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CRISIS AS DETERMINANT
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Article aims to describe crisis as a natural process in the life of the organization.
The main definitions related to the issue of the crisis, and causes of crises, both internal
and external were presented. This scientific item synthesizes existing literature to create a
list of crisis-response models and develops a set of guidelines for appropriate use of
a given research. The issue of crisis was considered from methodical positions of its multi
aspects, which emerged from the practical needs, known models of crisis management were
described, and the relationship between exposure to human factors to crisis, the direction
of organizational development, during which there are many models of crisis management
and instruments were examined.
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Acunsckas H. Kpusuc kax demepmunanma pazeumus opeanusayuu. lens cmamou —
Onucamp Kpusuc KaKk ecmecmseeHHblil NPoyecc 8 Jcuznu opeanuzayuu. Buliu npedcmagnenvi
OCHOBHbLE ONPEOeNeHUsl, OMHOCAWUECS K NPoDIeMe KPUSUCA, d MAKICEe NPUHUHbL KPUSUCO8,
KaK 6HympeHHue, mak u enewinue. Ima Hayunas paboma 0600waem cyuecmayiowyio iumepa-
mypy 015 CO30aHUsl CRUCKA MOOeLel KPUUCHO20 peasupo6anus u paspabameieaem HabOp
PYKOBOOAWUX NPUHYUNOE O HAOAEHCAUe20 UCHONb308AHUS OAHHO20 UCCAE008AHUSL.
Bonpoc o kpusuce bvin paccmomper ¢ Memoouyeckux no3uyull €20 MHO2OYUCIEHHBIX ACNeK-
M08, KOMopble GO3HUKIU U3 NPAKMUYECKUX HOmpeOHocmet, Obllu ONUCAHbL U3EECIHbIE
MOOenu ynpagieHust KpU3UCOM U 63aUMOCE53b MedcOy B030eticmeuem (Gakmopos yeno-
8euecKo20 (hakmopa Ha Kpusuc, HANpasieHue OpeaHu3ayuoOHHO20 PA36Umus, 8 medeHue
KOMOpPO20 CYUWecmeyiomMmHOzue MOOeau KPUUCHO20 YNPAGIeHUsl, MAaKice ObLIU PAcCMOm-
PEHbL UHCIMPYMEHMbL.

Kniouegvie cnosa: SJKOHOMUUECKUN KPUBUC, )KU3HEHHBIN ITUKII, MOJIETH Pa3BUTH
OpTaHU3aIIH.

Background. The word crisis usually evokes negative emotions. It is
mainly associated with a stressful situation, difficult to control, which can
only result in a catastrophe. In the era of economic crisis, the impression
about the crisis is deepened as a process that is negative and destructive.
Although this is undoubtedly a time of danger, pressure and frustration, it
can also be a turning point in the life of the organization, the period of repair
and development. In the environment and interior of the organization, there

© Jasinska J., 2018
24 ISSN 1727-9313. BICHHMK KHTEY. 2018. N 4




NI OIIPHEMHHNLITBO

are not only various opportunities to use, but also threats. Vigilance in
monitoring any phenomena and processes may weaken the strength of their
impact on the company through anticipatory actions undertaken based on
the results of potential change projections, which may greatly limit them. In
this connection it is necessary to analyze new concepts and methods of
monitoring the strategic risk terms, drawing attention to the conflicting
strategies are classics from the standpoint of crisis management, reinter-
preted some changes in management strategy in situations of uncertainty,
which is necessary due to the increasing complexity and unpredictability of
events in the organizational environment.

Analysis of recent researches and publications. The concept of the
life cycle of the organization, as well as different approaches to the issue are
the prelude to a consideration of the life cycle of the organization by L. Greiner.
The concept of this author best shows periods of evolution and revolution
during the course of the organization. Theoretical discussion of the different
stages, which consist of the life cycle of the organization according to
Greiner, is the foundation on empirical considerations, for example, the organi-
zation selected. In many scientific studies it is explicitly stated that a company
develops through crises [1, p. 15-16]. A crisis is defined as a breakthrough,
turning point or decisive moment. In order for this to happen, we need the right
people who will not only see the crisis as an evil, but also as an opportunity
for development and gaining an advantage over competition [2, p. 11].
However, contemporary management literature, identifies the crisis mainly
with the threat of the collapse of the organization. K. Ziemniewicz defines
a company crisis as an unplanned process, i.e. a sequence of events occurring at
a specific time, which are a threat to the existence of an enterprise [3, p. 89].
The crisis is similarly characterized by A. Zelek. According to the author,
the crisis comes unexpectedly as a consequence of unpredictable events that
disrupt the normal course of business. It cuts the organization from the inside
and generates problems in the environment. In other cases, it is approaching
slowly, it is drowning the vigilance of managers, mie is blinding, in order to
finally strike with all its power and reveal itself with consequences that are
difficult to remove [4, p. 14].

