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Abstract: The paper entitled , The Importance of Change Typology — a Key Element in the Enter-
prise’s Organizational Dynamics” focuses on the support given to the organizational dynamics.

Our study comes to support the organizational dynamics, by presenting the development of the con-
cepts of ,marketing” and ,,human resources”, by providing some relevant definitions for them, as well as
the links that exist between them, in the context of small and medium enterprises (SME’s).
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Introduction

The key focus of our paper is centred
on the enterprises’ main objective: achiev-
ing responsibility and/or profit. This impli-
cates defining ,social responsibility” and
the ,responsibility of the company” (the or-
ganizational level); defining the ,role of the
responsibility centres”; defining the , profit
centres”; defining the role of , profit” and its
importance for the enterprise.

In the same time, the enterprises should
be constantly aware of the resources’ use, the
quality of their products and the profit. Our
work focuses, under these circumstances, on
the definitions and the importance of the re-
sources for the enterprise, as well as the rela-
tionships between resources, quality, quality
assurance and profit.

In order to be able to show the manner
of achieving the organizational dynamics the
study takes into consideration the following
aspects:

» Clarifying the situation of small and
medium enterprises (SME’s) versus large
and very large enterprises/profiles, the re-
lationships that exist at this particular level,
the types of activity developed according to
the profile of small and medium enterprises
(SME’s):

® The definition of small and medium
enterprises (SME’s) and large enterprise and
very large ones;

® A comparison between the small and
medium enterprises (SME’s) and the large
and very large enterprises;

® The advantages and the disadvan-
tages of the small and medium enterprises
(SME’s).

The importance of change typology —
the processes of change at a pace never seen
before

Nowadays, humanity finds itself in a
time period in which the processes of change
occur at a pace unknown before. Change it-
self happens in various fields — technological,
economic, social, and environmental and at
all the levels of the organization.

There is a broad paradigm-changing ac-
tion that can clearly be distinguished. Some
examples are necessary in this particular case:
in the production processes the customer ori-
entation is crucial and the main trigger of all
the actions being taken, the prevalence of the
processes with a great intellectual strength is
also distinguishable; in the areas regarding
the organizational and the managerial fields
flexibility is a tendency belonging to the or-
ganizational and the management environ-
ment meant to promote cooperation and
competition; human resources are sustained
by intellectual labour actions, which means
concentrating on efficiency, productivity and
quality of work processes recognized by ben-
eficiaries' .

For the implementation of these trends
are used, primarily, both the managers and
the management.

The following figure represents is a syn-
thetic manner the involvement of the man-
agers in the change process (see, in this case,
Figure no. 1: ,The managers and change”),
are reflected the factors connected both with
the need to change internal processes data,
as well as the evolution of internal processes
reported based on recent experiences at the
national and the international levels. In its
content, the scheme draws attention to the
fact that during the processes of change it
can generate certain factors able to generate
resistance, such as the old attitudes, the lack
of information and training, and the fear of
new and others.

! Costache Rusu, ,Managementul schimbarii”,
Editura Economicd, Bucuresti, 2003, pp. 24 — 25.
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In our opinion, references to the impor-
tance of the change typology and the change
plan are believed to be also extremely rele-
vant®?

2 See also Colin Carnall, ,Managing change in or-
ganizations”, Editura Prentice Hall, UK, 1990.

*The authors” adaptation after Richard Hilti, Jean
Neuman, ,Schimbarea profesiilor si noile forme
de organizare”, The Tavistock Institute, London,
1993, p. 21.

Figure no. 1: , The managers and change”
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Source: The Authors’ adaptation after the ideas presented in Costache Rusu, ,Managementul schimbirii”, Editura
Economicd, Bucuresti, 2003, pp. 24 — 25; Colin Carnall, ,Managing change in organizations”, Editura Prentice
Hall, UK, 1990; Richard Hilti, Jean Neuman, ,, Schimbarea profesiilor si noile forme de organizare”, The Tavistock
Institute, London, 1993, p. 21.
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The change equation (Ec) can be written
as follows* :

Ec=f [l x (K+P) x Dg x Ep] where:

¢ D = the dissatisfaction concerning the
existing situation;

* K = the level of knowledge;

e P = the level of practice;

¢ Dg = the main direction of action gen-
erally accepted;

o Ip =
performance.

international standards for

From this equation it can be deduced
that the impact concerning the process of
change (lecEc) should be higher than the
costs of change (Cc), lecEc > Cc.

