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Key words: The concept of a new type of worker in the framework of the knowledge economy
knowledge, accumulation, intangible paradigm has been analysed. The evolution of knowledge economy theory in the
resources, knowledge economy, knowledge 21% century has been illustrated, i.e. it has been demonstrated that the progress in
workers, knowledge networking, learning the new generation of Millennials™ attitude towards work, social interactions’\,
economy, learning workers. innovation infrastructures, socio-economic, legal and institutional changes cause

the emergence and further development of a specific environment for a new type
of workers activity. The most substantial research works of foreign scholars have
been generalized. The intangible nature of the main productive force of the
economic society, the necessity to generate, accumulate and distribute knowledge
by knowledge and learning workers by means of personal contacts through
knowledge networks have been emphasized. It has been concluded that there is a
number of characteristics, which distinguish manual worker productivity and
knowledge worker productivity. Knowledge workers are task-oriented, seek for
personal responsibility and thus autonomy, associate themselves with continuous
innovations and the most valuable asset of an organization, take part in
simultaneous training and teaching. It has been pointed out that it is impossible to
assess knowledge workers™ impact on organizational performance applying only
quantitative approach. A new type of workers as problem-solving professionals
opts for a new type of flexible organization which management is ready for
changes. As a perspective which has its reflections right now it has been shown
that modern employees look more for temporary employment and short-term
contracts. It has been revealed that so-called boundaryless careers are perceived as
inter-organizational development concept by managers. That is why boundaryless
careers become the background to accumulate and implement numerous skills and
habits garnered by knowledge workers. It has been analysed that imagination and
creativity, which are inherent traits of every new type worker, assure that
knowledge workers produce new knowledge-intensive products demanded in the
world market by a new type of consumers.

®OPMYBAHHS POBITHUKA HOBOI'O TUITY B TEOPII
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Kirouogi ciioBa: VY craTTi mpoaHami30BaHO KOHIIETIIII0 HOBOTO THITY MPAIiBHUKIB y MeXax
3HAHHS, HArPOMaJKeHHsI, HeMaTepiajbHi MapajuTMHd €KOHOMIKH 3HaHb. [IpOiTFOCTpOBAaHO EBOJIOLII0 TEOpii €KOHOMIKH
pecypcH, 3HaHHEBA €KOHOMiKa, pPOOITHUKU 3Hanb y XXI cromitti. [IpogeMOHCTpOBaHO, 1110 3MiHH, SKi BiIOY/IHMCS B CTaBICHHI
€KOHOMIKH 3HaHb, MEPEKi 3HaHb, EKOHOMIKa 10 poOOTH, a caMe COL[albHUX B3aEMOJiH, IHHOBALIWHOT iH(pPACTPYKTYypH,
HaBYaHHsA, POOITHUKY €KOHOMIKH HAaBYaHHA.  COLIaJbHO-CKOHOMIUHOI, MPaBOBOi Ta IHCTHTYLIHHOI CKJIAIOBOI, CIPUYHHIINA

