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The biotechnology industry is currently one of the most dynamically developing sectors of the pharmaceutical industry, that
is why it requires improvement in the personnel management system aimed at increasing the flexibility and adaptability of
the organization.

The aim of the research is to determine the degree of readiness of the organization’s employees for innovations as illustrated
by the example of an export-oriented enterprise.

Materials and methods. The source information was collected from the employees of the biotechnological enterprise
through a questionnaire survey. The representative sample included 588 respondents. The statistical processing of data was
carried out using the specialized software IBM SPSS STATISTICS (IBM, USA, 2017). The consistent readiness of the organiza-
tion’s employees for innovations was determined using I.0. Zagashev’s methods. To assess the reliability of the psychological
test, an internal consistency model with Cronbach’s alpha was applied. Statistical hypotheses were tested by comparing the
central tendencies of two independent samples using Student’s t-test and the Mann—Whitney nonparametric test.

Results. The distribution results of key motivating factors for personnel showed that motivating factors such as an adequate
salary and sustainable employment took the leading positions. However, the assessment of the employees’ consistent readi-
ness for innovations according to I.0. Zagashev’s methods shows a high degree of the personnel’s readiness for changes due
to positive emotional perception of any innovations.

Conclusion. The results obtained make it possible to arrive at the conclusion that the established team favorably responds to
all innovations, and is ready to support them in the future being aware of the organization’s desire for innovations. In the fu-
ture, the results will be used to determine the required management functions and goals and to develop the personnel man-
agement strategy in the context of the knowledge transfer, technology and export policy of the pharmaceutical enterprise.
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BuoTexHonorMyeckas NPOMbILLIEHHOCTb Ha CErOAHALWHUI AeHb ABNAETCA OAHUM M3 Hanbonee AMHAMUYHO PAa3BMBAOLLMXCA
CeKTopoB GapmMaL,EeBTUHECKOWN OTPAC/M, MOSTOMY TPebyeT CoBEPLIEHCTBOBAHMA CUCTEMbI YTNPaBJeHUA NEPCOHANIOM, Hanpas-
JIEHHOM Ha NOBbILWEeHNe rMBKOCTU M afaNTUBHOCTU OPraHU3aLUN.

Lienb. OnpeneneHve cTeneHn roTOBHOCTU COTPYAHUKOB OPraHM3aLmMmn K MHHOBALMAM Ha MPUMEpPE SKCMOPTHO OPUEHTUPO-
BAHHOIO 6UOTEXHONOTMYECKOrO NPeANnPUATUSA.

Martepuanbl U metogbl. MepsuyHaa MHPopmauma bbiia cobpaHa MeToAOM aHKETUPOBAHWUA COTPYAHMKOB BUOTEXHONOIM-
yeckoro npepnpuAtTUa. PenpeseHTaTnBHasA BblbOpKa cocTtaBuna 588 pecnoHpeHToB. CTaTucTUYeckas obpaboTKa AaHHbIX
NnpoBoOAMAAaCh C UCMOAb30BaHMEM CMeLManM3npoBaHHo nporpammbl IBM SPSS STATISTICS (IBM, USA, 2017). B onpeae-
JIEHUWN CUCTEMHOW FOTOBHOCTU COTPYAHWKOB OPraHv3aLMu K MHHOBALMAM Mcnonb3oBasacb metoamka M.0. 3arawesa. C
LLeNblo OLLeHKMN HaZeXHOCTU NCUXOIOTMYECKOTO TeCTa MPUMEHANACh MOAE/b BHYTPEHHENM COrIaCOBAaHHOCTM C CMNO/Ib30BaHM-
em KoaddurumeHTa Anbda KpoHbaxa. MpoBepKa CTaTUCTUYECKUX TMINOTES B paMKaX CPaBHEHMA LLeHTPaIbHbIX TEHAEHLMUI ABYX
HEe3aBMCMMbIX BbIDOPOK MPOBOAMAACH C UCMNONb30BaHMEM KpuTepua CTbioAeHTa M HenmapameTpuyeckoro metoga MaHHa-
YUTHW.

