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INTRODUCTION

Ukrainian enterprises, during the implementation of
operational, financial, and investment activities, are con-
stantly faced with the variability of the environment due
to transformational processes that are constantly taking
place at the level of the world economy, the Ukrainian
financial and economic system, sectoral markets, etc. In
the long run, the tendencies of changes for Ukrainian
enterprises are [1]: “Ukraine’s accession to the European
Economic Space; implementation of projects to harmo-
nise the Ukrainian national standardisation system with
the requirements and rules, according to which the sys-
tems of national standardisation of the European Union
members are functioning; implementation of energy
and resource-saving programs as a priority direction of
the country economic security development; the digital
transformation of the country economic system; transition
to the digital basis of many organisational, structural,
and financial-economic relations between economic enti-
ties; deregulation and institutional changes of the econ-
omy; the influence of economic cycles, structural trans-
formations caused by events in the east of the country”.
Changes constantly affect all spheres of enterprises ac-
tivity. They influence all factors of future development,
and also have different directions. That is, changes can
influence enterprises in a positive aspect (transforma-
tion of the institutional environment [2], changing the
regulatory framework due to the transition to European
product quality requirements [3]), and in a negative as-
pect (COVID-19 epidemic, etc.). To develop effectively, to
use favorable trends, and confront negative challenges,
enterprises need to change, transforming the operational
system in response to external environment impacts, even
ahead of them. That will help to ensure their own sur-
vival and sustainable development in the long term. But
the uncontrolled changes can threaten the existence of
the enterprise even more than external influences, so the
actual direction of economic science development today
is change management.

For successful implementation of changes in the
system of strategic management, business entities need to
change the approach to management, involve personnel
support, form an effective organisational structure, pro-
mote changes in corporate culture, and establish links
between all management chains for effective communica-
tion.The paper[4] notes:“the implementation of changes
is a complex process, which is not always successful due
to different reasons. Failures in most change processes
can be caused by poor communications and connections,
underestimation of the amount of necessary preparation
for change, and the main goal of the study is to identify
key steps that can improve change management”. It is
also important to emphasise the importance of change
management not only at the level of individual enter-
prises but also for the implementation of projects in
different sectors of the economy. Thus, in the article [5]
it is noted that ‘change management plays an important
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role in improving the success of projects. Flexible project
management provides new management opportunities
based on the adoption of changes as an inevitable com-
ponent of the project management process in the con-
struction sector”. One can agree with the authors of the
article that change management should be implemented
at all levels of management and areas of activity of en-
terprises.

Change management is a relatively new direction
of economic development and enterprise management,
which along with the most pressing tasks of the present
day, for example: ensuring sustainable development [6;
7], digital transformation of construction [8; 9], resource
and energy saving [10], assuring long-term competi-
tiveness [11-13], transition to industry 4.0 and 5.0 [14].
But the scientific studies, which are conducted in this
direction, are trying to solve one of the most urgent tasks
of economic science - providing opportunities for en-
terprises to implement adaptation to constant changes
and transformations of the external environment. As a
result of the change management process, enterprises
should gain greater operational efficiency and/or pro-
ductivity, while creating additional competitive advan-
tages and gaining new perspectives and platforms for
further development. The urgency of change management
research is indisputable and has great prospects for de-
velopment, therefore the purpose of the study is to build
the dependence between the ability to transform enter-
prises and adaptive capabilities of enterprise person-
nel - the main driver of change management. In phase
two, we have to identify internal factors that form the
list of change factors (on the example of construction
enterprises).

LITERATURE REVIEW

The issue of change management at enterprises is con-
sidered in numerous scientific works, which are focused
on solving tasks on revealing changes and their conse-
quences within the framework of construction projects [15],
simulation modeling of changes [16], identification of
factors of change management success at the level of
realisation of construction mega-projects [17] and factors,
which lead to changes in construction enterprises [18]
the influence of organisational culture on the efficiency
of construction enterprises [19-21], leadership [22-24]
and support for changes by management staff [25; 26],
a clear plan for implementation of changes [4] practical
aspects of implementing changes [27], search for solu-
tions that will provide the best flexibility and response
to changes [5].