MOSIBY Ta MOAANBIINHA PO3BUTOK CHELM(IYHOTO CEpPelOBHINA Ui HOBOTO BHUILY
IISUTBHOCTI MpPAI[iBHUKIB. Y3araabHEeHO HaiOULIbII 3MICTOBHI HayKoBi mparii
3apyOiKHUX HayKoBILiB. HaronomeHo Ha HeMarepialbHIi CyTHOCTI BUPIMIATbHOT
MPOJYKTHBHOI CHJIM EKOHOMIYHOTO CYCHIIBCTBA, HEOOXIITHOCTI TEHEepyBaTH,
HAKOIIMYYBaTH Ta MOIIMPIOBATH 3HaHHS Cy0’€KTaMH 3a JOMOMOTOK OCOOMCTHX
KOHTAaKTiB depe3 Mepexi 3HaHb. 3poOJEHO BHCHOBOK, IO ICHyEe HH3Ka
XapaKTePHUCTHUK, SIKi BiIPI3HIIOTH MPOAYKTUBHICTH MpAaliBHHUKA, 10 3aiiMaeThCs
(i3UUHOIO Npariero Ta TPOAYKTHBHICTD MPAI[iBHUKA EKOHOMIKU 3HaHb. POOITHUKH
€KOHOMIKH 3HaHb OPI€EHTOBaHI Ha BUKOHAHHS 3aBAaHb, IPArHyTh A0 OCOOHCTOT
BiJMIOBIJAJILHOCTI, CaMOCTIMHOCTI, MOCTIMHMX IHHOBAIil, BBaXXalTh cebe
HAWIIHHIIINM aKTHBOM OpraHi3alii, 0epyTh y4acTh y HaBUYaHHI 1 BHKJIAJaHHI.
VYka3aHo, IO HEMOXJIMBO OI[IHUTH BIUIMB IIPAI[iBHUKIB €KOHOMIKHM 3HaHb Ha
ISUTBHICTH OpraHi3allii, 3aCTOCOBYIOUM JIMIIE KiTbKicHHN miaxin. Houit Tum
MpaIiBHAEKIB, TOOTO TpodecioHany, Mo BUPIIIYIOTh NPOOIeMH, 00Hpac HOBHMA
THII THY4KOI OpraHi3aii, KepiBHHITBO 5KOi rOTOBE 10 3MiH. [IpoieMOHCTpOBaHO,
[0 CydYacHi MpaIiBHUKA MEPEeBAXKHO INYKAlOTh THUMYacoBoi poOOTH Ta
KOPOTKOCTPOKOBHX KOHTPAKTIB, Ha 1110 BKAa3y€ Cy4acHa CTATHCTHKA PHHKY Iparli.
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BI/IHBHeHO, 110 TaK 3BaHa Kap’epa 0e3 Mex CHpHﬁMaCTbCS{ MCHCI’KEPpaAMH  SIK

KOHLIEITLIS

MiDKOpraHizaiiHoro

po3BUTKy. BoHa crae ocHOBOIO  mis

HAKOIIMYCHHS Ta BIPOBAIKEHHS HABHYOK Ta BMiHb, 3400YTHX MpaliBHUKAMH
3HaHb. [IpoaHami3oBaHo, 10 ysiBa Ta KPEATUBHICTB, SIKi € pHCAMH, IPUTAMAHHIMU
KOXXHOMY TPalliBHUKY HOBOTO THILY, CIHPHSIOTH CTBOPEHHIO HAyKOEMHOI
HPOIYKIIi{, TIONUT Ha SIKy CTBOPIOE HAa CBITOBOMY PHHKY HOBHI THII CIIO’KHBAYiB.

Statement of the problem

The development of labour’s nature in the 21% century
involves both the formation and development of a new
type of worker, i.e. a worker of a post-industrial society.
In our view, the concept of a new type of worker reflects
the socio-economic type of individual because of the post-
industrial transformation of production, which is
fundamentally different from the worker of the industrial
era and pre-industrial manual labourer. The labour
development, the complexity of its nature, significance of
creativity and universalization as the key requirements of
the labour market all around the world form the basis of
the formation of a number of universal features inherent
for a new type of worker. Knowledge workers and
learning workers are subjects of the modern knowledge
economy. Their ability to learn, generate and accumulate
knowledge is a key characteristic of economic
performance. Recognizing them as the carriers of change
in modern economic systems of any level proves the need
to study their nature, development determinants,
classification, including the differentiation of types of
knowledge, ways of teaching by scholars. Currently,
education itself makes the greatest contribution to the
generation and accumulation of knowledge, which is an
internal component of the well-being of economic agents.

Analysis of recent studies and publications

The concept of post-industrial society advocated by
D. Bell [1], M. Castells [2], A. Toffler [3] and other
scholars paid much attention to the intangible resources
like knowledge and information, the shift of the centre of
gravity in economic activity from production of goods to
the production of services; the leading role of professions
associated with high saturation of knowledge and
information. P. Drucker [4; 5] analysed knowledge
workers, determinants of their development and the main
characteristics of their activities. R. Reich [6] associated
knowledge workers’ activities and the new type of
workers’ development in the context of the existing
corporate strategists. T. Davenport [8] not only
implemented the activities of knowledge carriers in the
work of an organization, but also compared the traits of
workers in the industrial era and the era of knowledge
dominance. The changes taking place in the world, socio-
economic systems’ agility lead to changes in
organizational systems, which gives rise to new
approaches to the assessment of the environment in which
knowledge carriers operate. Brown, J. S. and Duguid, P.
[9] study knowledge workers’ network structures, both at
the corporate and regional levels. Bengt-dke Lundvall and
Bj6rn Johnson [10] point out the necessity to move to the
concept of learning economy and learning workers as
more complex and up-to-date that the knowledge
economy theory.

