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Recently, when globalization processes become 
apparent and getting stronger, the distinction between 
organizations’ groups become less noticeable, because 
organizations involve more and more aspects of life but the 
same principles are used for their management, irrespective 
of their preservation and juridical status. Existing 
perception, that management novelties and new ways of 
management are relevant not only for business organizations, 
but also for non-profit or public organizations, foster to 
analyze and to go deep into demands of these organizations 
and relations with external environment. 

Non-profit organizations can be discriminated considering 
such resources as power, knowledge and skills, information, 
management nature, so their possibilities and readiness to 
use organizational intelligence also are different. 

The classification of non-profit organizations contains 
private and public sectors. The management transformations 
of organizations in private sector are simpler with respect 
to minor legal regulation than the management 
transformations of organizations in public sector embitted 
by national reglamentation and far – gone traditions. 

One of the oldest non-profit organizations, which 
recently experience bigger and bigger pressure from the 
external environment, is university. Universities have to 
change their point of view not only to relations between 
university and society, but also to management that 
indicates cultural changes inside the organizations. 

Traditionally, universities were not considered as 
organizations. More likely, researchers referred to them as 
either institutions, carrying out a prominent social role or 
communities, that is, “families” of people brought together, 
which were accepted for service in a certain social ceremony. 

Considering these peculiarities of universities, the 
viewpoint of society and exciting practice in dispute is an 
intelligent university. Universities have to find innovative 
methods in order to survive and prosper in conditions of 
global economy. The paradigm of organizational intelligence 
seems very attractive in university’s management from 
theoretical point of view, however, deep rooted individualism 
and competition in university’s culture does not create 
conditions to transform into open and modern organizations. 
This article not only strives to answer the question if 
university can become intelligent, but also how the 
processes of intelligent university should look like.    

From the practical perspective, it ca be stated that first 
of all university has to be eased from too overwhelming 
national regulations. Also, university should overcome 
psychological breaking up into faculties, departments, 
laboratories and other administrative units and should 

determine spheres in which it would be able to concentrate 
its activity. An intelligent university should open to 
environment and to collaborate with business structures 
and cooperate with society creating society of knowledge 
and changing traditional management and administration 
into more modern and congruent to environment needs 
management and administration. 

Keywords: non-profit organization, organizational 
intelligence, university, intelligent university. 

Introduction 
Recently, when globalization processes become apparent 

and get stronger, the distinction between organizations’ 
groups become less noticeable, because organizations involve 
more and more aspects of life but the same principles are 
used for their management, irrespective of their preservation 
and juridical status. Existing perception, that management 
novelties and new ways of management are relevant not 
only for business organizations, but also for non-profit or 
public organizations, foster to analyze and to go deep into 
demands of these organizations and relations with external 
environment. But such – like organizations’ legal reglamentation 
of activity and manegement is one of reasons of low 
adaptation and accommodation to environmental changes. 

Some organizations are still centralized and bureaucratic. 
Of course, some of them are trying to adapt to globalization 
processes, but because of far – gone culture and traditions, it 
is not easy to change. The readjustment of such 
organizations is blocked by the other important factor – 
governmental regulation, which is typical to public and non-
profit organizations. The existing structure in these 
organizations is not suitable to form organizational intelligence 
because of bureaucratic processes. With bureaucracy, 
organizational intelligence is fragmented by coordination 
from a few heads at the top of the chain of command. By 
contrast, higher organizational intelligence is an outgrowth 
of everyone's collaborative choices. (Brown, 1994). 

Non-profit organizations could be differentiated in 
terms of availability of resources such as power, 
knowledge and skills, information, rewards, and the nature 
of leadership and the existence of instructional guidance 
mechanisms (Sillins et al., 2002). So both their possibilities 
and readiness to use organizational intelligence also are 
different. It is easier in small organizations, because there 
are more possibilities to create informal communication 
networks for transferring knowledge. Organizations facing a 
flat and unchanging environment may not need much 
intelligence, but organizations facing diverse and turbulent 
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environments may need much higher degrees of 
intelligence. To the extent that organizational intelligence 
costs something to develop and maintain, this investment 
may be justified in the latter case, but not in the former 
case (Veryard, 2000).  