The article [12] analyses and groups the changes
and their factors at the construction stage, which are
grouped according to the degree of impact, the time of
implementation,the person responsible for change man-
agement, the reason for changes, the renewable or non-
renewable resources, the type of contract, the stakeholders’
interest, as well as shows the impact of changes on key

Scientific Horizons, 2021, Vol. 24, No. 10

73



74

Assessment of the influence of adaptability factors on the effectiveness of managing changes...

elements of the project and gives recommendations, which
will minimise the consequences of unwanted changes for
stakeholders. In the paper [16] it is stated that the pro-
cesses of change management may fail due to depen-
dence on the human factor, and also proposed the use
of automation systems for change management in order
to reduce the “human factor” influence. The authors of
the work [17] identified eleven factors that ensure the
efficiency of change management in construction proj-
ects. Namely: accumulation and application of technol-
ogies, innovations, application of specific management
system, organisational regime and structure, support from
management staff, implementing of project culture, social
behavior, corporate reputation, and fulfillment of social
obligations in five categories (project environment, con-
struction opportunities, organisation, positive culture and
behavior, as well as requirements for sustainable devel-
opment).The study[18] presents a number of factors that
lead to changes, among which authors distinguish the
following: “increased competition, new laws and regula-
tions, organisational growth, economic crises, support from
top management,and clear planning of changes are factors
of successful change management”.

The paper [19] examines the impact of organisa-
tional culture, learning, and knowledge management sys-
tems on the effectiveness of construction, and authors
of [22; 25; 26] emphasise the importance of leadership,
motivation, and support of transformations at the level
of top management. The article [4] highlights critical
importance for successful implementation of changes

in the following steps: clear planning of the program of
changes, neutralisation of opposition, and formation of
new organisational culture. Anthony Mento, Raymond
Jones & Walter Dirndorfer [27] in their work consider
practical aspects of the implementation of the three most
famous change management models in the business,
including Kotter’s strategic eight-step model for trans-
forming organisations, Jick’s tactical ten-step model for
implementing change,and General Electric (GE)’s seven-
step change acceleration process model. In the work [5]
it is stated that the most effective decisions of flexibility
in change management are: permanent monitoring and
improvement of resources, flexible working process, client
participation, simplified communication, quick response
to requirements, constant learning.

Since most of the analysed papers emphasise the
importance of staff in change management, it is proposed
to use the widely used McKinsey 7-S model created by the
American authors’team, T. Pithers and R. Waterman as the
basis for assessing the company’s ability to transform [28].
This model gained wide popularity in the 1980-ies.The
advantage of the model (compared to other models of
the company’s microenvironment assessment) is that it
emphasises the importance of the human factor in the
company’s development and considers the structure of
the company not only on the basis of available material
values [29].

MATERIALS AND METHODS
The research is carried out in several stages (Fig. 1).

i

Choice of indicator for estimation of transformation ability of the enterprise “y

v

Defining a list of indicators that influence the transformational ability of the groups of the
model “7S”: Strategy, Skills, Shared Values, Structure, Staff, Systems, Style

A 4

v

The choice of influencing factors for each group x;... x,

v

Data processing by tools of Fuzzy logic

v

Identification of enterprise change management drivers

'

System of change management of the enterprise

A

Formation of a system of rules for belonging of an enterprise to a
group with a low, medium, or high level of transformation ability

Figure 1. Conceptual model for determining the impact of staff adaptability on enterprise transformation

The first stage of the model is the assessment of
the ability of the enterprise to change. Transformative
ability is proposed to be defined as the ratio of the effi-
ciency of the operational activities of the construction en-
terprise in the estimated period to the average efficiency
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of the operational activities of the construction sector
in the relevant period. This is due to a study hypothesis,
which assumes that the higher the ability to change the
enterprise is, the higher the effectiveness of its activity
compared to other competitors.




