmpymenmapiem npoeedeH020 00CiONHCEHH CINAIU MemooU aHANi3Y, Y3a2albHeHHs Ma NOPIGHANb-
HO20 aHANi3y, Memoou CUCMEMHO20 nioxody ma ananoziu. [Iposedeno meopemuunutl anaiiz 00CHI0NCeHb 3apyOIdDCHUX ma
BIMYUSHAHUX GUEHUX, AKI BUBUANU 3A3HAUEH) NPOOIEMAUKY.

B pe3ynomami eusnaueno ocobaugocmi cy4acHux iHHOBAYIUHUX OP2ani3ayill, wo 00yMO6II0I0Mb Pe3yIbmMamueHiCb
ix disinbnocmi. Ilokazano 3MiHy nO8ediHKU IHHOBAYILIHO-AKMUGHUX CYO €KMIE HA CYO €EKMHOMY ma noaicyd €KmHomy pie-
HAX N0 6NAUBOM AOMIHICMPYBAHHS, PYMUHI3aYii ma nopyweHHs yinichocmi OiAnbHOCMI. 3aHauenull KoMnieke ocoonu-
ocmetl Modice 6ymu GUKOPUCIAHULL 8 AKOCMI YIIbOBUX OPIEHMUPIE NI0 YAC MOOETIOBAHHA MA YNPABGTIHHSA THHOBAYIIHOIO
OIAIbHICMIO MA IHHOBAYIUHUMU NPOYECamil 8 OP2aAHI3aYIsIX.

Knrouoei cnosa: innosayitino-opicumosana opeatizayis, Konabopayis, Koesomoyis, OHmMozeHe3, HA0CUMyamusHa ax-
MuUGHiCMb.




