
Learning organization as technology for the socio-economic paradigm implementation 

 

Associate Professor Nataša Rupčić, PhD 

University of Rijeka, Faculty of Economics and Business, Rijeka, Croatia 

Ivana Filipovića 4, 51000 Rijeka, Croatia 

Email: natasa.rupcic@efri.hr 

orcid.org/0000-0002-9915-8881 

 

 

Abstract: The paper discusses prospects of the paradigm shift and proposes the learning 

organization concept as the technology for the implementation of the learning socio-economic 

paradigm. The learning socio-economic concept can be described as an overarching business 

model or a paradigm, providing governing principles regarding interests of major stakeholders. 

The proposed learning organization structure-behaviour platform can be analysed from the 

organizational and individual perspective. The proposed concept based on the learning 

organization premises can contribute to the development of the social democratic process and 

welfare so the main social challenge within the learning framework becomes stimulating 

positive manifestations of cooperation and complexity as well as increasing behavioural variety 

as a means of fighting entropy. The paper therefore represents an attempt to provide a 

descriptive and normative guidance for developing a model for modern business making in 

terms of personal growth, business excellence and social inclusiveness and sustainability.  
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1 Introduction  

 

Business practice is facing unprecedented challenges, which are further accelerated by the 

looming artificial intelligence revolution posing questions to management theory and practice 

on how to ensure increasing productivity, the right balance between efficiency and effectiveness 

as well as continuous sustainability and legitimacy. The need for change also stems from the 

problems that have started some time ago such as declining reserves of natural resources, 

increased environmental contamination and climate change, sustainability crises, growing 

inequality, changes in work preferences, crisis in confidence and other ills (Scott, 1974; 

Waddock, 2018). The societal trust in the business making is declining continuously, which 

poses a problem in its own merit. Increasing concerns about the effects that the economic 

development has on health, natural resources and the environment have already been identified 

in the famous Brundtland Report (1987) drafted by the World Commission on Environment 

and Development. The report highlighted three fundamental components of sustainable 

development that are still relevant today: environmental protection, economic growth and social 

equity reflecting the need for greater intergenerational responsibility. The report also 

accentuates the need for the development of international institutions for cooperation and most 

importantly for increased cooperation with and within industry. Economic growth perspective 

should therefore include concerns over appropriate organizational growth involving 

transformation toward sustainable, suitable and acceptable behaviours and forms of organizing. 

In other words, financial and socio-environmental goals should be pursued simultaneously 

(Molteni and Pedrini, 2010).  

However, current business practice is predominantly based on the values of 

individualism and masculinity and the emphasis is placed on material aspects of the individual 

mailto:natasa.rupcic@efri.hr


existence. Behaviour is often aggressive and assertive, focused on achieving expected results 

through task-orientation, with little or no cultivation of interpersonal relationships. The egoistic 

conception, explained by the idea that people have limited insight into the consequences of their 

actions, transferred to the corporate level refers to the profit maximization model of the firm, 

aimed at maximizing return of the shareholders’ investment. In such an environment, 

employees, the primary value creation agents, often feel uncommitted and lack a deeper sense 

of loyalty regarding corporate goals, especially if material rewards are missing. Employees are 

expendable and hold only utilitarian value for managers, who often deprive them even of 

comprehensive education and training. When crisis hits, employees are considered a variable 

factor that can be laid off and replaced according to current circumstances. Feeling instrumented 

to achieve goals which they do not perceive as their own, employees primary strive to fulfil 

their own self-interests. Despite decades of prosperity based on that model, recent array of 

corporate malpractices and scandals calls for different behavioural guidelines, proving that the 

current perspective is counterproductive for future business development that would be 

sustainable in nature.  Stakeholders, previously kept quiet by insufficient legislative framework, 

have also raised their voice to demand more meaningful and sustainable business models.  

Taking into account ethic rules violations and scandals it is quite obvious that a shift is 

necessary from the current profit dominated paradigm, namely the economic or stockholder 

approach toward a more humanistic approach encompassing the social dimension 

accompanying economic activities and involving various stakeholders. Despite the prevalence 

of egoism in business behaviour, there is a growing interest in positive organizational 

behaviours such as team altruism (Li et al., 2014). Numerous studies have found that the 

majority of people value the sense of belonging (De Cremer and Blader, 2005), acceptance and 

respect by the community (Tyler, 2006), and the sense of a meaningful life (Diener and 

Seligman, 2004) over personal utility maximization in terms of money, power and status. The 

traditional approach to the CEO’s task summarized as maximizing shareholders’ gain while 

taking advantage of short term opportunities, should therefore be rephrased as: “providing an 

environment that espouses individual freedom while ensuring the financial and non-financial 

targets of the organization are met” (Weymes, 2004). The CEO’s job should therefore be to 

build an environment that stimulates individual learning, knowledge sharing, creativity, 

entrepreneurial risk-taking and building relationships with internal and external stakeholders. 

