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Abstract

Background. Currently, the university management requires undertaking the
execution of new activities. In response to the challenges of the contemporary
processes of the management —building a third generation university — universities
are adapting the concepts of management, which up to now have been first and
foremost availed of in the sector of enterprises. Such a solution is the concept of a
learning organisation.

Research aims. The aim of the research conducted was to verify the using of the
concepts of a learning organisation during the building of the third generation
university

Methodology. In the research methodology, a systematic literary review was applied,
as well as a case study of the Jagiellonian University. The choice of this university
was made on the basis of a subjective evaluation of the process of evolution of the
university from the second generation to the third generation. The adoption of such
research methodology shall facilitate the building of propositions of good practices
of the university management for other universities in the future.

Findings. The research conducted reveals that the university has been using
a learning organisation to build a third generation university

Keywords: university, university management, learning organisation, third
generation university.

* Jagiellonian University in Krakéw. E-mail: malgorzata.madej@student.uj.edu.pl.

** Jagiellonian University in Krakéw. E-mail: magdalena.stuss@uj.edu.pl.



66 Malgorzata Madej, Magdalena M. Stuss

JEL Codes: M41, M48, 12.

INTRODUCTION

Over the past few years, universities, together with the economies, have
been evolving and changing. Knowledge based economy is a method
in which knowledge is used to create value added. This knowledge
1s used by the university in various economic fields to create value
added. The combination of science and practice, and the university
and industry, despite their contradictory characteristics, is one of the
vital principles of the country’s economic development.

The conversion of universities to an entrepreneurial university is
necessary for survival and development in the future. If a university
1s an entrepreneur, scientific research ends to the production of a
new service, activity or product, and if this is not the case, scientific
research is rarely transformed into innovation and is often stored in
libraries (Qanaati et al., 2010, pp. 115-133). Therefore, universities
should evolve and build an individual model for their structure,
performance, processes, and infrastructure, taking into account the
political, environmental, and legal conditions specific for each country.

The university must apply methods, in addition to maintaining
and improving the quality of education and research, to solve the
problems of society and generate wealth from knowledge and tech-
nology (Amiresmaili, Saberi & Barkhordari, 2019). The university
management nowadays believes that university management is not
only about inventing a new product, idea or technology, but also
about the effective commercialisation of innovation — this is how third
generation universities are built.

The aim of the research conducted was to verify the using of the
concepts of a learning organisation during building of the third
generation university. In executing the research aim indicated, the
following research questions were put forward:

+ Is the Jagiellonian University a third generation university?

+ Is the Jagiellonian University a learning organisation in terms
of securing the accuracy of the process management of the
university?

+ What factors, behavioural traits, or tools indicate this fact?
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+ May the management of the university be acknowledged to be
management of the third generation?

BACKGROUND

Evolution of the development of universities: University
management

All times considering the economic, cultural, social, and political
changes, needed for universities to teach and promote the creativity
and spirit of entrepreneurship and innovation to talented students and
faculty members (Taghipoor Zahir & Hasanmorad, 2006, pp. 31-40).
The fundamental role of universities in the training of a specialist
workforce has to fundamentally be changed in various countries,
especially in developed countries (Datta, Mukherjee & Jessup, 2014,
pp. 215-249).

The 1990s witnessed a spread in the new concept of the entrepre-
neurial university, while also gave rise to the theoretical models of the
functioning of such universities. In 2000, H. Etzkowitz emphasised
in his work that the role of universities had grown significantly and
is extraordinarily significant in environments based on knowledge.
However, in 2001, B. Sporn emphasised the necessity to conduct a
transformation within the framework of structures and processes of
universities so that they are ready and adjusted to the changing envi-
ronments. Shortly after that, in 2004 H. Etzkowitz created the model
of the Triple Helix describing the cooperation of the government, the
economy, and the universities with the aim of supporting innovative
activities for a society based on knowledge. Two years later, D. Kirby
described the barriers for universities implementing the principles
of entrepreneurship in its facilities. All the aforesaid changes to the
concepts and models gave rise to the formation of the Third Generation
University (Bielicki & Stevenson, 2020, p. 121).

