
 

 

  Abstract: This paper promotes the idea that 
four interrelated socio-economic prerequisites 
are the essential basis for sustainable 
development and prosperity of any society. 
These four conditions are: (1) an educational 
system built on new technologies and 
stimulating creativity and innovative thinking, (2) 
a dominant ideological doctrine and political 
system that guarantee the rights and freedoms 
of citizens, (3) an economy based on knowledge, 
free initiative, and entrepreneurship, and (4) a 
legislative system guaranteeing private and 
intellectual property. To achieve prosperity 
these four prerequisites must penetrate 
organizational structures of society and must be 
further combined with two organizational 
factors. Developing effective managers and 
adjusting to permanent organizational change 
are additional key components in producing 
organizational effectiveness. This paper 
examines the issue of organizational 
effectiveness and the underlying concepts and 
the criteria by which it is measured.  

The central role of the manager and 
organizational leader in organizational 
effectiveness is discussed. Certain personality 
qualities are prerequisites for managerial 
success and effectiveness and therefore 
essential for the prosperity of the organization. 
However, neither the criteria nor the manager’s 
characteristics alone explain organizational 
effectiveness. The main factor which makes 
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an organization prosperous and effective is 
managing and utilizing the principle of 
permanent organizational change.  
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1. THE SOCIAL AND ECONOMIC FRAME 
REQUIRED FOR SUSTAINABLE 

DEVELOPMENT AND SOCIAL PROSPERITY 

The social, economic and technological 
progress of society depends on several 
prerequisites the absence of which makes 
progress difficult or even impossible. As 
discussed below there are four socio-economic 
prerequisites, which, when combined in 
interdependent support, can help ensure social 
prosperity. Firstly, the free movement of 
information is an essential prerequisite. The 
educational system depends on free 
information flows in order to elicit the 
intellectual potential of society. The most 
important among educational functions is the 
encouragement of innovative behavior by 
stimulating in students creativity, ingenuity and 
pragmatic applications. In order to achieve 
these educational goals the educational 
systems have to be organized at a high 
technological level with utilization of the most 
modern knowledge and inventions. The free 
movement of informational flows in the society 
and an educational system organized on the 
basis of modern technologies is essential to 
social progress in any society. 

Secondly, a society that wants to build a 
sustainably economy requires that economic 
decisions are based on the knowledge 
economy that in turn provides opportunities for 
versatile innovations. Major values important to 
economic progress are free initiative and 
entrepreneurship. In the absence of a 
knowledge economy the bright intellectual 
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potential of a country will seek outlets in other 
economic environments more adequate to 
meet its abilities. This is commonly referred to 
as a brain drain as the best intellectuals and 
scientists migrate to countries supportive of 
their work and individual achievement. Brain 
drain has been observed in many developing 
societies over the past decades. 

Thirdly, the legislative system of a society 
must be constructed in a way that supports 
human rights, freedoms and initiative of the 
individual where both material and intellectual 
property are protected. The creative initiative 
and entrepreneurial activity will be negatively 
impacted without legislative guarantees 
protecting both the material and intellectual 
property of each individual. 

Fourthly, the political system and ideology 
that dominate in a society must be favorable to 
individual and social progress. Ideology 
reflected in the political system must embody 
values that encourage the creativity of the 
human thought, free initiative, innovative 
behavior and success [1].   

The social, economic and technological 
progress of any society depends on these 
prerequisites. However, they would be 
abstractions if their interaction is not expressed 
in the specific frameworks of the organizational 
structures that exist throughout the socium 
from the top to bottom. All relationships in a 
society are organizational and organization is a 
form of existence of the socium. That is 
precisely why it is impossible to develop any 
strategies for future development in a society 
without taking into consideration the fact that 
the development of a society is itself an 
organizational phenomena on subject to 
universal regularities and principles. In order 
for social development to be sustainable and 
effective these universal regularities and 
principles must be embodied in society as a 
whole. The interaction of the four prerequisites 
that determine social, economic and 
technological progress of society has to find 
real expression within the formal frameworks in 
all arenas and levels of society.  

Sustainable development and effective 
functioning of organizations is determined by 
the endless combination of conditions derived 
from both the external and internal 
environment. Additional factors that determine 
sustainable organizational development is the 
effectiveness of the organizational leader and 
the successful adjustment of the organization 
to the principle of permanent organizational 
change.  Constant change is the organizational 
phenomenon present in all cells of the society. 

