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Abstract: Organizations are dynamic systems that 

continuously change and improve their activities in order to 
achieve sustainable development. They perform a variety of 
initiatives that aim to improve their competitiveness by 
changing the critical or inefficient business processes that do 
not add value to their development. This article is trying to 
highlight some key aspects in the selection of initiatives for 
diagnosis, development and management of organizational 
change.  

Index terms: change, diagnostics, preparation, management. 
 JEL: L22, M14  

 
 

I. INTRODUCTION  
 

The organizational change is a complex phenomenon 
that has become more important in the work of 
contemporary organizations, especially today in the 
knowledge-based economy (D. Stoyanova, 2013, pp. 252-
261). Managers need to quickly and adequately respond to 
a changing business environment and to adapt the 
companies that they manage to the turbulent market 
conditions. This is a difficult process that depends not only 
on the available resources, but also on other important 
factors - human capital, rational philosophy of 
organizational change, an appropriate model for its 
implementation, etc.  

 
 

II. INITIATIVES SELECTION 
PHILOSOPHY FOR ORGANIZATIONAL  

CHANGE  
 

In the literature dealing with this topic (I. Stoyanov, 
2012b), 2012, pp. 20-22) the authors describe three 
management philosophies organizational change – 
improving, redesign and reengineering. These are 
interdisciplinary in nature and concern different aspects of 
its implementation as (K. Anguelov, 2004, с. 52-71; I. 
Stoyanov, 2008, с. 27-66; I. Stoyanov, 2012b, pp. 20-22):  

The improvement of business processes refers to a 
change that does not go beyond the frames of the generally 
accepted standards for improving their efficiency.  
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The improvement of business processes does not require 
much effort for their optimization and does not lead to 
resistance on behalf of the staff. It stimulates the social 
activity of the people by combining them into a team. It 
also encourages the team decision making.  

The redesign of business processes is suggested and 
implemented as a project to enhance their efficiency. The 
result is directed to their corporate renewal. The aim is to 
adapt programs to renovate business processes 
(rationalization, modernization, reconstruction, 
transformation and more. It updates and renews the 
business processes in two ways - with little risk and low 
(to medium) indicators at the efficiency of their 
amendment/change.  

In the process of reengineering the existing 
organizational business processes are completely removed 
and are replaced by new ones. It helps break the old habits 
in the management of business processes. This activity is 
associated with a significant risk, corporate problems and 
staff resistance. Integrating reengineering in the business 
of the organization is a solid guarantee for increasing the 
efficiency of its operation. The aim is to create an 
appropriate basis for establishing priorities, to reduce the 
costs and to use all the resources in the most optimal way.  

These philosophies for the implementation of 
organizational change are tied to certain activities, such as 
(I. Stoyanov, 2012a, pp. 56-58):  

 
1. The Human Factor  

In the improvement and redesign there are everyday 
tasks for improving the indicators of economic activity. In 
Reengineering and business processes management (BPM) 
people play an essential role. The radical changes require 
reduction of staff which creates resistance. This leads to 
opposition between leaders and associates/counterparts. 
The latter are often convinced of the benefits of 
reengineering, different competencies that stress people 
are even required, they can also be urged them to act 
impulsively (or aggressive). In BPM is not a problem 
because they involve people with diverse and different 
skills (especially in the field of information and 
communication technologies).  

 
2. Organizational Culture  

It is a barometer for determining the values, the 
perceptions and roles of the human factor. BMP, 
improvement and redesign create the necessary culture of 
the process that does not require fundamental changes. 
Reengineering creates a process culture that requires a new 
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outlook on conducting business. It takes advanced rules 
for radical change in business processes - human behavior, 
way of thinking and acting.  

 
3. Business Processes  

In MBP software solutions are used. The object of the 
optimization could be the processes that are not 
interconnected, and run in different departments. What 
unites them is the information technology. In redesigning 
the problematic processes are explored. Those that do not 
add value are reported and noted. Then measures for 
improvement are taken. Reengineering covers the macro 
processes. The aim is through as-is analysis to determine 
which ones are critical for the sustainability of the 
organization. Mechanisms to dramatically increase 
efficiency are sought, they also aim at minimizing the 
costs and quicker return on investment. This can be done 
by eliminating the inefficient processes and the new to-be 
new business model is designed and implemented.  

