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Introduction and purpose of the research.
The modern development of the market
environment in Ukraine is determined by the
qualitatively new system of economic ties and
mechanisms of competitive relations. One of
the urgent missions facing economic entities is
the development of a mechanism of adaptation
to these conditions, which is possible only due
to the rational and timely conduct of
organizational changes and management
subsystems. The efficiency of its functioning
depends on how thoroughly the implemented
changes are planned and qualitatively
implemented in the organizational components
of the enterprise. Consequently, these changes
are a strategically important task for
management and the current direction of the
research.

Hypothesis of scientific research. It is
assumed that the disparities of traditional
approaches to the analyses of already
organizations in a deterministic environment
leads to the creation of organizational structures
in the situation of disparity of the transitional
environment, where the initiator’s intention is a
key stage in the life cycle of the enterprise. The
negotiation of this discrepancy is possible
through the theoretical conceptualization and
empirical verification of the content of
organization’s concept as a basis of the
research, designing and changing
organizational structures in a transitional non-
organizational environment.

The purpose of this study is the systematization
and development of methods of management of
organizational changes in enterprises, the
assessment of their effectiveness, and, on the
basis of that, the formation of the main areas of
application in practice.

Research methods: common methods of
scientific knowledge, such as methods of
unity of analyses and synthesis, methods of
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generalization and forecasting, economic
analyses, methods of statistics and cluster
analyses, the correlation of theoretical and
practical aspects of the study.

Results. The theoretical model of the
organization’s plan as a figurative-conceptual
model of the future complex individual-
collective activity is developed. This model was
empirically researched by the specially
developed technique and its semantic structure
was determined. A central subsystem for as a
socio-economic system is proposed — the
transformation of initial resources into a
product, which is a mean of exchange for a new
cycle of attracting resources in a different
quantity and quality. The proposed typology of
organizations on the Dbasis of the
correspondence between resource model and
the complexity of the product makes it possible
to generalize a great number of organizations
without losing specific differences between
them.

A number of concepts are proposed, which
reveal the causality of the economic activity of
the initiating person: economic outlook and
culture, people’s economic consciousness and
activity. These concepts by correlation
determine  the  characteristics of  the
organizational idea.

Conclusions. The parametric concept of the
non-organizational environment is proposed,
since the parameters of the environment should
be taken into account during the development
of goals and the formation of the organization’s
plan. It is soundly proposed to include
dynamism, uncertainty of states, the energy of
influences and the range of variability of
significant states to the main parameters of the
environment.

Keywords: organizational structure,
intention of the initiating person,
organizational environment, architectonics.
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THIIMIAIIA OPTAHIBAIIMHUX 3MIH SK
IHCTPYMEHT
YIIPABJIIHHSA INIIAITPUEMCTBOM

E®PEKTUBHOI'O

I YJIKO!

! KuiBChbKUi HalllOHAJILHUI YHIBEPCUTET TEXHOJIOTIN
Ta Iu3aiHy, YKpaiHa

Berym um mera pocaimkenHs: CyuacHuit
PO3BHTOK PHUHKOBOTO CEpelOBHINAa B YKpaiHi
00OyMOBJIEHO HApOKEHHSM SIKICHO HOBOIO
CHUCTEMOIO roCIOJaPChKUAX 3B'SI3KIB 1
MEXaHI3MIB KOHKYPEHTHUX BiIHOCHH. OJHIEI0
3 aKTyaJbHHX 3aBllaHb, IO CTOATH TEpe.
rOCIIO/IapIOIOYUMH  cy0'ekTaMu, € po3poOKa
MEXaHi3My ajamnTaiii 0 WX YMOB, IO
MOJKJIMBO TUTBKH 332 PaxyHOK paIliOHaJbHOTO 1
CBOEYACHOTO MPOBEICHHS OpTraHi3aliiHuX 3MiH
1 MJICUCTeM ympaBiiHHs. Big Toro, HaCKiIbKU
pPETENIbHO CIUTaHOBaHI 1 SKICHO peai30BaHi
3MiHM OpraHizamifHuX CKJIaJOBUX MiIIPH-
€MCTBa, 3QJIEKUTh €PEKTUBHICTh Horo (yHk-
1ioHyBaHHA B mutomy. OTxke, I1i 3MiHU € CTpa-
TEriYHO BAKJIMBUM 3aBJAHHIM ISl KEPiBHHIIT-
Ba 1 aKTyaJIbHUM HAIIPSIMKOM JTOCIIPKEHHSI.
l'inore3a HAYKOBOI0 AOCJTiIZKeHHS.
[lepenbagaeThCsi, IO HEBIAMOBITHOCTI TPaIHII-
IHHUX TIIXOMIB IO aHaji3y BKE ICHYHOUHX
Oprasizaifiii B JeTepMiHOBAaHOMY CEpEIOBHUIII
O  CTBOPEHHS  HOBUX  OprasizamiiHHX
CTPYKTYp, A€ 3aAyM IHIIIaTopa € KIIOYOBUM
€TarioM y JKUTTEBOMY IIMKJII IiIIPUEMCTBA.
[lomonanHsa 1i€i HEBIANOBIAHOCTI MOXJIMBO
HUIIXOM TEOPeTHYHOi KOHIenTyami3amii i
eMIIpUYHOi  MEepPEeBIPpKH  3MICTYy  3aIyMy
Oprasizaifiii K OCHOBH IS JOCIIiPKEHHS,
NPOEKTYBaHHSI 1 3MIHM  OpTraHi3amiiHAX
CTPYKTYD B yMOBax nepexiTHOro
M103a0pTraHi3aliifHOTO CepeIOBHIIA.