The success of sustainable development and 
socio-economic effectiveness therefore 
depends also the guidance and nature of 
organizational leadership. Research in 
leadership theory points to essential leader 
traits and organizational conditions important 
for social, economic, and technological 
prosperity. However, all of the above 
prerequisites are abstractions if they are not 
subordinated to the principle of permanent 
organizational change. It is the managing of 
the principle of permanent change that 
guarantees the social, economic and 
technological prosperity of society. 
Organizational change properly managed has 
organizational effectiveness as a logical 
outcome.  

2. ORGANIZATIONAL EFFECTIVENESS 

The issue of organizational effectiveness lies 
at the center of managerial activity and that is 
why it has always attracted research attention. 
A review of the evolution of organizational 
theory during the 20

th
 century confirms that the 

study of organizational effectiveness is at the 
center of these analyses. To some extent the 
history of organizational behavior is a process 
of looking for ways to increase organizational 
effectiveness. At the beginning of the 20

th
 

century Frederick Taylor reduced 
organizational effectiveness to the perfect 
engineering design of instruments, to the 
preciseness in the differentiation of separate 
operations and to the relative time utilized for 
their implementation [2]. Later Mayo as a result 
of his Hawthorne Studies opposed this 
engineering approach and advanced the idea 
that organizational effectiveness depends on 
the needs and interests of the individual and 
group [3]. Weber rejected the engineering and 
humanistic approaches suggesting instead that 
organizational effectiveness depends on a 
perfect structure of administration defined as 
“bureaucracy” [4],[5]. The idea of defining 
organizational effectiveness as the perfection 
of organizational structure has not been shared 
by other authors including Simon, Pfeffer, and 
March. They argue that the organization is not 
a rational unit since managerial decisions 
depend on conflicting needs and interests of 
various groups within the organization. Rather, 
from their point of view the organization can be 
considered a “political arena” in which a battle 
is fought among groups with conflicting 
interests. Organizational effectiveness is 
therefore dependent on which of the conflicting 
political coalitions makes the organizational 



decisions or has an opportunity to influence 
these decisions [6],[7],[8],[9],[10],[11]. 

As early as the beginning of the 20th 
century, the French manager and practitioner 
Fayol formulated 14 principles of management 
that have remained valid until now. These 
ideas have served as guidelines for modern 
managers and help guarantee organizational 
effectiveness. Due to their importance for 
organizational management it is necessary to 
mention these principles that discuss division 
of work, authority, discipline, unity of 
command, unity of direction, subordination of 
individual interests to the general interest, 
remuneration, centralization, scalar chain, 
order, equity, stability of tenure of personnel, 
initiative, and esprit de corps [12]. 

Later, during 1970s Peters and Waterman 
[16] promoted the idea of the so-called “7S”. 
These are the elements of the organizational 
hardware which encompass organizational 
strategy, structure and systems, and 
organizational software which include shared 
values, skills, style, and staff. Later, toward the 
end of the 1980s, human resource 
management began to dominate organizational 
thinking with one more important “S” added 
that of the superior manager. The human 
resource manager’s role in achieving 
organizational effectiveness has become 
generally accepted after the establishment of 
the Harvard model that confirmed the 
important role of a manager, not as some 
ordinary head of the Personnel Division, but 
rather as a participant in the strategic 
management of the organization [13],[14],[15]. 

Indeed, by the 1970s, 30 different criteria for 
organizational effectiveness were promoted 
among which productivity, professional 
satisfaction, quality, cohesion, control, 
planning, information support, training and 
qualification were important dimensions. 
Peters and Waterman [16] studied 40 leading 
companies and identified 8 common 
characteristics or principles of management 
which they considered as criteria of 
organizational effectiveness: 

 
1. A bias toward action, active decision 

making - 'getting on with it'. Facilitate quick 
decision making and problem solving in order 
to avoid bureaucratic control. 

