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The extremely rapid and h igh ly  complex evo lu t io n  in  compa­

n ies  environments has in e v i t a b le  sp in-o ff  e f f e c t s  on th e i r  s t y ­

le  of management. The idea of "change" i s  at the very heart of 

th is  problem. This change needs to be " s t r a t e g i c a l l y "  managed so 

as to account not only for e x te rn a l ,  but a lso  for in te rn a l  evo­

lu t io n .  I f  not, then the company runs the r is k  of being subject 

to i t s  environmental f lu c tu a t io n s  and of not being able to han­

d le  the various traps and p i t f a l l s  i t  en co un te rs . . .  New l in e s  of 

thought, and of a c t io n ,  then, need to be sought out for the stra­

teg ic  p i lo t in g  of company change.

A. Change and What is  at Stake

Ju s t  think b a c k . . .  Л few years back now, the Managing D i ­

rec to r  of Matsushita E le c t ro  Co., in h is  speech to the Manage­

ment of Western Companies, dec lared : "We are going to win, and 

the Western world w i l l  l o s e . . . " .

No easy task! Western f irm s, according to tho Matsushita Ma­

naging D ire c to r ,  in ju s t  the same way as the faces of their exe­

c u t iv e  s t a f f ,  are too ” I a y lo r - l i k e "  in  appearance. Consequently,
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th e i r  downfall is  h igh ly  l i k e l y  unless they show themselves c a ­

pable of s e t t in g  up in te rn a l  processes of change to prevent 

s t ru c tu re s  and behavior becoming r ig id .

In 1985, the Managing O irec to r  of Z ieg le r  S. A .,  in a speech 

to h is  coun terparts ,  announced: "The company you are managing at 

present w i l l  no longer ex is t  in the year 2000. I t  w i l l  e i th e r  

have disappeared, or e lse  have r a d i c a l l y  changed...

These two d ir e c t  announcements to European, and in p a r t i c u ­

la r  to French, companies b r ing  to l ig h t  what is  b a s ic a l l y  at sta­

ke with change.

Moreover, the fa c ts  seem to cons iderab ly  back up such a r e f ­

l e c t i o n . . .  The a n a ly s is  c a r r ie d  out by P. de Woot and X. Dcs- 

c lee  de Maredsous on ten major French, Be lg ien  and Frenco-flel- 

gian in d u s t r ia l  groups showed that those w ith  the best performan­

ce had a high in te rn a l  cap ac ity  for change, and thus they could 

update in good time th e ir  s t ru c tu re  and th e i r  management methods. 

The worst-performing companies, on the other hand, apply a d i s ­

continuous" and " c r is is - s t im u la te d "  approach to the management 

of change, with no o v e r a l l  s t ra te g y .

Companies a re ,  in f a c t ,  at g r ips  with the everyday r e a l i t y  

of change. I f  they want to operate c o r r e c t ly  they cannot a ffo rd  

to ignore the n ecess ity  of being зиаге of i t s  f lu c tu a t io n s ,  and 

the a n a ly s is  of these f lu c tu a t io n s ,  both w ith  respect to the com­

pany s surroundings and w ith in  the company.

These f lu c tu a t io n s  are of var ious  types, and are complex in 

nature . A simple observation  of oodern-day l i v i n g  con d it ion s ,  

however, enables them to be l i s t e d ,  based on a "pedagog ica l“ and, 

c f  course, a rb i t r a r y  breakdown.

1. Economic f lu c tu a t io n s ,  r e s u l t in g  f ro»  movements of con­

c e n t ra t io n ,  of fus ion , and of the accentuating  of in te rn a t io n a l  

imbalances.

2. Technological f lu c tu a t io n s ,  w ith  the in trod uc t ion  of com­

puting , cf ro b o t ic s ,  and of computer a s s is ted  design and manu­

fac tu re  .

3. S o c io lo g ic a l  f lu c tu a t io n s ,  which show themselves through 

an e vo lu t ion  ír. norms and l i f e s t y l e s ,  and the s p l i t t i n g  open of 

the t r a d i t io n a l  f ro n t ie r s  of a c t i v i t y  ( in c rea se  in  exchanges, 

m u lt in a t io n a l iz a t io n  of l i f e s t y l e s  e t c . ) .



