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In prezentul articol, se efectueazi compararea
algoritmului de punere in aplicare a inovatiilor
tehnologice si inovatiilor organizationale, se ana-
lizeaza etapele de implementare a acestora in cadrul
intreprinderii. Autorul a elaborat, de asemenea, §i
propune masuri concrete de realizare a inovatiilor
organizationale, adaptandu-le la conditiile economice
actuale din Republica Moldova.
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Introducere. Procesul de implementare a
oricdrei inovatii se imparte in cdteva etape. Fiecare
dintre aceste etape este sustinuta de masuri specifice, a
caror gestionare competentd este foarte importanta.
Analiza literaturii, referitoare la implementarea ino-
vatiilor organizationale, ne sugereaza faptul, ca
majoritatea autorilor prezinta procesul de adaptare a
inovatiilor organizationale, In mod similar cu procesul
de implementare a inovatiilor tehnologice.

Scopul acestui articol constd in compararea
etapelor de implementare a inovatiilor tehnologice si
organizationale; in prezentarea algoritmului propus de
autor in vederea implementarii inovatiilor organiza-
tionale, adaptate la conditiile moderne de gestiune a
intreprinderilor moldovenesti.

Principalele rezultate stiintifice:

Tn tabelul 1, sunt prezentate modele de imple-
mentare a inovatiilor organizationale si tehnologice
ale urmatorilor autori: F. Auerswald, R. A. Wolfe, F.
Damanpour si M. Schneider. In modelele prezentate,
procesul de implementare a inovatiilor organizationale
si tehnologice este aproape identic.

DEVELOPMENT OF FORMATION
MECHANISMS OF AND IMPLE-
MENTATION OF ORGANIZA-
TIONAL INNOVATION AT THE
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In this article is performed a comparison of an
algorithm for implementing technological and organi-
zational innovations, are analyzed the stages of the
implementation of organizational innovation within the
enterprise. The author also developed and proposed
concrete steps of implementation of organizational
innovation within an enterprise, adaptive to contempo-
rary economic conditions in the Republic of Moldova.
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Introduction. The process of implementing any
innovation is divided into certain stages, each of which
is accompanied by certain activities as well as com-
petent management, which is essential. Analysis of the
literature, related to the implementation of organi-
zational innovation, leads to the conclusion that most
of the authors are the adaptation of organizational
innovation in the enterprise as a sequential process
consisting of steps similar to the process of techno-
logical innovation.

The purpose of this article is to compare the
stages of implementation of technological and organi-
zational innovations; to present the author's algorithm
of implementation of organizational innovation, adap-
tive to modern conditions of managing of Moldovan
enterprises.

Main research results:

Table 1 presents models of the implementation
of organizational and technological innovations such
authors as: F. Auerswald, R. A. Wolfe, F. Damanpour
and M. Schneider. In the presented models, the imple-
mentation of organizational and technological inno-
vation is almost identical.

Tabelul 1/Table 1

Compararea algoritmurilor de implementare inovarii tehnologice si organizationale/
Comparison of an algorithm for implementing technological and organizational innovations

Fﬁza/
Phase
Autorul/ 1 2 3 4 5 6
Author

1 2 3 4 5 6 7
éll:szsa\gzld F. Cercetarea de Demonstrarea Lugrgq Producerea si
teh nolé)gicé / bazi/ Basic conceptiei/ 3 deC|z_|e|/ Testa_rea/ promoyarea/
technological research Proof of Taking Testing Production and
innovation) concept decision promotion of
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1 2 3 4 5 6 7
Wolfe R.A. Dezvoltarea Implemen- Evaluarea
(inovatia orga- ideii Informarea | Coordonarea Luarea tarea Documentarea
nizationala / (conceptiei)/ | personalului/ | Evaluarea/ deciziei/ (testarea)/ Utilizarea/
organizational Idea Informing Approval Taking Implemen- Assessment
innovation) development personnel Assessment | decision tation Documentation

(concept) (testing) Use

Damanpour F. Implemen-

Schneider M. Sy . Luarea tarea
. - Nagsterea ideii si confirmarea acesteia/ .
(inovatia orga- - deciziei/ (testarea)/
L - The emergence of the idea and - -
nizationald / its anoroval Taking Implemen-
organizational PP decision tation
innovation) (testing)
Generalizarea Faza 2/ Faza 3/ Faza 4/
principalelor faze Phase 2 Phase 3 Phase 4
/ Generalization . Faza llEhgge 1 Luarea Testarea/ | Implementarea/
Nasterea si selectarea ideii/ The emergence P - .
of key phases and selection of idea deciziei/ Testing Implementation
Taking
decision