MeTo0 [1aHOTO JOCHTIUKCHHS € CHCTeMaTH-
3amisi 1 po3poOKa METOMAIB  YIpPAaBIIHHS
opraHizariiHuMu 3MiHaMHW Ha TiIIPUEMCTBAX,
OITiHKa 1X €(EeKTUBHOCTI, 1, Ha MiACTaBI IHOTO,
(¢opMyBaHHSI OCHOBHMX HamNpsIMIB 3acToCy-
BAHH Ha MPaKTHIIL.

MeToau AoCTiKeHHs: 3arajbHi  METOIHU
HAYKOBOTO Ti3HAHHS, TaKi SIK METOAM €IHOCTI
aHaIi3y 1 CHHTE3y, METOAM Yy3araJlbHeHHS Ta
NPOTHO3YBaHH, EKOHOMIUHUI aHalli3, METOIN

aHaizy,
NPaKTHYHHX

CTaTUCTHKH i KJIACTEPHOTO
B3a€MO3B'SI3Ky TEOPETHYHUX 1
ACHEKTIB JOCIIIKEHHS.
Pe3yabTaTu: po3po0ieHO TEOPETUYHY MOJEh
3alyMy oOprasizamii Sk 00pa3HO-TIOHATIHHOI
KOHIIENITYaIbHOI MoJiesli Mail0yTHBOI CKJIaHOT
1HIMBIIyaJIbHO-KOJIEKTUBHOT  AisibHOCTI.  Lls
MOJIEJTh JTOCITIDKEHA EMITIIPHYHO 3a CIIeIialbHO
pPO3pOOJICHOI METOAMKOK 1 BH3HAUeHa i
CEMaHTHYHA  CTPYKTypa.  3ampoIriOHOBAHO
IEHTpalbHa TMiJCHCTEMa IS OpraHizailii sK
COLIAIBHO-EKOHOMIYHOT CUCTEMHU —
MEPETBOPEHHSI ~ MOYAaTKOBHX  pecypciB B
MPOJIYKT, SIKWH SIBJISIE COOOK0 3aciO OOMiHY st
HOBOT'O IUKJIY 3aJy4yeHHs pecypciB B IHIIIH
KIJIBKOCTI Ta SIKOCTI. 3alIpOIIOHOBAHA TUITOJIOT1S
oprasizaifii Ha OCHOBI BIAMOBIAHOCTI MIX
PECYPCHOI MOJIEIUTIO 1 CKJIQIHICTIO TMPOIYKTY
JIO3BOJISIE y3araJlbHUTH Oe311iu opraHizaiiid, He
BTpadaloyd CHEIU(PIYHAX BIIMIHHOCTEH MIiX
HUMH. 3alpONOHOBAHO PsA KOHIEMIIH, sKi
PO3KpUBAIOTh  MPUYMHHICTE  EKOHOMIYHOI
aKTHBHOCT1 JIFOJMHHM-IHIIIaTOpa: EKOHOMIiYHi
CBITOTJISI 1 KyJbTypa, €KOHOMIYHI CBIIOMICTh
moned 1 gisieHicTh.  Ili koHmenTH Yy
B3a€MO3B'SI3Ky O0YMOBIIOIOTH XapaKTEPUCTHKH
3ayMy OpraHi3arii.