The paradox between the classical scientific theory, that was founded on the assumption that 

an organization is a closed system controlled through systems and mechanisms acting as 

operating standards, and modern ideas well described in Cloke and Goldsmith (2002) that 

autocracy, hierarchy, bureaucracy and management are gradually being replaced by democracy, 

flat organizations, collaboration and self-managing teams need additional theoretically founded 

considerations. Contemporary theoretical and practical approaches to economic and social 

development indicate the need for transformation of the business value system in order to 

strengthen the democratic element of economic and social activities as a prerequisite for 

sustainability. The underlying paradigm framework regarding economic and social 

development as well as means of its implementation should be explored and determined. 

Development of modern management models is directed at finding the appropriate technology 

to implement such ideas as the collection of techniques, skills, methods, and processes.  

This paper offers a longitudinal preview of previous paradigm developments proceeded 

by suggestions and arguments regarding directions for its further development. The attempt to 

implement the suggested learning socio-economic paradigm and design a human-like 

organization is supported by identifying the technology for its implementation, namely the 

learning organization concept. The paper therefore aims to find a convergence point between a 

profit maximization perspective and social responsibility in terms of respect for human 

development of internal and external stakeholders. The learning socio-economic concept can 



be described as an overarching business model or a paradigm, providing governing principles 

regarding interests of major stakeholders. The focal point of the paper is to provide a framework 

that would enable implementation of the suggested paradigm and therefore offer guidelines on 

how to design structures and processes that would facilitate learning and learning based 

decision making. In particular, the paper discusses prospects of the paradigm shift and proposes 

the learning organization concept as the technology for the implementation of the socio-

economic paradigm. The learning organization structure-behaviour platform proposed in this 

paper can be analysed from the organizational and individual perspective. The paper therefore 

represents an attempt to provide a descriptive and normative guidance for developing a model 

for modern business making, excellence but also sustainability and inclusiveness.  

 

…. 

 

5 Conclusion  

 

Theorists and practitioners have long been looking for a universal concept that could encompass 

all business situations and offer concrete guidelines for management. In other words, they have 

tried to homogenize a highly pluralistic world and discover unifying principles (Glynn, et al., 

2000). This study is aimed to discuss the key issues regarding the necessary paradigm shift, 

promote further debate and contribute toward future research regarding the social and economic 

development framework. The contemporary company as a socio-economic system is 

outgrowing its economic mission and is fulfilling its objectives on the basis of cooperation with 

stakeholders. New added value can be achieved through continuous recombination of 

organizational factors and by creating a dynamic balance with external factors under the 

leadership of entrepreneurial management, directing processes and diminishing risks based on 

knowledge. On the basis of previously discussed arguments it is quite obvious that the economic 

and social aspects of human activities cannot be separated and should form a joint platform for 

the paradigm design. Considering the magnitude of change and the connection between 

previously separated disciplines and areas of research such as sociology, psychology and 

economics, it can be concluded that the paradigm shift should be named socio-economic 

encompassing not only managerial, but also wider economic and social dimensions of human 

activities. According to the model of a company as a socio-economic system, the company 

cannot adopt the egocentric approach. In this context, it is necessary to develop and 

continuously re-examine relational mental maps with interested parties in terms of 

identification of causal relations and core behavioural patterns. However, there is also the need 

to develop a specific value system, which would imply strong ethical values, learning and social 

responsibility.  

These arguments urge for the development of a set of guidelines which could enable the 

implementation of the paradigm on all levels, individual, organizational and the society in 

general. The learning organization concept can be suggested as a technology for the 

implementation of the learning socio-economic paradigm. The proposed learning organization 

structure-behaviour platform can be analysed from the organizational and individual 

perspective. The final outcome can be viewed as dynamic, rather than static: by enhancing the 

process of learning the system is enhancing the process of continuous questioning of previously 

set assumptions, resulting in the process of continuous transformation of individuals. That is 

the reason why the work in the learning organization is often called the developmental work, 

and viewed as a prerequisite for organizational learning. Continuous transformation, i.e. 

personal growth of individuals results in the group and organizational transformation, and 

eventually the transformation of the whole society. In that way, the organizational 

transformation, viewed as a collective endeavour by a group of committed, and empowered 



professionals becomes the driving force of the society, yielding numerous individual, 

organizational and social benefits. The learning organization concept can therefore be suggested 

as a technology for social development in general due to its universal nature, i.e. the potential 

to be implemented in any enterprise. It is a solution to a problem that can help increase both 

economic and social performance, which Molteni (2004) called “socio-economic synthesis”. In 

that way, it is necessary to differentiate this model from some other models such as that of 