Pe3ynbratbl. Pe3ynbTaTbl pacnpeseneHusa KatoYeBblX MOTUBUPYIOLLMX GaKTOPOB A/1A NEePCOHaNa NoKasanu, YTo AUAnUpyto-
LMe No3nLMKN 3aHAIN TaKMe MOTUBaLMOHHbIe GAKTOPbl, KakK AOCTOMHAA 3apaboTHaa niata u ctabunbHaa paboTa, oaHaKo
OLLeHKA CUCTEMHOM FOTOBHOCTU COTPYAHUKOB K MHHOBaLMAM No meTtoguKke M.0. 3aralieBa yKa3blBaeT Ha BbICOKYHO CTeMNeHb
rOTOBHOCTM NEPCOHANA K USMEHEHUAM HA OCHOBE NO3UTUBHOIO SMOLIMOHA/IbHOTO BOCMPUATUA BCEFO HOBOTO.

3aKkntoueHue. MonyyeHHble pesybTaTbl NO3BONAIOT CAENATb BbIBOA, O TOM, YTO COMMBLUMICA KONIEKTUB XOPOLLIO BOCMPU-
HMMaeT BCe HOBOBBEAEHMA U FOTOB MOALEPMKMBATL UX B Aa/IbHEMLLEM B YCIOBUAX OCO3HAHWUA CTPEM/IEHUA OpraHM3auum
K HoBLecTBaM. [oslyyeHHble pe3ynbTaTbl B Aa/bHENLLIEM MO3BONAT OonpeaennTb Tpebyemble ynpaBneHYeckne GpyHKLMU m
Lenn, a TakKe pa3paboTaTb CTpATErnio ynpasieHNA NePCOHANIOM B YC/I0BUAX TPaHCdepa 3HAHUIM, TEXHONOTUI U SKCMOPTHOWM
NoNUTUKM papMaLLeBTUYECKOTO NpeanpusaTms.

KntoueBble cnoBa: ynpas/ieHne nepcoHaniom; MOTUBaLMA; BUOTEXHOOTMYECKAA KOMMAHWUA; SKCNOPT;, MMMYyHOBUONOrMYe-

CKMe IeKapCTBeHHbIE npenapatbl

INTRODUCTION

As a part of the state policy of the Russian Federa-
tion for the development of the pharmaceutical indus-
try, one of the key tasks is to create an export-oriented
potential and increase the volume of exports of pharma-
ceutical products to foreign markets [1, 2]. Today, many
Russian pharmaceutical companies are already focused
on the international cooperation, Russian companies
are increasingly opening their branches and subdivi-
sions abroad, while the JO7 group “Vaccines” occupies
a leading position of finished medicinal products in ex-
port volumes from Russia [3]. It should be notified that
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since 2013, the Saint Petersburg Research Institute of
Vaccines and Sera and Manufacturer of Bacterial Prepa-
rations has been actively developing a project to intro-
duce Russian immunobiological products and relevant
production technologies in the markets of Central and
Latin America. And since 2015, the Russian Federation
has been implementing a project to create a joint Rus-
sian-Nicaraguan venture — Instituto Latinoamericano
de Biotecnologia MECHNIKQV, S.A., which will meet the
needs of the Latin American region in vaccines, currently
being acquired by the Pan American Health Organization
Revolving Fund [1, 4].
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However, at present, many Russian companies
with foreign subdivisions face a number of problems
associated not only with mastering improved technol-
ogy, creating a new product required by the market in
the region of presence, but also with improving organi-
zational structures. According to the statistics, 70-80%
of innovations are not implemented in organizations
due to a failure to improve the organization’s Manage-
ment of Change System, including personnel recruit-
ment and management. As illustrated by the exam-
ple of Saint Petersburg Research Institute of Vaccines
and Sera and Manufacturer of Bacterial Preparations,
which is a parent company under the project above,
a number of problems arise. The analysis of the Nic-
araguan labor market shows a lack of specialists with
necessary qualifications, therefore, in addition to the
technology transfer, another key task is the transfer of
knowledge [4]. Lack of professional competencies in a
subsidiary’s evolving team requires maximum strength
from the parent company in performing its key man-
agement functions — planning, organization and control
in the host environment and motivating the personnel
by Saint Petersburg Research Institute of Vaccines and
Sera and Manufacturer of Bacterial Preparations. A high
level of the employees’ resistance to changes due to
assignment of new job functions should be taken into
account. In this context, the personnel management
needs a specific approach and adaptation of existing
experience to the organizational changes. Considering
the foregoing, the improvement of the personnel man-
agement system aimed at increasing the organization’s
flexibility and adaptability is a key vector in such proj-
ects.

