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ORGANIZATIONAL DEVELOPMENT CONCEPT DEFINITION:
HISTORICAL ASPECT AND MORPHOLOGICAL ANALYSIS
BU3HAYEHHS HOHSATTS OPTAHIBAIIIMHOI'O PO3BUTKY:
ICTOPUYHUIA ACHEKT I MOP®OJIOTTYHUIM AHAJII3
ONPEJEJIEHUE NOHATUA OPTAHU3AIIMOHHOI'O PASBUTHA:
HCTOPUYECKHUHN ACIIEKT U MOP®OJIOT'MYECKUI AHAJIN3

Summary. The article is aimed at studying approaches to the definition of
“Organizational Development” (OD). A study of definitions and characteristics
of the OD concept has shown that most authors use keywords to explain the
essence of the concept, others focus on the constituent elements as objects of
influence. Many of researchers add a goal or desired outcome, and others
consider organizational development more likely in terms of the approaches used.

A number of definitions provided by various authors from 1970 to the
present are considered. Using of morphological analysis, the definition was
decomposed by the formula “what, of what, for what and with what” into the
following constituent elements: keyword, object of influence, goal, approach or
means. The most repetitive keyword is “process”, the most common goal is
“effectiveness and efficiency of the organization”. Objects as operands are
organizational strategies, structure and culture. And for the most part, the authors
note the behavioral approach as the main one used in organizational
development. A generalized definition is made of the most recurring elements.
Each of the elements was subjected to further analysis in chronological order. In
particular, it was defined a change in the formulation of OD goal to "meet the
needs of stakeholders” and in approaches to organizational development, namely
from a purely behavioral to systemic. Given these considerations, Organizational
Development is defined as an ongoing process of transforming organizational
strategies, structures and culture to meet external and internal stakeholders

through a system of approaches, most notably behavioral.
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This definition allows you to form an idea of OD as a process, and consider
it in the dynamics and identify the objects of influence or focus of attention and
management efforts,; declares the main goal of development, on which depends
the formulation of the desired current results. Based on these three components,
approaches or methods of influence should be identified, because, as noted, only
the behavioral approach is not exhaustive in OD.

Key words: organizational development, approach, goal, strategy,

Structure, culture, process.

Anomauin. Y cmammi Cmamms cnpamosana Ha O00CHIONCEHHS Ni0X00i8
0o euszHauenHs nouwamms «Opeanizayitunui pozeumox» (OP). Jocnioocenns
sUsHayeHb ma xapakmepucmux kouyenyii OP noxaszano, wo oOinbwa yacmuna
asmopié GUKOPUCMOBYE KIIOU08I Cl08a OJisl NOACHEeHHS Cymi KOHYenyii, iHuli
30cepeddcyioms yeazy Ha CKIA008Ux elemenmax sk o6 ’ekmax enaugy. baecamo
xmo o0ooae memy abo Oadxcamuil pesyrbmam, iuje HU3KA Po32NA0A€E
Op2aHi3ayiiHULl PO36UMOK 3 MOYKU 30pY NIOX00i8, WO 3ACMOCO8VIOMbCA 8 Yill
Konyenyii. Pozensanymo Hu3ky euznauens, wjo Oyau HAOAHi PISHUMU A8MOPAMU 3
1970 poxy no menepiwniti yac. 3a 00NOMO2010 MOPEHONO2IUHO20 aHANIZY
BU3HAYEHHSL 0)]10 PO3KIAOEHO 3d .(hOPMYIO0I0 (U0, Y020, OJISl Y020 i 34 0ONOMO2010
Y020» HA MAKI CKIAO08I eJleMenmu. KIouose Cl1060, 00 €Km 8nausy, yi, 3acio
abo nioxio. Haiibinvus nosmoprosaibHuUM K0408UM CLOBOM 3HAUOEHO «NPOYecy,
HAUObINbW 4acmolo Memor BU3HAYEHO «Pe3)IbMmamusHiCmb ma epexmusHicmy
opeanizayiiy. O6’ekmamu 6niugy € opeauizayiuni cmpameeii, cmpyKmypa i
Kyibmypa. 30e0ivuio20 agmopu 8i03Ha4aoms H08eOiHK08UL Ni0Xi0 1K OCHOBHULL
3acmoco8anull 8 OpeaHi3ayiiHoOMy po36umK)y. 3 HaUuObul NOBMOPIOEAHUX
elleMenmi8 CKIa0eHo y3azanvbHeHe e6usHaueHHs. Koowen 3 enemenmie 0yn0
ni00AHO NOOANLUIOMY AHANIZY 3 YPAXYBAHHAM XPOHOJLO2IYHO20 HNOPAOK).
3okpema, euznaueno sminy y popmynrosanui memu OP Ha «3a00601eHHss nompeb