Sursa: realizat de autor in baza surselor 1; 2; 4 / Source: compiled by the author based on 1; 2; 4

Tn modelele prezentate, procesul de imple-
mentare a inovatiilor organizationale, este constituit
dintr-o succesiune de etape, care pot fi grupate n
patru faze generale (figura 1).

faza 2/phase 2

Nasterea si
selectarea ideii/
The emergence
of the idea and
its approval

Luarea deciziei/
Taking decision

faza 1/phase 1

In the presented model, the process of imple-
menting  organizational innovation consists  of
successive stages. All stages can be grouped into four
general phases graphically presented in figure 1.

faza 4/phase 4

Testarea/ Implementarea/

Testing Implementation
faza 3/phase 3

Figura 1. Etapele de implementare a inovatiilor organizationale /
Figure 1. Stages of implementation of organizational innovations
Sursa: elaborata de autor / Source: developed by the author

In continuare, vom descrie toate fazele mai
detaliat:

Faza 1. , Nasterea si selectarea ideii”. La
aceasta etapa, se efectueaza: evaluarea problemelor
existente §i prognozate ale organizatiei; analiza de
perspectiva a tipurilor de inovatii organizationale, care
asigurd baza pentru investitiile pe termen lung; selec-
tarea variantei optimale de inovatie organizationala.

Faza 2. ,Luarea deciziei”. In acest caz, se
preconizeaza evaluarea resurselor existente financiare,
umane si materiale §i a capacitatilor tehnice ale
intreprinderii; rezolvarea problemelor de distribuire
rationala a acestora.

Let us consider each phase in more detail.

Phase 1. “The emergence of the idea and its
approval”. At this stage, the assessment of the pro-
blems of organization, the emergence of the idea of the
introduction of organizational innovation, the analysis
of different kinds of organizational innovations and
choose the best option.

Phase 2. “Decision making™. Evaluation of finan-
cial, human and technical capacity of the enterprise, the
allocation of resources.

Phase 3. “Testing™. The third phase involves the

introduction of (fully or partially) the organizational
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Faza 3. ,,Testarea” presupune aplicarea in
practicd (totald sau partiald) a inovatiei organizatio-
nale: selectarea si identificarea persoanelor responsa-
bile calificate; testarea inovatiei; evaluarea rezultatelor
si luarea deciziei finale.

Faza 4. ,,Implementarea”. Faza datd presu-
pune implementarea definitivd a inovatiei in activi-
tatea intreprinderii, intocmirea documentatiei necesare
de coordonare si executare.

Cu toate acestea, dupa cum ne demonstreaza
practica, procesul de implementare a inovatiilor
organizationale nu este intotdeauna posibil sa fie
reglementat In mod clar si prezentat sub forma de etape
succesive. Prin urmare, nu trebuie sd se identifice
procesul de implementare a inovatiilor organizationale
cu procesul de implementare a inovatiilor tehnologice.
De exemplu, R. Daft afirmd c@ procesul de inovare
tehnologicd se efectueazad ,,de jos in sus”, adicd, se
initiazd de catre angajatii Intreprinderii, In timp ce
procesul de implementare a inovatiilor organizationale
se efectueaza ,,de sus in jos”, adica se initiaza de catre
administratia intreprinderii [3].

Autorul acestui articol propune un algoritm
propriu de implementare a unor asemenea tipuri de
inovatii, care poate fi, de asemenea, aplicat in acti-
vitatea intreprinderilor moldovenesti. Vizual, procesul
de punere in aplicare a inovatiilor organizationale,
elaborat de autor, este prezentat in figura 2.

innovation: the selection and appointment of qualified
persons responsible, testing innovation, evaluation and
final decision.

Phase 4. “Implementation”. Document and full
implementation of innovations in the company's
activity.

However, as practice shows, the process of imple-
menting organizational innovation is not always
possible to clearly regulate and present as stages and in
addition, they have a number of distinctive features,
making it impossible to compare the process of intro-
ducing organizational innovations to the process of
technological innovation. For example, R. Daft, asserts
that the process of technological innovation carried out
“bottom up”, i.e. initiated by employees of the com-
pany, whereas the process of introducing organizatio-
nal innovations implemented “top-down” ie, initiated
by management [3]

The author of this article proposes its own
algorithm on implementation of this kind of innovation
that can be adapted to the activity of the enterprises.
Visually the process of implementing organizational
innovation is shown in figure 2.