4. C u ltu ra l  in f lu e n ce s ,  l inked to development in the f i e ld ?  

of knowledge and communications, and which show themselves by a 

d ec l ine  in tho values of “ duty“ in  favour of a search fo r  p le a ­

sure .

b. Psycho log ica l in f lu e n ce s ,  l a s t l y ,  which correspond to 

man's new expecta t ions , 0 .9 . w ith  respect to the q u a l i t y  of l i ­

fe ,  and which often  »how themselves v ia  a development of i n d i v i ­

d u a l i s t i c  ideo log ies .

faced w ith  such complexity a l l  of these in f lu ences  seer to 

have one cowton fac to r  which spans over them - the r i s in g  up of 

the human dimension at a l l  l e v e ls .  For example: psycho log ica l 

expectations »nd c u l tu r a l  evo lu t io n  dononst ra to  an increas ing  

quest for personal fu l f i lm e n t .

ł .  As fa r  as s o c io lo g ic a l  evo lu t io n  is  conccrned, the in ­

c r e a s i n g  ro le  occupied by the notion of s o c ia l  r e s p o n s ib i l i t y  

with respect to the surrounding comnunity is  to bo noted.

2. In  techno log ica l f lu c tu a t io n s ,  the search for adequacy 

between techno log ica l choices and human resources is  being deve­

loped .

З ;  " I n  the economic f i e l d ,  l a s t l y ,  are appearing the notions 

of s o c ia l  co s ts ,  tnuuen co s ts ,  ex terna l co s ts ,  e tc .

Sooner or l a t e r ,  then, companies are a f fe c te d  by such evo lu ­

t io n s .  But two types of behaviour can bo observed:

- t r a d i t io n a l  company management based on the " l a i s s e r  f a i ­

re "  and " id e n t i c a l  reproduction" p r in c ip le s :  as long as e ve ry ­

th ing s e e m  to be working, don 't  change a n y th in g . . .  u n t i l l  the 

“ c r i s i s ” s i tu a t io n  occurs;

- s t r a t e g ic  company management founded on a v is io n  of the 

fu tu re ,  and on the p r a c t ic e  of "permanent change” .

Ju s t  wanting change, though, i s  not enough. The implementing 

of a c e r t a in  " s a v o i r - f a i r e "  as concerns the handling of the chan­

ge (p rocess/con ten t )  couple is  required-

Ihe process of change corresponds, 1л f a c t ,  to the action i t ­

s e l f ,  to the method used. I t  i s  the "form4 of the change, too 

o f ten  neg lected  in  favour of the "substance" of the change. This 

l a t t e r  is  to be found in  the content of the change, the second 

element m  the couple to fee p i lo te d ;  i t  inc ludes the components 

of uhange, the f i e ld s  of a c t io n ,  e tc .
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Close a n a ly s is  oi cases where companies have not had to ta l  

success in th e ir  process of change enables a c e r t a in  number of 

constants to be h ig h l igh ted  w ith  respect to performance d e v ia ­

t ions as compared with  the o r ig in a l  p ro je c t .  Our research  then, 

leads to the fo l low ing  observa t ions :

Dev ia t ions  in the ргосезс:

- dead line ,

- cost of the a c t io n ,

- coo rd ina t ion  of a c t ion s ,

- compliance to the “ ru le s  of the game' by the ac to rs .

Oev ia t ions  in  the content:

- type and breadth of the ac t ion ,

- degree of in te g ra t io n  in the o v e r a l l  p o l ic y ,

- f i e ld s  of a n a ly s is  and a c t io n ,

- q u a l i t y  of production.

These observat ions  are obv ious ly  only of use i f  the fac to rs  

le s t r a m in Q  or ob s tru c t ing  the succesfu l accomplishment of the 

p ro je c t  can be tracked down.

В R e s t ra in ts  to 8e Overcome

The r e s t r a in t s  encountered seem gene ra l ly  to f a l l  under one 

of fo l lo w ing  head linga :

1) R e s t r a in ts  i n t r i n s i c  to* the company, these are :

a )  e i th e r  c h a r a c t e r i s t i c s  of the "m i l i e u “ concerning physical 

or techno log ica l s t ru c tu re s  (e .g  heavy equipment ac t ing  as an 

obstac le  to r a d ic a l  change), o rg an iza t iona l  s t ru c tu re s  »e.g. 

