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Ananiz ocmannix 00cnidxcensv i NyoOniKayili noxasas, W0 NOAPU HAAEHICMb
OKpeMUX HAYKOBUX OO0pOOOK 3aNUUAIOMBCA HeGUDIUEHUMU NUMAHHA CIMOCOBHO 3MICIY
CMPYKMYPHUX KOMNOHEHM MApKemuHey iHHO8ayill, 00CNioxceHHs ix cghopmosanocmi ma
Pe3VIbMamueHOCME 6 MeCax peanizayii IHHO8ayiiHOL NOIIMUKU NiONPUEMCMEA.

Memoto cmammi € oOIpyHMY6aHHA MEOPEMUUHUX OCHO8 U000 CYMHOCMI MapKe-
muHey [HHO8ayill y CKIa0I IHHOBAYIUHOI NOMIMUKYU NIONPUEMCIEA, BU3HAYEHHS OCHOGHUX
CMPYKMYPHUX KOMHOHEHM Md POo3pOOKA MemoOUKU IHMeSpaibHo20 OYIHIOBAHHA U020
cmawy AK IHOUKamopa iHHO8AYIUHOCMI OiIbHOCHI.

Mamepianu ma memoodu. Y pobomi SUKOPUCMAHO 3A2ANbHOHAYKO8I Memoou
aHanizy, cunmesy, HOYKYii ma O0edyKyii, a maxox#c KOHYenmyaibHi NOJOHCEHHS Meopii:
YNPABNIHHA, IHHO8AYILl, Op2aHi3ayill.

Pezynomamu 0ocnioxcennn. Bucynymo Haykosi einomesu npo me, wjo 6ci KOMNO-
HeHmu IHHOBAYINIHOT NONIMUKU NIONOPIOKOBYIOMbCSL CIMPAMEZIYHUM YIIAM MA MAKMUYHUM
3a60anuAM nionpuemcmea. Tax, ceoeuache po3nizHAGAHHSI HOGIMHIX PUHKOBUX MEHOeHYIl
3a6e3neuyemspCst GUCOKOSKICHUM MAPKeMUH2OM [HHOBAYIN, 34 HACHIOKAMU SIKUX GU3HA-
YAMbCA HANPAMKU NPOBAONCEHHS THHOBAYIN HA NIONPUEMCMEI. 3a pe3yTbmamamu Ybo2o
00CAI0MAHCEHHSL PO3POONIEHO KOMNIEKC NPONO3UYILL.

Bucnoexu. Haykosyi sudinaiome oKpemuu U0 MapKemuHey, a came MapKemuHe
iHHOBaYI SIK KOHYenyito PUHKOB0I OisIbHOCMI NIONPUEMCMEA, WO DPO3BUBAEMBCS
IHHOBAYIUHUM ULTAXOM. 3aNpONOHOBAHO MAPKemuUH2 IHHO8AYIll BUSHAYAMU K CIPYKINYPHY
KOMNOHEHMY iHHOBAYIUHOI NONIMUKYU NIONPUEMCMEA | 00 OCHOBHUX NPUHYUNIE MADKEMUH2Y
innosayill 8i0HecmuU NPUHYUN AKMUBI3aYil IHHOBAYIUHOT OiIbHOCMI NIONPUEMCNGA.
Po3pobreno xomniekcHy npakmuyno opicHmo8any Memoouxy OYiHKU CMAHy MAPKemuHzy
IHHOBAYIU NIONPUEMCMEA, WO GKIIOYAE CUCEMY IHOUKAMOPIE, KL IHMe2PO8AHO 6 €OUHUL
V3a2anbHIOI0YUL HOKAZHUK.

