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Abstract. Nowadays, any organization faces external
/| challenges and changes and the organizational development has

been seen as an important tool in managing and planning
organization growth. Organizational development works to
improve organizations and balance the strengths and weaknesses
of a business that is extremely imperative and should not be
overlooked. The organizational development has been defined as
an effort that is planned at organization level and starts from the
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top of the organizational hierarchy in order to enhance the
organization’s effectiveness through planned interventions in

JEL classification: organizational ~ processes. The paper emphasizes the

L25 organizational climate, organizational culture, organizational
structure and organizational strategy as the key components of
organizational development. The situational assessment,

UDC: intervention planning, implementing the intervention, data

658 gathering, results analysis and feedback have been determined as

the main steps in the organizational development process. The
human process interventions, techno-structural interventions,
human resource management interventions and strategic
interventions have been identified as the main categories which
lead to organizational improvement. The impact of
organizational development interventions on company
performance has been studied and the organizational
development performance metrics have been proposed in the
article.
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1. Statement of the problem.

Any organization must quickly react to environmental challenges, whether from
competing companies or economic disruptions. The business world changes constantly.
Successful businesses have long used a process called organizational development to adapt to
these changes, increasing their effectiveness and making the most of their resources.
Organizational development is not simply what businesses do to change and grow or to react
to external factors. Organizational development is a strategic process of organizational
improvement, addressing an organization's changing needs through careful assessment and
planned intervention. Thus, the explanation of the importance of organizational development
and its components, identification of major steps in the organizational development process
and the study of organizational development performance metrics are relevant to the
sustainable development of the organization.

2. Analysis of recent research and publications.

A challenging task of any business is to balance the strengths and weaknesses of a
business that is extremely imperative and should not be overlooked. Thus, some scientific
researchers [1, p.85-120], [4, p.62-115], [9, p.31] have explained the theoretical issues related
to the essence of organizational development, the other authors [3, p.205-280], [6,p.185-260],
[8, p.9-16] have investigated the roles of human resources in organizational development and
the difference between human resources and organization development. Of the various
scientific thoughts, the psychological aspects of organizational development have been found
to be an effective method for managing the organizational change successfully [11], [12].
Thus, many scientific researchers [2,p.300-420], [10,p.242-315] have studied the
relationship between organizational development and organizational change.

3. Unsolved aspects of the problem.

However, a problem of explaining the key components of organizational development,
the organizational development process, the types of organizational development
interventions and the organizational development performance measurement are not being
completely covered, which determines the need for its deeper study.

4. Task formulation.

The goal of this article is to explore the organizational development process and
organizational development performance. The main tasks are: to explain why organizational
development is important to businesses; to identify the key components of organizational
development; to explore the steps in organizational development process; to study the impact
of organizational development interventions on company performance.

5. Main material exposition.

Every organization has opportunities for improvement. That's why the organizations
must quickly react to internal and external challenges, whether from competing companies to
management or financial changes. The business world changes constantly. Successful
businesses have long used a process called organizational development to adapt to these
changes, increasing their effectiveness and making the most of their resources.

Organizational development is an effort that is planned at organization level and starts
from the top of the organizational hierarchy in order to enhance the organization’s
effectiveness through planned interventions in organizational processes, using knowledge of
behavioural sciences.
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Analyzing scientific works on the definition of organizational development, it was
concluded that the organizational development is an answer to change, a complex strategy
intending to modify the organization’s internal environment, so that it may adapt more easily
to the new technologies, to the new market challenges, as well as to the nowadays stunning
rate at which change takes place.

There are four key components of organizational development necessary to improve
efficiency and expand productivity:

1) organizational climate covers some attitudes and beliefs about organizational
practices that influence member’s collective behaviour through leadership, openness of
communication, participative management, role clarity, and conflict resolution, leader support
and leader control;

2) organizational culture is deeply seated behavioural norms, assumptions, values
and behavioural patterns that influence on organization’s effectiveness [7, 165-210 p.];

3) organizational structure is a subject to change because the roles, power and
responsibilities vary between the different levels of management and alter in a hierarchy
within an organization;

4) organizational strategy deals with the changes and interventions that come to
business in many forms: growth, diversification, integration, retrenchment or stabilizing.

Organizational development process is a process of continuous diagnosis, action
planning, implementation and evaluation, with the goal of transferring knowledge and skills
to organizations to improve their capacity for solving problems and managing future change
[9,12p.].

Problem identified

v
Situational assessment

v
Action planning

v
Feedback Implement plan

A v
Gather data

v
Analyze results

v

A 4

A

Fig. 1. Organizational development process

Organizational development process is based on the action research model which begins
with an identified problem or need for change. The process proceeds through assessment,
planning of an intervention, implementing the intervention, gathering data to evaluate the
intervention, and determining if satisfactory progress has been made or if there is need for
further intervention. The process is cyclical and ends when the desired developmental result
is obtained.