The purpose of the article is to present the crisis, as a natural moment
in the organization’s life cycle. The period of the revolution may have a
destructive effect and actually threaten the existence of the enterprise,
however, proper management and anticipation of crises in the organization
enables achieving a higher level and development of the subject.

Materials and methods. The study was conducted using the methods
of conceptual generalization, comparisons, analysis and synthesis and
graphical method, which helped to clarify crisis as determinant of organi-
sation’s development.

Results. According to B. Wawrzyniak crisis is the situation of an
enterprise in which due to the accumulation of various difficulties, the
implementation of its basic functions is at stake and at the same time there
are real difficulties in solving them. J. W. Goscinski believed that every
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organization has to deal with a threat situation at all times. The crisis can,
therefore, occur always and everywhere [5, p. 300]. Analyzing the defini-
tions of crisis quoted in the management literature, from the point of view of
both theory and practice, one can assume that the crisis is [6, p. 15]:

. asituation in which organization’s activity is permanently disturbed;

. a situation in which the organization has actually or seemingly lost
control over its activities;

. a state that violates the internal balance of the organization;

. a condition that may endanger the existence of the organization or its
part (function);

. a state that violates the financial condition of the organization, limi-
ting its development capabilities;

. asituation threatening the implementation of strategic goals;

. a situation characterized by the ambivalence of development and
repair opportunities;

« a situation that can destroy the basis of public trust and internal faith in
the organization or harm its image. Management specialists advise you not to
ask if the crisis will come and when it will happen. They argue that one must be
prepared for crisis situations and deal with them with the least possible losses —
these are inevitable when the crisis situation becomes a fact [7, p. 64].

To talk about preparing for a crisis, its determinants should be identi-
fied. Without knowing the possible causes of the crisis, the organization is
unable to defend or prepare for its arrival, and the consequences may actu-
ally threaten its functioning. Proper identification of emerging threats and
their possible consequences, as well as appropriate control of occurring chan-
ges, may not only protect the company from the negative consequences of the
crisis, but also allow it to give the organization the opportunity to further
develop and seek new opportunities at the micro and macroeconomic level.

Causes of the crisis in the organization. K. Kozminski distinguishes
two types of causes, which result in disruptions in the activities of the orga-
nization, and without appropriate preventive actions can lead to a crisis.
These are external and internal reasons. The first ones include changes in terms
of achieving the company’s goals. Primarily in the context of economic
phenomena and processes, such as [1, p. 21-22]:

« economic policy towards the organization;

« the rate of economic growth of the country and region in which the

organization operates;

. fiscal policy;

« income level of the population;

« consumption model;

« propensity to save and consume income;

. the size and structure of demand for the organization’s products, the

intensity of competition in the sectors in which it operates;

« conditions resulting from technological environment.
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The most common internal cause of the crisis in the organization is the
lack of balance between the goals and resources of the company. Erroneous
perception of the environment and its position in it leads to dystrophy in the
scope of formulated goals and external possibilities of their implementation
(competitive struggle, competitive advantages of competitors), as well as
resources that are necessary to achieve them. Internal causes of the crisis are
is shown [1, p. 22-23]:

1) lack of vision and mission and clearly defined goals (verified in the
context of possibilities existing in the organization’s environment);

2) ignorance of goals both among employees and managers;

3) lack of identification of employees with the organization, which
limits their activity, entrepreneurship and the power of motivational impact
of incentives;

4) a style of management adapted to the conditions (internal and external)
in which the organization performs tasks;

5) a state of complacency with the achieved results that enable survival
and a lack of feeling of internal insecurity (often resulting from the lack of
monitoring of the environment and its position in it).