Knwuoei crosa: IHHOBAIIMHICT isITHOCTI, MAPKETHHT 1HHOBAIIiH, IHHOBaIlilTHA
MOJIITHKA, 1HHOBAIil, TOCTIXKCHHS PUHKY, BCTAHOBJICHHS IIiH, HAMPSIMKH IHHOBAI[ITHOTO
OHOBJICHHSI, IHTEIPAJIbHUI [TOKA3HUK.
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The paper begins with the presentation of efficiency curve during the organizational
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Acunckan HU. Ilpumenenue kpusoit ipghexmuenocmu opzanuszayuu é ynpaeie-
Huu usmenenuamu. Hccrneoosana kpueas s¢hgexmusHocmu 6 xo00e OpeaHU3AYUOHHIX
usMeHeHul, onpedenenvl ee Oemepmuranmol. Tlodueprusaemcs, umo meneoxcepbl MO2ym
61UAMb HA 2NYOUHY U 8pems noddepdcku 3¢pgexmusnocmu. Ilpednosicensvt Oeticmsus,
KOMopble MO2Ym CHU3UMb CHUSUMbL CMOUMOCMb usmeHeHull. Ilpeocmaegienvt ¢hasvl
U3MEHeHU.

Knrouegwvie cnosa: U3SMEHEHUA, Qde)eKmLJGHOCWlb, Kpueast ynpaeieHusl USMEeHEeHUSIMU.

Background. The efficiency curve is widely described in literature as
to its essence and its effects. However, it did not translate into the practical
actions of change managers. The aim of the article is to translate the
consequences of the efficiency curve into practical actions to improve the
direction of change.

Resalts. Curve of efficiency — essence, determinants of depth and duration.

The point of departure of the reflections will be the following figure 1,
illustrating the essence of the phenomenon. The level of organization
efficiency in the change process was determined by the ordinate. There is
one synthetic measure of efficiency that is missing, so it is practical to use
a set of specific, detailed criteria. It can be considered that the efficiency
curve presented in the above figure is the result of these detailed measures
(individual course of each one may differ from this one and differ
in practice). The diagram shows the common phenomenon that each change
is accompanied by a temporary decrease in the level of organization
efficiency, after some time the efficiency returns to the level before the
change.

Level of performance

Time
1 — minimal, yet acceptable level of efficiency; 2 — moment of change;
3 — maximum waiting time for effects 0.

Figure. 1. Performance curve of the organization during the change period
Source: author’s development.
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It is only afterwards that "consumption" of the effects of change takes
place. This law is objective and reveals itself even in the case of a corrective
change. It does not mean, however, that the organizers of the change will
only accept the existence of this regularity. They may have an impact on
how long a fall in fitness and what is the scale of this fall. It's up to them to
decide whether and how quickly the organization will achieve the previous
efficiency and will begin to discount the effects of the change. Therefore,
the point of departure for considering the directions of practical use of the
curve is to identify the determinant of the duration and depth of this decline.
These are:

a) scope and depth of change. Well, the wider the area of the
organization involves changes and the more revolutionary they are, the
longer and longer the decline in efficiency. Greater strength of social
resistance, greater cost of implementation;

b) the correctness of the project. This is about the compatibility of the
project with the future conditions of its implementation. The more the
project responds to these conditions, the less the efficiency falls and the
shorter it takes;

c) strategy for the implementation of the change. In general, the
literature cites two extreme implementation strategies: stepping and striking.
The first one means the deployment of time-to-phase implementation. This
results in a smaller decrease in efficiency, but lasts longer. It is time to reach
the planned level of efficiency. However, you should be aware of the loss of
some of your planned benefits and beyond the time that your stakeholders
expect. Radical change brings with it a shorter but deeper fall in
organization efficiency. This may endanger efficiency below the level
acceptable to the stakeholders. The problem is illustrated in figure 2 longer
acquisition time;