Jashapara (1993) who developed a conceptual framework of a “competitive learning 

organization” highlighting “the lack of emphasis on the competitive dimension in many models 

of the learning organization”. According to Jashapara (1993), learning should happen at 

different levels of the organization and learning focus should be on the dynamics of competitive 

forces, which leads to successful satisfaction of changing customer needs. However, in the 

model suggested in this paper the emphasis is on the implementation of a paradigm which could 

sustain individual, organizational and social goals of self-actualization, viability, sustainability 

and renewal. Collective implementation of the model could mean that goals of different 

stakeholders, such as increase in customer consumption, would not be realized if they conflict 

viability, sustainability and renewal of other dimensions and constituents of the wider social 

fabric.  

The emphasis on learning asks for a suitable infrastructure in terms of learning and 

knowledge network and a self-adjusting organization. The presented theoretical framework 

offers a new perspective on the modern management, advances research on the learning 

organization development by delineating its most prominent constituents and generates a 

number of research areas and directions for future theoretical and empirical research. The 

presented model will benefit from further development and confirmation through its 

implementation in business practice. It approaches organizations holistically, broadening the 

perspective of managerial decision making and problem solving ranging from the individual, 

i.e. micro management to the management of the organization as a whole. It represents a 

multidimensional and a somewhat sophisticated outlook to modern organizational 

management. This research represents an attempt to use the diversity of scientific theories 

simultaneously. It is suggested that researchers engage in paradigm crossing as it has become 

impossible to ignore the multiplicity of perspectives emerging from various disciplines (Schultz 

& Hatch, 1996). By integrating insight from various disciplines ranging from management, 

over sociology to quantum physics the development of the learning organization as suggested 

in this articles promotes interplay of theoretical and practical diversity. This article can therefore 

enrich the field of management and organization studies by offering a new perspective on 

building organizations by using premises of the paradigm that has been grounded on 

assumptions already accepted and applied in science studies.  

Organizational diversity has been identified as a means to boost organizational creativity 

and problem solving ability and therefore provide different aspects of value to a broad customer 

base (Gilber et al., 1999). It is suggested that organizations develop their own techniques to 

manage diversity and transform it into value added that would address diversity they are facing 

in the environment. The proposed model can therefore be suggested as a diversity management 

platform that offers universal guidelines that would help develop and sustain organizational 

diversity and creative momentum. The proposed framework is also suggested as a reference 

point of a desirable behaviour that would be prone to alternations due to endogenous volatilities 

in the business and the economic setting. Empirical data of the model will therefore alternate 

and sometimes tend to regress toward the mean values or below. However, the reference point 

of the proposed learning organization guidelines will prove as a valuable reference to bounce 

back when astray. The model is purposefully dynamic in nature, intended to assume dealing 

with nonlinear situations.  



The learning organization concept as a technology for the socio-economic paradigm 

implementation addresses the critique by Swanson (1992, 552) who asserts that it is flawed 

from the human perspective by missing the complexities of the human behaviour within 

business organizations. In this paper the intention to produce strict guidelines for human 

behaviour has a priori been dismissed. Business organizations as living, self-organizing, 

complex, adaptive and learning systems need a platform to operate on in terms of the value 

system. The outlook is this paper is therefore strategic and system oriented. In order to 

determine a value as good and desirable, a broader outlook is required. That is why a systems 

approach proves invaluable, providing a tool to assess the influence that some actions can have 

on stakeholders. Systems approach can contribute to the tacit understanding among 

organizational members in situations when interests based on common values seem to conflict 

each other.  

The proposed model is based on ideas by Prigogine which can be applied to modern 

business organizations. Prigogine (1997) suggested the term dissipative structures and self-

organizing systems, with which he contended that determinism is no longer a viable scientific 

principle when explaining systems and processes characterized by principles of complexity, 

instability and irreversibility. The future of such systems is impossible to determine with 

certainty. It can only be predicted to some degree how systems would react to stimuli so their 

behaviour can only be explained in terms of probability.  

The proposed model is based on ideas by Prigogine which can be applied to modern 

business organizations. Prigogine (1997) suggested the term dissipative structures and self-

organizing systems, with which he contended that determinism is no longer a viable scientific 

principle when explaining systems and processes characterized by principles of complexity, 

instability and irreversibility. The future of such systems is impossible to determine with 

certainty. It can only be predicted to some degree how systems would react to stimuli so their 

behaviour can only be explained in terms of probability.  