BHCHOBKHM: 3amporoOHOBaHa IapaMeTpUYHA
KOHIIETIIIiSl TT03a0PTaHI3aIfHOTO CepeIOBHIIa,
TaKk SK T[apaMeTpy CepelOBHINA IOBHHHI
BpaxoOBYBaTHCS TIpU  po3poOmi  Imed 1
dbopMyBaHHI 3ayMy oprasxizariii.
OOrpyHTOBaHO TMPOIMOHYETHCS 10 OCHOBHHX
napaMeTpiB CepeloBHUINA, B TMEpIIy dYepry,
BIIHECTH JIMHAMIYHICTD, HEBU3HAYEHICTE
CTaHIB, C€HEPrifiHICTh BIUIMBIB 1 [iamna3oH
MIHJIMBOCTI 3HAYMMHX CTaHIB.

KurouoBi cjioBa: opranizamiifHa CTpyKTypa;
3ayM JIIOMHH-IHIIIATOpa; T03aopraHi3aliiiiHe
CEpEeIOBHINE; apXITEKTOHIKA.
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Formulation of the problem. In the conditions of dynamic changes in the
market environment, the successful development of organizations is possible not
only on the basis of adaptation to them, but with the active conduct of
organizational and managerial reforms. Regardless, one of the most actual
problems is the management of changes in organizations as socio-economic
systems. The modern development of society in our country determines the
active formation of new socio-economic systems (organizations) which have
different forms of ownership, areas of activity and the principles of interaction
among them. New social groups, internal norms of their existence and external
ways of their social and economic expediency are formed. In the economic
consciousness of social environment new categories, symbols and their
meanings are formed, as well as new ties and architectonics. The strategies of
different organizations radically differ in the quality of design, long term,
purpose the amount of effort that should be “fairly” spent to obtain the result.
This measure, actually subjective, is objectively reflected in the real resource
model of the organization, which determines the “individuality” of the strategy.
Therefore, in modern conditions, it is relevant to understand the organization as
a system formed in a result of the initiator’s interaction with the external
environment. This phenomenology is of considerable scientific interest in the
theoretical and experimental fields due to the high importance, insufficient
knowledge and socio-cultural specifics of these problems.

Analysis of the recent research and unsolved part of the problem.
Analysis of domestic and foreign scientific publications showed that at the
moment organization as an object of research has been actively studied by
various sciences. Among them — philosophy, political economy, jurisprudence,
sociology, economics, cybernetics, as well as “scientific management” and
various specializations. All these sciences ( through the interpenetration and
generalization of relevant areas of practice) have brought their own
methodology, research methods, key concepts, key concepts, definitions and
ways of interpreting data into theories of organizations. Moreover, organizations
(compositions and structures) have different nature (social, mental,
technological) and represent themselves as a complex multi-parameter
phenomenon, the main characteristics of which change with time. All this gave
rise to a polysemy of values for the organization category. Most often, in the
scientific literature organizations were viewed from mechanistic and
bureaucratic positions (F. Taylor [1], J. Saimon [2]; structural-functional (Jerry
W. Markham [3]); as a “social institution” (P. Drucker [4]); in terms of theory of
open systems (J. Gelbert [5]). Nut at this moment of time there doesn’t exist
such integrative theory of practice that would include all stages of life cycle of
organization — from conception and project to technology change. Particularly,
the anthropocentric typology of organizations has been developed, where the
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main system-forming factor of the organizational project is the intention of the
initiating person.