d) scope of obtaining contractors for the change. This is not only
about reducing the resistance, but also about inducing the change in the
authenticity of the participants to change the authenticity of the whole
process (from the decision to take, through the design of solutions to the
realization). The greater the scale of contractor co-operation in the change
process, the smaller and shorter the downtime is. Under optimum
conditions, even after the implementation, there may even be a short-lived
and slight increase in the efficiency of the organization's functioning. This is
due to the mobilization of additional energy among change implementers.
R. Curie [1, p. 22] expresses the view that it is precisely the social aspects of
change that most significantly affect the efficiency of an organization in a
time of change;

e) preparation of changes. It is about technical, organizational and
personnel preparation. Deployment and preparation are inversely propo-
rtional. Inadequate preparation of the change results in prolongation of the
implementation time, discouraging contractors — and consequently a longer
and deeper decline in the efficiency of the organization.
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What is the performance curve for the practice? The problem is
worth considering in relation to the three phases of the change management
process.

Preparation phase. Determination of stakeholder acceptability,
duration and depth of decline. Change agents are both the employees of the
organization and its management, board of directors, owners, customers,
suppliers, banks, social organizations. When deciding to change, the
organization must recognize how profound and long-lasting decline they are
able to accept (how long workers agree to freeze their wages, how much
credit, and how long they will agree to wait for suppliers), to pay as long as
management are willing to wait for the effects of change and how much
change costs they will accept). Be aware that if an organization does not
have enough resources to implement the change, even the most promising
endeavors need to be accepted by stakeholders (internal and external). They
are involved in the cost of change. The level of their acceptance should
depend on the depth, scope of change and the way they are implemented. It
may turn out that some solutions will have to be abandoned or delayed.
Neglect in this area results in conflicts, discouragements, difficulties in
implementing change. At worst, the organization can not achieve the level
of performance before the change.

Determining the moment of change. The two most common mistakes
are too early and too late to make a change. In the first case it is a conviction
that (due to variability of conditions) the only permanent element of the
organization's functioning is change. Changes are made before the
organization takes advantage of all the opportunities inherent in the solution
so far, thereby reducing the resources that can be invested in the future
change. It is also worth recalling here the concepts of K. Lewin
[2, p. 18], who distinguished three phases of each change — thaw, change,
freeze. Every change must leave the performers time to learn, acquire,
practice, create new social relationships. A source of haste may also be
discouraged by changes resulting from errors in the implementation of the
change and an increase in waiting time for the effects. Instead of identifying
and eliminating dysfunctions in implementation, we are dealing with a
waiver of change.

On the other hand, there is often a delay in the change until the risk
of losing the organization's ability to continue functioning. The symptom of
this may be the persistent loss of financial liquidity, the threat of takeover,
bankruptcy, the introduction of commissioning. This is all the more
alarming that the research conducted by the authors indicated that 95%
of the managers and the strongest motives for making changes are to realize
their inevitability. This results in a shift from a very low ceiling of effi-
ciency. This narrows the scope and depth of the change that can be
implemented and the time it takes. In practice, managers later explain the
difficulties with insufficient financial possibilities. The described situations
are presented in the following figure.
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Efficiency

A B C A’ Time
— planned performance during the change period,
— the efficiency of the change taken too early (withdrawal from the current change).
A — change initiating the process;
B — planned performance before change A;
C — planned efficiency level as a result of change A;
A' — another change (taken too early, before reaching the efficiency intended for change A).

Figure 2. The course of the organization's performance when
the change is taken too early

Source: author’s development based on: [3, p. 45].
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— planned performance during the change period;
— the efficiency of the change taken too late.
A — change taken at the right moment;
B — planned performance before change A;
C —planned efficiency level as a result of change A;
A'- another change (taken too late).

Figure 3. The course of organization performance when the change is taken too late

Source: author’s development based on: [3, p. 56].
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Theoreticians and practitioners clearly suggest that the change should
be considered when the organization is in the maturity phase when it uses
and cumulates the effects of the previous change. Thinking does not mean to
introduce anymore, but it means predicting future conditions, the direction
of potential changes, taking steps to prepare conditions. Then we start to
change with the financial backdrop of the previous change. So we have a
better chance to decide the extent, depth and timing of the change. Only
then can you decide on the change, its purpose (assumed level of
elimination of dysfunction) and the cost of conducting.