There are the following steps of organizational development process [9, p. 14-20]:

1st step: Problem identification - the organizational development process begins when
an organization recognizes that a problem exists which impacts the organization’s efficiency
or the top executives have a vision of better way to improve the organization.
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2d step: Situational assessment could be conducted through documentation review,
organizational sensing, focus groups, interviewing, or surveying by outside experts or by
members of the organization.

3dstep: Action planning refers to mapping out an intervention, determining its nature
such as training and development, team interventions, structural interventions, or individual
interventions.

4th step: Plan implementation contains a detailed listing of activities, costs, expected
difficulties, and schedules that are required to achieve the objectives of the strategic plans.

S5thstep: Data gathering - during and after the implementation of the intervention,
relevant data should be gathered. The data gathered is used to estimate the change goals. For
example, if the intervention were training and development for individual employees or for
work groups, data to be gathered would measure changes in knowledge and competencies.

6th step: Results analysis is the final data that is used to determine the effectiveness of
the intervention and to determine if the intervention met its goals.

7th step: Feedback shows if the intervention met its goals, then the process can end,
which is depicted by the raising of the organization’s development. If it did not, the decision is
made whether to continue the cycle and to plan and carry out another intervention or to end
it.

Next, consider the definition of the organizational development intervention and what
types of interventions could be held in the organization. Organizational development
interventions are the set of structured activities where the organizational departments
perform a series of tasks which lead to organizational improvement [5. p.39]. Organizational
development interventions include the following categories:

1. Human process interventions deal with interpersonal relationships and group
dynamics. The following interventions deal with human processes:

- process consultation is an organizational development technique in which facilitator
works closely with manager on the job to help manager improve interactions with other
group members;

- team building is an organizational development technique in which facilitator first
observes interactions of group members and then helps them become aware of ways to
improve their work interactions;

- intergroup training is an organizational development technique that uses team
building to improve work interactions of different functions or divisions, groups or
departments in organizations;

- organizational mirroring is an organizational development technique in which
facilitator helps two interdependent groups explore their perceptions and relations in order
to improve their work interactions;

- organizational confrontation meeting is an organizational development technique
that brings together all managers of an organization to confront issue of whether organization
is effectively meeting its goals. This method mobilizes organization members to identify
problems, set action targets, and begin working on problems;

- large-group interventions is an organizational development technique that involve
getting abroad variety of stakeholders into a large meeting to clarify important values, to
develop new ways of working, to articulate a new vision for the organization, or to solve
pressing organizational problems [5. p.39].

2. Techno-structural interventions deal with an organization’s technology (for example,
its task methods and job design) and structure (for example, division of labour and hierarchy).
They include:

- structural design: this change process concerns the organization’s division of labour
- how to specialize task performances. Diagnostic guidelines exist to determine which
structure is appropriate for particular organizational environments, technologies, and

64



ISSN 2223-3822 © Socio-Economic Problems and the State, Vol. 18, No. 1, 2018

conditions;

- downsizing: this intervention reduces costs and bureaucracy by decreasing the size
of the organization through personnel layoffs, organization redesign, and outsourcing;

- re-engineering: this recent intervention radically redesigns the organization’s core
work processes to create tighter linkage and coordination among the different tasks;

- reorganization is an overhaul of a company’s internal structure. Companies go
through reorganization for various reasons. Purposes include improving efficiency, cutting
costs, repositioning the business, and dealing with corporate changes such as mergers and
acquisitions. The restructuring may involve changes to departments, business units and
employee roles, and often includes significant layoffs;

- work design: this refers to organizational development interventions aimed at
creating jobs, and work groups that generate high levels of employee fulfillment and
productivity [5. p.39].

3. Human resource management interventions deal with an organization’s employees.
They include:

- reward systems: this intervention involves the design of organizational rewards to
improve employee satisfaction and performance;

- career planning and development: it generally focuses on managers and
professional staff and is seen as a way of improving the quality of their work life;

- managing workforce diversity: important trends, such as the increasing number of
women, ethnic minorities, and physically and mentally challenged people in the workforce,
require a more flexible set of policies and practices;

- employee wellness: these interventions include employee assistance programs and
stress management [5. p.39].

4. Strategic interventions link the internal functioning of the organization to the larger
environment and transform the organization to keep pace with changing conditions. They
include:

- integrated strategic change: it argues that business strategies and organizational
systems must be changed together in response to external and internal disruptions. A
strategic change plan helps members manage the transition between a current strategy and
organization design and the desired future strategic orientation;

- trans organization development: this intervention helps organizations to enter into
alliances, partnerships and joint ventures to perform tasks or solve problems that are too
complex for single organizations to resolve;

- merger and acquisition integration: this intervention describes how organizational
development practitioners can assist two or more organizations to form a new entity;

- culture change: this intervention helps organizations to develop -cultures
(behaviours, values, beliefs and norms) appropriate to their strategies and environments;

- self-designing organizations: this change program helps organizations gain the
capacity to alter themselves fundamentally. It is a highly participative process, involving
multiple stakeholders in setting strategic directions and designing and implementing
appropriate structures and processes [5. p.39].