Another reason for the crisis of the organization was S. Sudota. He
distinguished six basic causes of crisis situations in the organization it
consists of [5, p. 300-301]:

. an organization crisis that is a consequence of the general crisis at
international or national level;

« an organizational crisis that is a derivative of economic development
and competition on an international (global), national, regional, branch or
industry scale;

« the crisis resulting from the fluctuation of the economic situation may
affect the whole economy, a specific industry or only a specific
organization, especially when it has a high specialization, making it less
susceptible to economic fluctuations;

. the crisis of the organization as a derivative of the systemic
transformation of the economy, which occurred in Poland and other
countries since 1990;

. internal crisis in the organization, which is caused by low
qualifications and the crisis of leadership, erroneous operating strategy,
collapse or significant deterioration of the organization’s image, errors in
the organization’s functioning and staff condition (low qualifications, no
discipline and, as a result, low productivity, etc.).

Crises caused by external and therefore exogenous causes are called
inter-systemic or structural crises, and the spontaneous crisis caused by
endogenous causes — the systemic crisis. According to American studies, most
of the crises in the organization are of intrinsic character [5, p.302]. The
organization functions in a given environment, at a certain time. Crisis passes
through the various phases of the organization’s life cycle, which pose
challenges, problems and opportunities for it. Therefore, when considering the
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crisis of the organization as a natural and unavoidable process, the phase of its
life cycle should be taken into account. This is one of the elements that allow an
organization to prepare for an emergency situation and take appropriate action
to minimize losses.

The organization’s life cycle. The concept of the life cycle in manage-
ment science is most often presented in the form of a curve resembling the
letter "S", however it is worth remembering that it can also be shaped as a
spiral or a circle, which means that organizations, unlike organisms, can often
come back to its previous development phases [8, p.43]. According to
J. Argenti’s concepts, four types of organizational trajectory can be dis-
tinguished (Figure) [9, p. 36]:

TYPE I —is a model trajectory of a company developing steadily, without
pathological phenomena threatening the disappearance of the enterprise;

TYPE II — presents the classic course of life of a production company,
developing slowly (below the average in the industry), as a result of which
the financial condition is gradually weakening, which leads to atrophy
between the ages of 8-10;

TYPE III — refers to the case of dynamically developing activity
(growth rate significantly higher than the growth rate of the sector). After
achieving very good economic results after 7-9 years of functioning, there is
a rapid weakening of the economic condition;

TYPE IV — concerns cases of enterprises with a longer life cycle, in
which good or very good economic results were achieved.

TYPE1 TYPE II
Economic results Economic results
3 »
exellent exellent
good good
weakly limit of survival weakly limit of survival
very weakly very weakly
decline decline ~
5 10 }'ca;s 5 10 years
TYPE III TYPE IV
Economic results Economic results

& 'y

exellent exellent

good good
weakly limit of survival weakly
limit of survival
very weakly very weakly
decline decline
5 10

years 25 30 years
Four types of trajectories of organization life

Source: [8,p. 37].
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However, most authors tend to present the life cycle of the organi-
zation by distinguishing individual phases. Phase development models have
been given a lot of attention in literature. They have both supporters and
opponents. The former try to use them in empirical research, while others
focus on their criticism [3, p. 100]. However, the phased perception of the
organization’s life cycle allows modeling of certain phenomena occurring in
the organization. The difficulty of assigning a particular phase to the current
situation of an organization is based on ambiguous criteria defining indi-
vidual phases. The organization, making an attempt to determine the stage
of its development, must choose the model of life, taking into account
macro and microeconomic factors.

R. Griffin [10, p. 386] presented a four-phase model of the
organization’s life cycle, which consists of individual phases: birth; youth,
characterized by the growth and expansion of the organization’s resources;
middle age is a period of gradual growth, eventually stabilizing; maturity is
a period of stability that can eventually turn into decline.

Table presents a synthetic combination of selected company deve-
lopment models. Although it is a list of the presented theories about the life
cycle of the organization, it shows how differently perceived and complex
this process is, it is worth mentioning that in the described models, the
authors usually focus on the interior of the enterprise, not taking into
account the influence of internal factors, which is undoubtedly a disad-
vantage modeling of the organization’s life cycle. This disadvantage results,
inter alia, from the fact that the organization is an open system subject to the
influence of the external environment as well.

Based on the literature of the subject, it can be stated that the models
relate to the development of the enterprise, and growth is sometimes only
one of several stages of development. The life cycle of the company is
presented as the sum of specific phases. The borders between development
phases are determined on the basis of qualitative criteria, the most common
of which are: organizational structure, entrepreneurial functions, manage-
ment styles, company culture and flexibility in adapting to changes; some-
times quantitative indicators, such as turnover and employment, are used as
the criterion for determining the boundaries. Models of organization deve-
lopment usually assume the possibility of leaving specific phases or changes
in their order. They also assume the possibility of returning from a higher to
a lower stage of development. Organizational development phases can also
interpenetrate. The transition to the next, higher phase may be preceded by a
period of crisis. Only a few small growing organizations become medium
and large. Many small businesses fail or are absorbed by others. Many
companies are still at the same level of development.