The second stage of the research is to determine
on the basis of the literature review the list of indicators
to be combined in the group according to the model “7S”
and to determine their influence on the transformation
ability of the enterprise on the basis of Fuzzy logic. The
system of fuzzy logical conclusion by means of the Mat-
lab Fuzzy Logic Toolbox application package was created
with the help of the system of fuzzy output of the Madami
type. In this case, systems like Madami are the result of
designing and learning a neurofuzzy hybrid model.

The third stage is the formation of a system of fuzzy
rules to manage the transformation ability of enterprises
and to identify change management drivers, due to which
changes can be accelerated or slowed down.

As a sample, the authors used data on 26 construc-
tion enterprises collected from open sources. A sample of
151 observations was studied.All the enterprises chosen
belong to section F of construction of buildings (section 41),
construction of buildings (section 42) by the Classifier of
economic activity types (KVED 2010). These enterprises
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carry out general construction works and road construc-
tion. Data on the activity of companies from 2007 to 2020
are used. Among the indicators that characterise the
development of enterprises are those that can describe
the ability to change the personnel of the enterprise. It
is assumed that the adaptation capacity of the construc-
tion enterprise “y” depends on the following factors:

P, - labor productivity in the investigated period (ratio
of revenue from sales of products to the average annual
number of employees of the building enterprise).

P, - the ratio of administrative expenses to wages in
operating expenses.

P, - the share of employees with higher education
in the total number of management staff.

P, - experience of management staff.

P, - the ratio of labor costs to wage costs.

For the hybrid network training, the authors used
a “hibrid” method with error level 0 and number of cy-
cles 40. For input factors x,-x, and integral y the model
“five inputs-one output” was obtained (Fig. 2).
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Figure 2. Model of influence of factors x,-x, on the transformation ability of the enterprise

The fuzzification can be provided by means of the
membership function of incoming variables, i.e., transi-
tion from numerical parameters of incoming variables
to fuzzy values of linguistic variables. That is, the mem-
bership functions for variables P, - P, which allow for
any value from a range of input data to determine its
degree of membership to a fuzzy set. To both input vari-
ables, the authors set three membership functions of
the “‘gaussmf” type (gaussian function), which sets the
combination of membership functions in the form of gauss-
ian curves and has the following appearance (1) [30; 31]:

1 x—c\2
#(P) = e_f'(T) (1)
where o and ¢ — numeric parameters, at the same time,
¢ - is the coordinate of the maximum, which coincides

with the mathematical expectation of the value in the
general assembly; o - is the concentration or stretching
coefficient that is determined based on the distribution
of the characteristics in the general assembly. The con-
centration coefficient influences “the transition point”, a
unique value for which the confidence measure is equal
to 0.5, reflecting the maximum uncertainty of the inves-
tigated factor in some term. The Matlab environment
does not explicitly state the formulas of the membership
functions, but instead presents a compressed notation of
the function’s parameters that are marked as an ordered
array of two numbers of the “‘gaussmf” type: [o, c].
Add-on “Anfis-editor” of Matlab environment de-
velop and test fuzzy conclusion algorithms with rules in
which the combination of input variable terms represents
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a complete set of all possible combinations of member-
ship functions of the input variable in the design system,
and not all of them may be used for further analysis. On
the basis of the selected rules, it is proposed to assess
the adaptive ability of the personnel, and also assess
the impact of factors P, - P, on the transformation ability
of the enterprise.

RESULTS AND DISCUSSION

The 7S model was developed by McKinsey employees
to assess the effectiveness of the organisation by pro-
viding a thorough analysis of seven key elements of the
firm: strategy, skills, common values (corporate culture),
structure, employees, systems, and style. The model name
“7S”is related to the fact that all of its components that are
to be evaluated start with the English letter S: Strategy,
Skills, Shared Values, Structure, Staff, Systems, Style (Fig. 3).