Are there really techniques managers and team leads can use to
engage their teams during times of change? J. Jellison's, a professor of
social psychology at the University of Southern California, believes so [4,
p. 14]. Jellison has developed a J curve diagram that lays out what he calls
the five stages of change — from resistance through acceptance. Stage one,
the plateau, is where we start on our journey of change. We're going along
just fine doing our work; we have a high degree of mastery; we know the
routine. Suddenly, news of a big change arrives. Suddenly, we're faced with
the great unknown: What will this mean to me?

After a period of turmoil and questioning, we approach stage two, the
cliff. Here's where we step into the abyss, because we feel we have no
choice but to go along. "Performance drops sharply", writes J. Jellison. "The
Stage 1 pattern is reversed: failures now outpace successes". The problems
accumulate. We consider ourselves failures. We begin to panic. We want to
escape [4, p. 24].

That is when we begin to enter stage three, the valley. "Things begin
bottoming out. Errors aren't as frequent or as large, and workers are starting
to do more things correctly". At some point, we begin thinking, "Maybe I
can, sort of, do this".

That is when we begin our ascent, stage four. Performance improves —
"impressively". Our attitudes change. Challenges that appear insurmoun-
table in previous stages now begin to look like obstacles we can overcome
with a bit of creative problem-solving.

At some point, we make it to the mountaintop — stage five. We begin
to feel good about ourselves again. We begin to think, "We should have
done this long ago!" (As Jellison points out, some of the biggest naysayers
"may even claim it was their idea".

J. Jellison he talks about "persuasion tactics", in which managers
assume they have to change employees’ attitudes before they’ll actually
move in a new direction. Rarely do they work. People may leave the vision
meeting feeling good, but then reality hits and the J curve ride has begun.
A technique he labels "activation". It's also known as "learning by doing".
You can change peoples’ attitudes by changing their behavior. He explains
a set of tools that you can apply as the need arises and gives ample examples
for how to use them. For example, one activation tool is "the bamboo
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technique". Just as bamboo bends and then snaps back when a strong wind
blows through, so should you, by acknowledging the other person'’s feelings.
Maybe somebody on your team is complaining, "We'll never make this
work". "You bend", writes Jellison, "by saying, You may be right that it’s
going to be challenging to make this work" [4, p. 34].

J Curve

Performance/Productivity

Figure 4. The J. Jellison curve of change

Source: Managing the Dynamics of Change, 2006 [4, p. 14].

In other words, you get the person focused on taking a particular,
concrete, doable action. And you keep doing it — because the J curve has no
predetermine timeline. People adjust at their own paces.

Jellison offers up numerous "scripts", spells out why even the tiniest
of signs of progress deserve celebration, and provides several techniques for
getting people started in the direction where you want them headed. His
suggestions are simple and require a measure of sincerity — because they
involve meeting people not at the 30,000-foot level where corporate visions
often reside, but on the ground, where members of your staff are trying to
do their jobs. [4, p. 54—67].

Design change. In this area the manager should be aware of the
following relationships:

e the more rational (in line with anticipated future implementation
conditions) is the project, the shallower and shorter the decline will be;

