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ABSTRACT

Introduction. The article examines change management in corporate information systems as an independent
managerial problem emerging under conditions of continuous digital transformation of organizational processes.
The study is based on the premise that changes in information systems cannot be interpreted solely as technical
implementation because they affect decision-making architecture, responsibility distribution, and organizational
control mechanisms. The purpose of the article is to develop a conceptual model of change governance in corpo-
rate information systems aimed at preserving governance capacity under conditions of digital transformation and
the growing use of analytical and Al-based digital tools.

Materials and Methods. The empirical part of the study is based on a quantitative survey of 471 organiza-
tions operating in the Czech Republic as of the end of 2025, primarily multinational organizations representing
different sectors of the economy. Human resource management processes are used as the empirical context,
not as an independent object of analysis, but as a process-sensitive domain that makes it possible to identify
the consequences of different approaches to managing changes in corporate information systems. The method-
ological approach combines descriptive and comparative analysis of change management practices and their
institutional formalization.

Results. The study identifies key managerial characteristics of the change management process in corporate
information systems based on the organizational practice in the Czech Republic and analyzes their relationship
with process sustainability and governance capacity within organizational subsystems. The results demonstrate
that the decisive factor in preserving governance capacity during organizational change is not the technical con-
figuration of implemented solutions, but the relationship between change process management, the structure of
responsibility, and the functioning of control mechanisms. The study also demonstrates that the use of analytical
tools and selected elements of artificial intelligence does not eliminate the need for managerial control or transfer
responsibility to digital instruments. On the contrary, it increases the importance of interpretation, coordination,
and institutional formalization of managerial decision-making.

Discussion. The scientific contribution of the article lies in the development of a conceptual model of change
governance in corporate information systems that allows digital transformation of organizational processes to be
interpreted as a problem of managerial decision-making and governance capacity rather than as a predominantly
technological task. The proposed conceptual model makes it possible to interpret artificial intelligence and digital
tools not as autonomous management mechanisms, but as factors that amplify the consequences of managerial
decisions and increase requirements for responsibility, control, interpretation, and organizational resilience in
digital environments.
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HCCHE/IOBATEJIbCKAA CTATbA

OTBETCTBEHHOCTb, KOHTPOJ1b U1 YNPABJISEMOCTb
U3MEHEHUAMU B KOPMOPATUBHbIX MHOOPMALMOHHbBIX
CUCTEMAX B YELLUCKOW PECINYBJIUKE

®. Bymna *°
2 Elanor ICT / Peruon Ilenrpanbtoii u Bocrounoii Espomner (ITpara, Yenickas Pecry6irika)
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AHHOTALUA

Brenenue. VcxXoHbIM MTOJOKEHUEM UCCIEIOBAHUS SIBJISIETCST YTBEPIKIEHIE O TOM, YTO U3MeHeHust nudop-
MAI[MOHHBIX CUCTEM HE MOTYT PAaCCMaTPUBATHCS MCKIIOYMTENbHO KaK TEXHUYECKAs] Peajn3aiiusi, MOCKOJbKY
OHM 3aTParvBaiOT apXUTEKTYPy MPUHSTHS PEIIEHUI, pacipe/esieHne OTBETCTBEHHOCTH U (DYHKITMOHUPOBaHME
KOHTPOJIbHBIX MEXaHU3MOB B opranusaiui. Llejb craTby 3aKaiodaercs B pa3paboTKe KOHLENTYaIbHON MOIEIN
yIIpaBJIeHUsST U3MEHEHUSIME B KOPIIOPATUBHBIX MHMOPMAIIMOHHBIX CHCTEMAX, II03BOJISIONIEH 00eCedynTh YIIpaB-
JISIEMOCTH OPTaHU3AIMOHHBIX ITPOIIECCOB B YCJIOBUSIX IU(MPOBOI TpaHchOpMaIlii.

Marepuaibl ¥ METObI. IMITUPUUIECKAS YACTH UCCIIEJOBAHNSI OCHOBAaHA HAa KOJIMYECTBEHHOM otrpoce 471 op-
ranusaiuy, geiictpyomux B Yenrckoii Peciybinke Ha koner 2025 roga, nperMyLIIeCTBEHHO HaHALUOHA b~
HBIX U MPEJCTABISAIONINX Pa3Hble CEKTOPA SKOHOMUKH. B KauecTBe SMITMPUIECKOTO KOHTEKCTA UCIIOIbB3YIOTCS
IIPOILECCHI YIIPaBJIEHUS YeJI0BEUYECKUMI PeCypcaMu, paccMaTpriBaeMble He KaK CaMOCTOSITEbHbI 00bEeKT aHa-
JIN3a, a KaK IIPOILECCHO YyBCTBUTEIbHASA 00JIACTb, O3BOJISIONIAS BbIABUTH [OCIEACTBUS PA3IMYHbBIX IOIX0I0B
K YIIpaBJIeHUI0 U3MEHEHUSIMU KOPIIOPATUBHBIX NHMOOPMAIMOHHBIX CUCTEM. MeTo0JIOrMueCcKuil OIX0/ coue-
TAeT ONMCATEJbHBIN U CPABHUTENbHBIN aHAJINU3 MIPAKTUK YIIPABJIEHUS U3MEHEHUSIMU U (DOPM UX UHCTUTYITHO-
HAJIbHOTO 3aKPEIJIEHHS.

