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Abstract 
In the last few decades, the Slovenian business environment has experienced a number of transitions, 
market, political and financial changes. Companies, which failed to incorporate these changes into 
their strategies, quickly fell into difficulties or went into liquidation. Managing change is of key 
importance if companies or organisations want to remain competitive. As a means of support 
companies can employ various approaches, techniques, tools and models; these, however, are not 
always adapted to the needs – deriving from the strategy and the environment – or the type of the 
company, especially if these are small or medium-sized enterprises. This article presents the concept 
of a generic model for managing changes. Based on simulation, this model will support the 
management of small and medium-sized enterprises in detecting problems, defining solutions and 
implementing necessary changes in business processes. With the developed model a simulation of 
changes in balance sheet data for sales and the profit achieved was carried out, the goal of increasing 
sales defined and the limits set. The model offered seven opportunities which have all been 
commented on appropriately. By utilising this model, a static company changes into a dynamic one 
capable of quick restructuring whenever necessary. 
(Received in August 2014, accepted in May 2015. This paper was with the authors 4 months for 2 revisions.) 
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1. INTRODUCTION 

We live in a world that is full of changes. Living with changes and managing them is a key 
competency if we want to develop and grow, and be able to take advantage of new challenges, 
as Charles Darwin taught in his evolution theory. Changes are unpredictable, but they are also 
commonplace and ever-present. Everyone faces changes as they pass through various stages 
of life. Our attitude to change dictates how we view them; they can be either an opportunity or 
a problem. A change requires us to take different decisions and to behave differently because 
we are faced with a new situation. Every problem and every opportunity that accompanies a 
change requires solutions which may lead to new changes and new situations, which again 
bring about new problems and opportunities. This translates to a recurrent cycle with 
constantly occurring changes causing constant opportunities and problems. 
      In the last three decades, Slovenia has faced great changes (changes in the political 
system, creating an independent country, becoming a member of NATO and the EU, adopting 
two new currencies, transition of companies from state-owned to privately owned, etc.) which 
have transformed the image of the country and its citizens. The emergence of the economic 
and financial crisis has been a cold shower and forced many once large and promising 
companies to ingloriously close their doors. It only takes a look at the list of companies 
recognised by the Chamber of Commerce and Industry of Slovenia, or those which were 
awarded the Gazela award for fastest growing companies twenty or thirty years ago, to see 
that today they no longer exist or are in insolvency procedures [1]. It is impossible to say that 
the companies were not aware of growth models or theoretical assumptions arising therefrom; 
however, it is realistic to state that most of them disregarded the assumptions. Equally, it can 
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be argued that in these ruined companies success managed the company and not vice versa. 
Furthermore, companies set foot in other sectors and industries without being precisely aware 
of how that sector or industry functioned, or lacking the proper skills and knowledge to 
operate in a certain field. Companies were neither acquainted with nor did they solve 
pathological problems and as a consequence many of them went into liquidation. The 
following is a summary of the most typical mistakes made by companies during the transition 
period: 
 unawareness or ignorance of the status quo in an organisation or the environment; 
 thinking that changes are not necessary or that they can wait; 
 lack of competencies and resources for simultaneously introducing changes; 
 the entire change management process was too complex and not easy to use; 
 overall late response to changes in an organisation or the environment; 
 lack of financial recourses. 
      Based on the findings it can be said that the Slovenian business environment is 
insusceptible to urgent changes or is unable to manage them. This article uses the established 
starting points to create and develop a generic model for change management, useful 
particularly in small and medium-sized enterprises to assist the management in detecting 
problems, defining solutions and implementing urgent changes. 
 