The key elements of the company, which are classi-
fied as “hard” and “soft”, are mutually dependent on each

other and thus jointly participate in change manage-
ment. The “hard” elements of the microenvironment of
the company are three components: structure, strategy,
and management system of the organisation. “Hard”
elements are the easiest to describe, evaluate, and therefore
easier to manage. The “soft” elements, which include all
other components of the model, are more difficult to man-
age and evaluate, but they can often provide a long-term
competitive advantage [33].

If the classic model is used to assess the effective-
ness of company management, to identify the basic com-
ponents of the effectiveness of any business, then the
offered model is adapted to the conditions of dynamic
changes, mainly focused on the ability of key elements
of business to adapt to changes, avoidance, resistance, or
confrontation to negative influences, taking into account
the positive trends for the enterprise in the formation and
implementation of development plans.

Structure

O

“Hard”
elements

Strategy

Skills

Systems

Staff

[3 ‘Sof‘t’ 9
elements

Figure 3. Graphic interpretation of McKinsey “75” model

Source: [32]

Based on the developed model, the authors pro-
pose to expand the interpretation of its elements by in-
corporating a number of business indicators that define

Table 1. Matrix of business indicators of producti

the content of each component of the model and in
general form a complex system of productivity changes
in the construction enterprise (Table 1).

vity of changes in the construction enterprise

(based on McKinsey “7S” model)

Model element Content of BP business indicator ?urre.nt B usiness
situation indicator
Availability of the shared values of the enterprise v,
Shared values | Corporate culture level v, \
Corporate social responsibility level V.
Flexibility of enterprise strategy S,
Competitiveness S,
Strategy S
Activity effectiveness S,
The level of adaptability of the construction enterprise S,

Scientific Horizons, 2021, Vol. 24, No. 10
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Table 1, Continued

Model element Content of BP business indicator Furre.nt B us'mess
situation indicator
Type of organisational structure T,
Structure The effectiveness of communication between top management T T
and employees of lower management level 2
Level of digitalisation T
Effectiveness of enterprise subsystem operation M,
Sustainability of the financial system of the enterprise M
System Efficiency of human resources use M M
Availability of systems of control, monitoring, and evaluation M
of business processes 4
Availability of corporate style Y,
Management style |4
Style - i : o Y
Availability of competition/cooperation between subdivisions Y,
Involvement of employees in decision-making Y,
Labor productivity P,
Ratio of administrative expenses to wages in operating expenses P
Staff Share of employees with higher education among management staff P P
Experience of management staff P,
Ratio of labor costs to wage costs P,
Ratio of number of employees who need new skills to the total number of K
employees 1
Frequency of personnel training
Skills Compliance of employees’ qualification with their positions K, K
Effectiveness of the advanced training system (ratio of number of employees
who have increased qualification to the number of employees who need K,
advanced training)

Source: developed by the authors

Using the indicators defined by each integral in-
dicator of the activity and development of the enter-
prise, the authors study the discrepancies and inconsis-
tencies between the elements of the general system of
operational management that is moving in the stream
of constant changes of the internal and external envi-
ronment.

Thus, using the developed system of business in-
dicators of productivity changes in the operational ac-
tivity of BP it is possible to find ways to improve inter-
nal business processes of the enterprise, optimise the
organisational structure, forecast possible changes of
each of the seven elements of the enterprise, correctly
carry out reorganisation, increase the level of efficien-
cy of resource use and optimise the staff and number
of employees, and also to determine the best way and
tools of realisation of the strategy of development of
enterprises in construction sector.

Within the framework of the conceptual approach
set out in the McKinsey model, it is proposed to determine
the ability of enterprises to change to use artificial in-
telligence tools, which are used as an effective means
of managing enterprises in the conditions of uncertainty
and environmental variability.