For the purpose of competent planning of manage-
ment mechanisms, at the first stage, it is advisable to
timely assess the current state and determine the degree
of readiness of the organization’s employees for changes
as illustrated by the example of an export-oriented bio-
technological enterprise Saint Petersburg-Research Insti-
tute of Vaccines and Sera and Manufacturer of Bacterial
Preparations, which was THE AIM of this study.

MATERIALS AND METHODS

The source information was collected from the em-
ployees of Saint Petersburg-Research Institute of Vac-
cines and Sera and Manufacturer of Bacterial Prepara-
tions through a questionnaire survey in March 2021. The
representative sample included 588 respondents.

The worked out questionnaire consisted of an in-
troduction, personal details that would depict a re-
spondent’s personality, and the main part structured in
2 blocks. In the first block of 14 proposed factors moti-
vating an employee to work, the respondent was asked
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to rate them in the order of increasing importance. The
second block of questions was aimed at determining the
employees’ consistent readiness for innovation using
I.0. Zagashev’s methods, which included 56 statements
encouraging the respondents to express their attitudes
on a 4-point scale. The methods analyzes 7 aspects, such
as readiness to follow the leader, readiness due to a ma-
terial reward, readiness due to an opportunity to take
responsibility for innovation, readiness in the context of
personal and professional self-realization, readiness in
the absence of major changes, readiness based on the
past experience, readiness due to positive emotional
perception of novelties [5].

Statistical data analysis

The statistical processing of data was carried out us-
ing the specialized software IBM SPSS STATISTICS (IBM,
USA, 2017). In order to assess the reliability of the psy-
chological test according to 1.0. Zagashev’s methods an
internal consistency model using Cronbach’s alpha was
applied, which was based on the scale homogeneity and
calculated as the sum of correlations between respon-
dents’ answers to the questions within the same aspect
[6].

To test statistical hypotheses, within the framework
of comparing central tendencies of two independent
samples, Student’s test (t-test) and the Mann-Whitney
nonparametric test (U-test) were used. The differences
were considered significant at p<0.05.

RESULTS

The survey involved respondents aged from 21 to
73, the average age was 38 years, they were mostly
women (63%). According to the survey results, the dis-
tribution of respondents burdened and not burdened
with family obligations, was 57% and 43%, respectively,
which may indicate a sufficient contingent of employees
with a stable approach to work and those who are ready
to assume additional job responsibilities, are interested
in business trips and mastering new competencies. The
sample of respondents was represented by specialists
(46%), workers (36%) and managers (20%). The income
level is mostly represented by the categories of 30,000-
50,000 RUB. and 50,000-75,000 RUB. The distribution of
respondents by divisions showed that, according to the
current organizational structure, 65% of the employees
belong to the production and technical division, 20% —
to the support division, 10% — to the development di-
vision, and 5% represent other areas. The distribution
of respondents by work experience indicates the prev-
alence of those with 1 to 6 years of experience (49%),
emphasizing a significant share of employees with work
experience of up to 1 year (20%), which is explained by
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a high pace of the organization’s development and, con-
sequently, the need for new employees. It should be no-
tified that the company has employees with experience
of more than 15 years, who may be involved in guidance
and mentorship. It is also important-to notify that at the
time of the survey, a significant proportion (57%) of the
employees were actively engaged in the implementation
of the above said project. Herewith, it is noteworthy that
almost half of the personnel (49%) not involved in the
project, showed interest in the innovations implement-
ed in the organization and expressed their desire to take
part in them.