The classification of non-profit organizations contains 
private and public sectors. The management transformations 
of organizations in private sector are simpler with respect 
to minor legal regulation than the management 
transformations of organizations in public sector embitted 
by national reglamentation and far – gone traditions. One 
of the oldest non-profit organizations, which recently 
experience bigger and bigger pressure from the external 
environment is university. Universities have to change not 
only their point of view to relations between university and 
society, but also to management, indicating cultural 
changes inside the organizations.  

The scientific problem dealt with in the article is the 
situation of universities in globalization processes, their 
management practice and environmental needs determining 
a new approach to university and its management.    

The goal of this article is to analyzing processes by 
which university could become an intelligent one.  

The object of the article is an intelligent university and 
its processes.  

Research methods used are scientific literature and 
law documents analysis. 

The analysis of foreign (Veryard, Birnbaum, Dixon et. 
al.) and Lithuanian authors, researching the management 
processes and its influence on organizations is used.   

University within globalization 
Traditionally, universities were not considered as 

organizations. More likely, researchers referred to them as 
either institutions, carrying out a prominent social role or 
communities, that is, “families” of people brought 
together, which were accepted for service in a certain 
social ceremony (Prejmerean, Vasilache, 2007).  

According to Baldridge et al. (2007), universities have 
vague, ambiguous goals, and must build decision structures 
that grapple with uncertainty and conflict over those goals.  

Universities are becoming so oriented toward the 
global economy that they no longer address the part of 
their traditional mission that views community and social 
needs as a major responsibility (Oliver, 2006).   

From the management viewpoint, a higher-education 
institution may be regarded as a global system composed 
internally of interacting subsystems and involving complex 
interactions with the outside world. First of all, a higher-
education institution interacts, in various ways with the 
meso - environment (the local and national settings), which 
imposes on it certain requirements (for example, civil 
service status, regulations, etc.) and provides it with certain 
resources (such as a variable proportion of its funds). But it 
also exists in a macro-environment which acts as a vehicle 
for certain geopolitical phenomena that exert pressure on 
it. While these environments exert various pressures, the 
higher-education institution in its turn influences these 
different environments, especially through so called 
“educational income”. What is increasingly needed by 
higher-education institutions is a model for forward 

management: there is a need for forward management of 
tasks in the face of an ever more rapidly changing world; 
for forward management of training structures in order to 
meet the compelling requirements of life-long education 
and the necessity for a more regional and international 
vision; for forward management of research structures in 
the light of the necessity for more interdisciplinary 
research in networked teams; for forward management of 
entry and departure flows with an eye to more relevant and 
higher-quality training; for forward management of 
financial, material and human resources in order to better 
carry out tasks and respond to trends; for forward 
management of sub-cultures inside and outside the 
institution so as to create an innovation-oriented culture 
serving the construction of harmonious and sustainable 
human development (UNESCO, 1998).   

The main differences between universities and 
other non-profit organizations   

Despite many resemblances to other non-profit 
organizations, universities have some features, which 
distinguish them from other organizations.    

First of all, it is the nature of services – studies and 
scientific researches, that is creation and implementation 
of new knowledge.   

Secondly, universities distinguish from other 
organizations by their framework of government. It means 
that the board, senate, rector and others authorities of 
academic departments are elected for some term. Such 
management is inconvenient because after the term of 
office the changes can be just begun and the new elected 
board or senate or rector may not be concerned enough 
with continuing changes.  

The third difference is bounded with university’s activity 
indicator. In other organizations activity effectiveness is 
stated by qualitative and quantitative indicators. At 
university these indicators are more or less derivative. For 
example, quality of studies is reflected by the number of 
graduates, employed by the specialty, scientific research 
quality is reflected by the number of articles, patents and so 
on.  

Considering these peculiarities of universities, the 
viewpoint of society and exciting practice in dispute is an 
intelligent university. Universities have to find innovative 
methods in order to survive and prosper in conditions of 
global economy. The paradigm of organizational intelligence 
seems very attractive in university’s management from the 
theoretical point of view, however, deep rooted 
individualism and competition in university’s culture does 
not create conditions to transform into open and modern 
organizations. This article strives not only to answer the 
question if university can become intelligent, but also how 
the processes of intelligent university should look like.    