The non-organizational environment was generally considered as a part of
natural systems (Clayton M. Christensen [6]), which doesn’t correspond to the
high uncertainty of the transition environment (M. Bloomberg [7]). And so, in a
transitional environment, the ability to overcome uncertainty (coping) is a key
competence for the initiator’s person (J.D. Duck [8]). Values are an important
component of transition environment, but it is often considered, that they do not
directly affect the design of organizations, but through relationships and goals
(J. Harrington [9]). However, for the creation of organizations in an environment
with high uncertainty, values play role as a leading factor and set a system of
criteria for decision making, in fact determining the content of the plan, design
and technology of changing the organization. Takum oOpa3zom, mepexoHas
cpeaa oOycloOBIMBaeT MOTEHIMAIBHOCTH 3aMbiciia. Therefore, it is necessary to
overcome the main contradictions between sociocultural (E.H. Schein [10]),
general (J.R. Schormerhorn, J.G. Hunt, R.N. Osborn [11]), individual and
working values (R.M. Belbin [12]). But, at the present time, there is no systemic
concept of a transitional environment that could be used for the research of plan
of organizations in foreign and native scientific literature. Nowadays, the
semantics of the category entrepreneur is in the stage of formation of sustainable
value (O.I. Pushkar, O.I. Pletlyov [13]), so it is difficult to use it in scientific
research. So, for the salvation of this problem, we propose to operationalize the
category of person-initiator, creating new or upgrading the existing
organizational structure.

Thus, theoretical and methodological support for the contents of the
organization’s concept as a basis for the research, design and change of
organizations in conditions of a transitional non-organizational environment are
developed insufficiently. Therefore, the scientific solution of this problem for
the transitional conditions of the economy has an important theoretical and
practical significance. The inconsistency of the views of scientists about the role
of organizational changes in strengthening competitive advantages of enterprises
has determined the relevance of the study.

The aim of the research is to develop theoretical and methodological
foundations of initiation of organizational changes as a tool for effective
enterprise management.

Results of research. With a variety of theories, the problem of
constructing an experimental study is caused by the difficulties in choosing
theoretical, methodological and methodical support, mathematical methods of
data processing, limiting the scope of possible results and their interpretations.
Therefore, it makes sense for the investigation to choose the ratio of significant,
“influential” — actual variables.
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Figure 2. The structure of the economic worldview

35



ISSN 2415-3206 Journal
MANAGEMENT Issue 1 (27), 2018

In our opinion, it is possible to eliminate contradictions in the correlation of
values “abstract-concrete”, “general-private”, material-spiritual”, “social-
cultural-individual”, “workers-vital”, on the basis of a developed typology of
values that represents a variety of individual values in the form of three main
groups: values that are concentrated on the subject, on the external object and on
the process — the interaction and interpenetration of the self-values of the
environment from a new, more complex, emergent group of values — the
subject-object interaction (Figure 3).

Yalues of interaction
Values direcled to the process.

The paitern of walues of interaction reflects a systern of subjective
representations - an image of means and efforts in the way of how best o
provide a preferred state of life. From our point of view, it is possible to
include productive and unproductive values of transformation of objoctive
conditions and subjective possibilitios Lo the group of these values.

Salf-warth values. The valuas of the enviranment
Valuesaimed at the subiject. Yaluesaimed at the external environment.
The group of internal walues relative to the subject is The group of values external to the subject - values of
based on the individual "lconcept”™ and indudes the the environment - is directed o external material,
idlen of self-worth values, which form self-accoptance, sacial, cultural and information environment. This
self-esteem, self-esteem values and are the basis for group, first of all, is based on an individual view of the
persenal and activity suporstructure. surrounding conditions - the "image of the world” and

isa reflection of the system of sclf values in the
cnvirenment.

Figure 3. Values typology

For the initiation and implementation of changes in the organizational
structure, the principle of 3S was used: “Management of modern social and
economic systems — Synergetic System of Scientia (Knowledge)”, according to
which a synergetic system of knowledge is realized, that’s to say, effective
interaction of synergy of knowledge of individual elements of organizational
structure (from person to business unit). A nonlinear management approach
assumes that the management system should be organized in such way as to be
able to respond instantly to changes — the assets buying, the withdrawal of new
products or the withdrawal from the market are carried out as though
accidentally, and are not n state of frozen strategic plans. The construction of the
3S principle implies the creation of a flexible organizational system based on:
the universality of the application of structural units-modules; the ability to self-
organization and self-learning; orientation on interaction; use of information
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networks. Thus, modern management from the perspective of nonlinear
dynamics provides: orientation to crisis chaotic conditions as a source of new
opportunities for development; constant introduction of organizational and
technical innovations; creation of a common cultural and organizational space;
increment of social capital and management of social networks; implementation
of the 3S system; self-organization.