The evaluation can be done both by us-
ing the logic elements, as well as by bench-
marking sized forms of analyses.

Especially in practice, by using the ele-
ments above, it was able to bring into discus-
sion and point out the errors to be avoided in
the process of change. These errors are for-
mulated as follows: (1) avoiding to create a
sense of urgency so powerful; (2) avoiding

*Mihail Dumitrescu, ,Strategii si managementul
strategic”, Editura Economicd, Bucuresti, 2002,
pp- 170 -172.

engaging in change without the support of
a strong team; (3) the sets of targets being
taken into consideration are not sufficiently
clear and measurable; (4) neglecting the com-
munication policy; (5) lack of concern for the
removal of the main brakes of change; (6) the
delay in the presentation of the first results
and knowledge; (7) assuming the “victory”
(the success) far too quickly; (8) not being
able to implement change in the internal cul-
ture of the organization.

In essence, change requires a compre-
hensive restructuring process which should
have the aim, in addition to the strict criteria
of efficiency, of preserving the employees’
rights.

However, the priority given to the eco-
nomic and the social efficiency should em-
phasize the efficiency features to which the
organizations might add the managers’ con-
tributions (see, in this case, Table no. 1: ,, The
characteristics of efficient organizations and
the managers’ contributions”) .

*Mihail Dumitrescu, ,Managementul resurselor
umane”, SNSPA, Curs, 2008 - 2009, Bucuresti, pp.
25 - 26.

Table no. 1: ,, The characteristics of efficient organizations and the managers’ contributions”

[No. The characteristics of efficient organizations: The managers’ contributions:

0 1 2

1. | #4 The organization is flexible, powerful, focused on | =  The innovative attitude;
performance, self-renewable and it is capable of N ) o
creative adaptation to a continuously changing | *  The ability to rejuvenate the organization.
environment.

2. | % The organization as a whole, its units and the | = The ability to make predictions, as a main
managers carry out their work in accordance with funetion of leadership.
the objectives and the plan.

3. | % There are clear objectives belonging to the | * The widespread application of the method of |
organization, to which the employees are devoted. leadership by objectives.
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4. | % The organization has internal mechanisms of self-
motivation and a feedback on performance.

Sustaining motivation and a real scale of
values;

Fluent communication.

5. | % The communication is open, there is a high level
of trust and a culture oriented towards solving
problems.

Precision in tasks, duties and responsibilities;

Systems able to develop autonomy.

6. | % The organizational structure and its systems are
closely related to the objectives, the functions and
the environment in which the organization is
operating.

Flexibility in
structures.

designing  organizational

7. | % Taking decision in routine problems and mn
current 1ssues belonging to operations is delegated
to the lower end of the hierarchy.

The widespread application of authority
delegation;

Modern working systern.

8. | #+ The managers and the controllers are rewarded for
the short-term profits and for the production,
growth and the development of the collaboration
system by building an effective team.

The balance of shares on short, medium and
long term;

Permanent/Constant performance.

9. | #+ On one hand, the collaboration and the teamwork
are both emphasized and on the other hand, the
unfair competition 1s discouraged.

Reducing the influence of the hierarchical
system/relations and assigning a greater role to
cooperation;

Encouraging  competition’s growth and
professionalism.

10. | <% There 1s an integration process of individual goals
together with the objectives of the orgamization
with a high level of self-direction and self-control
belenging to the employees.

The development of independent working
systems with different types of correlations of
essential indicators in the organizations.

Source: The Authors’ adaptation after Mihail Dumitrescu, , Managementul resurselor umane”, SNSPA, Curs, 2008

- 2009, Bucuresti, pp. 25 - 26

The managers’ efficiency is given by the
organizations’ results. These results are eval-
uated by quantitative, qualitative and social
indicators (salaries, social welfare equipment
level, unemployment, and so on and so forth)
and psychological indicators (among which
can be mentioned working climate, misbe-
haviour/misconduct, and so on and so forth).