Pesyabratel. B xoze uccieoBaHust BbBISIBIEHbBI KJIOYEBBbIE YIIPABJIEHUECKHE XaPaKTEPUCTUKH IPOIecca
yIIpaBJIeHUsT U3MEHEHUSIMUA B KOPITIOPATUBHBIX MH(OPMAIMOHHBIX CHCTEMAaX Ha OCHOBe TpakTUKu B Yerckoii Pe-
cirybJMKe ¥ IPOaHAJIU3UPOBAHA UX CBI3b € IIPOLIECCHON YCTOMYMBOCTHIO M YIIPABJIAEMOCTHIO OPraHi3alnOHHBIX
nozcucreM. ITokazaHo, 4TO PeIIAIONIyO POJIb B 00eCIIeYeHIH YIIPABASIEMOCTI U3MEHEHNI UTPAeT He TeXHITYeCKast
KoH(DUTYpaInst NCIOJIb3YEMbIX PENIEHUI, & B3BANMOCBSI3b MEK/Y YIIPABJIEHNUEM ITPOIECCOM U3MEHEHUI, CTPYKTY-
POii OTBETCTBEHHOCTU U (DYHKIIMOHUPOBAHUEM KOHTPOJIbHBIX MEXAaHM3MOB. YCTAHOBJIEHO, UTO MCIIOJIb30BAHME
UCKYCCTBEHHOIO MHTEJIEKTa B KOPIOPATUBHBIX MHMOPMALMOHHBIX CUCTEMAX He YCTPaHSeT HeoOXOAMMOCTb
YIIPaBJIEHYECKOTO KOHTPOJISI U HE MEPEHOCUT OTBETCTBEHHOCTH HA IU(POBbIE MHCTPYMEHTHI, a, HAIPOTUB, YCH-
JINBAET 3HAYUMOCTD TIPOIIELYD KOOPAUHAIIMN 1 HHCTUTYITHOHAJIBHOTO 3aKPEIJIEHNST YITPABIeHYECKUX PEIeH NI

Oo6cyskaenue. IIpeanoxentas KOHIENTyalbHas MOAEIb YIIPABJAEHUs U3MEHEHUAMU B KOPIIOPATUBHbIX MH-
(hopMaIMOHHBIX CHCTEMAX MO3BOJISIET PACCMATPUBATh MCKYCCTBEHHBIN MHTENIEKT W IU(MPOBbIE MHCTPYMEHTHI
He KaK aBTOHOMHBIH MEXaHU3M YIIPaBJIeHUs, a Kak (PaKkTop, yCUINBAIONINI TIOCAEICTBHUS YIIPABJIEHUECKUX Pele-
HUI1 ¥ IOBBINIAIONIMIT TPeGOBAHUS K OTBETCTBEHHOCTH, KOHTPOJIIO, MHTEPIIPETALMU U YCTOINYMBOCTI OPraHU3ali-
OHHBIX TIPOTIECCOB, (POPMUPYSI AHATUTHUECKYTO OCHOBY JIJIST IAJIbHEHTIINX UCCIE0BAHNIN YITPABIEHUS] U3MEHEHU-
SIMU B CJIOKHBIX OPIraHU3AI[MOHHBIX CUCTEMAX.
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s INTRODUCTION

Changes in corporate information systems in
modern organizations are implemented as a contin-
uous managerial process rather than as isolated pro-
ject interventions. Nevertheless, a significant part of
the existing literature and managerial practice still
interprets change management primarily through
project-based [1] or technological approaches [2] or
reduces it to identifying factors that determine suc-
cessful implementation of information systems [3].
Such perspectives only partially reflect the fact that,
in the long term, changes in corporate information
systems shape the organizational governance archi-
tecture, including the distribution of responsibility,
process interdependencies, and control mechanisms
[4]. Recent practice demonstrates that the conse-
quences of managerial decisions related to changes in
corporate information systems emerge most rapidly
in human resource management processes and may,
in some cases, produce irreversible effects.

Existing studies most often analyze change man-
agement in information systems either as part of pro-
ject management or as a process of employee adapta-
tion to new technologies [5]. As a result, attention is
concentrated on individual aspects of change, while
the managerial governance regime of change process-
es and their institutional consequences frequently re-
main outside the analytical focus. This creates an in-
sufficient understanding of how change management
in corporate information systems affects the sustain-
ability and governance capacity of organizational

processes over the long term. Consequently, there is
a need to analytically distinguish different types of
changes in corporate information systems according
to the predictability of their consequences and the ri-
gidity of institutional constraints.

The aim of this study is to conceptualize and
evaluate change management in corporate infor-
mation systems as an independent managerial
problem that cannot be reduced either to techni-
cal implementation or to the application of project
methodologies. Particular attention is paid to the
relationship between change process management,
responsibility structures, and organizational con-
trol mechanisms. Human resource management
processes are used as the empirical context because
they represent a process-sensitive area in which
the consequences of different approaches to change
management in corporate information systems be-
come particularly visible [6].