2. CHANGE MANAGEMENT AND THE ORGANISATION'S 

STRATEGY 

2.1  Change management as a mean of an organisation’s transition to an optimal state 

How to implement changes is a key question for every organisation or company. Change 
management (also known as change control) is a professional discipline which focuses on 
supporting organisations on their way to a successful transition from a less-than-ideal status 
quo to a desired future state. Change management is one of the skills every manager should 
master to a sufficient degree because it represents an integral part of business operations and 
the process of constant change. It denotes a dispersed set of processes, tools, techniques, 
methods and approaches for achieving a desired state through change. 
      Change management approaches have two main objectives: 
 to assist the organisation in achieving its goals which cannot be attained with the existing 

organisational structure, functioning and client servicing, and 
 to minimise the adverse effects of any changes made. 
      Change management incorporates the meticulous planning of processes which lead to 
successful change implementation and makes it possible to create a better future. Needless to 
say, these processes can be strongly influenced by our willingness to adopt changes and the 
frequency of such processes. Huczynski and Buchanan (1985) define learning as a process of 
acquiring knowledge through experience, resulting in behavioural changes [2]. 
      Change management stands for and includes well-thought-out planning and implementing, 
as well as the involvement of and consultation with people influenced by the changes. 
Imposing changes – no matter how urgent they may be – can be met by a negative reaction 
from employees. Therefore it is necessary to make the changes as clear as possible and 
include those affected by them in the change-making process. Employees are not always fond 
of changes but they do understand that for an organisation to grow alterations are inevitable. It 
is very difficult for them to adapt to a change unless the management processes of a company 
are altered and brought in line with the change as well. It is essential that the change is 
attainable, realistic and measurable. Regardless of the organisational level at which the 
change is introduced, it is always humans with their characteristics who accept or reject it. 
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Thus it depends on them whether a change will be successful or not [3]. Technology, 
civilisations and creative thinking pave the way for future changes as well. It can be said that 
the implementation of changes has become a routine [4]. 
      An organisation must be proactive, stay ahead of the competition and as such lead the 
game. Changes in an organisation occur in response to business and economic events, or as an 
answer or reaction to a certain incentive. It is therefore necessary to understand why and how 
changes occur, and what has to be done to turn the implementation of changes into a 
successful process. To implement the most important changes it is relevant to stay focused on 
the triggers of change. 
 
2.2  Organisation’s strategy development and implementation 

It is essential not to ignore changes because, sooner or later, an organisation will have to face 
them. For an organisation or company to survive and prosper strategies which realistically 
reflect its capability to implement various future scenarios must be adopted. The 
implementation of changes must become a continuous process – with various causes and 
needs – so as to facilitate the introduction of changes which can be planned. Whether a 
company is competitive or not depends on its ability to transform its key business processes 
into strategic capabilities used to continuously deliver better customer value than the 
competition. 
      The research has shown that while on the one hand many companies have very detailed 
strategies, on the other hand some could not even answer a simple yet very important question 
in terms of the definition of a company’s or organisation’s strategy: What is the mission of our 

company (organisation) and why do customers need us? Based on this answer a concept of a 
new and desired future form of organisation (vision) can be devised. 
      Answers to the following questions can assist in defining an organisation's purpose: 
 What will be the company’s basic area of operation (products, services)? 
 Which market niches exist and what are the possibilities for our company to fill those 

niches? 
 What is the level of quality and trust (reliability, timeliness) that we achieve/will achieve? 
 How able are we to provide competitive prices? 
 How adaptable are we (taking measures in times of market fluctuations, changing 

products)? 
 How wide is the range of our business activities? 
 Who are the competitors? 
 What are our basic values and beliefs? 
 What is our business philosophy? 
 Where do you see the organisation's social responsibility? 
 What is the public image of the company? [5] 

 
2.3  Organisation's life cycle in addressing changes 
 
An essential element of every strategy represents the future growth and development of an 
organisation or company, which must be strategically planned and controlled. If growth is too 
fast and surpasses the company’s basic capabilities in terms of human, financial, 
technological and other resources, the discrepancy can lead to the company’s failure. In the 
design of the generic model for change management created in the framework of this study, 
basic assumptions related to growth and the company’s growth management were taken into 
account. To explain how firms grow, theoretical models are used – based on the 
characteristics of a company’s development life cycle, or the dynamic growth process over 
various life cycle phases – but practical models based on the life cycle are also utilised. 
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      Growing companies are characterised by business models grouped in the following three 
categories: 
 Companies which are successful at offering high-quality services or products, whether they 

develop them on their own or acquire from others. Usually their growth is in line with the 
economic conjuncture. 