Objectives of the article

The objective of this article is to identify the role of a new
type of worker within the existing knowledge economy
theory and further improve it within the learning economy.
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In particular, the tasks were set to identify inherent
characteristics of a new type of workers, to analyse
reasons for their willingness to integrate into the
knowledge networks at both micro- and meso-economic
levels, as well as the impact of knowledge generation and
accumulation on the well-being.

The main material of the research

Nowadays there is no single approach to the definition of
a knowledge worker as well as of “knowledge work”
category. These concepts, directly related to the
knowledge economy operation, are its integral
components. In addition, both are knowledge-based.

Peter Drucker was the first scholar to provide the concept
of a “knowledge worker” in 1968 [5]. According to his
research work: “Today the centre is the knowledge
worker, the man or woman who applies to productive
work ideas, concepts, and information rather than manual
skill or brawn...Where the farmer was the backbone of
any economy a century or two ago...knowledge is now the
main cost, the main investment, and the main product of
the advanced economy and the livelihood of the largest
group in the population’ [5, p. 264]. The basics of
knowledge worker concepts is not physical capital, but an
intangible resource like knowledge, the driving force of
the globalized labour market. Knowledge workers cannot
be satisfied by the work itself for the sake of livelihood.
They see themselves as professionals or intellectuals. In
other words, if knowledge workers prefer knowledge in
general, then they also require professionalism and
intellectual capital to become the background for their
self-realization. Knowledge workers need completely
different managerial approaches to build cooperation links
with them. Challenges to knowledge workers should be
put not by the management, but by knowledge, in other
words, a new type of workers responds more effectively
not to people, but to the correct goals. P. Drucker points
out that “Knowledge, therefore, has to be organized as a
team in what the task decides who is in charge, when, for
what, and for how long” [5, p.289].

It should be noted that the conceptual definitions of
knowledge work have been singled out by the scientists,
as one that gives the individual more opportunities to
pursue his or her beloved work.

P. Drucker emphasized the difference between manual
worker productivity and knowledge worker productivity.
Manual worker productivity was examined in detail
according to Taylor's revolutionary approach. Knowledge
worker productivity was specified in accordance with six
determinants: firstly, knowledge workers should answer
the question “What is the task?”; secondly, knowledge
workers have personal responsible for their productivity,
self-management at work, i.e. they are autonomous units;
thirdly, continuous innovation is an integral part of
knowledge workers' work, their mission and
responsibility; fourthly, knowledge work requires both
continuous training of knowledge workers and
participation in the teaching process; fifthly, the
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productivity of a new type of worker is measured and
analysed not only quantitatively, but also qualitatively;
sixthly, productivity is based on the recognition of
knowledge workers as a valuable asset of an organization,
which, other things equal, has been favoured by these
professionals [4, p.84]. Therefore, Drucker pushed the
envelope of traditional work within the industrial
economy. He outlined a modernized concept of productive
work, where employees are given more responsibly.

R. Reich described specialized knowledge as the central
category of modern corporations™ strategies. Specialized
knowledge is embodied in three major skill sets of a new
type of workers, namely “problem-solving skills”, “skills
required to help customers understand their needs and how
those needs can best be met by customized products”,
“skills needed to link problem-solvers and problem-
identifiers” [7, p. 89]. Problem-solving professionals must
have in-depth knowledge of various scientific fields of
activity and have methods of converting theoretical
knowledge to R&D and manuals to produce products
demanded by the globalized market. They are not mass
production oriented, constantly seek for the new ways to
apply the proposed ideas, combinations, and
enhancements that can solve problems faced by an
organization. Knowledge about the peculiarities of doing
business and the competitive advantages form the work
basis for professionals who identify new problems and
opportunities of economic entities. Thus, the art of
persuasion is substituted by the development of new
business opportunities that are often associated with an
individual product. The combination of roles to identify
and solve problems goes beyond the standard notion of
“executives” or “entrepreneurs” who perform standard
management functions. In the framework of knowledge
economy, experts are primarily involved in the process of
producing ideas. They act as so-called strategic brokers.
R. Reich calls them "symbolic analysts". The name refers
to lawyers, bankers, researchers, consultants who deal
with non-standard problem-solving, applying a set of
analytical tools that are often abstract in nature. Their
productivity and success in organizational work depend on
their propensity for creativity and innovation. The
economic sectors where they produce symbolic-analytic
services are characterized by the transformation of
business practices. As a result, professionals producing
these types of services become more competitive than
those providing “routine production services” and “in-
person services”. In general, according to R. Reich's
estimates, these three categories of specialists stand for
75% of jobs in the USA, but the share of symbolic-analytic
services is growing at the fastest rate.