2. Close to the customer - learning from the 
people served by the business.  

3. Autonomy and entrepreneurship - 
fostering innovation and nurturing 'champions'.  

4. Productivity through people - treating 
rank and file employees as a source of quality.  

5. Hands-on, value-driven management 
philosophy that guides everyday practice 
where management shows its commitment.  

6. Stick to the knitting - stay with the 
business that you know.  

7. Simple form, lean staff - some of the best 
companies have minimal HQ staff.  

8. Simultaneous loose-tight properties - 
autonomy on shop-floor along with centralized 
values [16]. 

 
These eight principles are probably most 

useful in large international corporations but 
cannot be universally applied. In general it is 
not possible to apply the same set of 
effectiveness criteria to all organizations that 
vary in significant ways including the goals of 
the business, in business activity, structure, 
organizational strategy, and in size and staff 
requirements. Some researchers have argued 
that effectiveness of an organization can be 
measured by the four basic criteria of goal 
accomplishment, resource acquisition, 
effective internal processes and satisfaction of 
strategic constituencies [17],[18]. 

3. LEADERSHIP AND MANAGEMENT 

As it becomes clear from the foregoing 
analysis, despite the importance of the criteria 
of organizational effectiveness management 
still has the central role. The type of 
organizational leadership can take an 
organization on to the road to prosperity or to 
turn a prosperous organization into a 
peripheral player. For this reason during the 
20th century (and especially during its second 
half) thousands of empirical studies on 
leadership were conducted, dozens of 
leadership theories and hundreds of definitions 
of the leader and leadership were promoted. 
These varying definitions still point out three 
generally accepted characteristics of 
leadership:  

First, leadership means interaction where an 
individual influences the behavior of another 
individual or individuals. Leadership influence 
attitudes and values of members of the 
organization a relationship implicitly 
understood in the concept ‘leader – followers’.  

Second, leadership means actively 
impacting the behavior of others, as a result of 
which followers change. In other words being a 
leader means having an impact on other 
people’s behavior and as a result changing it. 

Third, leadership means that the leader has 
specific resources by which he/she is able to 
impact other people’s behavior and to change 



it. This resource can include power and 
authority to influence others. The leader’s 
power, in turn, can be of several types 
including coercive, reward, legitimate, referent 
or expert power [19], or a combination of these 
types. 

The central idea in the three points above is 
that change is a characteristic associated with 
leaders and leadership. As the leader interacts 
in the organization he/she changes behavior 
and the organization. Unfortunately, this main 
change function of the leader/manager 
remains in the background when focusing on 
personality profiles and the characteristics of a 
successful and effective leader. 

4. LEADERSHIP AND PERSONALITY 

The power resources of the leader are 
manifested through specific personality traits of 
the leader and resulting behavioral styles. The 
leaders’ characteristics including their cognitive 
abilities, aspects of their personality, motives, 
values, social skills, expertise and skills for 
problem solving and all play a crucial role in 
managing people. These characteristics in turn 
are modified by situations and interact with 
certain situational factors. Some leader 
characteristics (motives, skills and personality 
traits) are useful under some circumstances 
but have little or no value under other 
conditions [20]. The characteristics of the 
personality profile that describe the effective 
leader are viewed statically since  they do not 
reflect the dynamics which confront each 
leader and are not linked to organizational 
change which dominate developments of an 
organization. The leadership qualities have 
been extensively discussed by several 
researchers [21],[22],[23],[24],[25],[26],[27],  
[28],[29],[30] and others. Stogdill [31] produced 
a summary of research on desirable 
personality traits of leadership conducted 
during the 20th century and identified the main 
characteristics: 

 
- Integrity of personality and confidence in 

oneself; 
- Ability to influence other people’s 

behavior; 
- Ability to organize people for joint activity; 
- Determination and perseverance in 

reaching goals; 
- Activity and readiness for performance of 

tasks; 
- Bravery and originality in problem solving; 
- Readiness to take responsibility; 
- Initiative in various social situations; 

- Ability to solve interpersonal conflicts; 
 
Research on leadership revealed the 

stability of certain managerial characteristics 
over time. A longitudinal research called the 
Management Progress Study analyzed the 
personality characteristics useful for managers 
in order to progress in their career [32]. The 
results showed that managerial success is 
highly predictable and is based on 
administrative skills, leadership skills, 
advancement orientation, cognitive abilities, 
performance stability, motivation for work, 
independence from others. 

Six personality variables were identified as 
correlating highly with success in work: 

 
1. Leadership motivation; 
2. Ambition; 
3. Impulsivity; 
4. Affability; 
5. Self-esteem; 
6. Optimism. 
 
The results of the foregoing research 

suggest that the most promising managers are 
those who wish to lead and to advance, who 
reject dependence on others, who are self-
confident and optimistic and are energetic and 
oriented to work. However, in the course of this 
20-year longitudinal study 4 of the 6 
personality variables changed. Leadership 
motivation increased with hierarchic 
advancement but the ambition was lower. 
While advancement orientation decreased, the 
leaders remained interested in managing and 
in the achievements in their work. Only self-
esteem and optimism remained unchanged, 
these variables correlated positively with 
professional and life orientation of leaders [32]. 
However, it can be noted that in describing the 
personality profile of the effective leader the 
focus is not on those qualities which directly 
correspond to the ability to promote 
organizational change.  