DETERMINAREA NECESITATII $1 EFICIENTEI INOVATIILOR ORGANIZATIONALE /
DETERMIMNATION OF THE MEED FOR AMD EFFECTIVENMERS OF CRGANIZATIONAL
[NMOWVATIONMS

1§

FREGATIREA PERS0ONALULUI PENTRU FROMOVAREA SCHIMBARILOR
ORGANIZATIONALE f
STAFF TRAINING TO ORGANIZATIONAT CHANGES

TN

ELABORAREA PLANULULGRAFIC DE IMPLEMENTARE A INOVATIILOR
CRGANIZATIOMALE 31 CONSTITUIREA UNUI GRUP INOVATOR / DEVELOFMENT
OF THE SCHEDULE OF IMPLEMENTATION OF ORGANIZATIONAL [NMNOWVATIONS

AND THE FOEMATION OF INNOWATIVE GROUP

L

IMPLEMENTAREA EXPERIMENTALA A INOVATIILOR (TESTAREA)/
AN EXPERIMENTAL IMPLEMENTATION OF INMCWATIONS (TESTING)

1N

A

IMPLEMENTAREA TOTALA & TN CVATIILOR ORGANIZATIONALE
M ACTIVITATEA INTREPRINDERII/
FULL IMPLEMENTATION OF ORGANIZATIONAL INNOWVATION 1IN THE ENTERFPRISE

i1

EVALUARES REZULTATELOR /
EVALUATION OF THE EESULTS

Figura 2. Algoritmul de implementare a inovatiilor organizationale/
Figure 2. Algorithm of implementation of organizational innovations
Sursa: elaborata de autor/ Source: developed by the author
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Vom examina, in continuare, mai detaliat, fie-
care etapa de implementare a inovatiilor organizationale:

1. Determinarea necesititii si eficientei
inovatiilor organizationale

in vederea luarii unei decizii, privind implemen-
tarea inovatiilor organizationale 1n activitatea intreprin-
derii, este necesar, Tn primul rand, de a determina cét de
necesare sunt inovatiile respective pentru aceasta.
Despre faptul ca inovatiile organizationale sunt nece-
sare intreprinderii ne semnaleaza disfunctia proceselor
de afaceri. Disfunctia proceselor de afaceri include:
cresterea instabilitdtii 1n procesul schimbului de
informatii; lipsa comunicarii reciproce (sau slab dez-
voltate); birocratizarea excesivd a proceselor care
conduce la complicatii inutile; majorarea, nejustificata a
stocurilor de materiale i marfa, fapt care ne sugereaza
cé sistemul nu este capabil sa faca fata situatiilor incerte
etc. In plus, este necesari elucidarea problemei cu
privire la impactul inovatiilor organizationale asupra
clientilor companiei, profitului final al companiei, pre-
cum si efectuarea unei evaluari a riscurilor potentiale.

2. Pregatirea personalului pentru promo-
varea schimbérilor organizationale

Tn procesul de punere n aplicare a inovatiilor
organizationale, un rol primordial revine personalului
intreprinderii. In acest sens, o importanta deosebiti o
prezintad sarcina de stimulare a dorintei de inovare §i a
capacitatilor creatoare ale personalului organizatiei si
anume pregatirea si aptitudinile necesare de a efectua,
pentru prima data, sau a reproduce (a percepe) o idee
actuald sau inovatie 1n scopul obtinerii unui efect social.
Din practica, se stie ca procedura de implementare a
inovatiilor, fara sa apard situatii de conflict, constituie,
mai degrabd, o exceptie decat o regula. Schimbarile
inovatoare sunt estimate prea diferit de catre admi-
nistratia organizatiei (pentru aceasta sunt sanse noi) si
de angajatii intreprinderii (pentru ei schimbarile, de
multe ori, sunt periculoase).

Opunerea fata de schimbarile inovatoare este
considerata orice actiune a angajatilor, orientatd spre
discreditarea, intarzierea sau impiedicarea aplicarii in
practicd a inovarii intr-o organizatie. Nivelurile si
formele de opunere a rezistentei fatd de inovatii, in
companii, sunt conditionate de factorii social-psiho-
logici si sunt in legatura directd cu procesele de ino-
vare care, de altfel, rezida in interactiunea persoanelor
cu diverse (de multe ori opuse) tipuri de percepere si
disponibilitate pentru inovari [5].