The scientific contribution of the study lies in in-
terpreting change management in corporate informa-
tion systems as a governance regime formed through
the interaction of consequence predictability, respon-
sibility distribution, and control mechanisms. Unlike
previous studies focused on HR digitalization [7],
cross-country differences [8], big data analytics [9],
data mining [10], artificial intelligence technologies
[11], or functional automation [12], this article ex-
amines change management as an institutionally con-
strained managerial process that shapes the architec-
ture of managerial decision-making.
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s MATERIALS AND METHODS

The methodology of the study is based on in-
stitutional and systems-analytical approaches.
The research has an applied analytical character
and focuses on identifying managerial regimes of
change in corporate information systems and their
influence on human resource management pro-
cesses. The empirical basis of the study consists of
data collected from organizations operating in the
Czech Republic at the end of 2025. This dataset
makes it possible to combine descriptive and com-
parative analytical approaches in the evaluation of
change management practices in corporate infor-
mation systems.

Data Sources and Sampling Logic

The empirical basis of the study was formed us-
ing two complementary data sources. The first source
consists of primary survey data collected through a
quantitative survey conducted at the end of 2025
among organizations operating in the Czech Repub-
lic. The second source, used for validation purposes,
consists of internal analytical data from Elanor ICT
obtained through implementation support for select-
ed corporate clients.

The quantitative survey included 471 organiza-
tions operating in the Czech Republic. The sample
consists of multinational companies (47%), local
organizations (29%), and public sector institutions
(18%), providing representation of the institutional
structure of the economy. Organizations of different
sizes were included, ranging from small firms with
fewer than 50 employees to large corporations with
more than 1,000 employees. Medium-sized organiza-
tions (51-250 employees) represented the dominant
category (47%). The sectoral structure of the sample
includes logistics and transport (23%), IT services
(18%), industrial manufacturing (17%), educational
institutions (18%), and other sectors. This distribu-
tion makes it possible to analyze change management
practices in different organizational and institutional
environments.

The survey dataset originates from a broader re-
search project focused on HR digitalization, quality
management systems, and organizational-economic
aspects of personnel management. For the purposes
of this article, only survey questions directly related
to change management in corporate information sys-
tems, organizational control mechanisms, responsi-
bility distribution, and institutional formalization of
change processes were selected. Questions related to
HR strategy, employee experience, personnel devel-
opment, or human-centric concepts were excluded
from the analysis in order to avoid overlap with other
research outputs.

The internal Elanor ICT dataset was collect-
ed at the end of 2025 from selected clients in the
Czech Republic (20 organizations), mainly large
companies and multinational corporations imple-
menting digital transformation projects in HR

systems and corporate information systems. These
data include information on implemented system
changes, levels of formalization of change manage-
ment processes, frequency and results of control
procedures (including security and resilience test-
ing), response times to forced changes, and distri-
bution of managerial responsibility across organi-
zational roles. The internal analytical materials are
not used for independent statistical generalization.
Instead, they serve interpretative and validation
purposes by allowing comparison between formally
declared management practices and actual change
management practices in large and multinational
organizations.

Within the framework of this study, governance
capacity is understood as the ability of an organiza-
tion to preserve predictability, controllability, and in-
stitutionally formalized responsibility of managerial
processes under conditions of continuous changes in
corporate information systems.

The combination of both data sources makes it
possible to analyze change management in corporate
information systems as a managerial process that
directly influences governance capacity in human
resource management under conditions of digital
transformation.

Conceptualization and Selection of Analytical
Variables

For the analytical purposes of the article, only
survey questions directly related to change man-
agement in corporate information systems and their
institutional-control framework were selected. The
selection focused on the following thematic areas:

— existence and degree of formalization of
change management processes in corporate informa-
tion systems;

— participation of managerial and expert units in
change approval procedures;

— relationships between change processes and
organizational control mechanisms;

— organizational responses to forced changes
caused by information security requirements or reg-
ulatory impulses;

— presence of analytical and adaptive functions,
including elements of artificial intelligence, as factors
influencing the dynamics of organizational change.

Within empirical analysis, artificial intelligence
is not treated as an independent measurable varia-
ble. Instead, it is interpreted as a contextual factor
that transforms the nature of changes in corporate
information systems from deterministic to adaptive.
As a result, it increases the requirements for change
governance, responsibility distribution, and organi-
zational control mechanisms.

This approach makes it possible to analyze the
influence of artificial intelligence indirectly through
changes in managerial regimes and control proce-
dures rather than through the technical characteris-
tics of the implemented solutions.
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Methods of Analysis and Analytical Units

The study applies a combined methodological
approach integrating descriptive and comparative
analysis. Descriptive analysis was used to systema-
tize managerial practices of change management in
corporate information systems and to identify their
typical characteristics. Comparative analysis made it
possible to compare different managerial regimes of
change in terms of their influence on governance ca-
pacity in human resource management processes and
the sustainability of organizational architecture.

The selection of these methods reflects the need
to analyze change management in corporate informa-
tion systems not as a purely technical process, but as
a managerial regime with institutional consequences.

The main analytical units included:

— types of changes (planned and forced);

— mechanisms of change approval;

— temporal parameters of organizational response;

— relationships between control procedures and
change management processes.

Particular attention was paid to the integration of
control impulses into change management processes,
especially the results of resilience and security testing of
corporate information systems. The analysis focused on

how these impulses influence managerial decision-mak-
ing related to prioritization and resource allocation.