T. Davenport like P. Drucker and R. Reich when studying
knowledge management defines knowledge workers as
those who “have high degrees of expertise, education, or
experience, and the primary purpose of their jobs involves
the creation, distribution, or application of knowledge™ [8,
p.10]. The researcher focused on the main differences
between knowledge workers and other types of workers,
ways of decision-making, and the peculiarities of
knowledge workers™ motivation. T. Davenport identified
a number of key characteristics that are common to
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knowledge workers, such as: (1) autonomy; (2) the
complexity of detailing the stages of knowledge-intensive
activity and its process in comparison with other types of
work, but also its relatively lower value; (3) greater
determination that they have chosen the right career; (4)
involvement in the work. As T. Davenport believed in the
heterogeneity of work, its complexity and specific
interaction of its performers, it gave him the opportunity
to single out routine work, repetitive work, judgment-
oriented work and improvisational work within the
concept of knowledge work. Unlike P. Drucker, T.
Davenport proposes to use the concepts of "performance”
and “results” as the goals of quality knowledge work
instead of the category of “productivity”, because quality
is a critical determinant of knowledge work.
Understanding of knowledge work as a process assumes
that workers are more likely to accept changes that occur
in an organization and agree with them when they
participate in the process of developing those changes, that
is, they perceive management in all its manifestations as
change management. The involvement of knowledge
workers in all kinds of organizational changes has to be
participative, incremental, and continuous.

Milton Correia de Sousa and Dirk van Dierendonck, as
well as Robert N. Bellah, agree that knowledge workers in
modern organizations perceive work as a source of
implicit pleasure and self-realization, and work itself often
serves as the goal of their activity. It is explained, first of
all, by the peculiarities of a long period of study, which
determines a well-considered decision concerning the
study program and worker’s career aptitude; secondly, by
the abstract nature of the activity, which contributes to the
development of systemic thinking and, consequently, a
better understanding of labour’s impact and contribution
to organizational performance in general; thirdly,
knowledge workers are relatively more mobile, their
choice is broader in comparison with other workers due to
their contact within global networks [11, p.232].

The development of labour as a factor of production, its
complexity, the growth of its creativity component, the
universalization of labour, elimination of the gap between
manual and knowledge labour form the basis of the
formation of a number of universal features inherent to a
new type of worker, i.e. development of new abilities and
needs, formation of new type of labour consciousness,
including new values and motivational attitudes. The most
important feature of a new type of worker is a high level
of creativity. By creativity, we mean a distinguished
inclination towards creative work. Moreover, we consider
that creativity is not identical to human intelligence. The
process of creativity is embodied in creative activity, the
result of which is the production of new material and
spiritual values or new patterns and algorithms for creating
these values. The process of creativity is impossible
without certain traits, motives, knowledge, skills, which
create a product characterized by novelty, originality and
uniqueness. Besides, self-management, flexibility, the
ability to learn quickly, communication skills and a
constant willingness to complete tasks as essential
elements of individualization are inherent to knowledge
workers [12]. Creativity in the age of knowledge economy
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is recognized as a necessary resource that defines
successful “boundaryless careers” opposed to the
traditionalist vision of a career in an organization in the
industrial era. Due to the decentralization of
organizational activities, the transition to more flexible
employment occurs and there are additional benefits for
an enterprise thanks to new career opportunities for its
employees [13, p.296]. Boundaryless careers as an inter-
organizational development concept provide an
opportunity to accumulate and implement numerous skills
and habits accumulated by knowledge workers. Firstly,
the accumulation occurs at the level of individual
properties’ structure, which reflect employees' aggregate
propensity, their experience and reputation in the process
of career development. Secondly, this tendency impacts
the organization’s size, algorithm and ability to resist
when it penetrates the organizational structure. Thus,
when new ideas about the resources that form the basis of
knowledge workers replace old and traditional
approaches, the concepts of “boundaryless career” and
“organizational career” coincide at the same micro-
economic level. However, the emergence of a new type of
workers and their recognition within the enterprise initiate
further cooperation and competition between business
entities within a new type of career behaviour. As a result,
shifts in the internal organizational development concept
disturb the overall structure of the knowledge economy.