Subject-related literature distinguishes three main generations of
universities (see: Table 1).
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Table 1. Comparison of chosen features of three generations of universities

Feature

First Generation
University

Second Genera-
tion University

Third Generation
University

Aim

Education, schooling

Education, school-
ing, while also
scientific research

Education,
schooling, scientific
research while also
use of knowledge

Function and role Protection of truth Familiarisation with | Creating added
nature value
Practitioners and Practitioners,

Staff Practitioners L scientists and entre-
scientists

preneurs

Language . . .

of instruction Latin Native language English language
Scientist ki

Management Chancellor clentists working Managers

part-time

Source: Self-analysis on the basis of Kotosz et al. (2015, p. 5).

The first of them is concentrated on creating a workforce and a more
practical side of science (Amiresmaili, Saberi & Barkhordari, 2019,
pp. 1-2). The firstgeneration universities were education based. These
universities were involved in the research and production of science
(Datta, Mukherjee & Jessup, 2014, pp. 215-249).

The second generation broadened its activities to include strong
support for research and scientific activities (Kotosz et al., 2015, pp. 4-7).
Then, the second academic revolution occurred in the second half of
the 20* century during which entrepreneurial universities emerged
as the third generation to train the entrepreneurial workforce and
connect with industry (Datta, Mukherjee & Jessup, 2014, pp. 215-249).

The concept of the Third Generation University itself was proposed
in 2009 by J.G. Wissema (Ghorbani et al., 2020, p. 63). In his view,
universities are undergoing transformation that is caused by the
growing competition associated with investments, students, while
also the rest of the academic society. H. Etzkowitz described the
third-generation university as an institution that has many research
contracts and strategic partnerships with other organisations and is
financially independent (Etzkowitz, 1984, pp. 198-233). Most of the
research studies, which have been done to evaluate the readiness of
universities to become third-generation universities and to change
policies to encourage and support entrepreneurial activities, are the-
oretical and models that have been offered solely in expressing some
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relationships between events without accountability explanations
(Darling-Hammond et al., 2019).

The third and second generation in terms of the most contemporary
generations, perceives the need for cooperation with entrepreneurs,
the market, and industry, in order to educate the future specialists,
while also to share knowledge with the external environment. It is
worth mentioning that multiple researchers also notice changes in
the direction of the Third Generation University (see: research by,
among others, Kotosz et al., 2015, pp. 4-7; Amiresmaili, Saberi &
Barkhordari, 2019, pp. 1-2).

The third-generation universities worldwide, have established a
centre for training and promoting entrepreneurship among students
and faculty with the aim of training managers to succeed in knowl-
edge-based companies (Datta, Mukherjee & Jessup, 2014, pp. 215-249).
Also, innovation university management as a key feature of the
third-generation universities (Clark, 1998), and the idea of founding
spin-offs by academics, graduates, and students to the main concept
of the entrepreneurial university are more necessary in this area
(Chrisman, 1995, pp. 267—281). These changes may be treated as a
response to the expectations of relating the mission of the universities
to economic growth, while also social and economic development
(Ghorbani et al., 2020, p. 63). This also causes the necessity to modify
or change the principles of managing the finances.

J.G. Wissema also distinguishes the key factors that universities
should have in their aspirations to transform into the Third Gener-
ation University, which are the following, among others (Bielicki &
Stevenson, 2020, pp. 121-122):

» wide use of the broad notion of know-how,

* conducting interdisciplinary scientific research,

* global orientation,

* creating values,

* conducting research and courses in English,

¢ transforming the university into a centr of technology transfer

of a global nature.