The intelligent university  
The move of the university from a service profile to a 

market profile has caused significant concern and 
dilemmas for academics and university policy makers. 
Universities are seen to be forced into the market place in 
ways that are reshaping them in their purposes and in the 
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knowledge they create and disseminate (Apple, 1999; 
Carnoy, 1998; Marginson, 1999, 2000; Meek, 2000; 
Neave, 2000; Osborne, 2002; Pratt & Poole, 1999; Singh 
& Gale, 1996; Standish, 2002; Welch, 2001; Dixon, 2006). 

The changes in management are necessary in order to 
regulate and coordinate the other spheres of university’s 
activities, the distribution and balance of material and 
intellectual resources by pointing out of the priorities and 
goals, the university and its departments according to their 
needs and possibilities. The necessity for changes at university 
forms premises to analyze university’s management processes 
from the viewpoint of new management paradigms, in order 
to evaluate the possibilities of management changes.   

During recent ten years, many documents about modern 
view point to university’s management were passed. For 
example, Commission of the European communities (2006) 
has stated that modernization of Europe’s universities, 
involving their interlinked roles of education, research and 
innovation, has been acknowledged not only as a core 
condition for the success of the broader Lisbon Strategy, 
but as a part of the wider move towards an increasingly 
global and knowledge-based economy. In return to being 
freed from overregulation and micro-management, 
universities should accept full institutional accountability 
to society at large for their results. This requires new 
internal governance systems based on strategic priorities 
and on professional management of human resources, 
investment and administrative procedures.  

The transformation of university structures and patterns, 
in order to suit a new entrepreneurial (Clark, 1998) paradigm, 
comprises, according to Brunsson and Sahlin-Andersson 
(2000), three levels: construction of identity (“who we 
are?”, and hence the organizational goal of “being special”), 
construction of hierarchy (passage from control to co-
ordination, the engagement in common projects and in the 
building of a shared vision), and construction of 
rationality, i.e., of the acquiring of adequate means for 
rendering the university accountable, in the “audit society”. 
The paradigm of intelligent university says that it is 
necessary to specialize the management of university by 
separating it from academic personnel. The level of 
university’s intellectual capital provides information on 
that university’s innovation rate and on the quality of its 
liaisons with the business environment (Fazlagic, 2005). 

While talking about intelligent university, it is necessary 
to bind it to business processes and organizational systems, 
because the existing practice shows that university 
business processes are far–gone, and organizational 
systems are just the reinforcement of traditions, existing in 
business processes. 

Many processes of today’s university, for example, 
documents arrangement, the ways of students’ informing 
and others are similar to other organizations. That’s why 
by beginning business process development, university 
managers should follow the assumption, that many 
problems are caused not by administration workers, 
academic personnel or students, but by insufficient 
management of studies or administration processes 
(Adomaitienė, Ruževičius, 2002).   

University can be named as a professional organization, 
that’s why university’s management by administration 
isn’t effective. The essence of professional organization is 

 
 

1 Figure. The model of an intelligent university (adopted 
according Schwaninger, 2001) 

 
professional personnel, who specialize in one or other 
activity sphere. So the main principle of such an 
organization’s culture is a very limited control, created 
conditions for reaching goals, good communication with 
environment (Jucevičius, 1998). That’s why the only way 
to manage such personnel is leadership.   

II Glion declaration (2000) says that there is a big 
difference between self–government and administration. 
Self–government is associated with the responsibility for 
organization’s mission and goals with resources 
supervision; president election, his evaluation and help; 
and with reasonable understanding of organization’s 
programs and activities. Administration is associated with 
responsibility for effective organization’s running and its 
goals realization by using politics and procedures, which 
were affirmed by a supreme government institution, for 
effective resources use; for effective teaching, scientific 
research and services, and so on. The responsibility of a 
supreme government institution is to manage, not to 
administrate.    

While forming an intelligent university, it is essential 
to vouch for the open systems inside the university and the 
university itself to be opened to environment and to absorb 
information not only related to the field, which helps to 
make strategic decisions, but also to create assumptions 
for meeting knowledge society needs.       

It can be stated that now in universities, to some 
extent, the functions of decentralization and delegation are 
validated by senate, faculties’ boards and so on. But these 
governmental bodies often do not reflect and cover all 
personnel and its intelligence, that’s why it is not a real 
decentralization and delegation, necessary to form an 
intelligent organization. Organizational university’s structure 
is defined by national laws, so it is impossible to change it. 
University, that wants to become intelligent, has limited 
possibilities to change existing structure and to readjust it 
to business processes and human resources, in such a way 
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forming possibilities to develop an informal organization – 
one of the factors of an intelligent university creation.      