 Companies which meet specific customers' needs. 
 Companies with a mind-set that is primarily focused on creating needs of which the 

customers are not yet aware [6]. 
      When a company is moving from one life cycle phase to another it must break from old 
behaviour patterns and adopt new ones as fast as possible. In the transition from an old to a 
new behaviour pattern problems occur which can be considered “normal”. It is not possible to 
avoid these normal problems because when new ways are being introduced the organisation 
must learn, develop its skills and set aside a part of its capacities for this purpose. But if an 
organisation is investing energy to overcome difficulties which hinder changes, then these are 
pathological problems which must be dealt with very seriously because they differ from the 
normal problems in their intensity and significance, and can be labelled as chronic. If 
pathological problems (e.g. uncontrolled negative cash flow, constant outflow of key 
employees, unsolved problems related to quality, rapid decline in market share, etc.) are not 
addressed promptly they may endanger the organisation’s capability to survive. Organisations 
dealing with such problems cannot afford a therapy, because a therapy takes time which they 
do not have. Instead of a therapy they must shift the entire organisation [7]. A company must 
endeavour to create a state in which the function, form, flexibility and self-control are 
consistent. As a result it can change in a controlled manner, achieve optimal results and 
maintain such an effect in the long term. It is even better if a company is able to develop such 
capabilities simultaneously. 
      To be able to make the right decisions relating to an organisation’s successful transition 
from one life cycle phase to another, a very good understanding of the causes which lead to 
growth and ageing of an organisation is needed [8]. 
 
2.4  Changes and management 

A change may mean that the reasons for the existence of an organisation or its basic strategies 
are changed, or only minor revisions or small activities are carried out. A change can 
immediately affect the entire organisation or be concentrated only on a certain segment in the 
organisation, such as an individual team. Typically, organisations at all times address several 
changes in parallel. In this context, management in implementing changes is crucial. The role 
of the organisation’s management is to carry out necessary changes which bring about new 
problems, to reintegrate the organisation to solve these problems, and to prepare the 
organisation for new changes and problems. So-called change managers lead the change 
process and reintegrate the system into a new whole. A change manager is a person 
responsible for the successful implementation of a change and his role is similar to a project 
manager. A change manager must identify him-/herself with the change and set an example to 
other employees. With his/her skills a change manager is obliged to assist other employees in 
working with the change because not one person possesses exactly the same skills, 
capabilities, emotions and desires as another, or has the same opinion and experience. A 
change manager must be able to correctly predict and understand how the employees will 
react to the change; otherwise there is a strong likelihood that the employees will reject it. 
Cameron and Green [3] talk about a management model which functions as a strong reminder 
for the managers whose task it is to regulate three key dimensions (results, interests, 
emotions). Change managers must divide their efforts between all three dimensions of an 
organisational change. 
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      To reduce the risk for an organisation, change management must find a way to introduce 
or implement changes efficiently and manage them skilfully throughout all process phases 
[9]. High-risk decision-making processes should always be supported by the experts' opinion 
with realistic predictions to help the managers and to assure positive effects and sustainable 
competitive advantage [10, 11]. This can only be achieved by a systematic approach and the 
introduction of a model for managing changes comprehensively at all levels. 