It is worth mentioning the fact that researchers also distinguish the
four missions of universities, which are often identified as the aims
and models of their generation and are as follows (Kotosz et al., 2015,
p. 5; Rubens et al., 2017, p. 357; Fernandez et al., 2018, pp. 33—-35):

*  First mission: education.
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* Second mission: research.

* Third mission: entrepreneurship, economic efficiency.

* Fourth mission: sustainable development.

Contemporary universities are undergoing a profound change,
by means of which they are transforming into Third Generation
Universities. In the opinions of R.V. Nikolaevich, A.G. Ivanovna, and
F.T. Alexandrovna, it is possible to distinguish several chosen factors
where this transformation occurs (2019, pp. 327-328):

1. The search for new sources of financing, which, depending on
the normative acts of a particular country may be increased by
means of, among others, scientific grants.

2. Globalisation and the accompanying increased competition be-
tween universities, while also their clients (students, employees,
etc.).

3. The perception of universities as incubators of knowledge,
technology, or enterprises.

4. More frequent execution of research and joint teamwork in terms
of the cooperation between researchers of various scientific fields.

In their pursuit of greater efficiency and productivity, universities
include systems of management within their framework that are
frequently designed for all types of business activities, while also
government organisations. R. Birnbaum notes and agrees with the
statement that new concepts and ideas within the scope of manage-
ment or business are frequently widely advertised and illustrated as
universal systems that are not simple to implement and which require
a great deal of dedication from the managers that are to work on them.
Unfortunately, they are displayed as ineffective and antiquated just
as quickly as they begin to spread (Birnbaum, 2000, p. 2).

However, D. C Moosmayer notes that it is possible to refer to pro-
found changes with regard to universities. Universities have begun
to concentrate on the processes of internationalisation, the changing
environments, while also on new styles of management. These changes,
as well as the increased market orientation are the result of, among
other things, the need to adjust to the clients of the university and
fulfill their varied expectations. Likewise, there is no lack of oppo-
nents to such a solution, in the opinions of whom, the relations of the
university with the market may impose subject matters and areas of
future research that would restrict the autonomy of the university
(Moosmayer, 2010, pp. 49-50).
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R. Birnbaum distinguishes five fundamental phases that illustrate
the process of adaptation in terms of the new processes and ideas in
both the business and academic environments, which in turn, has an
impact on the process of their management (Birnbaum, 2000, pp. 4-9).
These phases are as follows: creation, evolution, delay, degeneration,
and dissonance (see: Table 2).

The Third Generation University should be based on interdisciplin-
arity and internationalisation, which arises from its structures and
financial efficiency. The formation of third generation universities is
the effect of economic, environmental, and social change and revolution.
In contemporary times, universities change their structures into more
flexible ones, which in turn has an impact on the formation of innova-
tions and survival in a changing environment. Such flexibility of the
structures and independence result in the better flow of information
(Ghorbani et al., 2020, p. 64). Furthermore, researchers are usually
in agreement when it comes to a greater number of universities func-
tioning in the world as models of the third generation that pursue or
illustrate the features of this model (Kotosz et al., 2015, p. 5; Molnar
& Lukovics, 2016, p. 518).

The learning organisation

There is a wide range of definitions that describe learning organisations
(see, among others, Campbell & Cairns, 1994; Yeo, 2005, p. 369; Hee
Kim & Callahan, 2013, pp. 184-186; Ortenblad, 2015, pp. 167—166;
Reese & Sidani, 2018a, pp. 354-355; 2018b, pp. 435-436; 2018c,
pp. 200-202). The main theory of theirs is based on the assumption
that all the employees of a particular enterprise are geared towards the
expansion of their skills and knowledge, not only as individuals, but as
an entire organisation that consists of all the members (Van Eijnatten
& Putnik, 2004, pp. 420-421). Learning organisations should not only
implement the processes of expanding knowledge into their structures,
but also constantly enhance the quality of this knowledge thanks to
availing of special tools or mechanisms (Armstrong & Foley, 2003, p. 74).

