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Introduction. Business practitioners will gain much more by studying the management models of
successful organizations than they will from studying management theory.

It is just as important to have competent management as it is to have trustworthy analytics. The
importance of operational efficiency cannot be overstated. However, it should now be viewed as a crucial
component of the overall approach. No other approach will help you if you do not know how to manage.
Furthermore, by sound management, you can add more complex tools (for data analytics, decision support,
and internal communication) that are critical for success in high-risk businesses.

Managers frequently underestimate the value of management practices (and the importance of
investing in their development), because they believe they are simple to imitate. Leaders must consider
strategy, but they should not dismiss the responsibility of establishing management procedures as trivial. The
ability to track competitive changes is just as important as the ability to make operational efficiency a
permanent part of the business.

Results. In today’s flat-organization era, everyone must become a strategist as well as a manager. A
competent management style improves the quality of work and ensures the strategy’s success.

Of course, good governance is not easy to achieve: it necessitates a significant investment in people
and systems. Many people are hesitant to implement best practices, because they require costs.

There is probably no human activity in which a theoretical understanding is sufficient to design a
device that works in the real world. Any engineer can appreciate how far chemical reaction formulas are
from the design of a facility that produces consistent and predictable results. It is a long way from simplistic
theoretical models to real-world gadgets. Even the so-called “precise sciences”, which have long been
accustomed to the use of mathematics and repeatable experiments, are guilty of this.

However, in the “humanities” sciences, the gap between what one expects from one theory and what
one gets in practice might be enormous.

It is clear that firm founders, management consultants and management educators are not willing to
harm the organization for which they serve. But, in the end, difficulties in business are generated by the
leaders themselves. Situations in which management challenges are exacerbated by a desire to adhere to all
theoretical formulations and recommendations are particularly telling.

Many “practitioners” have already developed the habit of being skeptical of advice and
recommendations, preferring to act on inspiration. This is due to the failures of theorists and consultants in
their attempts to start their own companies, as well as the mediocre results of those who try to uncritically
rely on management theory in their work. However, history has shown that “common sense” may be just as
bad an advisor in the construction industry as management theory separated from reality. Companies with a
high number of birth defects are established as a result of implementing the logic of “strict practice”. A
practical mind, based purely on one’s own experience, is frequently insufficient to protect against the most
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disastrous results, rather than to entirely eliminate one or more problems. At the same time, the leader’s
personal traits are continually relied upon, making it impossible to retire from the organization without
risking damaging it. Even the most successful entrepreneurs, who have been “relied on their own practice,”
are unable to develop a business that is not entirely reliant on the creator’s efforts.

As a result, such businesses have clearly defined bounds for their own expansion, questionable value
for possible third-party buyers (assuming we’re talking about the business as a whole, not just the assets),
and essentially little chance of surviving if the existing successful leadership is forced to change.

To learn how to overcome such problems, one requires not only a sharp mind and the presence of
one’s own experience, but also familiarity with the practices of businessmen who have faced comparable
challenges and found a way out. There is a need for examples of existing solutions that will actually help
solve these issues rather than just prolong the misery before it ends. It is vital to become familiar with the
results of the real application of various management models in successful firms, rather than with
management theory. Long-lived corporation had to devise a unique solution to the issues that impede
consolidation and remote business management. It is hard to build a large firm or a truly sustainable
corporation without this.

Of course, it is critical to avoid the trap of "selective citation," in which only those components "that
arouse our attention™ are examined rather than a holistic model of the company's operation, taking into
account its features and obstacles, when analyzing management models of real organizations (and then only
in that part, with which we agree). All of this is nothing more than a means to double-check that your own
assumptions are right. This is a great way to boost your own self-esteem, but it is not the best approach to
really learn something.

Review of recent research sources and publications. The expertise and opinions of modern
management theorists diverge slightly from the mainstream on the overall — individuals who work for you
must be trusted, and the freedom allowed to employees will surely surpass the beneficial influence of the
order of forced influence from above. The true role of a leader is to build a deserving team, to assist people
in reaching their full potential while demonstrating their own leadership skills, and to design work
techniques that will reliably protect the company from stagnation and bureaucracy.

All of this is justified by theorists in further detail as follows:

1. Times have changed, and today’s workers are frequently more qualified than their employers and
immediate superiors in their fields. Under no circumstances will such people accept a harsh leadership
attempt.

2. Because the complexity of work has expanded greatly, it is far more beneficial for management to
learn to trust people more confidently, enabling them to select the way of completing this or that task rather
than trying to comprehend the aspects of this work in all of its nuances.