The imagination and creativity guarantee that knowledge
workers produce new knowledge-intensive products by
the extraordinary combination of unrelated ideas,
concepts, categories, data, information or knowledge and
non-trivial analytical decisions [3, p. 218]. However, if
organization aims at retaining competitive advantages
over a long period it is not enough to administer the
existing knowledge capital embodied in its workers, it is
necessary to continuously generate new knowledge in
order to produce new goods and services. Accumulation
and further application of knowledge workers™ capacity is
carried out through the “knowledge networks”, which are
the basis for their career behaviour implementation,
provide access to other economic agents” knowledge
resources. Individual networks of knowledge workers
have the ability to be accumulate in social networks at the
firm level and determine inter-firm dependencies and
exchange relationships [14]. As a result, network
relationships satisfy both individual agents’ career
interests and employer’ strategic interests. Networks also
act as platforms for learning affecting all players of socio-
economic relations. Lifelong learning multiplies worker’s
value and his/hers human capital. Moreover, learning
within network communities through the “communities of
practice” can have a dual effect as individuals learn and
invest their knowledge in the working groups which they
join in [9, p.49]. Today training is being embedded in
enterprise training programs that, at best, enhance
employees ‘competencies and create motivation to transfer
knowledge within the organization, and at worst, diminish
workers' competencies and provoke unwillingness to
participate in corporate training. Training has a wider
impact at the regional level, as knowledge workers’
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networks form the background for new businesses and the
expansion of existing ones, generating regional
competitive advantages — knowledge, skills and
competences — by their production, exchange, distribution
and consumption within networks.

We believe that today it is relevant to talk not only about
knowledge economies, but also about learning economies,
for which technical and organizational changes are built-
in variables. According to Bengt-dke Lundvall and Bj6rn
Johnson, institutionalization of the educational process
and accumulation of knowledge are inherent in the
economic system, including in the production and
consumption phase of public production through “learning
by doing” and “learning by using” [10]. In learning
economies, organizational structures of enterprises are
designed to increase learning skills, such as networking
with other enterprises, horizontal communication patterns,
staff flows between departments and positions. The
enterprises become learning organizations that intensify
their staff training and constantly transform themselves.
Learning workers become more productive and efficient
due to the involvement in innovation activity. In the era of
high international specialization learning workers enter
close cooperative relationships with colleagues, divisions,
businesses, and sometimes with competing structures. The
subjects of learning organizations are in cooperative
relationships, both within the organization itself and with
the external environment. Openness as a sign of modern
world economy proves that formation and accumulation
of knowledge and skills through co-operative learning is
far more economically viable than isolation.

Conclusions

Human potential as the basis for the comprehensive
development of organization is a modern manifestation of
a new paradigm of human civilization evolution. Workers
as the bearers of knowledge are the engine of progress, as
well as the subject of the debate among scientists
regarding changes in the nature of the work of a new type
of workers within the framework of knowledge economy
theory and industrial economy theory. Education and
training, innovative infrastructure, current socio-
economic incentives, institutional foundations and active
knowledge networks together form the environment at
different economic levels for the dynamic development
and improvement of new workers, accumulation and
distribution of their intellectual capacity. However, the
concepts of a new type of worker and knowledge economy
as well are on the go. Nowadays, studies of learning
economics and learning workers, including gig economy,
as prospects for the development of the global labour
market are relevant, as the latter is gradually creating an
environment that supports and stimulates temporary
employment, short-term projects and services. A new type
of workers is developing traits that meet the challenges of
the new environment, for instance deep learning. Thus, in
the context of digitalization, workforce flexibility,
Millennials™ new attitude towards work, for example, to
change it during life, the evolution of “traditional”
employment concept and its impact on well-being is
taking place.
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