cmeukxon0epiey ma nioxooie 00 OpeaHizayiiiHo20 po3GUMKY, a came 8i0 CYymo
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Nn0BEOIHK0B8020 00 CUCMEMHO020. Bpaxosyrouu nasedeni cyooicenms, 8U3HAUEHO
OpeaHizayiuHuil po36Umox sIK NOCMIUHUL NPpoYyec nepemeopersb OPeaHi3ayitiHux
cmpamezii, CmMpyKmyp i KyIbmypu 3a0as 3a0080JIeHHs 308HIUHIX | 6HYMPIUHIX
CMeuKxonoepis 3a 00NOMO2010 cucmemu nioxoois, ceped AKux Haubinvule micye
nocioae no8eodiHKOBUII.

Taxe susnauenHs 0ozeonsc: chopmysamu yaey npo OP sk npo npoyec, i
poszensdamu 1020 8 OUHAMIYI, 8U3HAYAE 00 €Kmu naugy abo CnpsAMO8aAHOCHI
yeazcu i 3YCUlb MEHeOHCMeHmy, O0eKIaApyeE OCHOBHY Memy pPO3GUMKY, 6i0 AKOI
3anexdcums QOpMynI08anHs o6axcanux nomouHux pesyromamis. Ha ocnosi yux
MpbOX CKAA00BUX MAOMb OYymMu GU3HA4eHI nioxoou abo memoou 6niugy,
OCKINbKU, K 3A3HAYEHO, Jiuule N08eOIHKOBUl nioxio He € euuepnuum 6 OP.

Knwuosi cnoea: opeanizayitinuii po3éumox, nioxio, mema, cmpameczis,

CMpyKmypa, Kyivmypa, npoyec.

Aunomayua. Cmambvs HANPAGIeHA HA UCCIe008aHUE NOO0X0008 K
onpedenenuto nouamus «Opeanuzayuonnoe pazeumue» (OP). Hccrneoosanue
onpedenenuii u xapakmepucmuk kouyenyuu OP nokazano, umo b6orvuias yacmo
aBmMopo8 UCNONb3Yem KAouesble C106a 08 00bACHEHUs CYmU KOHYenyuu, opyaue
COCPEeOOmOoYeHbl HA COCMABIAIOWUX INEMEHMAX KAK 00beKmax 6030eucmausl.
Mmuozcue 0obasnsaom k onpeoeneHuro yeiv Uil Hceadaemvlil pe3yivmam, ewe pso
paccmampusaem Op2aHU3AyUOHHOE pa3eumue ¢ MOYKU 3PeHUs NnooxXo008,
npuUMeHsieMblx 6 3mou Konyenyuu. Paccmompen pso onpedenenutl, komopbie
OvLu Oauvl paziuuHvimu asemopamu ¢ 1970 2o0a no macmosuwee epems. C
NOMOWBIO MOPHON02ULECKO20 aHANU3A OnpedeleHue Obllo PA3JI0HCEHO NO
Gdopmyne «umo, ue2o, 015 4e2o U C NOMOWbIO 4e20» HA MaKue coCmasgisaoujue
NEeMEeHMbL: KII0Ue80e C1060, 00beKm 8030eliCmaus, Yeilb, CPedCcmeo Uil Ho0X00.
Haubonee noemopsowumcs Kiouesbim C1080M 8blOEIEHO «NPoYyeccy, Hauboiee
yacmou  yeivio  OnpeoesieHvl  «Pe3ylbmamueHoCcms U I hekmueHocmo