L. E. Greiner presented one of the earliest attempts to show the life
cycle of an organization using the model. It is his concept, expression that
shows the periods of revolution — crises that are moments of disruption in
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the functioning of the organization. According to the author, they are comple-
tely natural and unavoidable, and overcoming them gives the organization
the opportunity to enter a higher phase of development.

Table
Overview of selected organizational development models
Authors (year) Development phases
. Courtship, Infancy, Growth, Adolescence, Prime,
J. Adizes (1998) Maturity, Early bureaucracy, Bureaucracy
. . Existence, Survival, Early growth, Late growth,
N. Churchill, V. Lewis (2003) Stabilization, Maturity of resources
H. Dodge, J. Robbins (2004) | Early growth, Late growth, Stabilization
A new venture, Expansion, Professionalization,
R. Flamholtz (2005) Diversification, Integration, The Fall / restructuring
G. Goerke (2006) Starting a business, Diversification, Tensions, Integration

Concept and its development, Commercializing, Growth

L. E. Greiner (2006) Stabilization

Start, Self-organization, Delegation, Diversification
A. Monstedten (2007) Creating structures, Creating a hierarchy
Development of management

L. Miller, Friesen (2008) Birth, Growth, Maturity, Fall

M. Scott, R. Bruce (2009) Starting a business, Survival, Growth, Expansion, Maturity
R.Smith, M. Mitchel,
R. Summer (2012)

S. Chetpa (2013) Market entry, Growth, Stability, Inertia

Initial expansion and accumulation of resources
Rationalization of resource use

G. N. Chandler (2015) Expansion and diversification

Development of the new structure and rationalization of
resources

Founding of the company, Growth, Maturity

Source: [11,p. 101-102].

Evolutionary-revolutionary model by L. E. Greiner. L. E. Greiner
used the term "evolution" to describe the growth phases of the organization,
which is characterized by gradual and harmonious growth, while the "revolu-
tion" called the period of growth and confusion. Therefore, each phase of
evolution creates characteristic of the crisis. In each of these crises, the old
structure and style of management, the system of motivation and control to
such a degree deviate from the needs that a change is necessary [9, p. 71].
Each of the phases is characterized by data for her situations and problems.
Overcoming the crisis makes it possible to move to the next phase of the
organization’s life cycle. However, mastering the crisis requires organiza-
tion of revolutionary changes, both qualitative and quantitative.
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Phase 1: growth through creativity and the crisis of leadership. Estab-
lishment and growth of the organization are possible due to the innova-
tiveness of the entrepreneur-owner activities. Goals are primarily production
and sales. The entrepreneur conducts control using the information on
turnover and profits. The style of management is autocratic, and the organi-
zational structure is largely informal. The entrepreneur’s behavior is charac-
terized by technical orientation and usually disregarding the approach to
organization and management [12, p. 22]. Growth causes many activities to
become a problem. The organization lacks formal communication and there
is a lack of financial control. During this period of revolution, a leader is
needed — a strong manager.

Phase 2: growth through leadership and the crisis of autonomy. The
organization, which will survive in the first phase, continues to grow thanks
to the improvement and development of the management system. An organi-
zational roleplays an important role at the new stage of development. The
division of labor and specialization harmonize and stabilize technical and
production and administrative-commercial activities. In this phase, planning
and budgeting systems are used, and the cost and performance record
system is consistently expanded [13, p. 18]. The progressing process of
bureaucratization and limited decision-making at the lowest levels of mana-
gement lead to a crisis of autonomy. Centralization of decision-making
limits development. The company is not able to react quickly to changes
occurring in the environment, the company’s flexibility is inhibited. Lower-
level managers are blocked by a rigid hierarchical structure, and as a
consequence, it inhibits further growth and development of the organization.

Phase 3: growth through decentralization and control crisis. The reac-
tion of the supreme leadership to the crisis of autonomy is decentralization.
Delegations are delegated to lower levels of management. This improves the
flexibility of the organization. Lower-level managers have appropriate
competencies, react faster to changes in the environment, making decisions
faster. Senior managers focus on management and monitoring. Communi-
cation between the headquarters and departments is rare [13, p. 23]. During
the revolution, the supreme leadership states that it has lost control over
autonomous areas. Managers work without coordination of plans, money,
technology, etc. At this point in the organization’s life cycle, management
coordination becomes necessary.