Since the purpose of the article is to study the
impact of staff adaptability on transformational oppor-
tunities of enterprises, only factors P, - P, are selected
as factors of influence on the result index, as shown
in Table 1. The system of fuzzy logical conclusion by
means of the Matlab Fuzzy Logic Toolbox application
package was created with the help of the system of the
fuzzy output of the Madami type. For the training of a
hybrid network, chosen method “hibrid” with error level
0 and number of cycles 40.As a result of the training of
a network, the error 0.076 percentage points was ob-
tained (Fig. 4).
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Figure 4. The gaussian membership functions for factor P1 “labor productivity”: a) “low labor productivity”;
b) “average labor productivity”; ¢) “high labor productivity”

Source: calculated by authors

Graphs (Fig. 4 a-c) present the gaussian mem-
bership functions for terms “low labor productivity”,
“average labor productivity”, “high labor productivity”.
As can be seen from Figure 4, the level of labor produc-
tivity among the analysed enterprises was ranging from
0to 1,115.000 UAH/person per year.

According to the graphs in Figure 4,the maximum
level of confidence regarding the high level of labor pro-
ductivity is 1,115.000 UAH/person per year. The highest
level of uncertainty about the high or average level of
labor productivity in the enterprises studied, which cor-
responds to a probability of 0.5, with the value of index
P, - 882,900 UAH/person per year. To achieve a high

level of staff adaptability to change, it is necessary to
achieve labor productivity above the average level, and
the membership function for this indicator goes like (2):

1 (P;—557.4\% .
& —5(ogen) JifP1<557.4

Mnec(Pl) =\e (2)
1,if P, = 557.4

Similarly, the membership functions are calcu-
lated for the factors P,-P_

Finally, the membership functions for the other
four indicators that characterise terms of type “enough
to provide transformational abilities of enterprises” are
systematised in Table 2.

Table 2. Membership functions for the other four indicators that characterise terms of type “enough to provide
transformational abilities of enterprises”

Indicator

Membership function

P, - the ratio of administrative expenses to wages in operating
expenses

1 /P,—0.676
{e_i'( 0.1822

1 (P,—0.858
fnee(Py) = { o2 (o157

[1,ifP, = 0.1822
1,if P, < 0.676

2
) Jif P,<0.1822

2
) JifP,>0.676
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Table 2, Continued

Indicator

Membership function

P, - the share of employees with higher education in the total
number of management staff

_1(P—1
tnec(P3) = 1€ 2(0.4247
1,if Py > 0.4247

2
) Jif P3<0.4247

P, - experience of management staff

1,if P, < 17.49
Hnec(Py) = { 1'(P4—4-2.2

2
AN v ),ifP4217.4-9

P, - the ratio of labor costs to wage costs

1,if Ps < 0.82

_ 1/Ps—082
e 2 0.05

Mnec(Ps) = {

2
) JifP520.82

Source: calculated by authors

By default, the “Anfis-editor” add-on of the Matlab
environment develops and tests algorithms of fuzzy con-
clusion with rules, in which combination of terms of in-
coming variables represents a complete set of possible

input

combinations of membership functions of the incoming
variable in the design system of Madami.Their substan-
tiation is given in combination with the description of the
rules' base of fuzzy logical conclusion (Fig. 5).

outputmf output

Logical Operations

and

@ °

not

Figure 5. The rules’ system of fuzzy conclusion

Source: calculated by authors

Since the system has three input variables, each
of which has two terms and three variables have two
terms, the maximum number of rules in the knowledge
base to the formulation of all possible dependencies
between factors and consequences should be 2°*32=72.
However, such a number of rules is superfluous because
it makes management difficult. Besides, not all rules are
necessary to adequately reflect the dependence between
inputs and output y. In particular, in the works [30, p. 312;
31, p.48] it is noted that the minimum number of rules
can be within 2-3% of their total number.

According to the information provided in the “Rule
Editor” dialog, the rules in the knowledge base are equal
to 1. In the final version, ten rules were selected that
reflect the main impact of the personnel on the trans-
formation opportunities of the enterprise.

The rules are formulated as follows (fragment):

1. If the labor productivity of employees is insuffi-
cient AND the ratio of administrative expenses to wages
in operating expenses is high AND the proportion of
employees with higher education is less than 47% AND

the average experience of management personnel is
more than 17.5 years AND the ratio of labor costs to
wage costs is low (less than 0.82) THEN ability to man-
age changes of the enterprise can be determined by
the formula: mf15=0.03468-P -+6.553-P,+2.3988-P,+
+11.33-P,+4.855-P,, 0.3359.