e the existence of the so- The "birth defects" of the project is an
objective phenomenon, mainly due to two premises. First of all, the element
of the project is human and its behavior is subjective, difficult to predict.
Secondly, there is no way to simulate the functioning of a project, as it
sometimes has in terms of technical systems. As a result, actual project
verification takes place only when it is implemented. However, this does not
release the change managers from the obligation to make any necessary
adjustments;
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e the quality of the project is important for the design team. The
literature [5, p. 14-16] gives three possible solutions to the problem. You
can outsource the project to a consulting company. This results in the
following consequences: - good knowledge of design methods and
techniques, modern solutions, objectivity, but poor knowledge of the
specificity of a particular organization, alienation of workers. The opposite
is to set up a design team with your own employees. Here in turn we have
a good knowledge of the interior of the organization, a sense of subjectivity
of the employees, but poor knowledge of leading solutions, methods and
techniques of design, the risk of entanglement in internal systems,
preferential solutions. It seems that it is most rational to appoint teams
composed of own employees and outside professionals. Because this
solution carries the risk of conflict between the two groups of team
members, it is important that each of them assign tasks corresponding to
their competencies. Thus, specialists should develop research methods and
techniques, supervise research, participate in design and oversee project
implementation. Employees should conduct research, participate in project
design and implementation. It is also important to choose the participants of
the team. They should come from all basic areas of the organization to
ensure the interdisciplinarity of the project. They should be able to articulate
and justify their proposals, be open to the suggestions of others, and
consider projects of change from the interests of the whole organization. It
is also important for members of the team to act as a liaison with the rest of
the team. It is about promoting, justifying the solutions adopted, to provide
feedback and suggestions to the rational design team, the variant in design is
important. It's about leaving the "first satisfactory" solution. We then have
a chance to find a project of higher rationality. We also have ready-made
possible variants for other than expected conditions of functioning,

Another issue is the choice of the project strategy. In this case,
J. Machaczka [6] proposes two different approaches [7, p. 455]. One
assumes the design of a reactive (follow-up) change. This means designing
a change tailored to the current conditions. With the current turbulent
environment, the change after implementation may be outdated. The second
proactive approach (anticipation) implies anticipation of the future operating
conditions of the organization and design of change under these future
conditions. While this is a risk-free approach, it is the only one if you want
to take on a competitive position. The more proactive we use, the less likely
we will be forced to make changes and bear the costs. By choosing an
approach, however, we need to adapt them to the level of volatility in our
industry.

An interesting approach to the change strategy is presented by
C. Suszynski [8, p. 137-144]. It draws attention to the need to associate
incremental changes (for ongoing coordination and ad hoc improvement)
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with a vision of structural change (necessary for long-term building and
development of organizations). The former should be seen as providing
revenue needed to offset or even specifically buffer the future costs of
structural change that build long-term market opportunities for the organi-
zation. However, one should be aware of the dangers of this approach.
Deleting resources for future proactive changes involves time-consuming
"consumption" of current changes, employee conflicts, the need to modify
or abandon proactive changes, and stay with incremental adjustments.

Lastly, there is the problem of choosing the scope and rate of change.
They should be dependent on their own financial capacity and the
recognized level of acceptance by stakeholders of the depth and duration of
the decline in efficiency. So be aware that the more radical changes and
faster implementation, the deeper the decline, but the shorter it will take.
However, we must either have our own means of covering change costs or
accepting certain financial support from our shareholders. Otherwise we are
forced to either limit the scope of the change or lengthen its implementation.
This, however, poses a certain risk of discouraging performers, necessity of
making another change later.

Implementation phase.

Preparation of implementation conditions. The better prepared
conditions for the implementation of the change, the faster and faster the
implementation, the greater the range of creativity and activity of the
implementers. The fall in fitness is less deep and shorter. The scope of the
preparatory actions will depend on the scale of the project's needs and the
current state of the needs. However, preparation does not mean that all
conditions need to be prepared before implementation, but it is certain that
the necessary conditions are met in accordance with the implementation
schedule. The change manager should take and implement the following
actions: obtaining approval for the adopted change proposal. The first thing
is to get the consent of the decision makers or stakeholders (eg supervisors,
board, supervisory board, owners, banks). The choice of the decision-
making body will depend on the depth and scope of the change.
On the other hand, it is also necessary to accept the project by contractors.
This should be thought from the moment the change is planned. Various
techniques are known and described for the acceptance of change
implementers. The most comprehensive and most synthesized are
P. Schlesinger, V. Sathe, L. Schlesinger, J. Kotter [9, p. 99] who cite:
assistance and support, communication, education, participation, nego-
tiations, cooptations. It is also important to recognize the attitudes to
changes in the individual employees and to assign them the right role in a
particular change. This problem presents the two-dimensional classification
of "players".
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VIEWERS CHANGE NIMATORSANIMATORZY