Once the intervention is chosen, planned and implemented in the organization the next
step is to assess the organizational development performance. Organizational development
performance comprises the actual output or results of an organization as measured against its
intended outputs (or goals and objectives). Organizational development performance
encompasses three specific areas of outcomes [10, p.265]:

- financial performance (income, profits, return on assets, return on investment, etc.);

- product market performance (sales, market share, inbound marketing return on
investment, etc.);

- employee performance (labour productivity, training investment ratio, return on
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investment in human capital).

Organizational development performance measurement is the process of collecting,
analyzing and reporting information regarding the performance of an individual, group or
organization.

A number of indicators have been proposed for measuring the impact of techno-
structural interventions:

- Economic effect of techno-structural interventions (TSI) is defined by subtracting
the annual techno-structural costs from annual income:

Economic effect_TSI = Annual income - Annual costs_TSI (1)

- Annual income of techno-structural interventions is defined by adding the annual
income after each techno-structural intervention.

- Annual techno-structural costs are defined by adding the costs dealing with design
and implementation of techno-structural interventions.

Annual costs_TSI = Design Costs + Implementation Costs (2)

The common metrics have been pointed out to measure the impact of human resource
management interventions:

- Return on investment in human capital (HC) is the ratio of the net revenue to the
employment cost (3):

Return on investment in HC = Net revenue / Employment cost (3)

- Training investment value is the ratio of the total training investment to the
headcount (4).

Training investment value = Total training investment / Headcount (4)

- Return on investment of training program (TP) is the ratio of the net program
benefits (net profit) to the training program costs.

Net program benefits
TP costs

Return oninvestment of TP = *100% (5)

- Net program benefits (net profit) are defined by subtracting the training program
costs from the program benefits.

Any organization strives towards a meaningful and informative metrics for
organizational development interventions. Performance metrics could be altered and adapted
as the organization’s environment, strategies and interventions changed. Thus, the
organizational development performance measurement is important tool to assist making
decisions and to understand progress towards meeting the planned outcomes.

6. Conclusions.

From the above, we can emphasize that the organizational development can be used to:
improve organizational effectiveness while adhering to the organization’s culture and values;
maximize employees’ potential and help them amplify their contributions in furtherance of
the organization’s success; assess what is happening within an organization and then conduct
an intervention to try and create positive change; align human behaviour with the
organization’s strategy, structures, processes, business objectives; and promote the
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organization’s values throughout the workplace.

Organizational development performance measurement supports and enables
achievement of an organization and planned interventions objectives. Thus, an effective
performance management focuses an organizational growth, work process, product
innovations and organizational change.
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AHoTauia.: B cyuacHux ymosax 6yodb-siKa Op2aHi3ayisi 3a3HAE 3HAYHO20 6NAUBY
306HIWHIX ¢akmopis, a opeaHi3ayiliHUll po368UMOK p032150aEMbCsl  SIK  8AMCAUBULL
[HcmpymeHm 8 ynpae/iHHI ma NAAHy8aHHI 8axcaueux 3miH 8 opzauizayii. OpzauizayitiHutl
po38umok 00380/5€ 8upiulysamu Ha2a/AbHI npobsemu, 800CKOHA/IKWEAMU pi3HI acnekmu
opeaHizayii, waaxom 36a4AHCY8AHHA ii CUIbHUX ma caabkux cmopiH. B cmammi daHo
BU3HAYEHHS1 0P2aHI3ayiliHO20 PpO38UMKY SIK YIAecnpsMO8aHO20 3YCUNIS, 3aN0OYAMKOBAHO20
suUWUM pigHeM Op2aHi3ayiliHoi iepapXii ma cnpsimMoeaHo20 Ha nidsuujeHHs1 epeKmugHocmi
pobomu, W/SIXOM 8NPOBAONCEHHA 3ANJAAHOBAHUX Op2aHI3ayiliHO-MeXHIYHUX 3axodis.
BcmanossaeHo, wo opeaHidayiliHull kKaimam, opeaHizayiliHa Kyabmypa, opeaaHi3ayitiHa
cmpyKmypa ma opzaHizayiliHa cmpamezisi € 0CHOBHUMU KOMNOHEHMAMU 0p2aHi3ayiliH020
po3sumky 6yduv-sikoi opeaHizayii. B cmammi 8uokpem/1eHo 0CHO8HI emanu op2aHi3ayiliHo2o
po3sumky, maki sK: OYIHKa ICHyH4oi cumyayii, NAAHY8aAHHA OpP2aHI3ayiliHO-MeXHIYHUX
3axodis, 8npoeadiceHHs 3axodis, 36ip HeobXxidHOI iHopmayii, aHaai3 pe3ysbmamis ma
380pomHill 38's30k. BusHaueHo psi0 opeaHizayiliHo-mexHiuHull 3axodis, siki eedymb do
nidsuujeHHs1 epekmu8HOCMI 0p2aHi3ayitiHo020 po38UMKY, ceped sIKUX MexXHIKO-MexHO/10214HI,
cmpameeziuHi 3ax00uU, a MAKoXC 3ax00u 045 B00CKOHAJ/EHHSI YNpPAB/AIHHS NEpPCOHA/0M.
Hocaidxiceno enaue opzaHizayiliHo-mexHiYHUX 3ax00i8 Ha Op2aHi3ayiliHuil po3eumok ma
BUOKpEM/1eHO psi0 NOKA3HUKI8 0151 OYIHHBAHHS 11020 echeKMmuUB8HOCMI.