To operationalize the concept of governance ca-
pacity, the study uses diagnostic indicators [13] that
make it possible to identify points at which govern-
ance capacity deteriorates during the implementation
of changes in corporate information systems [14].

Methodological Limitations

The methodological limitations of the study are
related to the institutional and sector-specific char-
acteristics of the analyzed organizations, as well as to
the use of internal analytical data from Elanor ICT.
The findings do not aim to provide universal statisti-
cal generalization. Instead, they offer an analytically
grounded understanding of typical managerial prob-
lems associated with change management in large
and multinational organizations.

The selected methodological approach focuses
on identifying stable managerial patterns and insti-
tutional effects rather than on quantitatively evalu-
ating the technological efliciency of corporate infor-
mation systems. This approach corresponds to the
objective of the article and supports the interpreta-
tion of change management as a managerial problem
rather than a task of technical optimization.

Table 1 — Structure of Empirical Variables Used in the Study
Ta6JII/IIla 1- CprKTypa IOMIINPUYECKHUX IMEPEMEHHDBIX, NCITOJIb30BAHHBIX B NCCJIEAOBaHNN

Dimension of Analysis Data Source Variable Type Analytical Purpose
Formalization Survey data Categorical Identification of managerial regime
of change management
Change approval roles | Survey data Categorical Analysis of responsibility

8¢ app Y 8 distribution
+ . . “ ”
Control mechanisms Survey data + internal Structural Analysm qf the “control —» change
data relationship
Forced changes Internal Elanor ICT Process-based Identlﬁcgtlc?n of exogenous
data managerial impulses
Temporal response Internal Elanor ICT Assessment of change governance
Temporal .
parameters data capacity
Adaptive functions (AI) | Survey data Contextual ;Fgﬁ;feormatmn of the nature of

Source: developed by the author based on survey data and internal analytical materials from Elanor ICT.

Unlike the author’s previous studies focused on
HR digitalization [15], artificial intelligence, and the
transformation of human capital [ 16], the present arti-
cle examines governance of change in corporate infor-
mation systems as an independent managerial regime.

m RESULTS

Change Management in Corporate Information
Systems as a Managerial Problem

Corporate information systems in modern organi-
zations function as an integration core through which
key organizational processes are coordinated and man-
agerial decisions are implemented. Their development

and modification involve continuous changes affecting
not only technical infrastructure, but also process ar-
chitecture, responsibility distribution, and organiza-
tional control mechanisms. For this reason, changes
in corporate information systems cannot be treated
as isolated technological interventions [17]. Instead,
they should be understood as a stable managerial phe-
nomenon requiring systematic governance and aimed
at preserving organizational governance capacity [18].
Consequently, change management extends beyond
traditional project logic and forms a specific govern-
ance regime in which technical, organizational, and
institutional decisions become interdependent.
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The empirical findings show that change man-
agement in the analyzed organizations is institu-
tionalized through formalized change management
processes. However, these processes are not uniform
across all types of changes and differ according to the
nature of the intervention. Client-driven changes
are reviewed and approved with the participation of
commercial units, product management, and devel-
opment teams. Changes related to information se-
curity requirements fall under the responsibility of
security managers in coordination with product and
development teams. Legislative changes are primari-
ly managed at the level of product management and
software development. This distribution of respon-
sibilities confirms that change management is pri-
marily the result of managerial coordination aimed
at preserving governance capacity rather than the
consequence of purely technical decisions [19]. At
the same time, organizations generally seck to adapt
standard industry processes embedded in technolog-
ical solutions while minimizing the extent of individ-
ual customization.

A standardized change documentation process
represents an integral part of change governance
and performs both institutional and control func-
tions. Changes are formalized through standardized
change requests and implemented within structured

release management procedures. Response times for
forced changes vary according to their level of crit-
icality. Critical failures are typically resolved within
hours, significant issues within several days, while
less significant modifications are incorporated into
planned releases or postponed to longer implemen-
tation cycles. This demonstrates that organizations
regulate the temporal dimension of change manage-
ment through prioritization mechanisms designed
to preserve governance capacity under conditions of
uncertainty [20]. Temporal differentiation therefore
functions as a managerial instrument balancing op-
erational responsiveness and organizational stability.
At the same time, empirical observations show that
the initial intention to minimize individual system
customization often gradually weakens during pro-
ject implementation, resulting in substantial modifi-
cations reflecting the process-specific and organiza-
tional requirements of clients.

A special role within change management pro-
cesses is played by forced changes triggered by con-
trol impulses, particularly the results of resilience
and security testing. Such testing is conducted at
least annually and, in some organizations, especially
multinational or group-based structures, even quar-
terly. Although changes caused by these tests repre-
sent a relatively small proportion of all modifications,

CRITICAL FORCED CHANGES

Typical Data / Examples:

*penetration testing results

sinformation security incident

ssemergency access restrictions
sredistribution of managerial resources
Managerial Effect:

Maximuin pressure on governance capacity
and organizational control mechanisms

ADAPTIVE AND CLIENT-DRIVEN
CHANGES

Typical Data / Examples:

sclient-specific process modifications
+customized HR process configurations
analytical support for managerial decision
*selements of intelligent automation
Managerial Effect:

Risk of gradual erosion of governance
capacity due to accumulation of changes

REGULATORY AND COMPLIANCE-
DRIVEN CHANGES

Typical Data / Examples:

«labor law changes

*payroll calculation requirements
smandatory reporting obligations

sregulated implementation deadlines
Managerial Effect:

Governance capacity depends on compliance
with deadlines and clear distribution of
responsibility

PLANNED FUNCTIONAL CHANGES

Typical Data / Examples:

user mterface updates

*optimization of reporting forms
«extension of standard functionality
*adjustment of user roles

Managerial Effect:

CTabHIbHAS YIPABIIeMOCTh IPH
CTAHIAPTHOM IIPOLIECCEe COrTIacOBAHHS

High Institutional Rigidity

Institutional and Regulatory Rigidity

Low Institutional Rigidity

Low Predictability T

High Predictability

Predictability of Managerial Change Consequences

Figure 1 — Matrix of Change Governance Capacity
Pucynok 1 — Matrpuiia ynpas/isieMOCTH U3BMEHEHU I KOPIIOPATUBHBIX NH(MOPMAIIMOHHBIX CUCTEM
Note. The matrix axes represent: (1) predictability of change consequences (from high to low);
and (2) institutional criticality of change (from local managerial significance to regulatory
and control priority, including information security requirements).
Source: Developed by the author.
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their managerial significance is substantial. The iden-
tification of critical vulnerabilities requires immedi-
ate managerial decisions, redistribution of resources,
and prioritization of corrective actions aimed at re-
storing governance capacity within the information
system. Responsibility for response measures is typ-
ically assigned to product and development teams,
demonstrating that such interventions are embedded
directly within the managerial decision-making pro-
cess. These changes are characterized by low predict-
ability of consequences and high institutional signifi-
cance, which fundamentally distinguishes them from
planned client-driven or functional modifications.
The change management process is closely con-
nected with the system of internal control mecha-
nisms within corporate information systems. These
mechanisms include user testing, pilot testing fo-
cused on both standard and organization-specific
process scenarios, and automated control proce-
dures. The results of control activities serve as in-
put for change management processes and shape
subsequent managerial actions. Feedback obtained
after implementation is treated as part of the change
request lifecycle and is used to update control pro-
cedures, contributing to institutional stability and

preservation of organizational governance capacity
[21]. Consequently, control mechanisms perform not
only a verification function, but also a coordination
function linking managerial decisions with the actual
consequences of implemented changes.

When analytical functions based on artificial
intelligence are introduced, mandatory human val-
idation of results becomes a critical condition for
preserving governance capacity. Managerial respon-
sibility must remain assigned to the same actors who
decide on the implementation, interpretation, and
use of analytical and adaptive functions throughout
the lifecycle of organizational change.

Qualitative analysis of typical failure scenarios
demonstrates that sources of risk are associated not
only with technical issues, but also with human factors,
including configuration errors, inefficient allocation of
time and resources, and insufficient competencies. In
addition, systemic failures emerge from non-obvious
interdependencies between system components or
from external influences such as infrastructure limita-
tions and underlying technological constraints. Man-
agerial responses to crisis situations range from rapid
adjustment of processes or information systems to de-
liberate acceptance of risk in situations with limited

Table 2 — Characteristics of Change Management in Corporate Information Systems (Empirical Context)
Ta6amua 2 — XapaKkTepUCTUKN YITPABJICHUST MI3MEHEHUSIMU B KOPITOPATUBHBIX MH(MOPMAIHOHHBIX CHCTEMaxX
(aMTIIpPUUIECKIIT KOHTEKCT)

Dimension

Characteristic

Formalized process
systems

Existence of a formalized change management process for corporate information

Change approval

Differentiation of managerial decisions according to the type of change (client-
driven, security-related, legislative)

Change documentation

Standardized change request as an instrument of institutional formalization

Response to forced
changes

Hours (critical issues), days (significant issues), release cycle/quarter (less
significant issues)

Penetration testing

Conducted at least annually; quarterly in selected organizations

Share of forced changes

Low proportion within the overall volume of changes, but high managerial priority

Responsibility
for response actions

Product management and development teams

Control mechanisms

User testing, beta testing, automated testing

Feedback mechanisms

Part of the change request lifecycle ensuring governance continuity

Typical risks

Human errors, systemic interdependencies, external influences

Managerial dilemmas

Expansion of functionality vs strengthening control mechanisms to preserve
governance capacity

Source: compiled by the author based on internal analytical data from Elanor ICT obtained through work

with software clients'.

! Elanor ICT. Digital Transformation of HR Processes in Central and Eastern Europe: Empirical Survey Report 2024-2025. Prague:

Elanor ICT Research Department, 2025. 346 p.
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operational impact. A typical managerial dilemma
arises between expanding system functionality and
strengthening control mechanisms required to pre-
serve organizational governance capacity [22].

This dilemma reflects a fundamental tension be-
tween functional development and stability of the
managerial governance framework. Empirical obser-
vations further indicate that changing established
process habits of employees is often perceived by
organizations, especially large corporations—as more
costly and risky than adapting the technological
solution itself. In small and medium-sized organiza-
tions, this gap is significantly less pronounced.

Therefore, change management in corporate in-
formation systems should be understood as a com-
plex managerial process integrating functional modi-
fications, responsibility distribution, control mecha-
nisms, and the institutional context of the organiza-
tion. Taken together, the empirical findings indicate
a structural asymmetry between the speed of techno-
logical change, including changes generated through
artificial intelligence algorithms, and the capacity of
human adaptation. This asymmetry creates an objec-
tive limit to organizational governance capacity in
conditions of continuous change.