understanding, cognition support for gchange
TRADICIONALIS"IK_/ OPPONENTS

safe positions

Passive Active
Figure 5. Classification of 'players"

Source: author’s development based on Z. Chroscicki [9].

Traditionalists should be able to emphasize what was good in the
current solution, to pay attention to the possible dangers of the adopted
solutions. You will then be able to make the appropriate adjustment and
reduce the risk of too early or unreasonable change. Indifferent must be
convinced to change, showing its assumed effects. Lastly, animators should
monitor the organization, indicate the time and place of possible changes.
Their proposals, however, must be analyzed. You can not assign permi-
ssions to a change. This could threaten the "vicious circle of change" with
all its negative consequences:

a) organizational preparation. It starts with planning a deployment
schedule, in which we envisage implementation time, stages and imple-
menters, division of tasks. We must take into account the fact that over-
decomposition in time weakens the dynamics of change and, on the other
hand, takes into account our own possibilities of real time reduction. It is
also important for everyone to know what is his role in the change process;

b) technical preparation. It means gaining timely technical resources
necessary to implement the change (eg premises, technologies, raw mate-
rials, machinery and equipment). It allows you to smoothly and seamlessly
implement the change and fit in the schedule. It is necessary to define here
the scope, the quality and the date of acquisition and the source of the
conditions and form of the acquisition;

c) staff preparation. These include the following: recruitment,
dismissal, training.

Supervision and ongoing correction of correctness and timeliness of
implementation. The aim of supervision is to take corrective actions, in case
of irregularities, to implement the change correctly and in time. This is not
an ex post check, where the irregularities will only appear as negative end
effects — prolonging the time and depth of degradation. It is about control in
the course of action, which makes it possible to make the change as
intended. It is worth noting that control should be vanishing until it reaches
normal level of control.
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Control effects. The main problem is the awareness of the two
"bottom right" recommendations. First of all, you can not control the effects
as soon as you make a change, because you will always notice a drop in
performance. Practice shows that change managers do not always follow
this guideline. Observing the decrease in efficiency starts the next change
and the next decrease in efficiency. This is due to lack of awareness, and
sometimes it is intended to discredit the change. Secondly, with effect
control it is necessary to wait until the performance parameters of the
organization stabilize. It can then be assumed that the organization has
achieved the level of efficiency resulting from the change.

It is difficult to uniquely determine the temporal limits of effects
control. This is a task for the change manager and requires experience.
Surely consider the scope and depth of changes, preparation of conditions
for implementation.

Conclusion. The existence of a "right" is an objective, independent of
the rationality of the change process. Managers of change, however, have,
by their actions, affected the depth and duration of this decline in efficiency.
This article outlines the steps that will be taking place in each phase of the
change cycle to help organizations manage long-term changes.
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HAcincoxa H. 3acmocysanns kpueoi epexmusnocmi opzanizauii 8 ynpagninmi sminamu.