The role of university and its departments determine 
the goals and functions, which are performed by people – 
university’s community. The university’s processes are based 
on individual (studies) and group work (scientific research). 
But despite that, there exists competition between individuals 
and groups for recourses. That’s why an intelligent 
university should motivate workers to join into temporal 
work groups or teams, which by working together and 
using the same resources could create a new service or 
product – new knowledge. But some processes demand 
only individual or group work, so it can’t be stated that an 
intelligent university requires one or another extremity. 
The leaders of an intelligent university have to give the 
main attention not to technical, but to social systems. In a 
quick changing environment, management is understood as 
an implementation of processes through other people, so 
while forming an intelligent university the tune of 
individual and group work is essential, that is group work 
should be connected with decision process, new 
knowledge creation and organizational learning.  

An intelligent university should not only notice people, 
with individual intelligence, but also to bring all workers 
into the same system, which would result in the effectiveness 
of university and possibility to react to changes. The methods 
used and means have to be coordinated with activity 
processes and strategic goals and have to match not only 
human resources knowledge or skills, but also to become the 
foundation of new knowledge creation  and adaptation to 
external environment and forming culture of organizational 
learning. 

According to Haug and Keleman (1996), university’s 
value system forms over some time and depend on 
university’s historical, cultural and intellectual heritage. 

Accordingly, processes and organizational systems of 
an intelligent university, influenced by intelligent 
processes, create an effect of synergy, which becomes an 
advantage of an intelligent university while competing in 
global market. By comparing “classic” and intelligent 
universities by intelligent processes, it should be 
mentioned, that intelligent university differs from classic1 
one by the level of intelligent processes (2 Fig.).  

Intelligent decisions and their implementation together 
with intelligence processes create value expressed by 
university’s activities qualitative and quantitative indicators in 
scientific and teaching activities, material and non-material 
resources.    
Prejmerean and Vasilache (2007) think, that university is 
intelligent if its strategy is an extrapolation of an algorithm 
with the “anytime” property. This means than an 
acceptable solution is always available, and the quality of 
the answer improves over time. In other words, given that 
individual intelligence can be defined as dynamic 
adaptation to niche survival (“the survival of the fittest”), 
organizational intelligence is the organization’s ability to 
apply something similar to genetic algorithms, in order to 
creatively recombine knowledge residing within individuals 
and relations.  
                                                 
1 “classic” university in this article is understood as a typical univesity of 
our days.  

 
2 Figure. The comparison of intelligence processes 

(created by the authors) 

The universities, which are learning organizations in a 
quick changing environment, have systems and structures, 
enabling personnel to continuous learning by collaborating 
and using new knowledge. The ability to learn by 
collaborating defines the process of organizational learning. 
Sillins et al. (2002) have identified six dimensions of this 
capacity for organizational learning: school structure, 
participative decision making grounded in teacher 
empowerment, shared commitment and collaborative 
activity, knowledge and skills, leadership, and feedback and 
accountability  

Looking into the expression of intelligent university 
from the practical perspective, it ca be stated that first of 
all it has to be eased from too overwhelming national 
regulation. Also, university should overcome psychological 
breaking up into faculties, departments, laboratories and 
other administrative units and should determine spheres in 
which it would be able to concentrate its activity. An 
intelligent university should open to environment and to 
collaborate with business structures and cooperate with 
society, together creating society of knowledge and 
changing traditional management and administration into 
more modern and congruent to environment needs 
management and administration. 

Switching to needs universities, have to focus on 
strategies of organizational intelligence development. The 
first step is connected with the evaluation of 
organizational intelligence level within university. As 
organizational intelligence is constantly changing, 
universities have to create adequate functions, which are 
sensitive to environment and thus to secure the necessary 
level of organizational intelligence.      
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The difficulties in becoming intelligent university  
It might seem, that in order to become an intelligent 

institution, university should not meet many difficulties 
because it possesses intelligent human resources. The main 
difficulty is a conflict, which is caused by individual work. 
Most human resources act individually, and their knowledge 
is seen as a source of their power. That’s why willingness 
to share knowledge is minimal and competition inside the 
organization is a growing process. The situation of a 
specialist at university is dual. First of all, he/she is 
employed. Secondly, such a specialist is an owner of 
capital – his special knowledge and competence, having 
the most valuable feature, i.e. such a capital is absolutely 
realizable (Ekonomikos transformavimas, 2000). The more 
organization is oriented to knowledge, the more it is 
intellectual and the easer is to quit such an organization. It 
should be said, that organizations with such a personnel are 
feuding and painfully manageable. It is impossible to 
administrate and control such personnel: the person is 
necessary for an organization and he knows that 
(Ekonomikos transformavimas, 2000).  