Knw4oBi cioBa: opeaHizayiiiHull po3sumok, emanu o0p2aHi3ayiiiHo20 po38UMKY,
Op2aHi3ayiliHo-mexHiYHI 3axo00u ma epeKmu8HIiCMb 0pP2aHi3ayiliHo20 poO38UMKY.
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AHHOTauMa. B cospemeHHbIX yca08usX /064 0Op2aHU3ayusi Ucnbimbvleaem
3Hayume/abHoe  BJAUSIHUE  BHEWHUX  ($akmopos, a  Op2aHU3aAyUOHHOE  pa3sumue
paccmampusaemcsi KAk 8aXCHulU UHCMPYMEHmM 8 YnpaeseHuu U NJAAHUPOBAHUU BANCHBIX
usMeHeHull 8 opeaHudayuu. OpzsaHU3ayUOHHOE pa3eumue no38o/siem peuwams HACYWHbIE
npob/eMbl, COBEPUIEHCMB08AMb PA3AUYHbIE ACNEKMbl OP2AHU3AYUU, NyMeM COaNaHCUPOBAHUS
ee CU/bHbIX U C1a6blX CMOPOH. B cmambe daHo onpedesieHue opeaHu3ayuoHHO20 pazeumusi Kak
yes1eHanpasAeHHo20 YCuausi, OCHOBAHHO20 8bICUIUM YPOBHEM Op2aHU3AYUOHHOU uepapxuu u
HANpase/neHHo20  HA  nosbluleHue  3PgPekmusHocmu  pabomsbl  nymem  8HeOpeHUusl
3an/AHUPOBAHHbBIX  OP2AHU3AYUOHHO-MEXHU4YeCKUX Meponpussimull. YcmaHogneHo, umo
0pP2AHU3AYUOHHbLIU KAUMAm, Op2aHU3ayUOHHAS KY/aAbmypd, Op2aHU3AYUOHHAS cmpykmypa u
O0p2aHU3AYUOHHAS cmpameausl s18/5110Mcsi OCHOBHbIMU KOMNOHEHMAMu O0p2aHu3ayuUoHHO20
pazsumus 11060l opzaHuzayuu. B cmamve 8videsneHbl 0CHOBHblE 3MANbl OP2AHU3AYUOHHO20
pazeumusi, makue Kak: OyeHKa cywecmsyrouell cumyayuu, naaHuposaHue op2aHu3ayuoHHo-
mexHu4eckux meponpusimutll, gHedpeHue meponpusmull, c60p Heo6xo0dumol UHPopMayuu,
aHa/au3 pe3ysabmamos u obpamuasi ces3b. OnpedeseHo psid 0p2aHU3AYUOHHO-MEXHUYECKUX
Meponpusimutl, edywjux K nogbluieHu sgpghekmusHocmu op2aHu3ayuoHHO20 pazeumusi, cpedu
KOMOpbIX: MEXHUKO-MexHO/02uveckKue, cmpamezauveckue Mepbvl, a mMakKxice Mepbl no
C08EpUIEHCMBOBAHUK ynpasieHusi nepcoHasnom. Hccaedo8aHo 6ausHUE O0p2aHU3AYUOHHO-
MexXHU4ecKuX Meponpusimull Ha Op2aHU3ayuOHHOe pasgumue U 8bldeseHOo psid nokasamesel
0151 oyeHKu ez2o agpghekmusHocmu.

KiloueBble cji0Ba: opzaHusayuoHHoe pasgumue, 3Imansl 0P2AHU3AYUOHHO20
pazsumus, 0p2aHU3aYUOHHO-MEXHUYECKUE Meponpusimust u agpdpekmusHocmo
0p2aHU3aYUOHHO20 pa38uUMusl.
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