Ilocmanoeka npodnemu. Ynpasninusa smMiHamu € 8ax3CIUBUM ACHEKMOM 3a2aN1bHO20
VIPAGNIHHA OP2AHI3AYISIMU, OCKIIbKU 2100ani3ayis, HeoOMedceHe pPO3N0ECIOONCEHHS |
docmyn 00 iH@opmayii, Hapocmaroyua KOHKYpeHyis npu3eeu 00 mozo, wo YmpUMamuch Ha
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PUHKY © 00CACHYMU YCRIXY CbO20OHI MOJCYMb MITbKU MEXHOIO2IYHO | CMPYKMYPHO SHYUKI
ma iHHo8ayitini ymeopents. OOHAK Ol YCHIWHO20 BNPOBAONCEHHS OAXNCAHUX HOBAYIN
HeoOXiOHI 8i0N08IOHI 3HaHHA [ 00c6i0 y cepi ynpasninua 3minamu. HedocmamHbo
CKOHYeHmpy8amu y8azy HA Max 38AHUX HCOPCMKUX YUHHUKAX, HAcamnepeo HeoOXiOHO
VCBIOOMUMU, WO HCOOHA 3MIHA He Modce OYMuU peanizo8amda, AKWO NepPCOHAN RiOnpu-
eMcmea He egadcamume ii OoyinbHow. Boowuouac ynpaeninHa 3minamu mae ¢hynoa-
MeHmANbHe 3HAYeHHA i 011 MemoO0oa02ii YAPABNIHHA OP2aHi3ayiAMU 8 KPU308UX CUMYAYisAX
3 HOWLYKOM YMO8 | WISAXI6 GUX00Y 3 HUX.

Ynpaeninna sminamu € npoyecom nodonanHs HeCnpuliHAmMms ma He20moeHOCmi 00
HUX OPeaHi3ayitIHUX CKAA008UX — MPYOHOWIS, WO 3 A6IAI0MbC 8 COYIANbHIN, MEXHIUHI,
OpeaHizayitinitl, eKOHOMIUHIN | puouyHit cghepax. Hatisasicnusiuoro € coyianvra cghepa, 6
AKIU BUHUKAE 0COOAUB0 Da2amo HesionogioHocmell ma 30ypenv, y 36 3Ky 3 yuM ys cgepa
NOBUHHA 3alMamu npiopumemne micye y 6npo8aoA*CeHHi 600CKOHANEHb | CMamu OCHOBHUM
0oicepesom NOULYKY MOACIUBOCHEN YCIIUWHO20 YAPABIIHHI NPOYeCcamu 3MIiH 8 Op2aHi3ayisx.

Ananiz ocmanHnix 0ocnidxycenb i nyOniKkayili nokasas, WO NONPU HAABHICMb
OKpeMUX HAayKosux 0opoOoK i pekomeHOayiti 3 YNPAGIiHHS 3MIHAMU 6 Op2anizayisx 3
BUKOPUCMAHHAM MEXHIYHUX | Op2aHi3ayitiHuUX IHHO8AYIN, NUMAHHA 3ACMOCYBAHHA KPUBOL
epexmusnocmi opeanizayii @ YRpaeiiHHi 3MIHAMU NOMPeOYIOMb OKPeMOo20 CHeyidibHO20
00Ci0IHCEHMSL.

Mema cmammi — meopemuyne ma emnipuune OOCHONCEHHs NPoOIEMU YOOCKOHA-
JIEHHSL NPOYeCi8 YNPAGIIHHI 3MIHAMU 8 OP2AHI3AYIAX 3 OPIEHMAYIE0 Ha i0eHmugixayiio ma
HIGeN0BAHHs OUCQYHKYILL iX nepebicy 3 UKOPUCMAHHAM MEMOOUYHO20 [HCIMPYMEHMApPI
Kpusoi ehekmugHoCmi.

Mamepianu ma memoou. Buxopucmano inmepoucyuniinapruil nizHasaivbHull i
MemOoOONOSTUHUI THCMPYMEHMAPIL, WO 8KIIYAE MemOoOU HAYKO8OI abcmpakryii, ananisy i
cunmesy, iHOYKYii ma 0edyKkyii, cnocobu cucmemHozo nioxooy, epaghiune MoOOeNOBAHHS.