" r i g i d ” Taylor type o rg a n iz a t io n s ) , or o lae  s o c ia l  s tru c tu re s  

( e .g .  the case of sec to rs  w ith  a low I n i t i e l  l e v e l  of t r a in in g ) ;

b )  or c h a r a c t e r i s t i c s  s p e c i f i c  to the company. Deviations due 

to the importance of in te rn a l  movements (change in  key a c to rs ,  

s * a f f  cut-bbcks, e t c . ) ,  to the s t y le  of management (bad ly  d e f i ­

ned or poorly known s t r a t e g y , lack of commitment by the General 

Mątia^ement, e t c . ) ,  or due to  the ex terna l environment (nhich may 

c rea te  a f e e l in g  of mpotence i f  a c e r t a in  “ turbulence th re s ­

hold i3 exceeded);



2) R e s t ra in ts  l inked  to the degree of in te g ra t io n  of the pro­

cess in  the operating of the company; two types of obs tac les  to 

change f a l l  under th is  heading:

a )  de fec ts  in s t r a te g ic  a n a ly s is  of change ( la c k  of c le a r  

d ec is ion  w ith  respect to change, lack  of e x p l i c i t  commitment by 

management, or e ls e  problems w ith  coherence between tho company's 

d i f f e r e n t  d ec is ion s  and a c t io n s ,  e t c . ) ;

b) law im p lica t io n  of the ac to rs  (unawareness of the process 

and of what i s  at s take , absence of ‘‘n eg o t ia t io n "  of the game by 

the a c to rs ,  or poor appropria t ion  of the process by the actors  

concerned .. . ) ;

J )  R e s t r a in ts  a r i s in g  from the p i lo t in g  method; analysed pro­

cesses of change f req u en t ly  shöw up the fo l lo w ing  dysfunct ions :

a ) ’‘dosage" e r ro r s ,  i . e .  the tendency to go to the extreme 

(o .g .  too-high a p a r t i c ip a t io n  or too many d i r e c t i v e s ) ;

b) i n f l e x i b i l i t y  of methods during the process w ith  regard 

to the r is k s  encountered by the company;

c )  defect w ith  regards to the use of a common language base 

between the d i f f e r e n t  acto rs  concerned;

d> la ck  of a n t ic ip a t io n  and p reven t ion ; th is  should have 

shown i t s e l f ,  in  p a r t i c u l a r ,  by a watchful and fo re cas t in g  a t t i ­

tude w ith  respect to c e r t a in  in te rn a l  and ex te rna l  s igns .

As th is  th ird  category of r e s t r a in t s  is  the e a s ie s t  one to 

act upon, i t  seems a l l  the «ore important to know of i t .

Ihe p i lo t in g  method of the change (p rocess/con ten t )  couple 

seems, in  f a c t ,  to be an e s s e n t ia l  fa c to r  fo r  e f f i c i e n c y  in  the 

approach to change.

Obv ious ly ,  no m iraculous s o lu t io n  e x is t s .  E s p e c ia l l y  s ince  

the econonic and s o c ia l  r e a l i t y  which exerts  an in f lu en ce  on 

companies operations cannot be t o t a l l y  c o n t ro l le d .

However i f  the processes of change can probably not be t ru ly  

c o n t ro l le d ,  they can, and must be p i lo te d .  In  other words, mani­

pu la ted  in  f u l l  awareness of the r u le s ,  l im i t s ,  and p o s s i b i l i ­

t i e s .  from th is  po int of v iew , the above in fo rm ation  r e s u l t in g  

from the a n a ly s is  of d ev ia t io n s  is  extremely u se fu l .  More s p e c i ­

f i c a l l y ,  they mean tha t  p i lo t in g  "by the seat of the pants" can 

be r e je c te d ,  and that the f i e l d  of v is io n  can be extended, and a



s t r a t e g ic  p i lo t in g  approach of the change (p rocess/con ten t ) co­

uple adopted.

C. The S t r a te g ic  P i lo t in g  of Change

The s t r a te g ic  approach method to change presupposes:

- in te g ra t io n  of the dimension " t im e "  so as to respect the 

o rgan iza t ion  s "chronob io logy" ( l i f e  rhythms) and avoid the en- 

,tropy phenomenon (energy d is s ip a t io n ) ,

- in te g ra t io n  of the d i f f e r e n t  ca tego r ie s  of s t a f f  so as to 

avoid d ivergences of thought, and of a c t ion  and so that as many 

p oss ib le  becone “ a c to rs " .