opzaruzayuuy. Obvexkmamu  8o30elicmeust  sGIAI0OMC OpcaAHU3AYUOHHblE
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cmpamezuu, cCmpyKmypa u Kyiemypa. B Oonvwuncmee agmopsl ommeuaom
nogedeHyeckull NnooxXo0 KAaK OCHOBHOU NPUMEHSeMblll 8 OpPeaHU3AYUOHHOM
passumuu. M3 naubonee nosmopsaiowuxcs 31eMeHmo8 cCoOCmasieHo 0600werHoe
onpedenenue. Kasxcowviil uz snemenmos Obi1 n008epeHYym OdlbHelulemMy anaiusy ¢
yuemom XpoHONo2UU npusedenus. B uacmuocmu, onpedeneno uzmenenue 6
Gopmynuposke yeau OP na «yoosiemeoperue nompebHocmeni cmeukxoioeposy,
u opmyruposke nooxo008 K OpeaHU3AYUOHHOMY DPA3BUMUIO, A UMEHHO Om
YUCMoO NOBEOEHYECK020 K CUCMEMHOMY. Yuumuléas npusedeHuvie CylcoeHus,
Opeanuzayuonunoe  paseumue  OnpedeieHo KAk  HNOCMOSAHHbIL — Npoyecc
npeobpa308anHUll OPSAHUZAYUOHHBIX Ccmpamezull, CMPYKmMyp U Kyabmypsl OJis
V0081eMBOPEHUSL BHEULHUX U BHYMPEHHUX CIEUKX010ePO8 C NOMOUbIO CUCEMbL
n00X0008, cpedu KOmopwvlx O0nbULOe MeCIO 3aHUMAem NOBEOeHUEeCKULL.

Taxoe onpedenenue nozeonsem cghopmuposams npeocmasierue o OP kak
0 nmpoyecce, U pAaccmMampusamv e2o0 6 OUHaMuxe, onpeoeisem 00ObEKMbl
8030€elicmeuss UlU HANPAGIeHHOCMU GHUMAHUS U VCUTUU MEHeONCMEeHma,
oexnapupyem OCHOBHbLE Yeau pa3sumus, om KOMopwvlx 3a8UCUm GopmMyiuposKa
mexywux pesyiemamos. Ha ocnoge smux mpex cocmagnsiowux 00axiCHul O61mb
onpeodenenbl NOOX00bl UNU Memoobl 6030elicmeus, NOCKOAbKY, KAK YKA3aHO,
MOIbKO NOBeOeHUeCKUll N00X00 He sAsnsiemcs uciepnvisarouum 6 OP.

Knioueevie cnosa: opeanuzayuonHoe paseumue, yeib, NOOX00,

cmpamecus, cmpykmypa, Kyjibmypa, npoyecc.

Problem setting. The concept of organizational development (OD) is not
new, and emerged in the 30s of last century, although realizing that workers
behaviors and motivation were affected by organizational process and structure.
This concept was not clearly defined then, but it is noted that organizational
development has been influenced by industrial and organizational psychology.

Most occasions there is a misguided judgment on what spurs explicit

culture, the comprehension of culture inside hierarchical improvement depends
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on decides that are both composed or unwritten showed by qualities and
individuals' conduct. OD contains a wide assortment of activities that incorporate
the reproduction of hierarchical culture to raising group programs.