3. CORNERSTONES OF A CHANGE MANAGEMENT MODEL 

3.1  Observance of fundamental principles in designing a change management model 
 
In the design of the model certain logical sequences must be taken into account; that is to say, 
the cornerstones of the model, which could also be described as the sub-models of the 
superordinate generic process model defined. Furthermore, it is essential to understand a 
number of important theoretical starting points in relation to the nature of changes, and a set 
of questions and possibilities which must be addressed when a change management approach 
is being developed and the model designed. 
      A review of literature shows a number of different change models, where each of them 
has its own characteristics and is more suitable for a certain type of organisation [3, 4, 12- 
17]. Some models are useful when change processes are analysed at the beginning of the 
initiative. Conducting analyses of sections and discussions on the current and the final state 
are very useful tools as well. Other models are more suitable for solving isolated and less 
complex matters. At the same time they are not appropriate for too simple organisational 
changes because they disregard resistance and overlook the interdependence between business 
units and subsystems. 
      In the framework of different studies various principles in designing a change 
management model were analysed. It makes sense to take these principles into account in the 
design and construction of a useful generic model which can be used to carry out any kind of 
simulation associated with the phenomenon of changing events: 
 The start-up of implementing changes can be problematic, especially in organisations in 

which changes are not frequent or are carried out to a limited extent. In such cases models 
which put great emphasis on the proper implementation of the initial steps – the 
construction of a coalition and setting up a vision – are very useful. 

 One of the important factors which have to be examined and taken into account is the 
simplicity and efficiency of a model. Thus a model can be used at each point in the change 
process. 

 The model utilised should also provide a check-list for the change process. Such systems 
are very useful for conducting analyses in the period following the change, which are often 
used to establish what went wrong. 

 Certain changes cannot be avoided. In such cases it is useful to apply models which tackle 
inevitable changes, such as labour force surpluses, mergers, fusions. Models of this kind 
are specific and are less efficient if changes are not inevitable. 

 In addition there are models which combine a larger number of key elements in 
organisational change in a network process and produce very useful check-lists. 

 Certain models give a greater dose of realism. The use of these models is somewhat limited 
at times when business events happen dynamically and rapid results as well as maximal 
efficiency are required. 

 By combining various approaches certain models may lose their value. Usually they 
require a definition of the roles which can be difficult at times when it comes to complex 
solutions. 
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3.2  Fundamental cornerstones of designing a generic change management model 

The main purpose of the study was to define cornerstones for specific company types. We 
selected a medium-sized organisation, active in the Central European transition business 
environment. Based on the studies performed and the limits set, the fundamental cornerstones 
of a generic change management model were defined: 
a. In order for a change to be successful it is of key importance to transform the recognised 

need for change into a desire for change and define who will manage the change and build 
interrelations in an organisation. 

b. The generic process model is primarily meant for a specific group of users; therefore it 
has to derive from an overview of the status quo and identify the desired future state. 

c. Every change strategy includes questions connected to people who go through the change 
process. The success or otherwise of the change depends on them. 

d. A change manager must recognise the need or be aware of the needs of the people within 
and outside of the organisation and identify whether they can sabotage the change or 
contribute to the change process. A motivated change team is needed for implementation. 

e. The reasons for resisting the change must be identified, because the general commitment 
level can influence the change support level. 

f. The purpose of the change initiative is to move the organisation to a state in which goals 
can be realised, or to a transition between the status quo and the desired state. The gap 
between these two states must be defined and filled. 

g. In order for the goal to be attainable, it has to be supported by the most appropriate 
success or effects measurement. If the goals of changes are clearly defined, the effects 
will be quite visible as well. 

h. Change is a complex activity and it must be controlled by a wide-reaching, well-organised 
and flexible plan, although in reality things may go differently. 

i. While the change project is progressing the stage of the change that is frequently the most 
risky is reached; that is, implementing the change as a whole or parts of it. 

j. Implementing the change within an organisation is a step in the change process that 
includes measures for change realisation. 

k. Training and continual improvements must become an integral part of the change process. 
l. When building the model the development of lean thinking has to be considered or the 

various techniques and tools of lean operating systems must be studied. 
m. Change monitoring enables progress to be monitored according to the plan and according 

to the goals achieved; this enables the adoption of measures that depend on individual 
situations. 

