3aia4eil B CBSA3WN CO CK/IOHHOCTbIO KOMNaHui K (h0pMUPOBaHNIO MHOFOHa-
LMOH&/IbHbIX KOPMOPaTMBHbIX CTPYKTYP CO6CTBEHHOCTU. OrpaHuyeHus
ONA MHOCTPAHHbIX WHBECTOPOB MOTYT 6biTb 060MAEHbI 3a CYET HEMpPsAMO-
ro MHOCTPaHHOIo0 BMafleHNA U HauWOHasIbHbIX NMOCpPefHUYecKUX rnogpas-
JeneHuin; MexaHU3moB, KOTOpble MO3BOMSIOT MHOCTPAHHbLIM WHBECTOpam
NCMN0/1b30BaTb BbICOKUI YPOBEHb KOHTPO/IA HEMPOMOPLMOHASIbHO HOMMW-
Ha/IbHOMY BNAfEHUI0 aKUUAMW HaLMOHabHbIX KOMMaHW; payHa-Tpun-
NMUHra yepes MHOCTPaHHY IOPUCAVKLUMIO ONA MOSTyYEeHUS BbIrog (N1bror,
3aWmnThl, NMbepasibHbIX Mpaswsl), rnpegHasHayYeHHbIX O1A NWHOCTPAHHbIX
VHBECTOPOB.

C y4yeTOM CXEM MHOrOHaLMOHasbHOW COBGCTBEHHOCTU KOMMAHWA B
MNN-nonutnke NoABNAIOTCA HOBblE 3afayu: BbISBNIEHME NPAMOro 1 nep-
BWMYHOro WHBECTOPA; NpefoTBpalieHMe MHOCTPAHHOro KOHTPO/IA 4epes
MUHOPUTapHbIe foNu; n3beXkxaHue MCMNosb30BaHUSA BbIrof, npegHasHa-
YEHHbIX 419 NHOCTPAHHbIX MHBECTOPOB, HaLMOHaIbHLIMU (PU3NYECKUMN
N IOPUANYECKUMUN NTMLAMW, CBA3AHHbIX C 3aLLNTOM Mo ABYCTOPOHHUM WH-
BECTULIMOHHBIM COrnaleHusM, HasloroBbiMu nocnabneHnsmMu B pamkax
[ABYCTOPOHHMX COr/1alleHnii no n3beXkaHunio ABOMHOI0 Ha0roo6/100KeH s,
NbroTamum B paMkax HauunoHasbHor MUN-nonnTtukn.

R. van de Poll, doctorandus of Social Sciences
Nehem International (Heemstede, Netherlands)

NEW ECONOMY: CHALLENGES
FOR TRADITIONAL ORGANIZATIONAL STRUCTURES

HOBAA SKOHOMWMKA: BbI3OBbI
TPAOVNLUNOHHBIM OPTAHN3ALIMOHHBIM CTPYKTYPAM

3a nocnegHue 50 fieT Hawe 06LWECTBO paguKaibHO M3MEHUIOCH.
PassuTtre LNMPOBbLIX TEXHOMOTNI MPUBENO K MOSAB/IEHMIO abCOMIOTHO HO-
BbIX MOAX0A0B B 06n1acTy cTpaTerum npeanpusaTuii, MeHeg)KMeHTa, KOM-
MYHUKaLMWA, MHHOBALUWPA, MapKeTUHIa 1 yrnpaBneHns YesrloBe4HeCKUMU pe-
cypcamn. B Halle Bpems /1060 61M3HEC CTAHOBUTCA YSA3BUMbIM M3-3a Bbl-
COKOM KOHKYPEHLUM 1 ObICTPO MeHSOLLeics BHeLIHen cpedpbl. B vem ke
CEKpPEeT yCMeLHbIX KOMMaHni? YcnewHbIM B Halle BPeEMS CTAHOBATCA Te,
KTO JenaeT caMylo 60/1bLUY0 CTaBKY Ha YesioBevecKue pecypcebl U co3ga-
€T KopropaTuBHYI0 Ky/bTypy, CNOCO6CTBYIOLLLYIO PACKPbITUI TBOPYECKOrO
noteHumnana nogen. BuepallHee OTHOLIEHWE K MepcoHany 1 opraHusa-
LMOHHOW CTPYKTYpe KOMNaHMM HECOBMECTUMO C BbI30BaMW CEMOA4HSALLHEro
[OHSA, 1 TO/IbKO MOHSAB 3TO, MOXXHO NMPEBPATUTb YrPo3bl B BO3MOXHOCTMU.

The world has changed substantially during the last ten years. The
first effective smartphone (iPhone) was produced in 2007, sharing eco-
nomy with examples as Airbnb and Uber became active from 2009, online
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shopping is growing every year, banking is mostly done through inter-
net and nowadays practically all information is available online. This all,
together with continued advances in technologies as robotics, artificial
intelligence, and machine learning, has a huge impact on our society
and consequently on our workplace. Different international research in-
stitutes calculated that approximately 50% of our labour activities will
disappear due to these developments. Moreover, the digitalisation of
our economy increased market instability, complicated product innova-
tion and intensified competition. Nowadays every existing business is
vulnerable to competition and disruption. Leading companies like Nokia,
Kodak, BlackBerry, Yahoo and other famous names almost vanished,
simply because they didn’t understand the consequences of the new econ-
omy for their business. Bill Gates understood when he once wisely said:
“Microsoft is always two years away from failure”. To turn the treats
of the new economy into opportunities many companies introduced new
principles regarding strategy, management, organisation, innovation,
communication, marketing and HRM.

So what is the secret of successful companies? Successful, nowadays,
are those companies who focus strongly on human resources and create a
corporative culture which discloses the creative potential of people. This
results in a number of new management principles.

Firstly, in the new economy a culture of leadership should be formed
with employees who can manage themselves, instead of gathering all
around a strong leader. Secondly, the knowledge and abilities of people
are critical for the enterprise, hence investment in employees has become
crucial for success; even more than investment in machines. Thirdly, the
best top-managers know that they should encourage dissenting opinions.
Difficult questions from lower ranked workers will lead to improvements.
Creative ideas are mostly born out of nonconforming and not out of con-
forming thinking. Steve Jobs once said: “It doesn’'t make sense to employ
smart people and then tell them what to do; we employ people in order
that they tell us what to do!” Finally, while in the past “best practises”
were followed to optimise your enterprise, in the fast changing new eco-
nomy, this is not enough anymore. With “best practises” your enterprise
becomes a follower and not an innovator. To become successful, you need
to focus on “next practises”.

So what we see is that the power is moving in two directions: from the
company to the client and from top-management to creative employees.
This has a direct effect on the most effective organisation structure, which
should be adapted accordingly to a flat and flexible structure, where the
core of the company consists of small creative teams and other parts of
the organisation fulfil the function of support.

Yesterday’s attitude to our employees and to the way organisations
are structured doesn’t work anymore in the new economy and by under-
standing the contemporary challenges you can turn the threats into an
opportunity!
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