Such an interpretation makes it possible to ana-
lyze changes in corporate information systems
through the perspective of governance preservation
and provides the theoretical and empirical founda-
tion for the conceptual model of change management
presented in the following sections of the article. In
the subsequent analysis, this model is used to identi-
fy diagnostic indicators of governance deterioration
and to justify managerial mechanisms for restoring
organizational governance capacity.

Continuous Change Governance: Responsibili-
ty, Control, and Governance Capacity

Under conditions of digital transformation,
changes in corporate information systems can no
longer be understood as isolated project interven-
tions. Instead, they increasingly take the form of a
continuous managerial process. In this context, the
object of management is no longer a single technical
modification, but a stable regime of decision-making,
coordination, and control of organizational change
over time. As a result, the key criterion of effective-
ness is not the technological complexity of imple-
mented solutions, but the ability of the organization
to preserve governance capacity in processes directly
dependent on corporate information systems. This
approach corresponds to contemporary interpreta-
tions of digital transformation as a managerial rather
than purely technological phenomenon [23].

The continuous nature of change significant-
ly increases the importance of clear responsibility
distribution and stable control mechanisms. This is
particularly visible in process-sensitive areas such
as human resource management [24]. These pro-
cesses are institutionally connected to regulatory

requirements, internal policies, and organizational
control procedures. Consequently, any modification
of a corporate information system affects not only
technical parameters, but also the architecture of
managerial decision-making and the distribution of
responsibility among organizational actors. In this
context, the governance regime of change must en-
sure institutional integration of modifications with-
out reducing governance capacity. It cannot be re-
duced solely to increasing organizational flexibility
[25] or implementation speed [26].

An important factor transforming the governance
regime of change is the introduction of analytical and
adaptive functions in corporate information systems,
including tools based on artificial intelligence [27].
Traditional changes were predominantly determin-
istic and allowed organizations to predict their con-
sequences in advance. By contrast, adaptive systems
based on algorithmic data processing and machine
learning generate dynamic system behavior over
time. As a result, organizational change loses the
characteristics of a completed managerial event and
becomes an open-ended process whose consequenc-
es cannot be fully predicted at the moment of deci-
sion-making. This significantly increases the impor-
tance of risk management, responsibility allocation,
and organizational control mechanisms.

In this context, the implementation of artificial in-
telligence in corporate information systems does not
imply the emergence of a fundamentally new model of
human resource management or a revision of the na-
ture of HR processes themselves. Rather, it requires
transformation of approaches to change governance,
responsibility, and organizational control within dig-
ital organizational architectures. Artificial intelligence
does not make managerial decisions and does not bear
responsibility for their consequences. However, it can
amplify the effects of such decisions, thereby increas-
ing the importance of institutionalized managerial
procedures and control mechanisms [28].

The continuous governance regime of change is
also characterized by the coexistence of planned and
forced interventions in corporate information systems.
Alongside strategically initiated and development-ori-
ented changes, organizations must respond to external
impulses, including regulatory requirements, control
procedures, and identified vulnerabilities. Such inter-
ventions require rapid managerial decisions and repri-
oritization of resources without weakening respon-
sibility structures or organizational control mech-
anisms. The ability of an organization to integrate
forced changes into its existing governance regime
represents one of the key conditions for preserving
governance capacity in corporate information systems
and related organizational processes [29].

Therefore, digital transformation changes not
only the technological configuration of corporate
information systems, but also the very conditions
under which organizational change is governed. A



MANAGEMENT ISSUES - 2026 - T. 20, Ne 4

F. Busina

continuous governance regime of change may be de-
fined as a set of institutionally embedded rules, organ-
izational roles, and control mechanisms aimed not at
limiting change itself, but at integrating change into
the process architecture of the organization while

preserving long-term governance capacity. This in-
terpretation provides the analytical foundation for
the subsequent empirical analysis and the develop-
ment of the conceptual model presented in the fol-
lowing sections of the article.

Table 3 — Transformation of the Managerial Regime of Change Management in Corporate Information Systems
Ta6auua 3 — VsMeHeHe yIIpaBJeHIecKOro PeKUMa YIIPaBIeHU H3MEHEHIAME B KOPIOPAaTHBHBIX
UHGOPMAITMOHHBIX CUCTEMAX

Governance Dimension

Deterministic Change
Regime

Adaptive Change Regime (Including AT)

Nature of change

Isolated and completed

Continuous and open-ended

Predictability of consequences | High

Limited

Time horizon of management Project-based

Process-based

Role of management

Approval of change

Continuous responsibility for consequences

Distribution of responsibility Primarily ex ante

(before decision-making)

Ex ante and ex post (before and after
implementation of managerial decisions)

Control mechanisms

Post-implementation control

Continuous control and feedback

Role of analytical tools Supportive

Shapes the dynamics of change

Criterion of managerial success

of change

Technical implementation

Preservation of governance capacity in
organizational processes

Source: developed by the author based on the research findings.