In order to consider the mechanisms and activities of learning
organisations, it is necessary to first of all understand how to create
them. The foundations of this process were previously described by
P. Senge by means of distinguishing five key areas as follows (Coto,
2012, pp. 264—-273):
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Systemic thinking is an exceptional tool that not only develops,
but also enables a better perception of knowledge. Such an
approach is possible to implement in organisations of various
magnitudes and structures (Mella & Gazzola, 2019, pp. 58-59).

— Personal mastery
An organisation learns thanks to the development of all the
individuals, thus developing knowledge in each employee is so
important. Of course, employees in enterprises must be very
suitably motivated in order to develop their skills. Managers
must be first and foremost responsible for this by means of
perceiving potential in their subordinates, not for the purpose
of attaining perfection and higher efficiency, but to enable them
to achieve unlimited development in terms of abilities and the
desire to learn new things (Day, 1994, pp. 21-22; Coto, 2012,
pp. 266—267).

— Thought models (maps)
Thought models are the presentation of certain patterns embedded
in the minds of all individual human beings. For the concept of a
learning organisation, it is important that the aforesaid models
are standardised among all the co-workers. This relates to models
that present positive patterns, not stereotypes or harmful ones.
In contemporary times, enterprises sometimes have problems in
the processes of self-development due to the fact that the models
are excessively embedded or there is tacit consent in terms of
their existence (Bui & Baruch, 2010, pp. 211-212; Coto, 2012,
pp. 268-269; Rook, 2013, pp. 38-43).

— Common vision
The future common vision of an organisation is aimed at strength-
ening the need for sacrifice to achieve the goals among the em-
ployees. The common vision should be derived from the personal
mastery, which is created in every employee in its own individual
version. Individuals that win championships focus strongly on
their own values, such as aspirations, convictions, which they
are able to sacrifice for some achievements (Hodgkinson, 2002,
pp. 89-90; Bui & Baruch, 2010, pp. 215-217).

— Grouped learning
Mental and personal mastery facilitate bringing out the poten-
tial from individuals. Despite this fact, even the most talented
employees who are unable to cooperate with others do not have a
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strong impact on the increase in the efficiency of the organisation
at hand. Hence, it is so important to implement team learning
into the enterprises, which would not be possible without a
common vision that is shared by the employees (Bui & Baruch,
2010, pp. 214-215).

Thanks to cooperation, dialogue, and common visions, grouped
employees may develop their own intelligence, as well as the organi-
sation in a sphere that they would not achieve individually (Oudejans
et al., 2011, p. 308).

Learning organisations develop at an individual level (thought
models, personal mastery), while also at a group level (team learning,
common vision) simultaneously. Both levels should function on the
basis of systemic thinking. The result of these components is that of
learning, or to be more precise, a learning organisation. It is possible
to distinguish several key factors of learning organisations as follows
(Halmaghi, 2018, pp. 99-102):

+ creation of systems supporting the learning process,

+ appreciation and perception of values arising from the organi-

sation-environment relation,

+ encouragement of sharing knowledge,

+ awakening cooperation and dialogue,

+ constant creation of conditions that are favourable for employees

wanting to learn,

+ elimination of current mistakes,

* learning based on experience,

* emphasizing and advocating relations based on the individual

employee and the organisation,

+ creation of atmosphere and organisational culture that are

favourable for learning.

Learning from one’s own mistakes, availing of experience, and
constant learning should be composite parts of a learning organisation.
The concept assumes the existence of an almost perfectly planned
organisation, which by investing in learning achieves new phases of
development and assigns itself new goals (Halmaghi, 2018, p. 102).