Opunerea de rezistentd a personalului fata de
inovatiile organizationale, potrivit cercetarilor, este
determinatd de urmatoarele cauze [6]:

e nivelul scdzut al culturii corporative;

e personalul nu dispune de suficiente informatii
privind reformele in curs;

e lipsa motivarii suficiente a personalului de a
participa la schimbari;

lipsa unui management de coordonare;

utilizarea unei abordari autoritare in procesul

de realizare a modificarilor;
e neincrederea angajatilor fatd de
schimbarilor.

initiatorii

Let us consider each proposed implementation
phase of organizational innovation in more detail.

1. Determination of the need and effectiveness
of organizational innovations

For deciding on the introduction of orga-
nizational innovations in the activities of the company,
should first determine how these innovations are
needed in the enterprise. On the need for institutional
innovation in the enterprise indicates dysfunctional
business processes. Dysfunctional business processes
include: no established process for the exchange of
information across the enterprise, the lack of (weak)
feedback, excessive bureaucratization process that
leads to unnecessary complexity, high level of
commodity-material buffer stocks, which means that
the system unable to cope with uncertainty, and so on.
In addition, the answer to the question of the impact
of organizational innovation to customers, the final
profit of the company, as well as an assessment of
potential risks.

2. Staff training to organizational change

In the process of implementation of organi-
zational innovation, it is the most important role played
by the staff of the enterprise. In this regard, of parti-
cular importance is the task of increasing the willing-
ness and ability of innovative personnel in the orga-
nization, i.e. willingness and ability to carry out the
first time or play (take) the actual idea or innovation in
order to obtain social effect. As practice shows,
conflict-free implementation of innovative changes in
the organization is the exception rather than the rule.
Too different innovative changes are estimated by
management companies (for it is a new chance) and
by its employees (to change them often fraught with
danger).

Resistance innovative changes — is any actions of
employees, to discredit, delay or impede the innovation
in an organization. Levels and forms of resistance to
innovation in companies due to social-psychological
factors and are closely linked to the innovation process
, which is essentially the interaction of people with
different , often quite opposite types of receptivity and
willingness to innovate [5] .

Resistance staff organizational innovations, accor-
ding to research for the following reasons [6]:

e low level of corporate culture;

o lack of staff at the information on the on-going
reforms;

e lack of motivation to participate in personnel
changes;

¢ lack of coordination management;

e use an authoritarian approach to implementing
changes;

o distrust of employees to the initiators of change.
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Cercetatorii identifica un grup dintre cele mai
promitatoare directii de activitate, ce urmeaza sa fie
efectuate pentru depiasirea Impotrivirii personalului
organizatiei fatd de schimbérile inovatoare, din care
fac parte:

2.1. Directia resurse, ce include: alocarea de resurse
suplimentare pentru elaborarea si implementarea
schimbarilor inovatoare; asistenta financiara
pentru riscurile inovationale; ridicarea nivelului
profesional al personalului Tntreprinderii.
Directia informatii, care presupune: informarea
personalului cu privire la esenta problemelor si
solutiilor inovatoare; informarea prealabild
despre posibilele dificultati si probleme ce tin
de schimbdrile inovatoare.

Directia motivationald, ce prevede: stimularea
materiald §i morald a persoanelor implicate Tn
activitati inovatoare; promovarea inovatorilor
pentru avansarea in carierd; imbunatatirea
statutului personal si profesional de munca.
Directia tehnologica, care se ocupa cu proiectele
inovatoare elaborate in mod alternativ si com-
plex, asigurdnd formularea corectd a problemei
de inovare; distribuirea corectd a resurselor si
evaluarea adecvata a schimbdrilor inovatoare;
organizarea jocurilor inovatoare, antrenamen-
telor de grup, experimentelor inovatoare.
Directia eticd — orientatd spre imbunatatirea cul-
turii organizationale a participantilor la schim-
bari; utilizarea diverselor sanctiuni fata de cei
care incalca normele de organizare si traditiile.
3. Elaborarea planului-grafic de implemen-
tare a inovatiilor organizationale si construirea
unui grup inovator

Planul-grafic de implementare a inovatiilor este
necesar, deoarece administratia trebuie sa poatd
urmari procesul de implementare §i sd aiba la timp
posibilitatea sa dispuna masurile de corectare.