4. CHANGE MANAGEMENT MODEL 

The change management model is planned in a way that enables a simulation while 
considering theoretical presumptions that are based on the premise of a “lean” approach [18]. 
Because it is mainly intended for small and medium-sized organisations or enterprises, which 
as a rule have limited resources, it is oriented towards simplification, transparency and target 
orientation. Since various models, sub-models, forms, indicators, methods and techniques 
exist, in the following a description of the model’s functioning is given or, based on this, a 
simulation of change management is performed. 
      The model in Fig. 1 depicts five basic pillars in blue that (based on selected indicators) 
lead the user to the end goal – a successful implementation of change with clear and 
measurable results and effects. The model is supported by software which optimises the 
implementation of operations and is widely applicable for different target groups. 
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Figure 1: Change management model. 

      Phase one gives emphasis to the diagnosis, self-assessment of the state, the conditions in 
an organisation and the broader environment; this is the basis for defining strategic decisions 
and setting basic guidelines for the activities. The most prevalent aspects of the organisation’s 
life must be defined; on this basis an approach to the change can be identified. Assessment 
models are defined which as an integral part of the generic model recognise the need for 
introducing change and trigger the change process. This model includes an assessment of the 
state of an organisation, as well as a growth forecast in the organisation’s broader 
environment. Different structures and substructures are being assessed which are evaluated 
through weightings. The model is applicable because it gives an objective assessment of the 
state of an organisation and its broader environment, based on which a strategy and changes 
needed for its implementation can be defined. Furthermore, reasons are analysed which 
identify the phase in the life cycle and lead to the growth and aging of an organisation. If 
strategic planning goals are set they can be compared with financial results which the 
organisation would achieve in the years to come if no important changes were made. A simple 
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question must be answered: What is the difference between the planned goal and what is 
happening now? The answer to this question is a certain gap or difference between the results 
hoped for and the results that would be achieved if no great operational changes were made 
[19]. This means the goals are being defined and tested while the limitations are considered, 
and at the same time change measurement is being introduced. 
      It has been highlighted repeatedly that management is of key importance for implementing 
changes. But the management can only be successful if the team is good and motivated. The 
formation of the change team should not be performed arbitrarily; it should follow certain 
previously defined criteria. Moreover, all activities have to be performed or implemented 
according to the plan and the strategy defined. An exact timetable for implementing changes 
has to be drawn up when the unwanted state in a company or organisation is being changed 
into the desired one based on planned measures. For this purpose a list of measures or 
interventions which are activated based on recognised indicators has been defined. 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2: Simulation of a variant solution on the example of increasing sales. 
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      In the end phase it is of the utmost importance to monitor accurately the change or its 
effects in order to be able to take measures in due time. Basically, this means returning to 
measuring or testing the goals, where the measures required are defined based on the results 
recognised, or the positive effects of change are extended to other company structures. The 
desired end state is a simultaneous change implementation and management. In this regard the 
model is a useful tool. 

5. A CHANGE MANAGEMENT SIMULATION BASED ON THE MODEL 

Because this is a broad structure, in the following a simulation with only a few selected 
parameters is presented or, in other words, the simulated variant in Fig. 2 (see on the previous 
page) is based only on the example of increased sales. 
      The purpose of the change is increasing sales, which are defined by a goal. Parallel to the 
targeted increased sales a targeted increased profit is also planned. The desired state is defined 
by the gap or by filling this gap. A simple question must be answered: What is the difference 
between the targeted value and the status quo? It is very important to define how this 
difference, or effect, will be measured. In this simulation balance sheet data for sales and the 
profit achieved were used; in general, there are different sources of measurement data which 
can be used for individual examples. Furthermore, it is advisable to perform an analysis of the 
impact of the effects and their interaction and an analysis of potential threats. 