2.1f the labor productivity of employees is insuffi-
cient AND the ratio of administrative expenses to wages
in operating expenses is enough AND the proportion of
employees with higher education is less than 47% AND
the average experience of management personnel is
more than 17.5 years AND the ratio of labor costs to wage
costs is more than 0.82 THEN ability to manage changes
of the enterprise can be determined by the formula:
mf20=0.0147-P-+0.855-P,-0.011-P,+5.2-P,+0.3289-P,
0.1022.

3. If the labor productivity of employees is insuffi-
cient AND the ratio of administrative expenses to wages
in operating expenses is high AND the proportion of
employees with higher education is less than 47% AND
the average experience of management personnel is
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more than 17.5 years AND the ratio of labor costs to
wage costs is less than 0.82 THEN ability to manage
changes of the enterprise can be determined by the
formula: mf23=0.00677-P,-+0.662:P,+1.43-P,+0.1466-P +
+0.6595-P,, 1.122.

4. If the labor productivity of employees is insuffi-
cient AND the ratio of administrative expenses to wages
in operating expenses is high AND the proportion of
employees with higher education is more than 47% AND
the average experience of management personnel is more
than 17.5 years AND the ratio of labor costs to wage
costs is more than 0.82 THEN ability to manage changes
of the enterprise can be determined by the formula:
mf24=0.002328-P -+0.4482-P,+0.184-P,+2.798-P,+0.018:
-P.+0.104.

5.If the labor productivity of employees is average
AND the ratio of administrative expenses to wages in
operating expenses is high AND the proportion of em-
ployees with highereducationis morethan47%AND the
average experience of management personnel is more
than 17.5 years AND the ratio of labor costs to wage
costs is less than 0.82 THEN ability to manage chang-
es of the enterprise can be determined by the formula:
mf34=0.00523-P -+0.6147-P,+1.26:-P,+0.68-P,-2.42-P +
+1.139.

6. If the labor productivity of employees is aver-
age AND the ratio of administrative expenses to wag-
es in operating expenses is high AND the proportion
of employees with higher education is more than 47%
AND the average experience of management personnel
is more than 17.5 years AND the ratio of labor costs
to wage costs is more than 0.82 THEN ability to man-
age changes of the enterprise can be determined by
the formula: mf39=0.02935-P -+4.147-P +1.601-P.+
+0.1652-P,+0.3506-P,, 2.127.

7.1f the labor productivity of employees is aver-
age AND the ratio of administrative expenses to wages
in operating expenses is high AND the proportion of
employees with higher education is less than 47% AND
the average experience of management personnel

is more than 17.5 years AND the ratio of labor costs
to wage costs is more than 0.82 THEN ability to man-
age changes of the enterprise can be determined by
the formula: mf44=0.002014-P -+0.053-P,-0.00069-P,+
+0.3255-P,+0.0205-P .+ 0.0064.

8. If the labor productivity of employees is aver-
age AND the ratio of administrative expenses to wages
in operating expenses is high AND the proportion of em-
ployees with higher education is less than 47% AND the
average experience of management personnel is less
than 17.5 years AND the ratio of labor costs to wage costs
is more than 0.82 THEN ability to manage changes of
the enterprise can be determined by the formula: mf45=
0.0422-P-+0.4164-P,+0.09-P,+0.9203-P,+0.0418-P,, 0.07.

9. If the labor productivity of employees is high
AND the ratio of administrative expenses to wages in
operating expenses is low AND the proportion of em-
ployees with higher education is less than 47% AND the
average experience of management personnel is less
than 17.5 years AND the ratio of labor costs to wage costs
is low (less than 0.82) THEN ability to manage changes
of the enterprise can be determined by the formula:
mf48=0.01499-P -+0.0288-P,+0.012-P,+0.1763-
-P,+0.0012- P.+0.007.