The cons truc t ion  and use of coherent, r igo rous ,  programmed 

and shared management too ls  and methodologies of a c t io n  thus be­

come p o ss ib le .

The process is  not any the le ss  f l e x ib le  and adaptab le . The 

o b je c t iv e ,  in  f a c t ,  is  that i t  should o f fe r  both coherence and 

a s ta b le  re ference  in approach and con ten t,  and f l e x i b i l i t y  or 

new openings w ith  regards to methods of a p p l ic a t io n .

The systemic conception of change, then, becomes, necessary 

i f  an attempt to p i l o t  the process is  to be made, e s p e c ia l ly  i f  

i t  is complex. I f  seems e s s e n t ia l  to p inpo in t the "key p o in ts "  

of these r e l a t i v e l y  complex processes so as to draw up a p i l o ­

t in g  con tro l  pane l. These key, po in ts  can be c lassed  in to  three 

s tages:

1) during the I n i t i a t ion  s tage ; must be id e n t i f i e d :

a ) the o r ig in a l  idea which needs to be le s te d  by con fron ting  

i t  w ith  the r e a l i t i e s  of the o rgan iza t ion ;

b ) the p i lo t  of the process <and h is  p oss ib le  co-pilots), very 

s p ec ia l  a t te n t io n  must be paid when making th is  cho ice ;

2) d j r in g  the launch and a c tu a l iz a t io n  s tage , a t te n t io n  w i l l  

be paid to:

a ) the context of the company concerned (economic, c u l t u r a l ,  

s o c ia l ,  e t c . ) ;

b) the o b je c t iv e s  of the process, as w e l l  as i t »



in  r e la t io n  to o v e ra l l  company p o l ic y  and i t s  rea lism  with  r e ­

gard to the company s c a p a b i l i t i e s ;

c )  the making a v a i la b le  of means (human and f in a n c ia l  means, 

equipment, e t c . ) ;

d ) the energy requ ired  to transform what exists-,

3) during the management and a c t iv a t io n  stage c e r t a in  • e l e ­

ments become even mure e s s e n t ia l :

a ) time and the respecting  of a c e r t a in  progres: äivermss whilst 

at the same time avo id ing d r i f t ;

b ) the f i e ld s  of a n a ly s is  and a c t ion  to be in teg ra ted  con­

cern ing  o v e r a l l  company operation  (management s t y l e ,  work met­

hods, work o rgan isa t ion  and working con d it ion s ,  in te rn a l  in f o r ­

mation and communication, job (equipment appropriateness, t r a ­

in in g ,  e t c ) ;

C) the p i lo t in g  to o ls ,  both for in troducing  change and for 

monitoring and ap p ra isa l  of i t ,  and to m aintain  in d iv id u a l  m oti­

v a t ion ;

d) l a s t l y ,  the e f f e c t s ,  i . e . :  the d i r e c t  or in d i r e c t ,  planned 

or unexpected, f i n a l  or in termediary consequences on the f i e ld  

of a c t ion  or i t s  environment.

I he above c h e c k l is t  of the key po in ts  enables из to tack le  

the (process-conten t) problem of change in  an o v e r a l l  manner, and 

thus to manage com plexity .

So as not to be d is su a s ive ,  though, the acto rs  p i lo t in g  the 

process may seek to demonstrate a c e r t a in  s im p l i c i t y  of act ion  

desp ite  the fac t  that they themselves are aware of the contingen­

c ie s  and complexity of the rea l  world.

The search tor the dosage (s im p l ic i t y - c o m p le x i ty ) i s ,  in 

f a c t ,  e s s e n t ia l ,  and the same app lie s  to the f i f t e e n  other "noso­

logy model" couples put forward for the p i lo t in g  of change.

D, The Models to r  the P i l o t in g  of Change

1. Oosology Model

In  any s t r a t e g i c a l l y  p i lo te d  process of change any la s t in g  

."extrem es" need to be e l im ina ted .  A “ dosing" procedure, then, i s



p re fe ra b le ,  t . e. seeking out op t im isa t ion  and adequate propor­

t io n s .

The notion of dosing should be understood in  the general am­

b iv a le n t  sense, w ith  three cweponeutS:

- a rb i t r a t io n  or tho a r t  of f ind in g  a "happy medium";

- simultaneousness or a ch iev ing ,  over the same time period,

two phenomens or two a c t ion s ;

- a l t e rn a t io n  or the succesion of elements which, in  turn , 

keep recu rr in g ,  on a more or le ss  regu la r  b as is .