3. To support the initiative and responsibility of people, it is not enough for them to delegate
authority. There is no responsibility without authority.

4. When subordinates decide how to accomplish the work and how the existing resources will be
used, they begin to demonstrate initiative, and the best of them will gladly accept final responsibility for the
work done. People with this attitude toward work will relieve the manager of the need for constant control,
allowing him to focus on strategic activities, which are far more vital to the organization than direct
management.

5. Releasing employees from excessive control will inevitably improve not only the company’s
condition, but also labor productivity and the effectiveness of all operations, because the task is best known
by the person who does it.

6. After some time, objective criteria of actual achievements in the workplace (rather than a
particular leader’s personal bias) will be able to distinguish a group of the best employees. Employees will
be able to form a true “team” that will function efficiently without the need for constant supervision from
senior management if they are constantly evolving, motivated by interesting assignments, and given
authority. The “labor of alone individuals” will be far less effective than such group creation.

7. Employees will be engaged in self-development and improving their professional knowledge
since they are directly interested in the results of their own labor and have all of the powers essential for
further development. Such self-development will not only lay the groundwork for continual improvement of
working practices, but it will also increase the entire team’s commitment to the common good, to the
organization.

8. The impact of people's creative freedom will be greatest in non-trivial business sectors, such as
the invention of new commodities. Such semantic labor is in high demand in today’s market, and its
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successful execution will inevitably benefit the company’s overall financial condition, allowing it to
compensate its staff even more generously. Employee benefits combined with more flexibility to express
them will have the greatest impact on their motivation to work creatively rather than officially treat their
obligations.

9. As employees’ self-awareness expands and a full-fledged team of like-minded individuals
emerges, top management’s administrative functions will become obsolete. Eventually, a situation will
emerge in which people and the organization will work together and grow as individuals and as a team.
When the labor collective is given the opportunity to become co-owners of the business, the effect of the
shared cause is amplified.

10.As a consequence, we have a cohesive team that operates the business collaboratively and
responsibly, without the need for a large number of bureaucratic procedures or a full staff of controllers. The
communal decision-making process eliminates the company’s regular blunders, which can always be
committed by a single person. It also gives the entire responsible team a sense of shared interests and direct
participation in all decisions. All of this, however, is only possible if “conventional management” habits are
abandoned. A business owner must be willing to freely and purposefully delegate some of his or her
authority to staff.

This is the journey that theorists have taken in order to arrive at a modern understanding of
management pleasure, all while adhering to democratic traditions, hopes, and attitudes. It, on the other hand,
never works. To the chagrin of theorists, no one among management practitioners believes as passionately as
they do in the magical power of transfer of authority, increased trust, and leadership.

Problem 1. Delegation does not really work the way theorists expect it to. To begin with, the
illusion of modern workers’ automatic competency, which theorists extol, is a fallacy. In actuality, they are
unable to organize their job on their own to a satisfactory degree. Any manager who attempts to familiarize
himself in detail with how work is actually organized in any of his company’s “self-regulating” divisions
will quickly be convinced that this is the case. We are not aware of any instances where such visits would
have been welcomed by top management. In the best-case scenario, the work will be done to an average,
very mediocre standard, and in the worst-case scenario, you will find a large number of redundant workers
who cannot even articulate their responsibilities, a distinctly “sleepy” pace of work, and an amazing
combination of low quality work and pride in its execution.

Furthermore, because of the games of delegation, any intrusion by top management in the business
of the “sovereign” section is regarded as a personal insult by its head. As a result, we have substandard work
and emotional reactions to any attempts to figure out how things actually are, rather than a sense of
responsibility for the quality of our own job and a desire to accomplish it as efficiently as possible. When top
management is required to inspect the work of a particular department, the heads of the departments, to
whom all powers have been given, frequently become irritated and slam the door angrily. Rather than always
looking for more efficient ways of working, they try to show that everyone they hire is vital and
irreplaceable. In actuality, delegation games result in substandard job quality, ineffective workers, full
opacity, and emotional outbursts from “approved” staff.

Problem 2. Delegation is not conducive to establishing communication between departments.
At the level of cooperation between independent departments, there is no idyll. Instead of productive
cooperation, you get a light-hearted re-enactment of medieval intrigue and conflict. Each department protects
its own zone of influence from its neighbors selflessly, will not allow any criticism in its address, and will
even less tolerate checks and attempts to implement reforms “above its head”. All of these fights and never-
ending intrigues take a lot more energy than actual labor.