The next difficulty is university’s structure, which is 
defined by national law. The strategical decisions are 
made by university’s senate. But not always decisions 
made by senate can be reasoned by conclusions of 
specialists and information from external environment, 
that’s why such decision becomes not only ineffective, but 
also damaging university’s activities.  

Conclusions  
Although universities tend to act as middle sized, or 

large corporations, in terms of their management and 
marketing decisions, their managers’ ability to hire or fire 
is limited (Birnbaum, 1998). Professors, in charge of the 
technical issues of teaching and research, are also members 
of the administrative bodies, take part in the issuance of 
policies inside (University Senate, for instance), and 
outside (Ministry of Education, Parliament etc.) the 
university, which leads to an overlapping of perspectives 
that may not work in the university’s best interest, 
especially when there is a mismatch between the academic 
goals (to invest in excellence) and the administrative goals 
(to cut down costs, to attract more students, to drop 
examination on entry etc.). The mixture of public and 
private elements involved also complicates the process of 
academic decision-making. In addition, universities are 
loosely coupled systems, in terms of the matching of their 
strategies, posted on their web-sites, with their everyday 
practice. Still, managing a university according to its 
mission is a more complicated task than simply adhering to 
some models: “the leader of a bureaucracy makes rational 
decisions, the leader of a community of equal searches for 
common ground and consensus, the leader of a political 
system uses power to craft coalitions and compromises, 
and the leader of a cultural system manipulates symbols to 
influence the way the organization creates meaning. “A good 
academic leader is one who can do all these things, even 
when doing one of them is inconsistent with doing 
another.” (Birnbaum, 1998). 

Higher education is facing increasingly formidable 
challenges. It will have to demonstrate great imagination, 
creativity, intelligence and determination in its management 
and financing. It must also develop suitable capability in 
the planning and analysis of policies and strategies, based 
on partnership between higher-education institutions, 
government and national planning and co-ordination 
bodies. The main purpose of management must be to act 
as an instrument for improving the relevance and quality 
of institutions and systems. While higher-education institutions 
must develop an entrepreneurial culture, they are still not 
businesses and they cannot operate on the same basis as 
businesses (UNESCO, 1998). 
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Inga Staškevičiūtė, Bronius Neverauskas 

Konceptualus įžvalgaus universiteto modelis 

Santrauka 

Šiame straipsnyje yra analizuojamas įžvalgus universitetas ir jo 
formavimas. Paprastai universitetai nėra suvokiami kaip organizacijos. 
Daug dažniau jie suvokiami kaip institucijos, atliekančios tam tikrą 
socialinį vaidmenį arba kaip bendruomenės – žmonės, kuriuos jungia tam 
tikra bendra veikla, siekiant įgyvendinti tam tikrą visuomenės jiems 
numatytą funkciją. Baldridge ir kt. (2000) teigia, kad „universitetai turi 
miglotus, dvilypius tikslus, kuriais vadovaudamiesi turi sukurti sprendimo 
priėmimo procesus, galinčius susidoroti su netikrumu ir konfliktais“.  

Žiūrint iš vadybos perspektyvos, aukštojo mokslo institucija gali būti 
suvokiama kaip globali sistema, sudaryta iš vidinių tarpusavyje 
sąveikaujančių posistemių ir turinti kompleksines interakcijas su išorine 
aplinka. Aukštojo mokslo institucija pirmiausia sąveikauja su mezo-
aplinka, kuri primeta tam tikras taisykles, reikalavimus ir teikia tam tikrus 
išteklius. Tačiau taip pat universitetai egzistuoja ir makroaplinkoje, kuri 
veikia kaip tam tikras geopolitinis fenomenas. Šios aplinkos yra susijusio 
tam tikru spaudimu aukštojo mokslo institucijoms, tačiau ir pati aukštojo 
mokslo institucija daro įtaką šioms aplinkoms. 