Empirical Results of the Analysis of Change
Governance Regimes

The empirical findings confirm that change man-
agement in corporate information systems within the
analyzed organizations is implemented primarily as
a managerial process whose quality directly affects
governance capacity and the sustainability of hu-
man resource management processes. The obtained
results are interpreted not from the perspective of
technical characteristics of information systems, but
from the perspective of change governance practices,
responsibility distribution, and organizational con-
trol mechanisms.

The analysis demonstrates that the defining factor
determining preservation or deterioration of govern-
ance capacity in HR processes, under conditions of dig-
ital transformation, is not the technological complexity
of implemented solutions, but the characteristics of the
organizational governance regime of change itself.

Change Governance Regimes and Their Influ-
ence on Governance Capacity in HR Processes

The empirical analysis shows that the dominant
change governance regime in the analyzed organiza-
tions is a sequential and stage-based approach built
on a cascade implementation logic. Changes are gen-
erally not implemented through flexible iterations,
but instead pass through formalized stages of approv-
al, implementation, and acceptance. Such a govern-
ance regime supports institutional stability and clear

allocation of responsibility. At the same time, how-
ever, it increases the requirements for coordination,
planning, and managerial control.

The findings further indicate that the main source
of deterioration in governance capacity is not the tech-
nological complexity of corporate information sys-
tems, but the variability of client requirements. Dur-
ing implementation, initially approved requirements
are often modified or redefined, creating discrepancies
between expected and actual outcomes. As a result, or-
ganizations are forced to repeatedly reprioritize tasks,
redistribute resources, and revise acceptance criteria.
This increases managerial pressure on change process-
es and may lead to temporary deterioration of govern-
ance capacity in HR processes.

Forced Changes as a Source of Managerial
Instability

A separate category of empirically observed
changes consists of forced interventions triggered
by control impulses, particularly in the field of in-
formation security. A typical source of such changes
includes the results of resilience and security testing
of corporate information systems, which reveal insuf-
ficiently formalized data architecture relationships
and inconsistencies in access control regulations.

In such situations, immediate managerial inter-
vention is required. This usually includes temporary
access restrictions, analysis of data structures, and
subsequent adjustment of user rights management
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mechanisms. Empirical findings show that forced
changes may temporarily disrupt continuity of HR
processes, particularly payroll operations and admin-
istration of personnel data, due to the redistribution
of managerial and technical resources toward mitiga-
tion of identified risks.

In these situations, the primary managerial objec-
tive is not optimization of technical parameters of the
corporate information system itself, but rapid resto-
ration of governance capacity and controllability
of organizational processes within the institutional
framework of the organization. This includes preser-
vation of responsibility distribution and reproduci-
bility of managerial procedures.

Adaptive Change and the Role of Artificial
Intelligence in Governance Capacity

In the analyzed organizations, artificial intelli-
gence is not used as an autonomous instrument for

managing HR processes. Instead, it is treated as a fac-
tor that changes the nature of organizational change
in corporate information systems. Its application is
primarily associated with anomaly detection, ana-
lytical support for managerial decision-making, and
automation of selected operations.

The introduction of Al-based tools shifts organ-
izational change from a deterministic governance
regime toward an adaptive one. As a result, require-
ments for change governance, responsibility distri-
bution, and effectiveness of organizational control
mechanisms become significantly higher. In this con-
text, implementation of artificial intelligence does not
create a fundamentally new model of human resource
management. Rather, it requires reconsideration of
approaches to change governance, responsibility, and
organizational control within the digital architecture
of the organization.

Table 4 — Change Management and Its Impact on Governance Capacity in HR Processes
Tabauua 4 — YipasjieHue U3MEHEHUSIMU U UX BJIUSTHUE HA YIPABJISIEMOCTD KA[POBBIX [TPOIIECCOB

Dimension

Empirical Characteristic

Dominant governance regime

Sequential cascade-based change governance regime

Flexibility of change

Limited and stage-based

Main source of managerial risk

Variability of client requirements

Resource management

Redistribution of resources during forced changes

Control impulses

Resilience and security testing, internal control procedures

Role of artificial intelligence

Anomaly detection and analytical support for managerial decision-making

Effect on HR processes

Temporary deterioration of governance capacity during forced changes

Source: compiled by the author based on survey data and internal analytical materials from Elanor ICT.

Conceptual Model of Change Governance

Based on the theoretical analysis and synthesis of
empirical findings, the study proposes a conceptual
model of change governance in corporate informa-
tion systems aimed at preserving governance capac-
ity under conditions of digital transformation. Un-
like technologically or project-oriented approaches,
the proposed model interprets changes in corporate
information systems not as a set of technical modi-
fications, but as a managerial process institutionally
embedded within organizational architecture and
shaping the regime of managerial decision-making.

A central assumption of the model is that the sus-
tainability and governance capacity of HR processes
depend not on the technological complexity of cor-
porate information systems, but on the way change
governance is organized, how responsibility is dis-
tributed, and the functioning of organizational con-
trol mechanisms. Within this framework, organiza-
tional change is understood as a continuous govern-
ance regime requiring ongoing alignment between

managerial decisions, institutional constraints, and
the process architecture of the organization.

Structure of the Change Governance Model

The proposed model consists of four intercon-
nected levels forming an integrated governance
framework for organizational change:

1) Corporate information system architec-
ture — defines the boundaries and interdependencies
between functional modules, data structures, and or-
ganizational processes. The architecture establishes
the initial conditions for implementing change but
does not by itself determine the managerial conse-
quences of change.