Phase 4. increase through coordination and bureaucracy crisis. In the
fourth phase, decentralization and further growth take place thanks to the
improvement and formalization of both the company’s policy (establishing
standard procedures and introducing appropriate modifications in the
organizational structures). Coordination by formulating procedures and rules of
operation is, however, only useful in stabilized conditions. At this stage of
development, coordination techniques focused on the organizational struc-
ture are more effective. Two basic types of structures are recommended —
task teams and squadron structures.
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Phase 5: growth through cooperation and crisis? The effects of nega-
tive phenomena occurring at the fourth stage of development can announce
cooperation and teamwork. It was noted that employees achieve better results if
they are trusted and given considerable autonomy. The form of the parti-
cipatory (participating) style of leadership are teams. It is believed that such
participation has a significant impact on the development of engagement and
effectiveness in achieving the organization’s goals. Taking a model perception
of the organization’s life cycle, it can be assumed that after the growth phase,
through cooperation, there will be another period of revolution.

L. E. Greiner admitted that there was a certain inconsistency in the
model he developed. The point is that any solution that seems perfect at the
moment carries a germ of crisis. Often, because it turns out that what was
once the best, now does not bring results. Unfortunately, many managers
still do not understand this obvious truth [13, p. 25].

An unambiguous definition of the life cycle phase in which an
organization is located is a difficult and complex task. This is mainly due to
imprecise definition of individual phases, as well as the possibility of
occurrence of certain problems in the organization, characteristic of various
stages in the organization’s life cycle. Therefore, this problem should be
viewed holistically and generalization of certain processes.

The organization’s life cycle on the example of a service
organization. The service organization GLOB conducts activities related to
conducting events. In 2013, two owners started activities closely related to
advertising on the Internet. Organization GLOB is based in Warsaw. Two
people were employed by the owners. An employee dealing in graphic work
and a coordinator of orders from clients. Due to the increasing tendency of
the importance of advertising on the Internet, more people were hired. In
2014, two people were employed: the second graphic designer and the
person of programming works. Along with the enlargement of the team, the
company headquarters changed. In mid-2015, the team was joined by two
more people responsible for task coordination and contact with the client.

The mission of the organization is to prepare a banner advertisement and
create www portals. The mission is to consolidate the brand in the minds of
customers and to spread through the marketing of word of mouth so that it
reaches potential customers. The company wants every potential customer to be
satisfied with the services and recommend services to other websites. The
strategic goals are to increase the market position and to be among the leaders
in two years. The organization was compared to K2, Opcom, Artegence
agencies. The organization cooperates with the most viewed portals in Poland.
Execution of orders for portals: Onet.pl, wp.pl, interia.pl, gazeta.pl.

In order to determine the phase of the organization’s life cycle, a
survey and an interview were conducted: Summarized survey results are as
follows:

The organization is focused mainly on production and sales. The organi-
zational structure is informal, as is communication. Making decisions, at the
operational and strategic levels, are taken by the main manager, in this case
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the owner. These phenomena are characteristic of the first phase of the
organization’s life cycle in L. Greiner’s model. The lack of detailed regula-
tions and formal procedures, the lack of planning and budgeting systems
introduced to the company, as well as the fact that the cost and performance
record systems are not developed, also prove that the organization is in one
of the initial stages.

However, it is not possible identify stage at which the organization is
located. In this case too, a holistic view of the organization is needed. In the
organization, the main manager represents a participative management style.
Individual awards have been introduced, which is characteristic for later
stages of the organization’s life cycle. Also the crossing of competences,
rather, it appears in a later period of activity.

Taking into account the most characteristic features of individual
phases, the development of the organization over time and the number of
employees, the most arguments support the placement of the organization in
the first phase of the life cycle, or according to L. Greiner, in the phase of
growth through creativity. With further development of the organization,
problems can be expected related to the lack of formal communication or
the lack of a specific organizational structure. The owner may face the
problem of mastering all problems appearing in the company and the lack of
professional management.

Conclusion. The aim of the article was to present the crisis as a natural
life cycle of the organization. It was pointed out that crises go through
different phases of life along with the organization. Only thoughtful and
properly coordinated management of the organization gives the possibility
of a smooth transition through the "revolution" of the crisis. Attempts to
anticipate possible complications give the opportunity to better prepare for
the crisis and minimize the risk of its occurrence.