In Polish literature, there is a distinction in the concepts of learn-
ing organisations and smart organisations (Lapunka & Pisz, 2014,
pp. 68-79; Godlewska-Majkowska & Komor, 2019, pp. 292-293).
However, in English-based literature, the aforesaid notions are
usually identified with each other and are applied interchangeably
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(Stein & Pinchot, 1995, p. 35; Stonehouse & Pemberton, 1999,
p. 131). Simultaneously, some researchers describe smart enterprises
on the basis of the same indicators, data, or assumptions, such as in
the case of learning organisations, by adding modern technologies to
their definitions (Schwaninger, 2001, pp. 137-140; Bone, 2017). In
this paper, the English-based model was accepted, which associates
learning organisations with smart organisations.

Learning organisations cannot be simply created, nor are there
possibilities to design or implement them. The variables that are
responsible for their creation are, among others, social and market
processes, or to be more precise, the blurring division between the
possible disproportions existing there. The creation of such an or-
ganisation, apart from knowledge, should be based on the pursuit of
decisions taken, or cooperation undertaken aimed at attaining the
common good, or even the simultaneous avoidance of possible chaos. In
the opinions of R. Stein and G. Pinchot (1995, pp. 34-36), it is possible
to distinguish six of the most important prerequisites, on the basis
of which, it is possible to build an organisation. These are as follows:

1. Cooperation of teams. In order for teams to be the most effective
and productive, they must have an assigned goal, direction, or
common vision, thanks to which they will know what direction to
pursue, or how not to waste the resources of the enterprise. The
employee teams are in themselves the fundamental elements of
smart organisations. In order to support the efficiency of teams,
1t is necessary to pay particular attention to the environment and
the vibe of the organisation which supports the integration of the
aims of the team, independent choice of the possible co-workers,
partners, etc., while also rewards for the team as a whole.

2. Designing freedom. Employees should have the freedom to present
ideas and creativity which is not restricted by the management
board or managers of the organisation. It is important here
to break away from bureaucracy and allow for the personal
initiatives of the subordinates, or their vision that is derived
from the synergy with the values and mission expressed by the
entire organisation.

3. The universality of principles and flow of information. The cre-
ation of smart organisations is based on the accumulated values
of intelligence of its employees. In order for the employees to
pursue the assigned goals, they must receive clear communiqués
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relating to the course of action and requirements, etc. In order
to inform the subordinates in a reliable manner, it is possible
to use simple channels of communication, such as e-mails, staff
meetings and others.

. Voluntary and free-flowing networks of knowledge. Employees

may create a channel of the flow of knowledge independently,
which is directly from the departments, partners or people from
whom they want to extract knowledge and skills. The creation
of such networks is not possible in a traditional hierarchical
organisation by means of imposing the creation of a network on
employees and instantiation of their channels.

. Integrated society that is full of variety and equality. The or-

ganisation and its environments make its employees understand
that each of them has value and is an important individual
and not just a cog in a much greater machine. Simultaneously,
appreciating human capital as valuable must go hand in hand
with the perception of individuality and variety. Only the ap-
preciation of an individual who has various talents and skills at
his/her disposal creates a cohesive and productive society along
the lines of smart organisations.

. Independent management based on democracy. Despite the fact

that independent management may suggest general chaos and
a greater number of mistakes made, this practice suggests the
complete reverse of this assumption. Such a situation facilitates
breaking through the organisational and business conventions
by means of involving employees in management and decision
making.

The first three conditions mentioned relate to the choices that are

featured by freedom and arbitrariness, whereas the subsequent three
refer to bearing responsibility for the entirety as the organisations,
departments, teams, and employee community. R. Stein and G.
Pinchot (1995, p. 35) also draw attention to the existence of a seventh
condition as the foundation of a smart organisation relating to the
restricted possibilities of management offered by the ruling section
of the organisation. Employees should have clearly defined limits and

boundaries in terms of their freedom and that of the managerial staff,

while also a clearly defined dimension of the organisational justice.
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METHOD

A systematic literary review (the databases of ProQuest, Emerald,
SCOPUS were applied, while also resources collected in the Jagiellonian
Library were availed of, including monographs and reviewed papers in
leading Polish magazines) rendered an objective evaluation possible,
while also the interpretation of the scientific output in the area of the
sphere of management of a university, as well as a learning organisation.
An additional effect was the identification of the principal areas that
both determine and are related to the management of universities.