Bennis however evaluated the importance of 
leaders contributing to organizational change 
[23],[24],[25],[33],[34],[35]. Leaders must 
possess specific qualities to manage the 
organization successfully and to contribute to 
its effectiveness. Among the most important 
characteristics shaping the personality profile 
of the successful leader Bennis identified the 
following:  

 

- Integrity of personality: the leader must 
have an integrated self-concept, be mature 
and know personal strengths and weaknesses;  



- Focus and vision of future: the leader 
must clearly understand the goals being 
pursued at both personal and professional 
levels and be persistent in pursuing these 
goals and in overcoming the difficulties; 
- Calling and devotion to the business: the 

leader must possess some passion for 
performance and feel destined to fulfill 
important work in the professional field; 
- Trust from followers: the leader must 

have won the trust of the organizations to the 
degree that members are willing to follow and 
obey; 
- Striving for self-improvement: the leader 

must be curious, willing to learn and find ways 
to improve himself/herself all the time; 
- Readiness for risk and innovative 

behavior: the leader must be bold, be 
innovative and ready for unconventional 
solutions and willing to take risks [23],[24]. 

 
Bennis considered change in two aspects as 

in the personal self-improvement of the leader, 
and as in the leader’s behavior to direct the 
organization toward innovation, unconventional 
solutions and risk taking. Zaccaro [36] also 
emphasized change as a criterion of 
leadership and organizational effectiveness. 
According to Zaccaro one of the most essential 
characteristics of effective leadership is the 
ability to respond to the changing conditions 
and requirements. The most successful 
leaders are those who are most flexible and 
adaptive [36].  

5. LEADERSHIP IN THE GLOBALIZED 
WORLD 

In a rapidly changing globalized world 
effective management is complex and requires 
more competencies and preparation of 
leaders. Although specialized education is a 
minimal requirement, experience and 
additional specialties are necessary for a 
successful career as leaders have to face an 
increasingly complex business world. 
Organizations with a world reach open 
branches in many countries and have other 
business relations with foreign companies. 
Therefore, leaders who want to be successful 
must be prepared to work in a multicultural 
environment. Cogner [37] maintains that along 
with other business skills and competencies 
leaders who wish to achieve a high level of 
effectiveness and performance need training 
in:  

 

Developing a global mind – achieving 
competence on world issues influencing the 
organization and the organizations with which 
it interacts; 

Developing the ability to manage strongly 
decentralized organizations – there is currently 
a change of the structure of international 
organizations toward a flatter type of hierarchy 
that consists largely of independently 
functioning work teams. In this environment the 
leader’s role becomes one of consulting and it 
departs considerably from the traditional 
leader’s role; 

Developing sensitivity to the diversity issues 
– the organizational leaders in the modern 
world need skills for working with groups 
whose members come from various cultures 
with different values and worldviews; 

Developing interpersonal skills – the 
globalized world requires the acquisition and 
application of salient interpersonal skills for 
creation of effective interpersonal relations; 

Developing abilities essential to build the 
organizational community – the successful 
modern leaders must promote and help 
develop cohesion and cooperation in work 
groups. Leaders create a vision for the 
direction and development of the organization. 

Multinational companies also differ from 
traditional business organizations since the 
large distances between units often require 
managing organizational components from a 
distance via new computer technologies. Often 
the interaction between leaders and managers 
and personnel is reduced to written 
communication through email, 
teleconferencing or internet applications for 
communication. Effective online management 
requires that leaders develop the abilities to 
‘read between the lines’ for the underlying 
meaning of the messages they receive, as well 
as having excellent written communication 
skills. Writing skills must therefore be 
considered a continuation of interpersonal 
skills. However, because of the lack of face-to-
face non-verbal communications there is a 
continual challenge of creating and maintaining 
trust [38]. Conlin [39] suggests from research 
on the rankings of forward-thinking leaders that 
successful leaders and champions of 
innovation have an eclectic education often 
developed from double specializations in 
mathematics and arts, English literature as well 
as the MBA. Innovative leaders develop 
“bipolar thinking” and use both brain 
hemispheres in problem solving. 