When all of these problematic relationships are added to the geographic distance between the
company’s divisions and the core, feudal relations become even more rooted and intricate. The hoped-for
management paradise has yet to arrive.

Problem 3. Fundamental unwillingness of “specialists” to engage in real work. Allowing
“specialists” to organize labor as they see they fit will result in a split of all workers into “intellectual
organizers” and “direct executors” almost immediately. At the same time, “specialists” always fight attempts
to include them in real work (with very few exceptions). They would rather deal solely with management
and supervision. If you allow “specialists” to organize their job the way they want it, you will end up with a
wild general overflow of personnel and the split of all workers into “castes”.

And do not assume this is just a problem that affects one country. One of the reasons that attempts to
implement Japanese work methods in American automotive firms failed was the foremen’s categorical
reluctance to continually be with their subordinates and, if necessary, take personal part in the teams’ work.
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They sought to concentrate solely on management after their appointment. Such customs have a devastating
effect on the overall effectiveness of the company’s operations.

Problem 4. For some reason, in the management literature it is customary to talk exclusively about
the positive qualities of the “team”. However, all “teams” have negative qualities, and very serious ones.

To begin with, all “teams” gradually increase in price. Even though any “team” will increase in
value, it will nevertheless tend to rest on its laurels. It relaxes after accomplishing certain results, preferring
to float in the inertia of previous victories and achievements. In a competitive market, all “teams” (and those
who are successful in the first place) tend to overestimate their own strengths. The credibility of previous
accomplishments is frequently a dependable stumbling block to fresh ideas and innovation. Without external
control coercion, the “commands” are essentially incapable of renewal. In such circumstances, it is quite
tough for beginners to split up. If things go wrong, the “teams” will never be able to clean themselves up,
and the old team members will not make any effort to keep their skills and knowledge up to date. As a result,
according to management theorists, any leader’s purpose is to “identify brilliant personnel and build a team
of them...” which is nothing more than another intermediate finish.

Conclusion. The majority of managerial issues come from the inherent issues that any organization
built on the concept of separation of powers and delegation of authority faces. And a large number of
business owners and managers have been able to learn from their own painful experience. Theorists always
explain all failures on personnel faults while defending their beliefs and practices.

The majority of practitioner leaders follow two simple rules:

1. Never stray too far or for too long from your own business.

2. The principle of duplication and division of authorities is always utilized to prevent a “coup
d’état.” However, following these standards costs both the leaders and their companies a lot of money. After
all, the first condition rules out any chance of retiring without incurring significant and irreversible costs in
the future. The second necessitates the creation of duplicate subdivisions and departments (to avoid any of
the management monopolies from dictating their own terms) as well as extreme caution in ensuring that any
deputy’s power and influence is always counterbalanced by other deputies.
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AbacoBa ANTHAH AcKep, KaHIUJIAT TEXHIYHUX HayK, AoleHT. MamenoBa Kamana MexTi, kanauaar
CeKOHOMIYHMX HayK, JAOLeHT. AJjeknepoBa Jlana A3i3, crapmmii Bukmagad. AsepOailpkaHCHKHUMA
apXiTeKTYpHO-OYyIiBeIbHUN YHiBepcHTeT, baky, Azepbaiimxan. Lllasaxu momosaHHs o0MeskeHb Teopii
MeHeIKMeHTy. HayKoBo-TeXHIUHHMI mporpec i MBUAKKHA PO3BUTOK iHPOPMALIHHUX TEXHOJIOTIH HE MOXKYTh
HE IMO3HAYMTHUCS Ha TPUHIUNAX BeAeHHS Oi3Hecy. CoIliaIbHO-€eKOHOMIYHA CHTYyaIlis, 10 3MiHWIacH,
3yMOBHWJIa TIOSIBY HOBHX Ta 3arOCTPCHHS HAasSBHUX BHUKJIWKIB 1 mpoOiiem B ympasiinHi. KpuzoBi ymoBu
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BHMArarmTh BiITOBITHUX TPOTrpaM 3MiH, SKi OXOIUTIOIOTH yci chepu podoTtw miampueMctsa. [Ipn mpomy
TPYAHOLII peamizalii 3MiH Ha MIiANPUEMCTBAX BHU3HAYAIOTHCS HABiTh HE KUIBKICTIO [Tiif i BHUTpaT Ha
JMOCSITHEHHSI METH, a THM, HACKIJIbKH HEOOXIJHO 3MIHUTHCS KOXXHOMY KEpPIBHUKOBI W KOXHIH JIFOAMHI B
opranizamii. Ycmix Oyab-SKOTO MiANMPUEMCTBA TOJSTAE B TEPIIy 4Yepry B HoOpe MmimiOpaHiii KoMaHII
¢axiBuiB. Kommanii Bce Oinplie cTaloTh 3aJIKHUMH Bif JIOAEH, SIKI B HHUX MpPALIOOTh. 3 PIi3KUM
301IBLICHHSM MIBUIKOCTI HAYKOBO-TEXHIYHOI'O MpOrpecy i B Mpoleci peanizamii cTpaTerii 3 mepexony A0
MUQPPOBOT EKOHOMIKH 3pOCTaE MOTpeda B MPAaBHIBHOMY W Cy4acHOMY MIJIXOi JO YIPaBIiHHS JIFOJCHKAM
MOTEeHIiaJIoM. 3Jaro/pkeHa poOoTa KOJEKTHBY KOKHOI KOMIaHii Ha MiKpOpiBHI jomomarae BCiii KoMmaHii
BUXOJUTH Ha SIKICHO HOBHH PIBEHb 1 JOCSATaTH MOCTaBICHHUX LiJIEH 3 ypaxyBaHHSM iCHYIOUMX BHKJIHMKIB.
[Toka3zano mporec (GopMyBaHHS KOPJOHIB MHUCJICHHS KEpIBHMKA Ta BIUIMB iX Ha HPUUHATTS PILICHb.
OOTpYHTOBaHO aKTyaJbHICTh 3MiHH YIPaBIIHCHKUX CTEPEOTHUIIIB JUIS BIAMOBIIHOCTI HOBHM ESKOHOMIYHUM
BUKJIMKAM. 3alpollOHOBAHO QJITOPUTM aHajli3y #H YJOOCKOHAJEHHS OcOoOHMCTOi poOOTH MEHemKepa.
Po3rnsiHyTO OCHOBHI IIA0JIOHW MUCIICHHS, TPUYMHU X BHHUKHEHHS Ta CIocoOW mojonanHs. [IpoBenenuit
aHasi3 poOiT 13 1€l TEeMaTHKH TO3BOJISIE PO3TISIHYTH iCHYIOYI MTPOOJIEMH YIIPaBIIiHHS JIIOJICBKUMH PECypcaMu
Ta PO3pOOMTH HAHOLIBII ONTUMAaJbHY METOAMKY JUIA PO3B’sI3aHHS 3aBlaHb y cdepi CTBOpPEHHS Ta
onrtuMizaii cTpaTerii ynpaBiiHHS JIOACEKUM KaIiTaaoM.

Knwowuoei cnoea: neneryBaHHS TIOBHOBaXKEHb, TEOPisl YNPAaBIiHHS, KOHCTPYKTHBHA CIiBIpAIl,
KOMaH[a.
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Abasova Aytan Asker, PhD, Associate Professor. Mamedova Kamala Mehti, PhD (Economics),
Associate Professor. Alekperova Lala Aziz, Senior Lecturer. Azerbaijan University of Architecture and
Construction, Baku, Azerbaijan. Methods to Overcome the Limits of Management Theory. Scientific and
technological advancements, as well as the rapid development of information technology, are bound to have
an impact on business concepts. The changed socio-economic situation has led to the emergence of new and
exacerbation of existing challenges and problems in management. Crisis conditions require appropriate
change programs affecting all areas of the enterprise. At the same time, the difficulties of implementing
changes in enterprises are determined not even by the humber of actions and costs to achieve the goal, but by
how much it is necessary to change each leader and each person in the organization. A well-chosen team of
specialists is crucial to the success of any business. Businesses are becoming increasingly reliant on the
people who work for them. With the rapid acceleration of scientific and technological advancement, as well
as the implementation of a strategy for the transition to a digital economy, a correct and modern approach to
human potential management is becoming increasingly important. At the micro level, the well-coordinated
activity of each firm’s team assists the overall organization in reaching a qualitatively new level and
achieving the established goals while taking into account the existing challenges. The article shows the
process of forming the boundaries of a manager's thinking and their influence on decision-making. The
urgency of changing management stereotypes to meet new economic challenges has been substantiated. An
algorithm for analyzing and improving the manager's personal work is proposed. The main patterns of
thinking, the reasons for their occurrence and ways to overcome them are considered. The review of previous
work on this subject will enable us to analyze current human resource management issues and establish the
most effective methodology for solving difficulties in the area of developing and optimizing human capital
management strategies.

Key words: delegation of authority, management theory, constructive cooperation, team.
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