A competitive empirical study of the influence of values on the decision
criteria of managers of the industrial and commercial enterprises has determined
that the variety of norms that define the decision-making strategies of managers
under uncertain conditions can be reduced to five main factors: «avoiding
uncertainty», «orientation-disorientation, activity, dominance», «impulsiveness-
reflexivity», «cooperation-individualism». The most important of them is
«avoiding uncertainty». As a result of a comparison of the differences in the
decision-making strategy between a group of managers of «production»
enterprises (former state) and «commercial» enterprises (newly formed), we
found statistically significant differences in a number of scales, primarily due to
the degree of personification of property, and the specific specialization. Here
occurs an effect that we called «the effect of non-personalized property»
(Figure 4).
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Uncertainty Orientation —  Dominance Reflectivity —  [ndividualit Scale of
Disorientation Impulsivity Sincerity (Lies)’

—@— Average Values of Commercial Organizations —#— Average Values of State Organizations

Figure 4. Decision-making strategies
(commercial and industrial organizations)

As a result, a methodological toolkit was developed and tested to analyze
the strategy of making management decisions in uncertainty.

An empirical research of the organization’s concept (initiators and top
managers) is a substantive analysis and synthesis of the organization’s design;
structure of intentions in its basis; differences in the concept of organization
between the groups of initiators and applicants for managerial positions (top
managers). The research consisted of three stages (2012-2017). As a result of
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generalization procedure, we received a full thematic thesaurus of 13 aspects.
Aspects have different weight in the structure of the idea and differ in their
semantic saturation.

The most significant are the values of reservation (security and
benevolence) and are in conflict with the values of change. The prevailing
importance of security and benevolence means that in order to ensure high
material (safe living, living standards, financial well-being etc.) and social status
(acceptance by the reference group, prestige) the organization is primarily an
instrument for the implementation of conservation values). At the same time, the
high significance of the values of achievement and power shows that
organization is a means for achieving success, domination over others.

In order to check the causative conditionality of the content and intentions
of the design by the specific differences of the initiator group, and not by
anything else, we have conducted a comparative study of the morphology of the
idea for the initiators group (75) and applicants for the vacancy of top-managers
(107 people).

The initiators in the idea are 2.6 times more thematic than the applicants
(13 and 5 respectively). Therefore, the cognitive complexity for the initiators
concept provides them with a more differentiated assessment of the situation and
the variational criteria for decision-making and more effective orientation in the
external and internal environment, greater openness to the social environment,
and better adaptation to changing environmental conditions. All these facts
confirm the essential differences in the morphology of the organization’s
concept, which exist between the group of initiators and applicants for the
appointment of top manager (Figure 5).
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Figure 5. Comparative analysis of the thematic aspects of the organizations
concept for the group of initiators and applicants
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The effectiveness of the developed methodology was confirmed by the
assessment of the competitiveness of 7 light industry enterprises before its
introduction and after, including the group of companies “Textile-Contact”, the
corporation “Textile-Ukraina”, AT “Cherkassky shovkovy kombinat”, AT
“Ukraina”, AT “Rivnelon”, AT “VOZKO”, AT “Cherkaske trykotazhne
pidpryemstvo “Lubava”

The sample was 72%, the matrix of the initial data included 69 x 18 = 1242
indicators for 2017 and is represented in Table 1.

Table 1
The results of approbation of the methodology for assessing the feasibility
of initiating organizational changes in light industry enterprises in the
context of sub-industries as of 01.01.2017, %

The factors of competitiveness Assessm ot it
competitiveness
>
qa 8 .5 .g > ‘? qa (e (e
2 | 2| =288 21218 |,88 &3
Su- 12, 2 |SEEEEs 2| 5|5, |EEEgEs
department | 2 3| © 5%8&%‘5 é’ < |28 52T 852
= = — O = o |E 8 SRS i
$% £(SEEE5E | E|576BEE5 ¢
& | B &2l | 2l |rec|l<aa
= A Els Bl 3| £ S | g g o g o
Q ég S q>) 2 g o o o=
@) S &3 — — O
Shoe 32,5 4,6 [2,13]1,32]2,61]2,92]0,35]2,86] 39,82 | 49,29
Sewing 33,0 5.4 [2,48]1,94(2,44(3,23]0,03[2,66| 41,13 | 51,18
Knitted 32,0(4,7512,08[2,20(2,55[2,64]0,45[2,43] 32,52 | 49,10
Textiles, 13501 55 [1,08]-0,81{2,35]2,22 | 1,21]2,37| 298 | 45,92
1eatherand
Averagein 35 3815 061 1.94| 1,16 (2,49 | 2,75 (0,51 |2,58 | 34.86 | 48,87
the industry

As evidenced by the data in Table 1the developed methodological tools for
achieving the objectives of the work, namely the method of in-depth interviews,
the method of reconstructing the meaning, the method of analyzing managerial
decision-making strategies in a situation of uncertainty, the method of
preliminary analysis and discussion of problems, analysis of organizational
relations, passed a successful empirical test and practical approbation.