Tho fo llow ing  diagram (page 103) shows,in a synthetic fora, 

a l l  s ix teen  of the couples requ ir ing  a t im ely  dosage throughout 

the change process. Amongst these s ix teen  couples is  the couple 

( a n a ly s i s - a c t io n ) . This couple underlines  the n ecess ity  for a 

c e r ta in  a l t e rn a t io n  between, on the one hand, the " tak in g  one s 

d is tan ce "  a t t i tu d e  - the search for what i s  at stake or the a- 

n a ly s is  - and, on the other hand, s o l id  a p p l ic a t io n  by action " in  

the f i e l d " .  This leads us to consider the d i f f e r e n t  f i e ld s  of

a n a ly s is  and ac t ion .

These are DASIs (Domaine d Analyse e t  d 'A c t lon  S t ra te g i-  

ques In te rn e s )  F ie ld s  of In te rn a l  S t r a te g ic  A na lys is  and Ac­

t ion  (F IS A )  wl.ich may be examined and put In to  p lay  so as to 

implement and p i lo t  change.

2. FISA Model

The F ISA can be accounted for by using the fo l lo w in e  l i s t .  

This l i s t  is  not n e c e s sa r i ly  complete:

- work o rgan iza tion  and working con d it ion s ,

- work methods,

- in t r a  and in te r  departmental cooperat ion ,

- jobs/equipment ap p rop r ia t ion ,

_ product design and manufacture,

- coppetences/jobs app rop r ia t ion ,

- training-action,

- In te rn a l  information and communication,

- reward for co n t r ib u t io n .

- management s t y le .
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The g tnéra i s tra tegy  of change nay a lso  Oe »ade up as a com­

b in a t io n  of the analyses end ac t ions  in these d i f f e r e n t  f i e ld s ,  

centered Mono a unt»ng ax is .  The r.oheronco of the approach is ,  

in f a c t ,  another important p r in c ip le  to be respected in  the stra­

teg ic  p i lo t in g  of change.

I t  is  a lso  worth ncting  that the s t r a te g ic  p i lo t in g  of p e r ­

manent changes leads «в to recons ider the t r a d i t io n a l  v ie »  of 

ihe operating  of the company and of s tra te g y .

P r a c t i t io n e r s  and th e o r is ts  t r a d i t io n a l l y  consider that stra­

tegy is  b a s ic a l ly  an ex terna l fa c to r  (Products/M arket) and that 

i t  i s  based on an a n a ly s is  approach.

On the other hand, an updated d e f in i t io n  of s tra tegy  brings 

together externa l and in te rn a l  s tra tegy  and puts impleroentation 

on the same le ve l  as a n a ly s is .  Ihe aim, then, is  the co m p e t i t i ­

veness of the company, and i t s  continued ex istence  in the midst 

oj sur: winding e vo lu t io n ,  m  p a r t i c u la r ,  by making best use of 

human resources.

Company s tra teg y  and permanent change s t ra te g y ,  then, cannot 

be separated. Two new vecto rs  of permanent change which are en­

countered more and more frequen t ly  in  French companies serve to 

demonstrate th is  po in t :  tho Company P ro je c t  and the search for 

l e t a l  Q u a l i ty .

£. Recent Examples of Vectors of Change

Ihe Company P ro je c t  and lo ta l  Q u a l i ty  are two of the major 

tnemes of ac t ion  m  French Companies whicn seura to have c l e a r l y  

experienced s ig n i f i c a n t  development, and unlch seen to i l l u s t r a ­

te the idea of ‘•process of change" p a r t i c u l a r l y  w e l l .

1. The Company P ro je c t

This nan be defined  as a company’s o v e r a l l  scheme, aimed at 

B o b i l i / in g  hu^»n rsžourocb in a way common to , and known and a c ­

cepted by a l l  concerned.



I t  i s  worth po in t ing  out at th is  po int that i f  the Company 

P ro je c t  has been much adopted in France , then i t  is  probably, be­

cause i t  enables three requirements to be » e t :

- the n ecess ity  for g rea ter  company e f f i c i e n c y  and competi­

t iveness  ,

- the need for high cap ac ity  for change in  a mutating e n v i ­

ronment ,

- the expectation« of the " s o c ia l  body" ac fa r  as communica­

t io n ,  expression, and p a r t i c ip a t io n  are concerned.