Since its inception, the concept has undergone significant changes and
developments. The authors drew attention to various elements of this concept.
Therefore, we believe that the specification of the definition of organizational
development is relevant, because it allows you to make a modern idea for further
management.

Literature review. Organizational development evolution over the past 50
years from the adoption of behavioral science and methods of solving problems
in an organization, the change in Organizational development has enabled today
was kicked off in the 1940°s and was enacted in innovating the work Kurt Lewin
has carried out as social scientists which also enhance the work Carl Roger and
Abraham Maslow as psychologists.

Regardless of who executed the principal definition, it was brought upon in
1957 and it is regularly consented to have progressed. Around the time of World
War II, Kurt Lewin carried out and experiment with alliance to utter the process
on the method of planning, performance and measurement. The experiment
succeeded in being the research theory. Kurt Lewin’s theory served as an
important component of research of organizational development. Authoritative
advancement has been generally attributed to Blake, Mouton, Kahn, Bowers and
others [2-6].

From the most punctual beginning stage, OD made and applied its theories
of people and change to progressive life and working. Gigantic quantities of the
interventions at first led and practiced by OD specialists rely upon the field's solid
obligation to the human side of the endeavor. Despite the fact that being censured
as ,,too narrow™ some of the time, a large number of its mediations have now
become standard, molding the way we as a whole consider how associations work.

This included ,,change management®™, which developed as a subfield of OD [15-
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18]. It furthermore included affiliation work arrangement, describing how

endeavors, authority and systems will be figured out and fused across various

leveled units and inside individual jobs.

A study of the definitions and characteristics of the concept of OD has

shown that the authors focus on various aspects of the definition. Most authors

use keywords to explain the essence of the concept, others [5-9, 12-14] focus on

the constituent elements as objects of influence. Many add a goal or desired

outcome, and a number more consider OD in terms of the approaches used in this

concept. The list of OD definitions in chronological order is presented in the table

1.
Table 1
The list of OD definitions

N | Definition Author(s) Year

1 (OD) is a planned effort aiming at increasing an organization’s | Robert L. 1974
efficiency, its ability to change itself and to adjust to changes. | Kahn

) (OD) is a method in philosophy use‘d to irpprove organization Bowers D. G. 1976
efficiency and prolonged way of doing things

3 (OD) is an innovation processes requiring skills in change Whiecomb D., 1977
making and incorporating invention as tool Whitecomb S.
(OD) is an innovative bottom-up change effort that fit no Warner

4 e : . 1978
traditional consulting categories Burke
(OD) is the process of continually renewing an organization’s

5 | direction, structure, and capabilities to serve the ever-changing | Benne K. 1978
needs of external and internal customer
A long range effect to improve an organization’s problem

) ) French and

6 | solving and renewable processes through collaborative Bell 1978
management of organizational culture.
(OD) is a medium that transfers behavioral to developing, Faucheux C.,

7 | improving of strategies, methods and structures that ensures Laurent A., 1982
organization effectiveness Amado G.

2 (OD)is a coqtinuous process qf deliberate problem finding. Basadur 1982
problem solving, and solution implementation

9 (OD) aims at improving efficiency and it ability to control Alan L. 1983
itself through monitored modulation Wilkins
(OD) might not be a process. Organization goes through but Bullock and

10 . . o : 1985
organized change to increase organizational efficiency Batten

11 | (OD) is a change agent that helps see an organization to success | Ouch W. G. 1985
(OD) is a process by which behavioral science knowledge and

12 practices are used to help organizations achieve greater Cummings, 1985
effectiveness, including improved quality of work life and & Huse

increased productivity
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(OD) is a system-wide process of data collection, diagnosis,
action planning, intervention, and evaluation aimed at: (a)
enhancing congruence between organizational structure,