6. RESULTS OF THE SIMULATION 

Companies have various goals which they want to attain. Table I shows the most common or 
desired ones, according to the type of company active on the market. At the same time, a 
simulation of potential threats is presented which can occur while implementing changes. 
      Table I shows a simulation of a few possible risks in implementing changes. It is 
demonstrated that this is a greatly intertwined development, where pursuing certain goals can 
lead to a total collapse of a stable state in other areas. The realisation of a certain goal can lead 
to a collapse of all other goals. For example, if the aim is to increase sales at all costs, the 
sales prices could be reduced and the advertising budget increased; but if this process is 
performed uncontrolled, the result will be poor in spite of increased sales. The key goal which 
should be pursued in this case is profitability. Lower costs, higher prices and an increased 
sales volume are contributing factors to increased profitability, but improving only one of 
them does not guarantee high profits. It is hard to limit the performed change to only one area. 
The effect of the change is wider and the presented simulations are just a narrow depiction of 
a potential course of action. The developed model includes a wide range of different 
simulations which lead the user to the right decisions, based on entered indicators. 
      The next simulation phase is the limitations which restrict the goal realisation. For 
production companies a growth of up to 30 % is recommended. A greater growth could 
influence the foundation of the company and would therefore represent a risk. In the 
simulation model the increase in sales is therefore limited to 30 %. Other input parameters are 
prices, quality, costs, new products, time-related targets and strategy. The limitations analysis 
reveals whether the goal set is feasible or not. If the goal is not feasible, it has to be set once 
again taking the limitations into consideration. If we set a goal of increasing sales by 40 %, 
this is not in accordance with the limitation that annual growth of more than 30 % is not 
recommended for production companies. We could still pursue the goal of a 40 % sales 
increase, but we also have to take appropriate measures to mitigate risks (recapitalisation, 
strengthening human resources structures, etc.). 
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Table I: Simulation of goals of changes as examples and analysis of potential threats. 

Goal of change Impact of measurements and risks 
Increasing sales The aim is to select changes and activities which are going to increase the sales 

volume (increasing production output, which indirectly enables increased sales, 
marketing, attractive prices, special offers, new sales staff, etc.). 
It is important to be aware of the fact that by only focusing on sales volume the 
profitability can decrease, because the goal is only to sell although this may not 
be profitable. Many companies experienced a situation where they were only 
trying to increase the sales volume at all costs; in the end this led to the 
recognition that, although revenues had increased, there were many unprofitable 
business partners and programmes which as a whole reduced the profitability of 
the company’s financial performance. Typical problems connected with this are 
complaints and the inability to monitor production quality, because the focus is 
only on sales and the company cannot, or does not want to see, these problems. 
This can have a negative impact in the years ahead, as unresolved complaints can 
have repercussions in the future and may lead to big and sometimes unsolvable 
financial consequences. 

Reducing costs Activities or changes to reduce costs are performed. The range of such activities 
is wide (new technological processes, more efficient processes, reducing wages, 
services, complaints, etc.). When performing activities to reduce costs care must 
be taken not to miss the opportunity for business growth, as the price for reduced 
costs can be a significant decrease in business operations. 
If increased productivity and quality are desired as well as reduced production 
costs per unit, a prior investment in new equipment is required in the simulated 
example. This may be connected to substantial costs in the first phase, but the 
change implemented will enable reduced costs in future; this means that the 
investment outweighs the costs. Of course the cost rationalisation has to be 
carefully monitored and measures have to be taken in due time. The investment 
made will enable a larger production output and consequently shorter delivery 
periods. 
The above-mentioned example demonstrates that the use of new technological 
equipment has a great influence on the implementation of other goals and has 
therefore a priority role. 

Higher prices The aim is to select changes and activities which will increase prices or, in case 
of the simulation, maintain the current price level. But although raising prices too 
much can still realise a certain amount of sales where the profitability will be 
high, there is a risk of losing customers who are willing to pay only the lower 
prices. If the additional profit on sales is bigger than the lost sales volume then it 
is profitable; otherwise it is not. 