Constituirea grupului de lucru poate fi impar-
tita in mai multe etape:

Prima etapa constd in identificarea celei mai
active parti a colectivului de munca. Pentru o ase-
menea selectie, pot fi definite urmatoarele criterii:
studiile, experienta de munca la intreprindere, capa-
citatea de a lucra cu documentatia. S& posede calitati
personale, cum ar fi: abilitdti de buna comunicare;
loialitate §i tact; obiectivitate si caracter practic; capa-
citatea de a discerne esentialul, de a gandi analitic si a
avea o minte agera; a structura si selectiona informatia
colectatd; de a-si expune clar gandurile, entuziasmul.
In plus, este foarte important si se ia in considerare

2.2.

2.3.

2.4,

2.5.

nii §i a promova schimbarile necesare.

A doua etapa de formare a grupului rezida in
intervievarea candidatilor in cadrul grupurilor de
lucru, in vederea obtinerii consimtdmantului lor pentru
a participa la implementarea inovatiilor organizatio-
nale in calitate de membri ai echipei.

A treia etapa o constituie instruirea membrilor
grupurilor de lucru (echipelor) prin intermediul pro-
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Researchers identify a group of the most pro-
mising directions for overcoming resistance to the
personnel of the innovative changes:

2.1. Resource area, which includes the allocation of
additional resources for the design and imple-
mentation of innovative changes, financial
assistance to innovative risk , staff ;

Information direction involves ensuring personnel
information about the substance of innovative
problems and solutions, preliminary information
about possible difficulties and problems of
innovative changes;

Motivational direction includes providing mate-
rial and moral incentives of participants of inno-
vative changes, promoting professional advan-
cement innovators, improving their professional
work and personal status;

Technology areas requires the development of
innovative projects on a competitive and integ-
rated manner, ensuring the correct formulation of
the problem of innovation, the optimal allocation
of resources and adequate assessment of the
innovative changes of innovative games, group
training , innovative experiments;

Ethical direction orienting at improving the orga-
nizational culture of the participants and the con-
ventional changes, the use of a variety of sanc-
tions against violators of organizational norms
and traditions.

3. Development of the schedule of implemen-
tation of organizational innovations and the for-
mation of innovative group

Schedule of innovation is needed in order that
management can keep track of the process of imple-
mentation and time to carry out corrective measures.

Formation of the working group can be divided
into several stages.

The first stage — the selection of the most active
part of the workforce. The criteria for such a selection
can be defined: education, work experience in enter-
prise, the ability to work with documents. Personal
qualities: communication skills, tact and loyalty; objec-
tivity and realism, the ability to separate the essential
from the inessential; ability to think analytically and
flexibility to structure the information gathered, arti-
culate, enthusiastic. In addition, it is important to take
into account the possibility of selected staff to
influence people and promote change.

The second stage of the formation of a working
group — is interviewing candidates for the working
groups in order to obtain their consent to participate in
the implementation of organizational innovation as a
team member.

The third step — training the members of the
working groups (teams): conducting training either

2.2.

2.3.

2.4.

2.5.
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gramelor de formare profesionald fie in companii, in
cadrul cursurilor de ridicare a calificarii §i progra-
melor de instruire realizate de organizatii din exterior,
care se specializeazd 1n domeniul managementului
inovarii (companiile de consultantd), fie prin crearea
unor sisteme interne (in cadrul companiei), de schimb
de experientd avansatd 1n domeniul administrarii,
dezvoltarii abilitatilor practice de munca in stil nou si
utilizarea acestora.

A patra etapd o reprezinta aprecierea cunostin-
telor grupului de lucru, in baza carora se efectueaza
consolidarea finala a echipei.

4. Implementarea experimentali a inova-
tiilor (testarea)

Aceastd etapa nu numai cad oferd posibilitatea
de a testa inovarea in conditiile unei companii
concrete, dar si ne permite sa stabilim cu exactitate
succesiunea schimbarilor organizationale necesare, sa
corectam planul-grafic de punere n aplicare a inova-
tiilor. Pentru realizarea experimentului pot fi selectate
una sau mai multe unitdti structurale. Drept experi-
ment poate fi considerat procesul de efectuare a
urmatoarelor activitati:

4.1. Testarea principalelor schimbari organizatio-
nale, care reflectd inovarile de management si
mai apoi, in limitele implementarii complete,
se vor extinde n toate activitatile intreprinderii.
Testarea mecanismului de feedback cu privire
la rezultatele intermediare ale punerii Tn apli-
care a inovatiei organizationale. in calitate de
asemenea mecanism poate servi auditul intern
(controalele, expertizele, inspectiile, verifica-
rile), care formeaza un sistem de control mana-
gerial de tip feedback.