13 process, strategy, people, and culture; (b) developing new and Beer M. 1987
creative organizational solutions; and (c) developing the
organization's self-renewing capacity.
(OD) is an effort, planned, organization-wide, and managed
14 from the top, to increase organization effectiveness and health | Richard 1987
through planned interventions in the organization's processes, | Beckhard
using behavioral-science knowledge
The most important methods of (OD) are at least as far-
reaching than the areas of this process..: preparing a diagnosis, | Brown —
15 : . . . 1989
team-improvement, bettering the intergroup connections, Covey
teaching and training,
An interaction media between individuals and group to draw an | Denison D. R.
16 | . . . 1991
impact on the organization Spreitzer G.M.
(OD) is a response to change rather than forward thinking of
17 | change management ... enables the organization more open Brown A. 1992
and adaptive by enhancing in competence and potential.
(OD) is a responds to change a complex educational strategy
18 intended to change the benefit Porras L. 1992
(OD) is a circular process of ... finding and solving problems
19 | and implementing new solutions which represent valuable Rob Smith 1992
changes that enable the organization to succeed
(OD) is the systematic application of behavioral science
) ) Newstrom &
20 | knowledge at various levels (group, intergroup, and total . 1993
.2 . Davis
organization) to bring about planned change
(OD) focuses on a promise of great interaction between units
21 | in an organization and ensures change management and Lim B. 1995
initiative
2 (OD) is a set of technolpgles designed to manage and develop Min Basadur 1997
the culture of organization
(OD) is a method of continual evaluation and planning by which | .. .
23 skill and knowledge can be achieved Jim Grieves 2000
(OD) is a critical and science-based process that helps
organizations build their capacity to change and achieve Cummings &
24 . ) . 2004
greater effectiveness by developing, improving, and Worley
reinforcing strategies, structures, and processes.
75 (OD) improves organizational effectiveness but also improve | Cacioppe R., 2005
organizational health and quality of working life Edward M.
(OD) is an all-important primary processes, through which Rune
26 | individual and organizational growth can achieve its fullest 2005
! Todnem
potential
27 (OD) is a field of research , theory and practice dedicated to Leadly S .& 2015
expanding the knowledge and effectiveness of the people Ryan M.
28 (OD). is an unregulated field which can result to anyone Gabriel KK, 2015
practicing OD they see fit
(OD) is a response to change, a complex educational strategy Bennis W
29 | intended to change the belief, attitudes, values and structures Sample S ,B 2015

of organization
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(OD) is field of continual diagnosis, planned action evaluation | Chandrasekar

30 and implementing processes Velusamy

2017

The purpose of this research aims at elaborating the concept of
organizational development origin, definition and applicable areas based on the
historical aspect and morphological analysis. Perhaps many researches have
highlighted the need to establish a proper theory on organizational development
which seems invaluable due to the complexity of the topic and the ways it has
been adopted generally.

The main research. Aiming to define the concept of “organizational
development”, we developed a morphological analysis of this concept, collecting
a number of definitions of different authors in different periods and tried to
decompose them according to the formula “what, of what, for what and with

what”. Each definition was broken down into the following components:

keyword(s);

object(s) of influence as operand(s);

goal(s);

approaches or means of influence.

It is worth noting that not all definitions are built on the scheme “keyword
- object - goal — means”. A number of authors do not focus on the goal, others, on
the contrary, are more focused on the goal than the definition. A number of authors
indicate applicable approaches or methods, and a number do not mention such at
all, or indicate indirectly.