Given the fact that the development of innovative
processes in the organization requires an employee to
acquire additional new competencies and skills and be
ready for changes. The second stage of the study was
the analysis of personnel’s motivation, the results of
which are advisable to be applied by the management
in the process of organizing activities, so that each pro-
cess participant strives to perform their professional du-
ties as well as possible [7]. The incentive and motivation
system in an organization is presently an important and
efficient tool of personnel management, the efficiency
of which depends on a multitude of factors including
the communication system and the style of work of the
organization’s management. Modern incentive systems
require proper development and correct use in practice
[8].

The data analysis showed (Fig. 1) that the leading
positions were taken by such motivating factors as an
adequate salary, stable employment, interest in work,
relationships in the team, comfortable conditions and
opportunities for professional growth. The intangible
motivation (a labor union activity, efficiency of VHI (vo-
luntary health insurance) programs, corporate culture,
team atmosphere, relationships with colleagues), train-
ing opportunities (improving and expanding the range
of professional skills, learning foreign languages) were
rated lower. Other factors (opportunities to work with
foreign colleagues, abroad, working with professionals
and the best scientists, relative discretion in performing
duties, participation in the implementation of the com-
pany’s strategy, development of leadership qualities,
and achievement of leadership positions) did not over-
come the 5% barrier. At the same time, attention should
be paid to the low extent of participation in innovation
projects, which points out at low staff awareness in
terms of benefits for each participant of the innovation
process. The results of the distribution of key motivating
factors for personnel, depending on their participation
in the project, indicate the prevalence of the same crite-
ria that had been identified in the analysis by personnel
categories (Fig. 2).

498

The development and implementation of readiness
formation mechanisms of an organization to change,
make it possible to enhance the efficiency of implement-
ing innovative processes, and the precise assessment
tools make it possible to identify the employees involved
in the change, actively supporting, resisting or conser-
vatively inclined employees, and then to develop action
plans with various groups of employees [8, 9].

The analysis results of Saint Petersburg Research
Institute of Vaccines and Sera and Manufacturer of Bac-
terial Preparations employees’ consistent readiness for
innovations, indicate a high degree of readiness due
positive emotional perception of novelties and make
it possible to arrive at the conclusion that the existing
team favorably responds to all innovations and is ready
to support them in the future being aware of the organi-
zation’s desire for innovations (Fig. 3, 4). In principle, the
employees perceive innovations well, and at the early
stages of introducing an innovation, they will support it
if they feel its novelty.

Moreover, the aspect of readiness in the context
of personal and professional self-realization, especial-
ly among specialists, was a significant share. The emp-
loyees are ready to support novelties and innovations
if they are perceived as being associated with person-
al and professional self-realization and make them feel
more competent at work.

Readiness due to a material reward occupies an in-
significant share, in contrast to direct questionnaires,
which showed a high share of an adequate salary as a
motivating factor. Thus, an intermediate conclusion can
be made that the methods discovers hidden motivation-
al components of the staff’s readiness for innovation.

The factor of readiness to follow the leader was
better manifested among the working employees: an
employee supports an organizational novelty, provided
there is a leader who will offer explanations, accept re-
sponsibility and take control.

The aspect of readiness under the condition of be-
ing capable of accepting responsibility for an innovation
is predominant among leaders, which speaks of highly
manifested leadership qualities of the leaders who are
able to support novelties that help them to fulfil them-
selves as leaders, to take responsibility for a matter.
Readiness under the condition of there being no serious
change is characteristic of the employees who are ready
to support an innovation, if it does not, in their opinion,
bring noticeable change in customary activities. Readi-
ness on the basis of past experience, is characteristic
of the leaders who support innovations, since they are
related to the success of participating in innovations in
the past.