Although the crises in the organization are an inseparable element of
running a business, it is worth perceiving them not only as a threat to exis-
tence, but as an opportunity for development and achieving a significant
position on the market. The presented model by L. Greiner indicates the
occurrence of "milestones" in the organization in the form of various stages
of development, separating the probability of a crisis. Each of the phases
may be a premise for making changes in the organization. Such a manage-
ment method may apply to the operation of the organization, because the
crisis can become easily diagnosed.
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Acincvka H. Kpusa ax demepminanma po3gumxy opzanizauii.

Ilocmanoexa npoonemu. I1i0 uac oyino8aHHs KPU306UX A6ULY | NPOYeECi8 y KOHMeKCmi
auanizy npobrem QYHKYIOHYBAHHS MA PO36UMKY OpPeaHI3ayii OOMIHYIOMb KOHYENnMYaIbHi
nioxoou 00 ioeHmuikayii eKOHOMIYHOI Kpu3u K He2amueHo20 ma pyLiHieHo2o npoyecy. Xoua
EeKOHOMIYHA KpU3a OYIHIOEMbCA K Yac Hebe3neku y OYHKYIOHYBAHHI Opeanizayii, BOHA MAKOdC
Moodice Oymu no8oPOMHUM MOMEHINOM Y cmpameziunomy po3eumky. Tomy 8 npoyeci ynpas-
JUHHA 3MIHAMU 8 OUHAMIYHOMY Op2aHI3AYIlIHOMY cepedosuwyi HeoOXIOHO epaxogysamu He
MIinbKU Pi3HI 3a2po3u, ane i MOJICTUBOCIE KPU306020 CMAHY opeauizayii. Y 36’a3ky 3 yum
HeoOXiOHO NpOaHanizyeamu HOGI KOHYenyii ma Memoou KOHMPOMO 34 MepMIHaAMU
CMpameziuHo20 pU3UKy, NepeoCMUCIUBUU KOHYERMYaibHi nioxo0u 00 YRPAGIIHHA 3MIHAMU 6
Op2aHizayii 6 yMOBAX HEGU3HAYEHOCMI, W0 € HEOOXIOHUM YHACTIOOK 3pOCMAiOuUX 3azpo3 mad
Henepeobauysarocmi nooitl 8 OP2aHI3aYiUHOMY cepedosuLyi.

AHnaniz ocmannix 0ocniodxycens i nyonikayiii nokasas, wo nonpu OOCMAmHill pigeHsb
3abesneyenocmi HeoOXiOHUMU MOOETAMU, Memooamy, MeXHIKaMu ma HCMpYMeHmamu
AHMUKPU308020 MEHEONCMEHMY, BUKOPUCTNAHHSA AKUX 0A€ 3MO2Y HeUmpanizyeamu He2amueHi
NpOsI6U KPU306UX SI8UW | NPOYECIs, 3anUUAIOMbC HeOOCMAMHbO PO3POOIEHUMU HAYKOBO-
MEMOOUYHI ACNEeKMU OCBOEHHS. KPU3U 6 KOHMEKCMI OpeaHizayii peeomoyitinux 3MiH [
00CsieHeHHs, BUUOT eqheKMUBHOCIE YNPABTIHHSL OPeaHI3AYIENO.

Mema cmammi — npoananizyeamu Memooono2iuHi nioxoou 00 ideHmuixayii
KpU3U, o U3HAYAEMbCA K NPUPOOHULL HCUMMEBUT YUK OP2aAHI3ayil.

Mamepianu ma memoou. J[ocnioxcenHs NPOBedeHO 3 GUKOPUCMAHHAM Memooie
KOHYENMYanbHO20 Y3a2albHeHHsl, NOPIGHSHHS, AHANIZY MA CUHME3Y, d MAKodC 2pagiuHozo
Memooy, 3a AKUM 0emepMIHI308aHO KpuU3y 8 KOHMEKCMi pO38UMKY Op2aHi3ayii.