There it was also used a combination of concepts based on synonyms. Thus,
the term “group” is considered identical to the concept of ‘“team”, or
“individuals™, “people” and so on. The results of morphological analysis are

shown 1in the table 2.
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Table 2
Morphological analysis of OD definitions
N of Object Approach
source Key word (as operand) Goal (tool)
1 effort, ability to efficiency
change
2 method in efficienc
philosophy Y
3 innovation processes invention
4 change innovation
5 o needs of external
. direction, structure, .
process of renewing e and internal
and capabilities
customer
6 T organizational
organization's
effect culture . culture
problem solving
management
/ medium strategies, methods effectiveness behavioral
and structures
8 process problem problem solving
9 ability self-control efficiency modulation
10 change efficiency
11 change agent success
12 process quality ofwork, effectiveness behavioral
productivity
13 structure, process, | congruence, self-
process strategy, people, renewing system-wide
and culture capacity
14 effort, intervention organization's effectiveness and behavioral
processes health
15 process teams behavioral
16 1nd‘1V1dual-.gr0up organization impact behavioral
Interaction
17 response fo chanee more openness enhancing in
P & and adaptability competence
18 response to change | educational strategy benefit education
19 process problem success
20 application of )
knowledee groups planed change behavioral
21 change units interaction
22 set of technologies culture
23 achieved skill and | evaluation and
method ;
knowledge planning
24 process strategies, struc- effectiveness science-based
tures, processes
25 effectiveness,
working life
26 process growth fullest potential
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27 field of research, knowledge and the .
. effectiveness
theory, practice people
28 unregulated field any
29 belief, attitudes,
response to change
: values and
educational strategy
structures
30 diagnosis,
field action, processes evaluation,
implementing

Looking at the definitions which has been laid out by different authors, it is
safe to project different pattern of how organizational development is viewed
based on their application on different organizational roles or services.

The first place in the component “keyword” of 30 definitions, is occupied
by “process” (9 cases), the second place is “change” (7 cases), three times used
the word “field” and 2 times — “effort” and “method”. This distribution suggests
that OD represents a process that is, a sequential change of certain objects, or,
according to Webster dictionary, “natural phenomenon marked by gradual
changes that lead toward a particular result; a series of actions or operations
conducing to an end” [31].

The “object of influence”» was the second component, and in the most
cases authors use several objects. In different groups there are “strategies” (5
cases), “structure”, “culture” and “groups” (meaning teams or groups of people)
met 4 times, “organizational processes” occur three times, and “organizational
problems” met twice. Accordingly, it can be generalized that the objects of
influence or objects of change are organizational Strategies, Structure and
Culture. In our opinion, the concept of “organizational processes” within the
process approach can be subordinated to the concept of “organizational structure”,
and “groups or teams” are also reflected in the concepts of “organizational
structure” and “organizational culture”.

Regarding the goal, the vast majority of authors indicate “effectiveness” (5
cases) or “efficiency” (4 mentions). “Success” and “problem solving” occur

twice. Given that according to Webster's dictionary, the process provides a certain
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result; we consider it more correct to indicate the desired goal in the definition.
Another thing is that the result of OD cannot be final and definitive, and the
achievement of certain target values cannot be an indicator that development has
been completed. Therefore, these goals are formulated in general terms, and their
measured values can be considered as temporary or relevant for a certain period
of time. Anderson [28] indicates the goal as “any”, and among the other options
there are “self-renewing capacity”, “organizational health” and “quality of
working life”. In our opinion, we are most impressed by the definition of Benne
K's goal: “needs of external and internal customer” [6]. Obviously, customers are
the stakeholders of the organization, and this wording, despite the fact that it is
quite old (1978) best corresponds to modern areas of management, including
quality management and the EFQM model [32].

Approaches to implementation are even less common, although in many
cases they are listed directly or indirectly. There are 7 cases where “behavioral”
(or “educational”) approach is mentioned; there are twice ‘“diagnoses” or
“evaluations”. Later authors use the terms “innovative”, “system-wide”,
“scientific” and even “philosophical” to describe approaches or methods.

Interestingly, none of the definitions focuses on the technological side of
the organization, the use of innovative technical means or technologies. It can be
assumed that the development of technology is produced by people, their
capabilities, which can be developed under the conditions of appropriate
strategies, structures and culture.