2. Total Q ua l ity

This " s t r a t e g i e “ idea of q u a l i t y  stems la rg e ly  from the ever- 

-mor.e “ Curopeanizcd", Japanese and Amurican Total U u a l i t y  appro­

aches.

Thure are four wain p r in c ip le s  behind these approaches:

- a widening of the concept of q u a l i t y  to cover a l l  aspects 

of the company's l i f e  (no longer l im ite d  to the p roduc t) ;

- an ex t ra p o la t io n  of the “ cu s tuw cr/sup p lle r “ r e la t io n s h ip  

to cover a l l  in te rn a l  and ex terna l r e la t io n s h ip s  for each i n d i ­

v idua l in  the company; consequently the employee ir. considered 

as both “ customer" and " s u p p l ie r “ to the company;

ч in te g ra t io n  of a l l  of the customers needs;

- the permanent i n s t a l l a t i o n  of too ls  for monitoring and ap­

p r a i s a l  of a c t i v i t y  throughout the company.

Total q u a l i t y ,  then, is  both ’•external*’ q u a l i t y  (p roducts ,  

s e r v ic e s ,  con tac ts  w ith  the environm ent), and “ in t e r n a l "  q u a l i t y  

(conception  and r e a l iz a t io n  of a l l  the a c ts  of a l l  the men and 

women w ith in  the company» and in a l l  fu n c t io n s ) .  I t  i s  a search 

for “ o v e r a l l  company operating  q u a l i t y "  using a process of action 

and permanent change which im p lies  a i l  of the s t a f f ,

F. Conclusion

— I f  the Company P ro je c t  and Total Q u a l i ty  concepts serve as 

good i l l u s t r a t i o n s  of the process of change, they are not the



only types o i permanent change in  ex is tence .  Another example is  

that of soc io-o rgan lza t iona l innovation  in  a l l  i t s  forms.

Change in  the company, in  a l l  cases , seems to c a l l  for ge­

nuine s t r a te g ic  p i lo t in g  based on a methodology which is  both 

f l e x ib le  and r igo rous.

Given t h is ,  c e r t a in  t r a d i t io n a l  ideas on management and stra­

tegy c a l l  for a c e r t a in  amount of updating in  order to g ive  in ­

te rna l  s tra teg y  an important s ta tu s ,  and so that implementation 

may be recognised as being a s t r a te g ic  f a c to r .

In  f a c t ,  in  t isu ',  management know-how could w e l l  be a ss im i­

la ted  to the cap ac ity  to p i lo t  company change in  a l l  i t s  forms.

Annie S a r t o l i

STRATEGICZNE STEROWANIE ZMIANAMI 
W PRZEDSIĘBIORSTWIE

Gwałtowne zmiany w otoczeniu współczesnych p rzedsięb io rstw  
zmuszają je  Jo zmian wewnętrznych, które  powinny być prowadzone 
w sposób - s t ra te g ic z n y " .  Zmiany te mają charak ter  ekonomiczny, 
techn iczny, społeczny, kulturowy i  psychologiczny, a reakc ja  na 
n ie  p rzyb ie ra  postać p o l i t y k i  albo u trw a lan ia  stanu is tn ie ją c e g o  
lub permanentnych zmian nakierowanych na p rzysz ło ść .  W r e a l i z a ­
c j i  tych zmian napotyka s ię  l icz n e  hamulce, k tóre  winny być z l i ­
kwidowane, m. in .  przez właściwą s t r a te g ię .  Obejmuje ona trzy 
kluczowe s tad ia  postępowania: początkowe (kon fron tac ja  id e i  zmian 
z rea l ia m i o rg a n iz a c j i  i prowadzenie procesu zmian), stadium u- 
ruchomienia i ak tua lizow an ia ,  gdzie uwaga powinna być zwrócona 
na ce le  i kontekst zmian - ekonomiczny, społeczny i t d . ,  or»z 
stadium zarządzania, aktywowania i  i n t e g r a c j i  wszystk ich  czynn i­
ków funkcjonowania p rzeds ięb io rs tw a. Na zakończenie przedstawiono 
modele sterowania  zmianami, ich  elementy składowe, i lustrowane 
dwoma przykładami modeli dz ia łań  w kierunku zmian we francusk ich  
przadsiębiorstwach.