Pesynomamu 0ocnioycennn. Sxicmv ynpagninHs 00YMOGNIOE KPU306i A6UWA 8
opeanizayii, sKi npuze00sams 00 NAOIHHA eKOHOMIYHOI AKMUBHOCMI [ 3MEHULCHHS KOHK)-
penmocnpomodichocmi. Heoonosnaune eusHauenmss emany JHCUMIMEBO20 YUKTY, HA SKOMY
nepedyeae opeaHizayis, € aNCIUBOI NPOOAEMOIO O YIPAGTIHYIE. 30e0inblioco ye nos sa3aHo
3 HeMOYHUM GUSHAYEHHAM OKpeMUX @as, a MaKodiC MONCTUGICINIO BUHUKHEHHS NEGHUX
npoonem 8 opeauizayii, XapakmepHux Ois pi3HUX emanie ii ocummeso2o yuxy. Tomy yrwo
npobemy cnio posenadamu YiliCHO, y3a2anibHioryu Oeski npoyecu. XubHa ynpaeniHcbKa
peaxyis Ha Kpu3y we Oinbuie oCcaabaioe opeaHizayiio, NOCUNIOIOYU KPU3Y, X04ad 3d YMOBU
BUKOPUCMAHHSA NeBHUX NPABUIL YAPABIIHHA, W0 0aromy 3Mo2y nobopomu Kpu3y, OCMaHHs
Moodice Oymu 6UKOPUCMAHA AK WAHC Ol OHOGLEHHS | PO36UMKY NIONPUEMCMEA, NOKPA-
WAHHS 11020 KOHKYPEHMOCHPOMOICHOCTII.
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NI OIIPHEMHHNLITBO

Ananiz npuyun Kpus 8 opeauizayii 3a Kame2opisiMu HeGUIHAYEHOCMi ma pPu3uKy, sKi
CMOCYIOMbCsL 83AEMONOB SI3AHUX (A3 CMPAMESIUHO20 YNPAsTiHHL — OYMKU i Oil, 00800Umb, Wo
nio YNPAGIIHHAM PUBUKAMU CTI0 po3yMimu Oii, CNpsMOBaHi He MINbKU HA X 0OMedCceHHs, a i
VCIOOMACHY MAKCUMIZAYIIO MOXNCIUBUX 6u200. IIpobnemoro 3anumiaemscs MONCIUGICIIb
BUMIDIOBAHHS PUSUKY eKOHOMIUHOI OIIbHOCMI 3 mum, wjob euasumu 8eiuKi abo He3HAYH,
NPUUHAMHI  a00 HEeNnpUliHAMHI PUUKU, AKI € HEOOMIHHOW CKIA0080I0 (DYHKYIOHYBAHHS
OpeaHizayii 8 pPUHKOGIll eKOHOMIYI 3a HAABHOCMI PI3HUX OdXcepen | NPUYUH IX BUHUKHEHHS,
Oughepenyitiosanocmi ymos npomikanHsi ti OmpuMy68aHux HACTIOKIG, WO GUMALAE 3ACTNOCYBANHSL
PIBHOMAHIMHUX 3aN0OINCHUX 3aX00I6 3 BUKOHAHHS AHMUKPUZ0BUX Oill.

Opeanizayis GyHKkyionye 6 negnomy cepedosuuyi, 6 nesuuil yac. Kpusza npoxooums
uepes pi3Hi emanu HCUMMEBO20 YUKNY opeanizayii. Tomy, p03a1v10af01m Kpu3y opeauizayii
5K NPUPOOHULL | HeMUHYHUIL npoyec, CIi0 8paxogysamu gaszy 1o2o rcummeeozo yukiy. Lle
00uUH 3 eleMeHmis, sAKi O0alomb 3M02y Opeauizayii nidcomysamucs 00 HAO36UYANHOT
cumyayii ma 8icumu HALeNCHUX 3axo0ig 015 Minimizayii gmpam.

Kpusu nepesicusaromo pizui emanu sjcummsi pazom 3 opeauizayicto, 00HAK, mitbKu
npooymaune ma HANEHCHUM HYUHOM KOOPOUHOBAHE YVHPAGNIHMA Opeauisayicio Haoae
MOACIUBICINL  NIABHO20 Nepexody uepes "pesomoyito” xpusu. Cnpobu nepeddauumu
MONCIUBE YCKAAOHEHHST 00380IAI0Mb Kpauje ni2omysamucs 00 Kpusu ma MIHIMIZyeamu
pusuK il euHuxkHeHHs. TouHe OiaeHOCMYBAHHS NPUYUH KPUZ0BUX CUMYAYill 8UMA2AE BMIHHS
BIOPI3HAMU CUMNMOMU 8i0 NPUYUH, BUOLIAIOUU KPU308I CUSHAAU 13 GHYMPIWHbLO2O MA
306HIWHbO2O cepedoguwy. CumMnmom — ye MiNbKU NOKASHUK, d He NPUYUHA HEe2amugHO20
ABUWYA, AKA € CKIAOHOIO OIS BUSHAUEHHS, HEOUEBUOHOIO T 308YANIbOBAHOI0 Yepe3 NIUBU THUIUX
YUHHUKIB, AKUMU MOJACYMb OYMU HENpasUIbHO BUSHAYEHA cucmema yinHocmetl opeanizayii,
HeBION0GIOHA MICisl, He8NACMUBL KOMNeMeHYil KepiGHUX Kaopie mouyo.