The next stage of the study was to assess the reli-
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Opportunity to work with foreign colleagues,
abroad

Participation in innovative projects

Working with professionals and the best
scientists

Relative discretion in performing duties

Participation in the implementation of the
company's strategy

Development of leadership qualities,
achievement of leadership positions

Training opportunities

Interest in work

Relationships in the team

Comfortable conditions

Intangible motivation

Adequate salary

Stable employment

Professional growth and career advancement

0.00

" Worker

5.00

10.00 15.00 20.00 25.00

%

M Specialist M Head

Figure 1 — Analysis of the personnel motivation system
Note: breakdown by personnel categories

ability of the psychological test using Cronbach’s alpha
test, which increases as the mutual correlations of vari-
ables grow, and reflects the internal consistency of the
reliability assessment of test results.

As the obtained data show, for most aspects, the
internal consistency coefficient has values close to “1”,
which indicates an acceptable and high reliability of the

Tom 9, Buinyck 6, 2021

internal consistency for aspects No. 2, 3, 4, 5, 6 and the
leading aspect No. 7 (Table 1). The comparison of central
tendencies of two independent samples using Student’s
t test (t test) and the nonparametric Mann-Whitney test
in most cases showed p<0.05, which indicates significant
differences between distributions in the corresponding
samples (specialist, manager, worker).
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Figure 2 — Analysis of the personnel motivation system
Note: breakdown by project partition

DISCUSSION

At present, all pharmaceutical companies, including
biotechnology ones, are subject to changes. In view of
the above, the development of innovation activities and
the executive managers’ ability to use them efficiently
in the administration process is relevant. According to
a number of authors, almost all large companies are
required to apply “auxiliary” projects in change man-
agement, with a mandatory assessment use of rational
components of organisation’s readiness and develop-
ment of a change implementation plan [10].

Under the conditions of organisational changes, the
key management functions include planning. This fact
involves development of a future vision and preparation
of necessary resources, the organisation providing for
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the establishment of a structured approach to transfor-
mation of systems and strategies, staffing aimed at pro-
viding the organisation with necessary human resourc-
es, leadership and control. It is important to notify that
changes in the company management should be imple-
mented at individual, group and system levels. Organisa-
tions should pay particular attention to human and or-
ganisational development measures in order to support
their employees and create the organisational culture
focused on development [11-14]. In order to maximise
the changes acceptance at the individual level, models
are widely used in practice today. Such a model presup-
poses a company employee’s awareness of the need for
change, their willingness to participate in it and support
the change, their knowledge of ensuing changes as well
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Readiness to follow the leader

Readiness due to a material reward

Readiness due to an opportunity to take
responsibility for innovation

Readiness in the context of personal and
professional self-realization

Readiness in the absence of major changes

Readiness based on past experience

Readiness due positive emotional perception of
novelties

= Worker

W Specialist ® Head

%

Figure 3 — The staff’s consistent readiness for innovation
Note: breakdown by personnel categories

as subsequent benefits, risks and consequences of the
changes implementation, as well as the ability to imple-
ment these changes. Managing innovations implemen-
tation requires modifying the management style, which
needs to be adapted, defining the types of mechanisms
to be involved, distributing roles and job responsibilities.