Analiza functionarii subdiviziunilor, In noile
conditii (in baza rapoartelor de audit si a
responsabilului pentru implementarea inovarii
organizationale). Pentru atingerea acestor sco-
puri este necesard utilizarea indicatorilor de
performantd a inovatiei organizationale.
Reducerea sentimentelor de nesiguranta a per-
sonalului prin demonstrarea avantajelor inova-
tiei in subdiviziunile unde a avut loc, deja,
experimentul.

5. Implementarea totali a inovatiilor orga-
nizationale in activitatea intreprinderii

Dupéa obtinerea rezultatelor pozitive in urma
experimentului, este posibila implementarea integrald a
inovatiei organizationale. In asemenea caz, este necesar:

5.1. Sa se extindd programul de formare profe-

sionald asupra persoanelor angajate in cadrul
etapei a treia §i sa se instruiascd personalul in
subdiviziuni.
Sa se efectueze angajarea de personal nou, in
cazul in care se resimte lipsd de specialisti cu
calificarea necesara sau, in caz de incapacitate
a personalului de a-si continua activitatea in
cadrul companiei chiar si dupd cursurile de
formare profesionala.

4.2.

4.3.

4.4,

5.2.

through in-house training courses and training pro-
grams conducted by outside organizations that spe-
cialize in this innovation in management (consulting
firms) or by creating in-house system of exchange of
best management practices , dissemination of practical
skills in new ways and using them.

The fourth stage — the certification of the
working group, on the basis of which the final for-
mation of the team.

4. An experimental implementation of inno-
vations (testing)

This step not only provides the opportunity to
test the innovation in a particular company, but also
allows you to set the exact sequence of organizational
changes to adjust the schedule of implementation of
innovations. One or more structural units for the
experiment can be selected. Under the experiment, we
mean the following activities [7]:

4.1. Testing the major organizational changes
that reflect management innovation and then
to the full implementation of the framework
will be extended to all the activities of the
enterprise.

4.2. Testing of a feedback mechanism on the interim
results of the implementation of organizatio-
nal innovation. As such a mechanism could
serve as internal audits (audit, assessment, ins-
pection, testing), which form a feedback
control system.

4.3. Analysis of the functioning of the units in the
new environment (based on reports from the
audit reports and is responsible for the imple-
mentation of organizational innovation). For
these purposes, you must use the performance
indicators of organizational innovation.

4.4. Reduced feelings of uncertainty among staff by
demonstrating the advantages of the inno-
vations on the example of the unit where the
experiment took place.

5. Full implementation of organizational inno-
vation in the enterprise

After the pilot implementation of organizational
innovation, achieved positive results, it is possible to
start full implementation.

5.1 It is necessary to extend the training program
introduced at the third stage, and train staff in the
divisions.

In the absence of professionals with the right
skills and the inability to provide them as a result
of training within the company should conduct
the hiring of new staff.

5.3. Conducting job displacement in accordance with

the terms of the functioning of innovation.

5.2.
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5.3. Sa se efectueze transferari de personal in con-
formitate cu conditiile de functionare a inova-
tiei.

6. Evaluarea rezultatelor

Conducerea companiei, la aceasta etapa:
Evalueaza rezultatele obtinute.

Compara rezultatele cu eficacitatea prognozata
in prima etapa. Ajusteazd, daca este necesar,
toate fazele algoritmilor de implementare a
inovatiei.

Efectueaza pregatirile pentru promovarea ino-
vatiilor organizationale in alte subdiviziuni si
filiale ale companiei, precum si in alte intre-
prinderi, prin intermediul brevetarii.

Concluzie. Avantajele actualei metodologii de
implementare a inovatiilor organizationale constau in
faptul cd aceasta ia in considerare reactiile angajatilor
si previne opunerea personalului fatd de schimbarile
organizationale. De asemenea, aceastd metoda permite
a efectua controlul schimbarilor la fiecare etapa si
evaluarea efectului obtinut.

6.1.
6.2.

6.3.

6. Evaluation of the results.

At this stage management of enterprise:

6.1. Evaluates the results.

6.2. The results are compared with pre- calculated per-
formance at the first stage. If necessary, the
adjustment of all phases of algorithm innovation.

6.3. Preparations for the diffusion of organizational
innovations — their spread in other divisions and
subsidiaries of the company, as well as in other
companies through patenting.

Conclusion. The advantage of the proposed
methods of implementation of organizational inno-
vation, is that it takes into account the reaction and pre-
vents the resistance of the personnel to organizational
changes. Also, this method of implementation allows
monitoring of changes at each stage and to assess the
resulting effect.
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