Egzistuojant prieštaravimams, universitetai turi ieškoti inovatyvių 
būdų, siekiant išlikti ir klestėti globalios ekonomikos sąlygomis. 
Organizacinės įžvalgos paradigma atrodo labai patraukliai universitetų 
valdymo procese teoriniu požiūriu, tačiau paties universiteto kultūroje 
įsišaknijęs gilus individualizmas ir konkurencija nesudaro sąlygų 
transformuotis į atviras ir šiuolaikiškas organizacijas. Šiame straipsnyje 
yra siekiama ne tik atsakyti į klausimą, ar gali universitetas tapti įžvalgus, 
žvelgiant iš teorinės perspektyvos, bet ir į klausimus kaip turėtų atrodyti 
įžvalgaus universiteto viduje vykstantys procesai. 

Universiteto perėjimas iš socialinės sferos į rinkos ekonomiką darė 
įtaką daugeliui dilemų universitetų politikų kūrėjams. Universitetai buvo 
priversti pereiti į rinkos ekonomiką ir tai paskatino keisti savo tikslus, 
kuriamas bei skleidžiamas žinias.  

Pokyčiai valdymo procese būtini siekiant reguliuoti ir koordinuoti 
visas kitas aukštosios universitetinės mokyklos veiklos sritis, turimų 
materialiųjų ir intelektinių išteklių paskirstymą bei pusiausvyrą, 
pabrėžiant pagrindinius visos aukštosios mokyklos ir jos padalinių tikslus 
bei prioritetus ir atsižvelgiant į padalinių poreikius ir galimybes. Nors 
universitetai ir jų veikla yra reglamentuojama teisės aktų daug griežčiau ir 
konkrečiau nei privataus kapitalo valdomų organizacijų, juose vyksta panašūs 
vadybiniai procesai. Pokyčių universitetuose būtinybė sudaro prielaidas juose 
vykstančius vadybinius procesus analizuoti iš naujųjų vadybos paradigmų 
perspektyvos, siekiant įvertinti vadybinių pokyčių galimybes.    

Europos Komisijos komunikate (2006) yra pripažįstama, kad Europos 
universitetų modernizavimas yra ne tik pagrindinė Lisabonos strategijos 

sėkmingumo sąlyga, bet ir platesnio judėjimo vis globališkesnės ir žiniomis 
paremtos ekonomikos link sąlyga. Universitetai, išlaisvinti nuo pernelyg 
didelio reglamentavimo ir mikrovaldymo, turėtų visiškai prisiimti 
institucinę atsakomybę visuomenei už savo rezultatus. Tam reikalingos 
naujos vidinės valdymo sistemos, paremtos strateginiais prioritetais ir 
darbuotojų, investicijų bei administracinių procedūrų profesionaliu 
valdymu. Be to, universitetai turėtų įveikti susiskaidymo į fakultetus, 
departamentus, laboratorijas ir administracinius vienetus problemą ir 
sukoncentruoti savo bendras jėgas ties instituciniais prioritetais mokslinių 
tyrimų, mokymo ir paslaugų srityse. Valstybės turėtų ugdyti universitetų 
valdymo ir vadovavimo gebėjimus, kompetencijos aukščiausiu lygiu 
įvertinimą: kompetencija atsiranda dėl konkurencijos ir daugiausia yra 
ugdoma fakulteto ar katedros lygiu. Atskiri universitetai turėtų nustatyti 
ypatingas sritis, kuriose jie galėtų pasiekti kompetenciją ir sukoncentruoti 
savo veiklą ir t. t. Kalbant apie įžvalgų universitetą, būtina įžvalgos 
procesus susieti su veiklos procesais ir organizacinėmis sistemomis, 
kadangi pasaulyje egzistuojanti praktika atspindi veiklos procesų 
„įsisenėjimą“2, o organizacinės sistemos tėra tik veiklos procesuose 
egzistuojančių tradicijų pastiprinimas kultūriniu ir kitais lygmenimis.    

Formuojant įžvalgų universitetą, būtina užtikrinti, kad tiek viduje 
egzistuojančios sistemos būtų atviros, tiek pats universitetas būtų atviras 
išorinei aplinkai ir absorbuotų informaciją, susijusią ne tik su siaura 
sritimi, tam, kad galėtų priimti strateginius sprendimus ir kad būtų 
sudarytos prielaidos žinių visuomenės poreikiams tenkinti.   