 
4. Technology 

Most organizations are aiming at the processes. They 
are also technologically-oriented. This allows them to 
optimize their business processes and achieve global 
results. In BMP, people and technology have equal 
importance. Various software products for optimization of 
business processes are used. In the improvement and 
redesign, they are not binding and obligatory, but in 
Reengineering – their usage is often recommended. 

When organizational changes are made, it is essential 
that information should be structured according to the 
objectives of the performed activities.  The managers in 
the organization should receive accurate information about 
the nature of the changes. It is possible to use a number of 
information systems that optimize the information and 
communication processes that synthesize  the operating 
procedures in an automated process, so to utilize the 
resources rationally (K. Anguelov & I. Stoyanov, 2012, 
pp. 17-19).  

 
 

III. INITIATIVES TO DIAGNOSE THE 
STATE OF THE ORGANIZATION  

 
A variety of tools can be used to make a diagnostic 

analysis of the current state of the organization .Some 
traditional ones are related to questions and surveys, 
analysis of positions, presenting the structural components 
of the organization and others. The more important 
features in this area are as follows (J. Terborg, G. Howard 
& S. Maxwell, 1980, pp. 109-121; M. Hannan & J. 
Freeman, 1984, pp. 149-164; W. Orlikowski, 1996, pp. 63-
92):  

● Development of questions and polls  
One of the first initiatives to establish the current 

state of the organization is to diagnose and strictly assign 
the roles and functions of the staff which requires 
conducting a survey for managers, supervisors and 
workers. For this purpose, there are specific questions that 

cover the following areas (E. Dale, 1952, p. 135): name, 
department, division, title and position, supervisor (if any), 
rights, duties, responsibilities, etc.  

● Analysis of the positions in the organization  
The information form the survey is a good basis to 

analyze the positions within the organization and their 
specificity to be defined. Primary importance is given to 
the specifics of each position and its relationship with the 
other, i.e. the real interaction. Usually a job description 
covers information on the functions, the responsibilities 
and authority of the people in the structure, the level of 
competence and others. (G. Hall, 1956, p. 63).  

● Description of the organizational structure  
To define the specificity of the organizational 

structure, it is graphically presented by setting the basic 
functions and relations of power for a certain (researched) 
period. The analysis needs to be simple and the charts - 
clearly presented in order to avoid needless complicating 
of organizational activities and relationships. Usually the 
organizational structure is depicted vertically and shows 
the available hierarchy - from top to bottom.  

The analysis of the formal organizational system is the 
base that leaders of the organization use to diagnose 
weaknesses and critical moments (business processes) that 
should undergo some changes. Thus the deviations from 
pre-planned objectives can be corrected.  

 
 

IV. TRAINING INITIATIVES FOR 
ORGANIZATIONAL CHANGE  

 
Before taking any initiatives for applying the 

organizational change, it is necessary to diagnose the 
ability of the target which has been set. This includes 
several aspects, the most important of which are the 
following (J. English & A. Marchione, 1977, pp. 88-94; G. 
MacKechnie, 1978, pp. 22-37; M. Beer & A. Walton, 
1987, pp. 339-367):  

● Creating/Building a team for organizational 
change  

In order to be effective, the change is necessary to 
create a team that will participate in its implementation. 
Qualified personnel is selected. They should have 
experience and motivation to participate in the planned 
amendments. An appropriate structure is created and 
proposed by the team, with the result of which the roles 
are distributed between participants. The process depends 
on various factors such as the nature of the modification of 
the program type, the resources available, etc.  

● Define the scope and objectives of the 
organizational change  

To be effective, the change in the organization, the 
management should have preliminary indications of 
problem areas and priorities for its implementation. This 
requires to identify some key issues, the most important of 
which have the following meanings: how will be made the 
diagnostics on  the critical processes? who will be 
responsible for the analysis of these processes? what will 
be the recommendations for the selection of initiatives for 
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change? what effect is to be expected form the 
organizational change?  

● Generating information for carrying out  the real 
organizational change  

Once the scope and objectives of the change are set, the 
task of top management is to form a team that will 
generate the necessary information. The change must be 
based on reliable data, not on assumptions, that may 
mislead management to invest time and resources on 
unnecessary or useless initiatives. The collection of data is 
a difficult process because each organization is a dynamic 
system, constantly changing its position and status, which 
may vary in different levels - from low efficiency to high 
efficiency. Here, the data on the performance of the 
organization from past years benefits the analyzers, its 
current performance (profit, sales, etc.), available assets, 
number of staff, etc.  