Members of the learning organizations interact by engaging in a delicate process of 

dialogue in which, according to the original Greek meaning of the word, the word (logos) goes 

through (dia) the collective, resulting in a new meaning and a new understanding of current 

contradictions threatening the system’s survival, urging organizational members to question 

their own as well as the organization’s mental models as deep-seated assumptions. This process 

results in further self-organization based on the second degree agreement which rests upon 

common perception. In addition, organizational members are attentive to internal fluctuations 

which can have the potential to prevent further disperse of the organizational entropy to the 

environment and make the organization internally chaotic and to external fluctuations that 

threaten to obstruct the possibility to pursue chosen goal trajectory. Learning organizations are 

organizations in which reins the atmosphere of respect and trust and in which every source of 

power is questioned for the sake of ensuring continuous viability as the organizational ability 

to maintain its separate existence (Beer, 1979), and legitimacy as the ability to fulfil the claims 

of relevant stakeholders (Schwanninger, 2000. In that way, the learning organization’s viability 

rests upon its ability to balance efficiency, effectiveness and legitimacy, regardless of the nature 

of the organization. If that balance could not be maintained within the existing configuration, 

fundamental and non-linear transformation becomes an imperative. Organizational members in 

learning organizations are less likely to react with resistance because they are aware of the 

triple-loop organizational learning mechanism. By implementing triple-loop organizational 

learning, organizational members continuously perform the stakeholder analysis and detect 

trends in the external environment. In case an organization is reaching a bifurcation point where 

it would not be possible for it to provide net benefits to its stakeholders, organizational 

reconfiguration is necessary. It could happen by introducing the following measures: 

organizational redesign, including possible partnerships with stakeholders; changes in the 



business mission, leading to changes in the nature of the value creation process; as well as 

possible mergers and acquisitions. Organizational members are willing to destroy the 

organizational “comfort zone” and introduce changes in the organizational paradigm assured 

by the fact that learning and joint sense making in the atmosphere of respect and trust could 

enable co-creation of new forms of organizational viability with the perspective to reach a new 

level of individual and organizational meaning and actualization. In that way, organizational 

problems, especially those pertaining to looming bifurcation points are faced with the synergy 

of individual efforts, expressed in a collective combination of learning disciplines and 

organizational foundations expressed in the organizational setup that nourishes the value of 

organizational learning. It should be noted that the described processes occur on every 

organizational level because the learning organization is based on organic and recursive 

organization in which autonomous units are placed within larger autonomous units (teams in 

departments, departments in divisions etc.) and in some of them or in all of them triple-loop 

organizational learning could be needed.  

The suggested framework is also based on the management model that has stood the test 

of time and proved its validity: the open system model of the firm (Padaki, 2002), indicating 

the most salient management elements: existence of system parts, interactions and 

interrelatedness among subsystems and parts, purposefulness designed in accordance with the 

environmental needs, and management based on system intelligence and continuous learning. 

Learning organization can therefore be understood as a product of the systems theory. 

Organizational design guidelines are derived from the paradigm’s major assumptions.  

The purpose of this paper is not to criticize the economic view of the firm aimed at profit 

maximization but to offer a managerial alternative. The purpose of the model is therefore to 

offer guidelines on how to build an organization capable of constantly increasing behavioural 

variety and continuously releasing entrepreneurial energy which serves the society instead of 

destroying it (Hendry, 2004). In addition, contrary to conventional paradigm of neo-classical 

economics, the most important variables of economic and social change such as organization, 

learning, power, preferences are not reduced to the role of the system parameters, even though 

the principles of Laissez-faire still apply, albeit governed by different mental models (Zinam, 

1974). The purpose of the model is not to be exhaustive, but rather to generate further research 

question as well as empirical analyses. The concept therefore does not represent a theory as an 

interrelated set of ideas that help us better understand the world; it is an attempt to offer a tool 

to tailor the world where we want to be in order to achieve our goals of personal and collective 

abundance, expressed both spiritually and materially. Instead of offering impersonal and 

analytical scrutiny of the world as it is, it offers behavioural guidelines to reach creative 

excitement and imagination on possible perspectives. The presented concept is therefore a 

methodology or a technology, offering means to pursue value creation objectives.  

By implementing the stated organizational components, this approach surpasses the 

ideas of humanism and centralized collectivism, each in another way. Even though the learning 

organization is a humanist organization, it does not rely on relationships and actions that 

primarily satisfy individual needs but a collective sustainability. However, it does not resemble 

centralized collectivism either because it rests upon empowering individuals to take 

autonomous action based on the process of learning that is estimated to bring about advances 

in efficiency and effectiveness, and not on participative management as a means to mobilize 

individuals toward the decision making directed by managers. The limitation of this concept of 

the learning organization is that it starts from one vital assumption: that of gathering individuals 

that belong to the Theory Y by Douglas McGregor. Another limitation is that in this work the 

optimistic perspective is presumed, namely that the there is a possibility that organizations, as 

well as any other open and organic system, can be sustained and thrive in its environment. 

 