 



In the final analysis from this perspective an 
organizational leader’s effectiveness depends 
on the personal qualities, on whether the 
leader’s behavior is oriented toward change of 
the organization and on education and 
experience. For a leader to be effective at least 
three prerequisites have to be present: 

First, the possession of certain personal 
qualities including charisma, cognitive abilities, 
managerial skills, behavioral styles, 
communicative skills, ability of self-control, and 
achievement motivation; 

Secondly, whether the leader understands 
and can control the constantly changing 
external and internal organizational 
environment;  

Third, whether the leader can interact 
successfully with the individual member of the 
organization by adequately meeting individual 
needs and interests, and the group as a whole 
by providing capabilities enabling the group to 
reach important goals. 

6. LEADERSHIP STYLES 

Leadership style is seen as basic to the 
success of the modern leader and is based on 
the ability to change personally and also 
promote change in the organization to meet 
new challenges. Some define leadership style 
as the sum of behavioral models which 
practically implement leadership [40]. Others 
relate leadership style to certain needs and 
motives that determine a leader’s behavior in 
different situations [41]. Some researchers 
argue that different leadership styles represent 
specific combinations of attitudes, values and 
beliefs [42],[43]. 

During recent years special attention has 
been paid to two types of leadership styles 
called transactional and transformational 
[21],[22],[44]. These two styles reflect different 
philosophic visions and different interaction 
approaches of leaders toward the 
organization’s members. These styles leave a 
specific unique imprint on organizational goals 
and values, on the ways of making managerial 
decisions, on group norms and on 
organizational culture. In transactional 
leadership the leader concludes a specific 
agreement with his/her employees for example 
offering managerial resources in exchange for 
loyalty, strict task performance and attainment 
of organizational goals. In other words, the 
transactional leader is not interested in the 
attitudes and values of his/her followers but to 
what extent their behavior is oriented in the 
direction of the attainment of organizational 

goals and satisfies his/her managerial 
ambitions [45],[46]. 

In the transformational style, humane 
treatment of subordinates, consideration of 
their needs and interests, and the idea of 
mutuality dominate.  The leader’s function is 
not limited to rewarding or punishing 
subordinates, but to the engagement of 
followers in fulfillment of shared goals and 
implementation of a joint mission based on 
mutual trust. In this way, organizational 
development and the attainment of 
organizational goals are related to the career 
development of the individual employee and 
form the basis of moral imperatives in the 
organization that are based on justice, equality 
and consideration of other people’s rights 
[47],[48],[46],[49]. 

7. LEADERSHIP AND GENDER 

Until the 1980s the traditional gender view of 
leadership dominated in organizational thinking 
according to which men were perceived to 
have better leadership skills. In the 1990s the 
stereotype of the man as leader was replaced 
with the suggestion that the women as leaders 
have some advantages. Differences between 
men- and women-leaders are relatively small 
taking into consideration the significant overlap 
of the men and women leadership style. In 
difficult situations when the companies are in a 
crisis, there is a tendency to hire more women 
leaders whereas in more casual situations men 
as leaders are preferred [50].   

However, a comprehensive analysis of 
organizational effectiveness must also 
consider gender. Leadership behavior of 
women in business is determined to some 
degree by social-psychological issues the most 
important being social attitudes [51],[52],[53], 
[54],[55],[56]. Social attitudes mediate the 
individual’s decision on whether to engage or 
not in entrepreneurial business. The 
importance of understanding social attitudes 
toward business also must consider the fact 
that attitudes change. The role of women as 
leaders depend to some extent on the 
prevailing attitudes in society and the decision 
of women to enter specifically entrepreneurial 
business are modified to a great extent by 
people’s attitudes toward women’s 
entrepreneurship.  

The success of women leaders therefore 
depends on the social environment and the 
cultural context in which they implement their 
organizational activity. The social environment 
and the cultural context frame people’s 



attitudes towards the woman as a leader, her 
self-esteem, motives and personal values. 
Success in business by women leaders 
depends to some extent on self-esteem. Since 
society is accustomed to perceiving men as 
firm, successful and of managing material, 
men generally have fewer issues with self-
esteem. The woman as a leader has to cope 
with traditional gender stereotypes as weak, 
obeying and needing support. These pervading 
social ideas strongly influence the self-esteem 
of women and affect their leadership and 
entrepreneurial activity. 