10. If the labor productivity of employees is high
AND the ratio of administrative expenses to wages in
operating expenses is low AND the proportion of em-
ployees with higher education is more than 47% AND
the average experience of management personnel is
less than 17.5 years AND the ratio of labor costs to wage
costs is low (less than 0.82) THEN ability to manage
changes of the enterprise can be determined by the for-
mula: mf53=-0.00198-P -+0.6001-P,+0.004-P,+0.0004-P,+
+0.00095-P,, 0.005.

These ten rules reflect the basic provisions of the
HR strategy by influencing the factors of staff’s adaptive
ability. In Figure 6 the influence of factors of labor pro-
ductivity and administrative burden on wages on the
ability of the enterprise to change is shown.

~ 7600

200

Figure 6. The influence of parameters P, and P, on the result indicator

Source: calculated by authors
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Therefore, the largest level of adaptability to
changes can be achieved by enterprises where labor
productivity is higher than the average level,and admin-
istrative burden on wages is low. With an increased ad-
ministrative burden, the ability to change at the enterprise
is drastically reduced. It is possible to conclude that if it is
necessary to change the strategy of the enterprise devel-
opment, its adaptation to the influence of the surrounding
influences in order to increase the adaptive ability of en-
terprises we should reduce administrative expenses.

Exceptions exist only for enterprises with high la-
bor productivity, for which a low level of administrative
burden, will likely reduce the efficiency of the manage-
ment system, which should have a negative effect on
adaptability to changes. For enterprises of this type, it
is recommended to keep the average level of adminis-
trative load, which will allow to reaching a high level of
adaptability, without losing control of the system.

CONCLUSIONS

The identified dependencies allow taking into account
the impact of the company’s personnel adaptability on
the efficiency of changes, flexibility, and effectiveness
of the response to changes in the company’s external

Shpakov et al.

internal environment. Among the factors of staff adapt-
ability on the efficiency of transformations influence
labor productivity, the administrative burden on wages,
availability of employees with higher education among
management personnel, the experience of management
personnel, the ratio of labor costs to wage costs. The
proposed system of assessment allowed to identify key
factors for the transformation ability of enterprises, which
will allow influencing them directly, when necessary,
reaching the desired level of flexibility and providing
adaptive capabilities of the enterprise system.

The approach proposed in the article for assess-
ing the possibilities of managing changes in enterprises
through the factors of the adaptive ability of staff can
also be used for other factors of the McKinsey “7S”
model. Defining the impact of changes due to fuzzy pa-
rameters of the system of indicators will allow to con-
sider transformations through the prism of changes in
strategy, skills, shared values (corporate culture), structure,
staff, system, and style. This approach will help to model
the efficiency of the enterprise development, its pro-
pensity to transformations, and the main thing, to iden-
tify factors that can prevent changes or vice versa, will
reveal drivers of changes in each particular enterprise.
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OuiHIOBaHHSA BNNMBY $aKTOPiB afAanTUBHOCTI Ha pe3y/IbTaTUBHICTb yNpaBniHHA
3MiHaMm nignpuemMcTB 3acob6amum fuzzy logic

Anppiii BacunboBuu Lnakos, Ceprin MNaBnoBuu CreueHko, NaHHa BaneHTuHiBHa LUnakoBa,
Jleca BiktopiBHa CopokiHa, PomaH bopucoBuu Akcenbpop,

KWiBCbKMI HaLiOHaNbHUI yHiBepCUTET OYAIBHULTBA | apXiTeKTypH
03037, npocn. MNosiTpodnorcbkuin, 31, M. Kunis, YkpaiHa