Conclusions and proposals. An approach has been developed to design
organizations as exteriorisation of thoughts and feelings, value orientations and
intentions, i.e. the process of materializing the design of an object or process
into a description (concept) by which this object can be created in reality. Thus,
at the initial stage of the organization’s life cycle, the project itself is the design
and various states of its formalization, namely the concept, conception, project.
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Based on the provisions of the system approach, the main principles of
research of organizations are formulated: the principle of relevance and
implementability of research results of organizations; the principle of the
required correspondence between the hierarchical levels of the theoretical
description and the real organization; the principle of relevance of the choice of
the subjective and objective components of the organization; the principle of
reproducibility and transfer of research results to various forms of existence of
organizations.

A new conception of values is developed and proposed, which differs
significantly from the others in a three-component composition: own values,
environmental values and the values of interactions which tie them up. All these
values are realized in the design and activity of organizations in the form of a
normative structure of actions and activities. This is empirically confirmed by
examining strategies for making managerial decisions in a situation of
uncertainty. An effect called «the effect of non-personalized property» is
revealed, which explains the differences in decision-making by the manager and
the others. Methods of group work, such as V.Shuts’s methods (elements «W»
and «J»), social-psychological training of «Partner’s communicationy,
balintovskiy seminar for initiators in the greatest degree correspond to the
purposes of increase of professional and psychological competence through
clarification of the system of social expectations, analysis of the structure of
interpersonal relations in problem situations and application of the principles
and skills of partner communication.

References Jliteparypa
1. Taylor, F.W. (1911). [The Principles of | 1. Taylor F. W. The Principles of
Scientific Management]. New York, NY, USA | Scientific Management / Frederick

and London, UK: Harper & Brothers. 144 p. Winslow Taylor. — New York, NY, USA
and London, UK: Harper & Brothers,

1911. — 144 p.

2. Perlman, M. (2001). Two phases of Kuznets’s
interest in Schumpeter. In: Samuels, Warren,
Economics Broadly Considered: Essays in Honor
of Warren J. Samuels. Edited by Jeff E. Biddle,
John B. Davis, and Steven G. Medema.
Routledge: London. P. 131.

3. Markham, J.W. (2017). A Financial History of

Modern U.S. Corporate Scandals: From Enron to
Reform. Armonk, N.Y.: M.E. Sharpe, Inc. p. 78.

4. Drucker, P. (2012). Menedzhment. Vyzovy
XXI veka [Management. Challenges of the XXI

40

2. Perlman M. Two phases of Kuznets’s
interest in Schumpeter / M. Perlman //
Samuels, Warren, Economics Broadly
Considered: Essays in Honor of Warren
J. Samuels / Edited by Jeff E. Biddle,
John B. Davis, and Steven G. Medema. —
Routledge: London, 2001. — P. 131.

3. Markham J. W. A Financial History of
Modern U.S. Corporate Scandals: From
Enron to Reform / J. W. Markham. —
Armonk, N.Y.: M.E. Sharpe, Inc., 2017.
- 78 p.

4. Ipyxep II.  Menemxment. BpI30BbI
XXI Bexka / ITurep pykep. — M.: MaHH,



ISSN 2415-3206
MANAGEMENT

Journal
Issue 1 (27), 2018

century]. Moscow: Mann, Ivanov i Ferber. 256 p.
[in Russian].

5. Gelbert, J.K. (2016). Kapitalizm 1 sotcializm v
protcesse peremen [Capitalism and socialism in
the process of change]. Vestnik Moskovskogo
un-ta. Seriia 6: Ekonomika [Herald of the
Moscow University. Series 6: The Economy],
No. 6 [in Russian].