Organizacinė universiteto struktūra dažniausiai būna apibrėžta 
teisės aktų valstybiniu lygmeniu, todėl jos korekcijos universiteto 
iniciatyva yra neįmanomos. Tačiau bet kuris universitetas, siekdamas 
tapti įžvalgiu, turi ribotas galimybes, pakoreguoti turimą organizacinę 
struktūrą ir ją priderinti prie veiklos procesų ir žmogiškųjų išteklių. Taip 
sudaromos galimybės plėtotis neformaliajai organizacijai, kuri šiuo 
atveju yra vienas iš įžvalgaus universiteto formavimo gairių. 

Įžvalgus universitetas turėtų skatinti jungtis darbuotojus į laikinas 
darbo grupes ar komandas, kurie, dirbdami kartu ir naudodami tuos 
pačius išteklius, sukurtų naują paslaugą ar produktą. Tačiau kai kurie 
procesai reikalauja išimtinai individualaus ar grupinio darbo, todėl 
negalima teigti, kad yra būtinas vieno ar kito kraštutinumo adaptavimas 
įžvalgiame universitete. Įžvalgiame universitete vadovai pagrindinį 
dėmesį turėtų skirti ne techninėms, o socialinėms sistemoms. Dėl greitai 
besikeičiančios aplinkos, vadovavimas imamas suvokti kaip procesų 
įgyvendinimas pasitelkiant kitus žmones, todėl formuojant įžvalgų 
universitetą yra būtina individualaus ir grupinio darbo dermė, t. y. 
grupinis darbas turi būti susijęs su sprendimų priėmimu, „gerosios 
patirties“ perėmimu ir naujų žinių kūrimu.   

Įžvalgus universitetas turėtų ne tik pastebėti asmenis, kurie 
pasižymi individualia įžvalga, bet ir sutelkti ir įtraukti visus darbuotojus į 
bendrą sistemą, kurios rezultatas taptų universiteto veiklos efektyvumas 
ir gebėjimas lanksčiai reaguoti į pokyčius. Taikomi metodai ir priemonės 
turi būti suderinti su veiklos procesais ir strateginiais tikslais bei turi ne 
tik atitikti žmogiškųjų išteklių turimus įgūdžius ar žinias, bet ir tapti 
pagrindu kuriant naujas žinias bei prisitaikant prie išorinės aplinkos (taip 
formuojant organizaciniu mokymusi grįstą kultūrą). Įžvalgaus universiteto 
veiklos procesai ir organizacinės sistemos, kuriomis daro įtaką įžvalgos 
procesai, neišvengiamai sukuria sinergijos efektą, tampantį įžvalgaus 
universiteto pranašumu konkuruojant globa-lioje rinkoje. 

Priimti įžvalgūs strateginiai sprendimai ir jų įgyvendinimas kartu su 
įžvalgiais procesais sukuria vertę, kurios išraiška yra universiteto veiklos 
kokybinių ir kiekybinių rodiklių pagerėjimas mokslinėje ir studijų 
veiklose, materialiuose ir nematerialiuose ištekliuose. Pasak Prejmerean 
ir Vasilache (2007), universitetas yra įžvalgus, jei yra visuomet randamas 
priimtinas sprendimas ir sprendimo kokybė laikui bėgant tik gerėja. 

Universitetai, pereidami prie poreikiais grįsto „režimo“, privalo 
susitelkti ties organizacinės įžvalgos plėtojimo strategijomis. Pirmasis 
tokio proceso žingsnis yra susijęs su esamo organizacinės įžvalgos lygio 
įvertinimu. Kadangi organizacinė įžvalga nėra statinės būsenos, ji nuolat 
kinta, universitetai turi sukurti adekvačias funkcijas, kurios yra jautrios 
aplinkai ir taip užtikrinti atitinkamą organizacinės įžvalgos lygmenį.  

Raktažodžiai: nepelno siekianti organizacija, organizacijos įžvalga, 
universitetas, įžvalgus universitetas. 
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2 Universiteto veiklos procesų „įsisenėjimas“ reiškia giliai įsišaknijusias 
tradicijas, kurios tapo bet kurios universiteto veiklos  pagrindu ir tam 
tikra prasme nesudaro prielaidų pokyčiams.  