 
      After setting limitations the simulation leads us to the definition of opportunities or 
possible causes for a gap. Within the framework we defined a database of opportunities, 
which the user can include into the analysis in specific examples. Every opportunity has to be 
analysed in terms of effect, limitations, resources provided, fast yield and feasibility. 
      In the simulated example, opportunities 1 and 4 do not comply with the limitations set; 
therefore they have to be dismissed. In line with the strategy formed the goal was set not to 
introduce new products and that at the same time the production costs per unit would not be 
increased. New products would indeed improve the status quo, and more expensive materials 
would improve the quality, but the analysed effect is too low in both cases (the gap is 
insufficiently filled and it takes too long to reach targeted outcomes) in order to be 
worthwhile redefining the limitations and the goal. 
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      Opportunity 7 is in line with the limitations; nevertheless, in this case there are 
insufficient resources provided for implementing activities. The analysed or expected effect of 
the opportunity is weak as well. Therefore it is estimated that measures for an eventual 
acquisition of resources are not reasonable. 
      Based on the value analysis opportunities 2, 3, 5 and 6 are left. All four opportunities 
enable a fast yield and are feasible, based on the evaluated parameters. Considering the effect 
it makes sense to first start implementing activity 3 – introducing or using new automated 
technological equipment which according to plan can be installed and ready for production 
use within three months. The implementation of this activity directly influences opportunities 
5 and 6, because automated processes are going to increase the productivity, shorten delivery 
periods and increase profitability. Due to the interconnectedness of opportunities 3, 5 and 6 it 
is reasonable to perform these activities simultaneously. With regard to the interaction of 
effects an analysis of the impact of effects was also performed. Opportunity 2 or connected 
activities can be implemented a little later or remain independent of other activities, based on 
the availability of resources. 
      The realisation of activities has to fulfil a goal; this is monitored through effect 
measurement. Activities are performed in accordance with the simulated management model; 
this means that selected opportunities for change are introduced within the framework of 
management sub-models and change monitoring. 

7. CONCLUSION 

The purpose or employability of the model developed is that essentially every manager can 
define and implement the right measures, based on selected indicators and parameters, and 
create an added value for the company regardless of the company’s current state and situation. 
Basic indicators or parameters are at the user’s disposal and simulate typical business events, 
on which basis the user can identify the state of the company. Emphasis is given to the 
definition or analysis of the state, the life cycle of the company and the identification, as well 
as the urgent solving, of pathological problems. 
      The employability of the model developed is that it changes a static organisation which 
introduces changes occasionally into a dynamic organisation, capable of fast restructuring 
when necessary. The model helps to improve existing processes, to introduce new products 
and technologies; it facilitates further growth and profitability, reduces operational costs, 
improves the skills and capabilities of employees, adapts organisational structures, improves 
customer services and brings a new culture into the organisation. The focus is on the concept 
of a fast presentation of positive results or rapid success; this helps in generating support for a 
consolidation of change. The model has a medium- and a long-term employability. It enables 
the company to be prepared at all times or to implement adjustments and a future 
development more easily. The model treats business operations in a company as an integral 
whole of processes which act in concert. 
      It was shown that a number of indicators and parameters exist which affect each other and 
are interconnected. It is impossible to set the focus only on area in the company, pursue the 
goal only in this area and then expect to achieve holistic success. The success or failure of a 
company depends on synchronised activities within the company which react to market 
demands. The implementation of a change has to be measured in all areas of the company. 
For this purpose a network of appropriate indicators and parameters has to be set up, and they 
need to be holistically connected in the measurement process or model. The developed model 
for managing change includes a sophisticated network of indicators, parameters and 
processes; nevertheless, the development of such a model is a sustainable process, which in its 
structure has to consider dynamic movements and changes within and outside the company. 
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