Bucnoexu. Ha 6iominy 6i0 icHyrouux nyonikayit, po3ensioaiomecs npoodiemu
OemepMmiHayii Kpu308ux npoyecie 6 opeaizayii, sKi Hauuacmiuie € HACIIOKOM NOMUIOK 6
VIPAGNIHHI 3MIHAMU Yepe3 XUOHY IHMepRpemayiio CUCHANI8 NONEPEONCEHHS, 6 36 SI3KY 3 HUM
Cmaromes MOYKOK 31aMy (DYHKYIOHYBAHHS, NPUHUHOIO NAOIHHA [ BUKIUKOM 015 Kepig-
HUYMEA 8 NOWLYKY WAHCI8 015 iX NiKeioayii.

Haiinowupeniwioro  6Hympiwinboro npudunoro Kpusu 8 opeanizayii € siocymmuicmo
banancy mixc yinamu ma pecypcamu opeanizayii. Ilomunxose cnputiHAmms 308HIUHLO2O
cepedosuwya ma Micys Opeanizayii 6 cucmemi PUHKOBUX KOOpOUHAM NPU3B00Ums 00
Po3Oanancy6anns cucmemu YNpaguinHa 8 pPamMKax CQOPMYIbOGAHUX Yinel ma 306HIUHIX
Mooicnusocmel ix peanizayii (KOHKYypenmHua 60pomvda, KOHKYPEHMHI nepesazy KOHKYPEHMIs).

Yunnuxkamu, sKi YCKIAOHIOIOMb KPU306i saeuwya, i cumyayii, wo GUHUKAOMb
nepebicy 3MiH @ OpeaHizayii, € UKOPUCMAHHA 051 YAPABNIHHA Npoyecamu 3MiH mpaou-
YiuHUX Memoois, nioxooie i cmuie KepiGHUYmed, 6i0CYmHICMyb V KePIGHUKIE | NepCoOHANy
OpeaHizayiil AK meopemuyHUX 3HAHb, MAK [ NPAKMUYHO020 00CEI0Y HANEHCHO20 I ehekmug-
HO2O0 YNPABNIHHA 8 YMOB8AX OUHAMIYHUX 3MIH, 8MiHb NPOBEOEHHs YiMmKOo20 aHANi3y ma
OYIHKU OOMIHAHMHUX 3MiH, 00OpaHHA | 6usHaueHHA Oil, BPAXVBAHHA BCIX MONCIUBUX
obcmagur i yMos8 (yHKYIoHysanHs opeanizayii i nHacamneped 3miH, siKi gi0Oyeaiomvcs 6 it
omoyenni. Omoice, Kpu3a K Wanc O YCRIXy 6UMA2AE YMIN020 3aLYHEHHs HOBUX 3HANL §
mpiadu HOBUX CMPAMESINHUX PeCypPCi8 CYUACHUX OpeaHizayil. iHopmayii, 1H00CbK020 ma
IHMeNeKMyanibHO20 Kanimanie, KpeamueHocmi, 8 38 3Ky 3 YUM HA2OIOUIeHO HA HeoOXIO-
HOCMI 30CEPE0NCeHHsT HA 20JI0BHOMY pecypcCi — JHOCbKOMY, addce Hou — ye Paxkmop
YCRIXY 3MiH.

Buknaodeni xonyenmyanvhi nonoscenHs Oemepminayii Kpusu 8 KOHMeKcmi opea-
HI3aQYIUHO20 pPO3BUMKY NOMPeOyoms NOOAIbULO2O HAYKOB020 OOCHIONCEHHS 8 HaANpsAMi
3HUDICEHHS PIGHS PUSUKIE YNPABNIHHA SMIHAMU 6 OP2AHI3AYIAX.

Knwuosi cnosa: exoHOMIYHA KpH3a, JKUTTEBHH MUK, MOJEII PO3BUTKY
oprani3ariii.
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