6. Christensen, C.M. (2016). Reshenie problemy
innovatcii v biznese. Kak sozdat rastushchii
biznes 1 uspeshno podderzhivat ego rost [Solution
of the problem of innovation in business. How to
create a growing business and successfully
support its growth]. Moscow: Alpina Pablisher.
805 p. [in Russian].

7. Bloomberg, M. (2017). Bloomberg o
Bloomberg [Bloomberg about Bloomberg].
Moscow: Analytics. 256 p. [in Russian].

8. Duck, J.D. (2003). Monstr peremen: Prichiny
uspekha 1 provala organizatcionnykh preobrazovanii
[Monster of Change: The Causes of Success and the
Failure of Organizational  Transformations].
Moscow: Alpina Pablisher. 320 p. [in Russian].

9. Harrington, J.  (2008). Sovershenstvo
upravleniia izmeneniiami [Perfection of change
management]. Translation from English. Ed.
V.V. Bragin. Moscow: Standarty i kachestvo.
192 p. [in Russian].

10. Schein, E.H. (2004). Organizational Culture
and Leadership. 3rd ed. Wiley Publishers.

11. Schormerhorn, Jr. J.R., Hunt, J.G., Osborn,
R.N. (1994). Managing Organizational Behavior.
5th ed. John Wiley & Sons, Inc.

12. Belbin, R.M. (2003). Komandy menedzherov.
Sekrety uspekha 1 prichiny neudach [Teams of
managers. The secrets of success and the causes of
failure]. Translation from English. Moscow:
HIPPO [in Russian].

13. Pushkar, O.L, Pletlyov, O.I. (2011). Formuvannia
vymoh do orhanizatsiinykh zmin na osnovi
suchasnykh tendentsii menedzhmentu [Formation of
requirements for organizational changes on the basis
of modern management trends]. Upravlinnia
rozvytkom [Development management], No. 2 (118),
P. 116-118 [in Ukrainian].

41

HBanos u depbep, 2012. — 256 c.

5. Ten6peitr JIx. K. Kanuramuzm  u

coUMalu3M B Tpouecce TmnepemMeH /
JIx. K. I'enOpeiit /l Bectauk
MockoBckoro yH-Ta. Cepus 6:

OxoHoMuka. — 2016. — Ne 6.

6. Kpucrencen K. M. Pemenne mpobiie-
MBI MHHOBauuil B OusHece. Kak co3nmarh
pacTymit Ou3Hec u YCIEITHO
nojaepxuBath ero poct / Kuediton M.
Kpucrencen. — M.: Anbninaa [TaGnumep,
2016.—-805 c.

7. baymb6epr M. baymbepr o biymbepre

/  Maiikn  baymbepr. — M.: HK
"Anamutuka", 2017. — 256 c.

8. Haxk JIx. JI. MoHucTtp MepEMEH:
[Tpruuune! ycrexa u poBaja

OpraHU3AIMOHHBIX MpeoOpa3oBaHuil /
Jox. JI. Jak. — M.: H3p-Bo "AnbpnumHa
[Ta6mumep", 2003. — 320 c.

9. Xappunrrton JIx. CoBepiieHCTBO
yIpaBieHUs M3MEHEHUSIMU /
JI>x. XappuHTTOH; Mep. C aHTIL.; TOJ pell.
B. B. bparuna. — M.: N3n-Bo
"Crangaptsl u kauectBo", 2008. — 192 c.
10. Schein E. H. Organizational Culture
and Leadership / E. H. Schein. — 3rd ed. —
Wiley Publishers, 2004.

11. Schormerhorn, Jr.J. R. Managing
Organizational Behavior /
J. R. Schormerhorn  Jr,, J. G. Hunt,
R. N. Osborn. — 5th ed. — John Wiley &
Sons, Inc., 1994.

12. benouu P. M. Komannpe:
MeHemkepoB.  CekpeTbl  ycmexa W
npuunHbl Heyaad / P. M. benbun; mep. ¢
anri. — M.: HIPPO, 2003.

13. IIymxkap O. I. ®opmyBaHHS BUMOT 10
opraHizaiifHux  3MiH Ha  OCHOBI
CYy4aCHHUX TEHICHLIA MEHEeIKMEeHTy /
O. L. ITymkap, O. L. [InetHroOB //
VYnpaiinHg po3ButkoM. — 2011. —
Ne2(118).—C. 116-118.