By conducting a detailed and multifaceted analysis of the accumulat-
ed references, it is possible to define the further conceptual framework
that arises in the case study of the management of finances of the
Jagiellonian University as a learning organisation, which constitutes
the aim of this research. The case study constitutes empirical research,
which provides a profound analysis of the contemporary phenomenon
in the context of its real life, particularly when the boundaries between
the phenomenon and the context are not clearly visible (Yin, 2015,
pp. 49-51).

During the course of research, qualitative data was collected, which
was subsequently subjected to analysis based on the propositions of
Creswell (Creswell, 2013, pp. 201-205).

In order to identify the features of the third generation university,
the Jagiellonian University applied the classification proposed by
Borhani et al. (2020, pp. 111-123) indicating four key areas of activity:

1. Individual characteristics including academic entrepreneurs,

motivations such as career experiences and faculty networking.

2. Organisational resources including faculty quality, interdisci-

plinary research centres, nature of research, technology transfer,
resources and expertise, the process of technology transfer.

3. Institutional and cultural characteristics including leadership

mission goals, history and tradition.

4. Environmental factors including financial and venture capital

availability, regional infrastructure, and environment.

The starting point of the research was the ordering and preparation
of data for analysis. The validation of the accuracy of the information
was conducted in several stages. At the outset, all the source materials
were pored over in order to indicate their significance for the research
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process. Subsequently, the process of codification was commenced by
assigning categories and grouping the sources under them. The data
for analysis was acquired from chosen sources (annual reports of the
university, information bulletins, reports for the Ministry of Education,
and internal documents), while the subsequent step was to verify all the
results with the aim of acquiring general information and reflections
on the common significance of the particular information in terms of
the management of finances of the university.

Following this, a detailed analysis was conducted, which was pre-
ceded by a clarification of the information acquired in the context of
the previously set research questions. The aforementioned procedure
increased the accuracy of the results as it connected the information from
various sources and led to entering the data into specified categories
in terms of the university management. The acquired results are of a
flexible structure with an emphasis on the individual interpretation
of the contents.

A further stage in the research was the presentation of the way of
illustrating the description and topics in the qualitative narrative.

In the final stage of analysis, we conducted an interpretation of the
findings. The adoption of the afore-mentioned methodology facilitated
the creation of the set of recommended good practices for the future.

RESULTS

Case study of Jagiellonian University — research findings

Deliberations over the problematic issues of financing the Jagiellonian
University should commence with becoming familiarised with the
principal normative act that encompasses the aforesaid problematic
issues, while also the general principles of the functioning of universities.

The Jagiellonian University is the oldest Polish university and was
funded by King Kazimierz Wielki (Casimir the Great) on 12 May 1364.
For over 650 years of its existence, the university has experienced
periods of boom, implemented new reforms and created new faculties.
However, the history of the Jagiellonian University has not been
without periods associated with reformation, religious divisions, and
world wars. The Jagiellonian University has educated a multitude
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of famous researchers, scholars, writers, clergymen, and even future
kings of Poland.

The university consists of 16 faculties and educates almost 40,000
students (Table 3) in 158 courses and employs almost 4,000 academic
teachers (Table 4). It continues its scientific work and research together
with the Medical College (Collegium Medicum), while also participating
in international projects worldwide. Furthermore, the university to
this very day is guided by the principle Plus ratio quam vis (a Latin
saying, meaning “Mind before force,” “The mind means more than
force”) (Ud, 2020a; 2020b; 2020c¢).

Table 3. Number of students

Number of students Students of full-time studies Students of part-time studies
1** Degree Studies 14,325 1,443
27 Degree Studies 8,946 1,914
Uniform Master’s Studies 6,817 1,667
3" Degree Studies 2,151
g;)s:;iizduate Degree 2,289

Source: based on BIP UdJ (2020).