Today, innovation activities are understood, inter
alia, as targeted changes in the system of interaction
within an organisation, which promotes its performance.
The management of changes and innovations is becom-
ing an important administration objective, not only to
ensure the organisation survival, but also to achieve sus-
tainable success [15]. In order to achieve this goal, the
primary objective is change implementation diagnostics;
its results help to assess the company’s readiness for
changes, to identify resources and develop a strategy.
The inability to assess readiness for organisational and
individual changes may result in expenditures of the
organisation, including time expenditures on combat-
ing resistance to change. When assessing a company’s
readiness for changes, it is necessary to consider the
human factor, to maximise the use of the situational ap-

Tom 9, Buinyck 6, 2021

proach and a system factor analysis, to actively develop
the training organisation concept, to apply mechanisms
of self-organisation in management [10]. The company’s
readiness for changes depends on the degree the com-
pany’s employees appreciate the changes, and whether
they positively evaluate (and to what extent) the three
key factors accounting for the possibility of realisation:
goal-specific requirements, availability of resources and
situational factors.

However, it should be notified that despite a rather
high level of the development in this area, for the most
part, the scholarly sources to date provide discrete prac-
tical methods for assessing organisational readiness for
changes [16]. In addition, it is important to emphasise
that there is not any coordinated concept of organisa-
tions’ readiness for changes, while the readiness of com-
pany employees to innovations in terms of export-ori-
ented biotechnology enterprises has not been studied
so far.

In the framework of the research, it has been shown
that at all levels, the role of managers is significant in the
context of an increased risk in the course of realisation of

501



RESEARCH ARTICLE
ISSN 2307-9266 e-ISSN 2413-2241

Scientific and Practical Journal

PHARMACY &
PHARMACOLOGY

Readiness to follow the leader
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Readiness due to an opportunity to take
responsibility for innovation

Readiness in the context of personal and
professional self-realization

Readiness in the absence of major changes e
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Readiness based on past experience

Readiness due positive emotional perception of
novelties

8.4
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Not engaged in the progect
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%

M Engaged in the progect

Figure 4 — The staff’s consistent readiness for innovation
Note: breakdown by project partition

innovation processes that are usually related to change
processes. These can be, for instance, increased uncer-
tainty, an inflated level of stress, a high probability of fail-
ures. The obtained results confirm the idea expressed by
a number of authors on the key role of leaders in the de-
velopment of employees’ creativity and innovations [15,
17]. It has been established that in order to implement
any planned changes successfully, true leaders need to
create readiness for changes in their employees, which,
in turn, will develop their commitment to change and
behavioural support for changes [18]. The leaders’ role
presupposes creation of readiness and strengthening
of institutionalisation in respect of relatively large-scale
organisational changes towards corporate sustainability
[19]. Considering that the leadership behaviour contrib-
utes to the organisational identity at periods of uncer-
tainty, it is recommended to shift the vector of manag-
ers’ activities to such competencies as organisational
change management, team management, development
of communication skills [20, 21]. In addition, it should be
notified that the manager’s special attention should be
aimed at the identification and subsequent motivation
of change agents that serve as an organisation’s trans-
formation catalysts through support, development and
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control of practical innovation, take part in team build-
ing, provide intergroup interaction [22].

Under the conditions of organisational changes,
human resource policy requires mandatory research of
psychological readiness of the staff, which goes through
specific emotional stages in the context of innovations
implementation, such as denial and anger, bargaining,
depression, revision and acceptance [23]. It has been
proven in practice that the carried out organisational
changes contribute to the development of psychosocial
risks. As a consequence of it, many initiatives do not lead
to the desired results [24]. Furthermore, when imple-
menting a labour protection management system, the
administration should consider possible risks [25].

A staff motivation commitment is defined as a per-
ceived need for a change or its inevitability. The more
the company members value the change, the more they
wish to realise it. The labour motivation system study re-
sults obtained in the course of work over the subject in
question, lead to an intermediate conclusion that both
intrinsic and extrinsic employee motivation methods
can be applied in the organisation, with the use of both
persuasive and persevering management strategies. It
should be notified that the given strategies are feasible
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Table 1 — Assessment of reliability of the psychological test according to 1.0. Zagashev’s methods