The finality of the change processes
should be reflected in the organization’s suc-
cess. Our belief is that the presentation by
Des Dearlove’s concerning the vision belong-
ing to Bill Gates is extremely suggestive (see,
in this case, Figure no. 2: ,The managers and
change”).
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Figure no. 2: ,Des Dearlove’s ideas concerning the vision belonging to Bill Gates”

Orientation
on results

Long-term
approach

Microsoft

Passion for its
products and its
customers

v

Bill Gates - The secret of success

Teamwork
and individual
motivation

Continuous
reactions from
cusfomers

Source: The Authors’ adaptation after the ideas presented by Des Dearlove, ,, Big Shots: Business Bill Gates Way.
10 Secrets of the World's Richest Business Leader”, Publisher: Capstone Publishing Limited (a Wiley Company),

Second Edition, United Kingdom, 15 December 2001.

The concept of “New Economy” incor-
porates and combines successfully all these
elements and, moreover, it places a particu-
lar emphasis on the issue referring to the role
of information and communication technolo-
gies (ICT).

It has been shown that the information
and communication technologies affect eco-
nomic growth through a series of actions,
such as making large investments in infor-
mation and communication technologies,
improving the quality and lowering the price
of information and communication technol-
ogy products, the external effects concerning
the extension of the Internet and also, a par-
ticularly relevant aspect, simplifying organi-
zational structures.

The New Economy stresses the follow-
ing elements: the major trends in the growth

of the services’ sector, the increased work-
load in the information and communication
technologies and also increasing the future
trends, among which can be found the glo-
balization process.

Conclusions:

The small and medium enterprises
(SME’s) constitute the most widespread form
of business organizations and they represent
the key trigger of the economic growth pro-
cess, due to the fact that the development
of this sector provides increased prosperity
and higher living standards for the popula-
tion (see, in this case, Figure no. 3: ,The small
and medium enterprises (SME’s) — factors in-
fluencing them and their role and the impor-
tance in the economic growth”).

I No. 23 ~ 2016



Organizational management and economic development

e —
Mahr\ger

Figure no. 3: , The small and medium enterprises (SME’s) — factors influencing them and their vole and the impor-
tance in the economic growth”

Factors influencing the constant growth of
the small and medium enterprises (SAME’s):

v High rate of unemployed;

v’ Diversity and individualization of|
demand; The small and medium

1 -
v Changes in the organizational structure enterprizes (SME"s)
belonging to large enterprises; )l

v Reorientation of the economy fowards

Increased their role
the diversily of services; and their

importance in the

v’ The globalization of the national
economy by:

econamny.

Boosting the production (improving the ic situation, in g I, and stimulate the economic growth)/Contributing to the
creation of new jobs/Generating the diversification of the products and the services on the market; Improving the products’
quality and the consumers® needs and demand/Ensuring the economic freedom and encouraging economic and personal
welfare/Initiating and sustaining (supporting) profitable investment/Developing fast adjustment of the products and the
services to the market’s constant demand/Educating the entrepreneurial spirit/Ensuring the society’s stability/Not causing
inflation (due to the calm growth process)/Increasing the state revenues (through the tax sysrem), which can be distributed
later other members of society/Generating and encouraging new market niche (in order to satisfy the tastes of many different
consumer groups)/Refusing the mass production/Encouraging the change in its structure in a relatively short time (in
comparison to large enterprises)/Supporting innovations (imfT ing the technology develop process)/Ensuring all
structures’ flexibility (in other words, providing a high capacity to adapt to changing economic i f)/Integrating easily
and rapid into a regional industrial network/Avoiding bureaucracy/Avoiding dehumanization/Facilitating an easy

controlHelping the staff improvement process (training)/Stimulating competition/Generating efficiency at all levels.

Source: The Authors

In other words, the small and medium
enterprises bring a crucial contribution to
achieving the fundamental objectives of any
national economy.
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