Research show that people with low self-
esteem are more pessimistic about the future, 
display negative moods, are more concerned 
with other people’s opinion, and have higher 
needs for social approval [57]. On the other 
hand individuals with high self-esteem enjoy 
mental comfort, have positive feelings about 
themselves and view themselves as self-
efficient and competent [58]. The role of 
women in business to a large extent also 
depends on their personal values. In a study of 
work related values Segall, Dasen, Berry, and 
Poortinga [59] found that entrepreneurship is 
associated with high power distance, tolerance 
of ambiguity in the workplace, high 
individualism, low uncertainty avoidance and 
high masculinity [60]. Further, the success of 
women as leaders depends also on many 
other individual traits including the need for 
achievement, need for autonomy, propensity to 
risk-taking, innovation and competitive 
aggressiveness [61],[62],[63].   

Women and men are both influenced by a 
hierarchical system of needs and motives, for 
example the need for autonomy, 
independence, self-actualization, as well as 
motives for achievement, and intrinsic and 
extrinsic motives [64],[65],[66],[67],[68]. These 
needs and motives also modify leadership 
behavior. The motivational sphere of each 
person depends on many factors including the 
cultural context, social environment, family, 
and education. Some researchers have 
suggested that the motivation to engage in 
business varies between the genders [69].  

8. PERMANENT CHANGE AND EFFECTIVE 
ORGANIZATIONS 

Creating effective organizations remains the 
main goal of managers and continues as a 
major topic in organizational sciences for more 
than a century. Various approaches to explain 
organizational effectiveness and criteria for its 
measurement have been discussed. All 

authors generally agree that the organizational 
leader is the center that largely determines 
organizational effectiveness. However, this 
discussion neglects the dynamics of the 
organizational processes which modify the 
effectiveness of organizations.  

Organizational processes exist and are 
influenced by both the environment outside the 
organization as well as environment within. In 
the environment outside the organization 
everything that is beyond the borders of the 
specific organization is included as possible 
determinants. The environment inside an 
organization is a psycho-social complexity of 
roles and interpersonal relations. The most 
important characteristic of the external 
environment is its dynamics. The external 
environment, in the context of which all 
organizations exist, changes and develops 
constantly. The external environment is also 
largely a determinant of the ‘internal 
organizational dynamics’. Therefore, both the 
organization as a whole and each component, 
have to be considered as dynamic and 
developing. In other words, the common 
element that is characteristic of all components 
of an organization is movement and change.  

This consideration is especially valid in the 
age of globalization where the regional 
competitiveness of an organization or the 
goods it produces means little. Further, the 
principle that only big and strong organizations 
win is not valid anymore. The winners in a 
globalized world are not just big and strong 
companies but those that have chosen change 
as their main principle and who can rapidly 
implement a new course. The response to 
change principle affects all organizational 
phenomena, all managerial decisions and 
organizational phenomenon. The market 
criteria for competitiveness of high quality and 
low price are irretrievably outdated. A new 
understanding of competitiveness is reduced to 
the triad of high quality low price and rapid 
responses to the market. From this perspective 
while the manager plays a large role in 
organizational effectiveness the speed by 
which the managerial decisions are made and 
implemented becomes the criterion for 
prosperity of an organization, regardless of its 
size and organizational profile.  

Since the dynamics of the external 
environment changes extremely fast slow 
managerial decisions are generally ineffective. 
To support this idea it is hardly necessary to 
look through the history of economic studies. 
Rather consider the economic development of  
 



Bulgaria during the last 30 years which was 
characterized by “vigorous” deindustrialization. 
One of the striking cases related to 
deindustrialization of this country is the 
“managerial decision” about the nuclear power 
plant known as “Belene”. The decision to build 
has already taken more than 30 years and in 
the year 2014 there still is no final decision. 
Now after this thirty-year period has passed, 
whatever decision that is taken in relation to 
the nuclear power plant must take into account 
the many changes that have occurred in 
relation to nuclear power since the external 
dynamics are not the same as when the plant 
was first contemplated. 

In conclusion, the issue of organizational 
effectiveness in general has to include the 
dynamics of organizational change. For each 
organization, whether a small or big one, 
whether a political formation or an economic 
entity, organizational effectiveness must 
include organizational change. An organization 
that does not change is not only ineffective, it 
is doomed to die. 
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