Table 4. Number of fully employed academic teachers

Number of academic teachers

Professor/Full Professor 488
Unive.rs.it.y Professor/Associate Professor 593
and Visiting Professor

Assistant Professor 1,560
Assistant Lecturer 657
Other 543

Source: based on BIP Ud (2020).

The Third Generation University has been built in the Jagiellonian
University (see: Table 5). Consequently, it also increased the number
of highly qualified employee staff, as well as a number of international
contracts and agreements.
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CONCLUSIONS AND DISCUSSION

Learning organisations have been readily described by researchers
for over 60 years now. Their models and specifications are widely
described and analysed. However, there is a lack of references to the
concept of universities that are usually described by means of four
missions and four generations that are strongly based on education,
research, development, competitiveness, and flexibility necessary
to react and adjust to the conditions in the changing environment.
These are reliable postulates, which are preceded by many years of
observation of higher education and the changes affecting it, while in
a broader sense, the entire worldwide economy.

Universities can implement the third model successfully and even
the fourth generation in the area of managing their finances. The
aim of this generation of university is the impact and acceleration
of environmental change, which are a response to the current needs
of the economy. Universities should be characterised by a strategic
approach, whose significance is extraordinarily important with relation
to the intensifying globalisation and the significantly wider use of IT
technologies. Fourth generation universities may exert a real impact
on shaping their economic and social environment (Kotosz et al., 2015,
p. 5; Molnar & Lukovics, 2016, p. 518).

In Poland, the normative acts facilitate the increased interaction
with the environment, as well as changes in the structures that may
be ensured by means of the subsidies paid out and the additional pro-
grammes. Furthermore, higher level education may avail of additional
sources of financing, such as profits from conducting part-time studies,
or commercialisation of their own scientific accomplishments and
research. This may be aided by the following: basing their structures
on the concepts of learning organisations, thus based on knowledge
and a departure from the antiquated structures and habits by giving
an opportunity to cooperate with their environment. The changes in
the educational system described are constantly ongoing and are a
response to environmental, social, economic, and market changes.
The case study presented is the effect of pilot research, which shall
be continued in other Polish universities.
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WYKORZYSTANIE KONCEPCJI ORGANIZACJI

NAUKOWEJ DO BUDOWY UNIWERSYTETU TRZECIEJ

GENERACJI. STUDIUM PRZYPADKU UNIWERSYTETU
JAGIELLONSKIEGO.

Abstrakt

Tho. Obecnie kierownictwo uczelni wymaga podjecia nowych dziatan. W odpowiedzi
na wyzwania wspoélezesnych proceséw zarzadzania —budowania uniwersytetu trze-
ciego pokolenia — uczelnie dostosowuja koncepcje zarzadzania, z ktérych dotychcezas
korzystano przede wszystkim w sektorze przedsiebiorstw. Takim rozwigzaniem
jest koncepcja organizacji uczacej sie.

Cele badawcze. Celem przeprowadzonych badan byla weryfikacja wykorzystania
koncepcji organizacji uczenia sie podczas budowy uczelni trzeciej generacji

Metodologia. W metodyce badan zastosowano systematyczny przeglad literacki oraz
studium przypadku Uniwersytetu Jagielloniskiego. Wybér tej uczelni zostal dokonany
na podstawie subiektywnej oceny procesu ewolucji uczelni od drugiego pokolenia
do trzeciego pokolenia. Przyjecie takiej metodologii badan utatwi w przysztoSci
budowanie propozycji dobrych praktyk zarzadzania uczelnia dla innych uczelni.

Kluczowe wnioski. Z przeprowadzonych badan wynika, ze uczelnia wykorzystuje
organizacje uczaca sie do budowy uniwersytetu trzeciej generacji.

Slowa kluczowe: uczelnia, zarzadzanie uczelnia, organizacja uczaca sie, uniwersytet
trzeciego pokolenia.