● Evaluation of the resistance of staff against 
organizational change  

Resistance of the staff against organizational change is a 
dangerous phenomenon that must be diagnosed and 
evaluated. The levels in this respect can be grouped as 
follows ((I. Stoyanov, 2012, с. 82-111):  

a) According to the scope of the manifestation  
- individual, group, organizational.  
b) According to the perception of personality  
- constructive, inert, destructive.  
c) According to the technology used  
- negative, neutral, positive.  
d) According to the level of its manifestation 
- average, weak, strong.  
● Development of alternative plans for 

organizational change  
The effectiveness of the change management of the 

organization should have a backup plan in case of 
unforeseen and unpredicted circumstances. It is necessary 
to create alternative plans that reflect the main priorities of 
the planned amendments/changes. Even if there are gaps 
in the master plan, its modification will be easier and cost 
effective if key components of alternative plans are used.  

● Selecting the corresponding plan and 
organization for its implementation  

In implementing the change it is necessary to follow a 
plan that will best match the specific (problem) situation. 
The management of the organization must take into 
account the advantages and disadvantages of the plan, and 
if necessary - to modify its structure. This is a reasonable 
process because there are circumstances requiring changes 
in various aspects of the organization (structure, 
technology and systems).  

 
 

V. INITIATIVES FOR MANAGING THE 
ORGANIZATIONAL CHANGE 

 
Once you choose the option for change which will have 

a positive impact on the competitiveness of the 
organization, the management needs to take initiatives to 
manage it. This requires developing a program for the 

implementation of the change which generally comprises 
the following steps (P. Spencer & C. Sofer, 1964, pp. 26-
47; A. Martin & D. Hawver, 1979, pp. 22 - 25; E. 
Abrahamson, 2000, pp. 75-79; (D. Stoyanov, 2014, с. 289-
292):  

● Overcoming the conflicts and the interests of the 
staff  

The success of the change will largely depend on how 
the senior management of the organization has created an 
organizational climate for this purpose. This means to 
eliminate the contradictions between the parties 
(employees and managers) and to reduce the ambiguity of 
objectives and priorities for the planned changes.  

● Training strategy for staff training  
The change of activities and business processes in the 

organization will not be effective if it does not involve the 
training and preparation of the participants to perform their 
tasks. Training programs are created which cover a variety 
of initiatives to enhance the competence of the human 
factor in the sphere of the organizational change. Different 
methods, such as simulation in a real environment, job 
rotation, coaching, consulting and more are used.  

● Communication with the staff and motivation  
The management of the organization should 

communicate with the staff during the change. This 
process has two dimensions – at one hand- the managers 
get informed about the attitudes and behavior of the staff 
and on the other hand – they are informed about the other 
upcoming initiatives or difficulties that may arise (P. 
Grant, 1996, p. 4).A much larger effect is achieved when 
managers maintain an open dialogue with the people about 
the realities of the change and prospects for its 
implementation. Also a major factor in this respect is the 
motivation and stimulation (morally and financially) of 
personnel. 

● Implementation of the change  
The implementation of change is a process that requires 

a smooth transition from one state to another without 
impacting negatively on the current functioning of the 
organization. The role of the team is to improve (refine 
and make perfect) the critical activities for the 
organization and business processes, but this should not 
negatively affect the others. (those that are working 
effectively).  

● Feedback on results  
The managing staff of the organization must be sure that 

the implementation of the change will achieve the desired 
effect, i.e. will increase the efficiency of business. A 
monitoring is performed, which aims to establish how 
effective the results of the change have been. In case of 
positive indicators from the analysis of the results change, 
the change is considered successful.  

 
 

VI. CONCLUSION  
 

The effectiveness of the organizational change depends 
on various factors and initiatives that have a significant 
importance and influence for the outcome of its 
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application. This requires to make effective diagnosis and 
preparation , which are important fragments of the 
Sustainable Development Strategy. The change also 
requires effective management, which is a prerequisite for 
generating positive results from the efforts of people to the 
change critical activities and inefficient business 
processes. 
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