Personnel

Aspect category X P, P, o a ., N

No. 1 Readiness to follow worker 31.55 IS I 5.68 0.43

the leader specialist 30.27 * * 474 046 0.44 8
manager 29.97 * * 4.58 0.40

No. 2 Readiness due to a worker 28.75 *ok [hok ok ok ok ok 6.39 0.60

material reward specialist 27.25 * *frxn 602 066 062 8
manager 26.03 * * [x* 5.21 0.63

No. 3 Readiness due to worker 25.66 SIS o 8.14 0.79

an opportunity to take specialist 30.56 * e * [k 661 076 078 8

responsibility

for innovations manager 34.66 S S 5.17 0.74

No. 4 Readiness in the worker 30.73 ok ko ok [k 7.02 0.69

context of personal and specialist 35.25 * * 574 072 071 8

professional self-realization
manager 36.06 * * 5.27 0.68

No. 5 Readiness in the worker 29.92 SR SR 6.64 0.65

absence of major changes specialist 26.25 *[rrx * kR 6.18  0.65 0.69 8
manager 22.92 e S 6.57 0.74

No. 6 Readiness based on worker 24.53 ok [k *k [hkk 7.94 0.83

past experience specialist 30.26 * [k * [k 735  0.83 0.84 8
manager 34.95 A * [H* 6.38 0.84

No. 7 Readiness due worker 33.86 S P 7.35 0.77

Egi'ct;‘éflsnmg;'gx;tles specialist 37.06 X [hrx * [k 611  0.80 0.79 8
manager 39.94 W R 5.12 0.77

Note: X — arithmetical mean responder score; o — mean square deviation; o — Cronbach’s alpha; n — number of observations; p, — Student’s t-test;
p,— Mann-Whitney U-test; * —<0.05 in comparison with worker; ** —<0,05 in comparison with specialist; *** — < in comparison with manager

to use in formation of internal corporate social respon-
sibility. The psychological climate factors include trans-
parency of mission and goals, team cohesion, commu-
nication, openness to changes. The analysis of scholarly
sources shows that well-being of employees is a funda-
mental factor in efficiency of an organisation, including
pharmaceutical companies. Organisations with a high
level of corporate social responsibility can achieve suc-
cess through employees’ innovative behaviour [26—-28].

The change process evaluation results showed that
a current participation in innovative projects is not a
significant factor for organisation employees. Such re-
sults of the research revealing a staff attitude towards
a participation in organisational change, require devel-
opment of a modern approach to management aimed
at changing staff beliefs, appropriate assessment of
opinions and attitudes of organisation employees,
development and inculcation of relevant marketing
strategy focused on reduction of risks and subsequent
enhancement of viability and competitiveness of the
organisation [10, 16].

Thus, the study conducted and presented in the es-

Tom 9, Buinyck 6, 2021

say, as to analysing organisational readiness for changes,
makes it possible to predict the ability of employees to
participate in proposed innovations, and subsequently
to apply appropriate incentive methods and reward sys-
tems with respect to certain staff categories. In addition,
similar studies show how far the proposed changes are
applicable for a given organisation, reveal the leaders’
commitment to ongoing activities and help to develop
due corporate culture [8].

The results obtained in this paper, will form a basis
for the development of an adaptive model of human
resource management in the conditions of organisa-
tional changes. It was found out that incorporating
the principles of motivational interviewing for change
readiness, can help individual employees to accept the
change process, increasing achievements in terms of
initiatives on changes. The forehanded analysis shows
that the anticipatory phase before the introduction of
innovations represents not only a passive waiting stage
for company members, but also an active process of
comprehension and positioning of the company’s fu-
ture [13, 29-31].
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CONCLUSION
The degree of the organization employees’ readi-

ness for changes has been analyzed. It included the anal-

ysis

of motivating factors, and the factors that impede or

contribute to the development of innovative processes.
They have been identified as illustrated by the example
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of an export-oriented biotechnological enterprise. The
results can be further used to determine the required
management functions and goals, and to develop the
personnel management strategy in the context of the
knowledge transfer, technology and export policy of the
pharmaceutical enterprise.
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