Pe3ynomamu oocnidscenns. Jocniodxceno kpugy egpekmugrnocmi 6 xo0i opeaHiza-
yivHux 3min i 30ilicheno auaniz ii oemepminanwm. Iloxazano, wo 3MiHU OXONTIOIOMD
HAUpisHOMAHIMHuIWI ~ s6UWa, HesanexHcHo 6i0 ix xapaxmepy, cpepu i 2nubuHu.
Ilpodemoncmposano, wo esonioyis noenadis i po36i0oK Ha memy 3MiH 00HAKO8A 5K Y 3apy-
6idicHill, mak [ noabcokill Jimepamypi 3 ynpaeninus. Iliokpecieno, wo meneddxncepu 3MiH
MOACYMb 6NAUSAMU HA 2TUOUHY [ 4aC NIOMPUMKU eeKmUeHoCmi. 3anponoHo8ano Oii, sKi
MOdACymy 3HU3UMU 8apmicms 3miH. [Ipedcmasneno gazu smiH.

Bucnoexku. [lumanus GUKOPUCMAHHS MemMOOUYHO20 [HCMPYMEHMAPIo Kpueoi
epekmusHoCmi 8 YNPAGAiHHI 3MIHAMU HeOOXIOHO po3ensdamu 3 NO3UYill 1020 Myabmud-
cnekmuocmi. JlocniodceHO 83a€MO038 A30K MIdHC BNIUBOM 3MIH, HANPAMAMU OpP2aHI3A-
YIIHO20 DPO3BUMKY, 8 MeHCax AKUX BUHUKIO Oazamo moldenell ma iHCMpPYMeHmis, uo
30azamunu HAyKy npo Ynpaeuinua 3minamu. OOHUM i3 YUHHUKIE, W0 0OYMOBTI0I0Mb YCHIX
3MiH, € ehexmugne YNpaeninHs npoyecamu ix nio2omoexu i peanizayii, sxi Habyeaiomo
0C00.1118020 3HAUEHHS CIMOCOBHO 3MIH, NPUMAMAHHUX Op2aHi3ayii 8 Yitomy ma ii oKpemum
CKAa008UM. AHaniz npobiem eghekmueHo20 ynpasiinHs 3MIHAMU 6KA3VE HA HEOOXIOHiCMb
HANeJICHO20 YNPAGIIHHA NPOYecamu 3MiH, HEGUKOHAHHS AKO20 MOJICEe CHPUHUHUMU KPUZ0GI
cumyayii. [lemepminaumamu Kpu3o8ux cumyayiti 8 OpeaHizayisix Modcymv Oymu
be3nocepeoni Ui OnocepeoK08aHi YUHHUKU SIK 6 IX SHYMPIWHbOMY cepedosuwyi, max i 6
omouenni. Ilpuyunamu 30e0inbwi020 € GHYMPIWHI YUHHUKY, 5KI 3HAX00AMbCA Nio
be3nocepeonim KoHmpoaem i cucmemu YHPAGIIHHSA, GU3HAYAIOMbCSA DIGHEM AKOCHI
OCMAHHBOI, MicyeM, pOILIIO MA NepenikoM HeOOXIOHUX XApaKmepucmux i KomnemeHyii
KepigHUuKi6 opeanizayitl. Ymosu po3pobKku ma 6npoeaodceHHs OOYLIbHUX [ HeoOXiOHUX
OpeaHizayii 3MiH BU3HAYAIOMbCA  CKAAOHICMIO, 3MIHHICMIO I HenepedbayygaHicmio
Opeanizayitino2o OMoyeHHs i nROmpedyIoms 3aCmoCY8aHHs CReYIAIbHO20 ITHCMPYMEHmMAapiio
OYIHIOBANHS eQheKMUBHOCT YRPAGIIHHSL 3MIHAMUL.

Knwuoei cnoea: 3minu, epekmuenicmo, Kpuea ynpagiiHHsI sMIHAMU.
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