Complete the definition of the most common elements we can formulate it
as following: Organizational development is a process of changing
organizational strategies, structure and culture to increase the effectiveness
and efficiency of the organization, mostly on the basis of training and

behavioral approaches.
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This definition is the most concrete, although it seems too neat or
undeveloped. Thus, taking into account the above considerations, we can add to
the definition of some clarifying characteristics.

First, the process is ongoing, cannot be completed at some point. Even a
perfect organization that complies with the principles of the EFQM model is so
for a certain period of time, after which, under the influence of changes in the
external environment, it loses its “perfection” and acquires the need for further
changes and adjustments. No wonder the definitions [17, 18, and 29] indicate that
OD is a response to change.

The objects of change that we define as Strategy, Structure, and Culture are
in themselves complex concepts, which explain the variety of definitions. As
already mentioned, the structure will be understood not only as a set of units of
the organization with their subordination and functions, but also all business
processes of the organization, which make up the business system subordinated
to the strategy, and according to which the organizational design is formed. As
well as people as employees of the organization with their values, aspirations,
knowledge, abilities and even traditions, form organizational culture. Strategies
of the organization are formed based on external factors, and taking into account
internal ones - that is, the structure and culture influence the formation of
strategies. Thus, these components form a system, and cannot be considered or
changed individually.

Regarding the goal of OD, despite the prevalence of the definitions of
“effectiveness and efficiency”, it seems to us more modern and accurate definition
of “satisfaction of external and internal stakeholders”. The fact is that
effectiveness indicators in general represent the degree of achievement of the
planned result, and efficiency indicators represent the ratio of results to costs. And
then the question arises, which indicators exactly are set as targets, and whose
interests they reflect. Focus on stakeholders is declared in both modern quality

standards and current international sustainable development programs. Therefore,
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in our opinion, such definition of the purpose characterizes OD the most
qualitatively and modernly.

And the last position is the approaches or methods used. It is believed that
the history of OD began with Kurt Levin's laboratory training movement, so in
most cases the behaviorist approach is mentioned as the main one. Many studies
are focused on the management of organizational development as a process of
change, and they focus a lot of attention on the personal aspects of change. But
over time, behavioral approaches do not become exhaustive. After all, such
approaches are clearly insufficient for the development of structures and
especially strategies. In later definitions, statements such as “system-wide”,
“science-based” or “evaluation and planning”, etc. are increasingly common.

Thus, OD moved from a behavioral approach to a process approach, as it
came to be seen as a process of making certain changes in organizations, mostly
to increase efficiency or avoid adverse influences from external factors. And
although the concept of “change management” is largely based on behavioral
factors, it is the process approach allowed to identify certain stages of the life
cycle of the organization, as well as, in turn, to form the concept of “organizational
maturity” [9; 13; 15; 26]. The latter concept is widely used by number of the
authors and allows describing a set of characteristics that indicate a particular
stage of the life cycle in the development of the organization. Such characteristics
include the degree of hierarchy of the organizational structure, the level of
innovation of technologies used in the organization, the level of centralization of
decision-making and social responsibility. Thus, OD can be considered from the
standpoint of a systems approach, and the relationship between these elements as
certain characteristics of organizational development.

Conclusion. Given the above considerations, we consider it appropriate to
adjust the determined as a result of morphological analysis, as follows:
Organizational development is an ongoing process of transforming

organizational strategies, structures, and cultures to meet external and
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internal stakeholders through a system of approaches, most notably
behavioral.

This definition, first, allows us to form an idea of OD as a process, rather
than a phenomenon or a stable state, and consider it in dynamics. Second, such
wording identifies the objects of influence or focus of management's attention and
efforts. Third, it declares the main goal of development, on which depends the
formulation of the desired current results. Based on these three components, it is
possible to consider and determine approaches or methods of influence, because,
as noted, only the behavioral approach is not exhaustive in the OD.

Further investigation of the authors will be directed to the research and

development of such approaches and methods.
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