AHorauis. CTaTTd NpUCBAYEHa BUPILEHHIO aKTYalbHOMO 3aBAAHHS WOAO BUSBAEHHS YUHHUKIB CTUMY/IOBAHHS NEPCOHany,
AKi HAMKpaLLMM YMHOM 3a6e3MeyaTb rHYUKiCTb i MOX/IMBICTb YNPaBAiHHA 3MiHaMM onepaLiMHOi CUCTeMM NiANPUEMCTBA.
MeTo AOCNIAXKEHHS € BUSBNIEHHS 3a1€XKHOCTI 34aTHOCTI A0 TpaHcopMaLii NiANPUEMCTB Bid adanTUBHUX MOXIUBOCTEMN
rONOBHOrO PYyLWia YyNPaBAiHHSA 3MiHAMKU — NEePCOHanNy, Ta BUABIEHHS BHYTPILWHIX YUHHUKIB, SIKi € ApaiiBepaMu 3MiH.
[ocnigkeHHs NpoBeAeHO Ha NPUKNaai AaHMX YKPaiHCbKMX ByAiBeNbHUX NiANPUEMCTB. Y SKOCTi KOHLLENTYalbHOi OCHOBM
NS BUSB/IEHHS TaKMX YUHHWMKIB 3aCTOCOBaHO Moaenb McKinsey «7S»,BianoBiAHO i3 KO yCi hakTopu 3rpynoBaHo 3a
03HaKaMW HaNEXHOCTI A0 TaKMX CKN3AO0BMX: CTPATErii, HABUYOK, CNiIbHUX LiIHHOCTEH (KOPNOPATUBHOI KYNbTYpH), CTPYKTYPM,
CniBpo6iTHMKIB, cucTeM i cTuno. OCKiNbKM METOK AO0CNILXKEHHS € BUSBIEHHS BM/MBY aAanTUBHUX MOX/IMBOCTEN
nepCcoHany Ha rHyYKicTb i 34aTHICTb TPAHCHOPMYBATUCh MiANPUEMCTBA, TO Y POOOTi CTBOPEHO MOLENb BMIMBY YUUHHUKIB
rpynu «MepcoHan» Ha rHy4YKicTb i ePeKTUBHICTb BMPOBAMXEHHS 3MiH NiANPUEMCTBA. MOAENIOBAHHS NPOBOAMIOCH
3acobamu fuzzy logic. Y pe3ynbraTi BU3HAYEHO, WO HA ePEeKTUBHICTb TPaHCHOPMaLLii MatoTb BMNIMB Taki MOKA3ZHUKM:
NPOAYKTUBHICTb NpaLi (BUPOBITOK), aAMiHICTPAaTMBHE HABAaHTAXKEHHS HA 3ap0biTHY NNaTy (BiAHOWEHHS aAMiHiCTPAaTUBHMX
BMTPAT 40 3ap06iTHOI NnaTM NepcoHany), HasBHICTb NPaLiBHMKIB i3 BMLLOK OCBITOK Cepef ynpaBiHCbKOro nepcoHany,
CTax poboTM ynpaBiiHCbKOro NepcoHany, BifHOLWEHHS 3060B’93aHb i3 ONnaTh npaui 40 BUTPAT Ha 3apobiTHY naarty.
3anponoHOBaHa CUCTEMA OLiHIOBAHHS A03BOIMIA BUSBUTU KIKOYOBI Ans TpaHChOPMaLIMHOT 34aTHOCTI NiANPUEMCTB
YMHHMKM, L0 [O3BOAUTL Y pa3i NOTpebu LinecnpsaiMoBaHO BM/IMBATH HA HMX, AOCATaOYM BAXKAHOIO PiBHSA FHYYKOCTI
i 3abe3neyvyoun aganTMBHI MOXIMBOCTI cucTeMu. MepcnekTMBaMm NOAANbLUMX AOCAIAKEHD MAKOTb CTAaTU CTBOPEHHS
Mopeneii Ha 6a3si HeYiTKOI NOTiKK, SKi ypaxoByHTb BNAMB YUHHMKIB GOPMYBAHHSA CTpaTerii, HABUYOK, KOPNOPATUBHOI
KYNbTypU, CTPYKTYPU, CUCTEM i CTUAIO HA 34aTHICTb TpaHCchopMaLii NiANpUEMCTB

KniouoBi cnoBa: ynpasniHHSI 3MiHaMK, iHCTPYMEHTM HEYITKOI orikun, nepcoHan, byaiBenbHe NignpuMeMCTBO, eEKTUBHICTb
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