2) Change governance processes include formal-
ization of change requests, approval procedures, pri-
oritization mechanisms, and temporal parameters of
implementation. At this level, the managerial logic of
change is formed and aligned with the strategic and
operational objectives of the organization.

3) Responsibility and control — represents the in-
stitutional framework of managerial roles, authority



MANAGEMENT ISSUES - 2026 - T. 20, Ne 4

F. Busina

distribution, and organizational control procedures.
Control is interpreted not as post-implementation
verification, but as a continuous element of the
change lifecycle that includes both ex ante and ex
post evaluation of managerial decisions and their
consequences.

4) Institutional context — includes regulatory
requirements, internal policies, information security

requirements, and sector-specific constraints. The
institutional context defines the acceptable bound-
aries of organizational change and shapes long-term
requirements for governance capacity.

The interaction of these four levels makes it pos-
sible to integrate organizational change into the pro-
cess architecture of the organization without loss of
governance capacity or responsibility allocation.

Institutional Context
(regulation, information security.

internal policies)

defines and constrams

I

Responsibility and Control

Architecture
(ex ante and ex post evaluation of
managerial decisions, ISMS, auditing)

[PROCESS GOVERNANCE CAPACITY]
(predictability — control — responsibility)

manages consequences

I

Change Governance Process

/ (request — approval — implementation)

Algorithmic and Analytical Functions (AI)
— amplify the dynamics of organizational change
— increase requirements for organizational control

I

HHHITHHPYET H3IMSHEHHA

Corporate Information
System Architecture
(data, modules, processes)

Figure 2 — Conceptual Model of Change Management in Corporate Information Systems
Pucynok 2 — KonienryaabHas MoJieJib YIPaBJIeHUS U3MEHEHUAMU
B KOPHOPATUBHBIX HH(DOPMAIIMOHHBIX CUCTEMAX
Source: developed by the author based on theoretical analysis and empirical findings of the study.

Governance Capacity as the Key Outcome
of the Model

Within the proposed model, governance capacity
is understood as the ability of an organization to pre-
serve predictability, controllability, and institution-
ally formalized responsibility of managerial processes
under conditions of continuous change in corporate
information systems. Governance capacity does not
imply the absence of risks or operational failures. In-
stead, it refers to the existence of mechanisms capable
of timely identification, interpretation, and manage-
rial response to such risks and disruptions.

From the perspective of the proposed model, the
greatest risks to governance capacity emerge not
from technological limitations themselves, but from
situations involving:

— changingrequirementsduringimplementation;

— forced interventions triggered by control
impulses;

— implementation of adaptive and analytical
functions, including elements of artificial intelligence.

The proposed model makes it possible to insti-
tutionally integrate such changes into the organi-
zational governance framework without weakening
control mechanisms or diluting responsibility among
managerial actors.

Artificial Intelligence in the Change Govern-
ance Model

Within the proposed model, artificial intelligence
is not treated as an autonomous managerial actor,
but as a factor that transforms the nature of change
in corporate information systems. Its implementa-
tion shifts organizational change from a deterministic
governance regime toward an adaptive one, thereby
significantly increasing the importance of managerial
decisions made both during planning and after imple-
mentation of changes.

In contemporary approaches to corporate gov-
ernance, this transformation can be interpreted as
a transition from a static model of control toward
a context-oriented model of institutional govern-
ance. Within this framework, requirements for re-
sponsibility and control are shaped not by formal
ownership of the system itself, but by the nature of
managerial intervention and the consequences of
managerial decisions.

Consequently, implementation of artificial in-
telligence does not require transformation of the
fundamental nature of HR processes. However, it
creates a need to strengthen the governance frame-
work of organizational change, particularly in the
following areas:
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— distribution of responsibility for managerial
decisions;

— continuous control and feedback mechanisms;

— interpretation of analytical and adaptive out-
puts within a managerial context.

Final Interpretation of the Model

The proposed conceptual model of change gov-
ernance in corporate information systems makes it
possible to interpret digital transformation not as
a technological project, but as a managerial process
embedded within the institutional architecture of
the organization. The model demonstrates that sus-
tainability and governance capacity in HR processes
are achieved through alignment between information
system changes, managerial decisions, organizational
control mechanisms, and institutional constraints.

Accordingly, the model does not describe an “ide-
al” system of change management. Instead, it iden-
tifies the managerial conditions under which digital
changes can be institutionally integrated without
loss of governance capacity. The findings provide an
analytical foundation for future research on change
governance in complex organizational systems and
may also be applied in the managerial practice of
large and multinational organizations.

m DISCUSSION AND CONCLUSIONS

The study demonstrates that digital transfor-
mation of corporate information systems cannot be
interpreted primarily as a technological process. In-
stead, it should be understood as a long-term man-
agerial problem associated with change governance,
responsibility distribution, and organizational con-
trol mechanisms. In the analyzed organizations,
changes in information systems do not appear as iso-
lated project activities, but as elements of a contin-
uous governance regime that systematically affects
decision-making architecture and institutional sta-
bility of key organizational processes, particularly in
human resource management.

Based on empirical data obtained from large and
multinational corporations operating in the Czech
Republic, the study shows that the maturity of
change governance in corporate information systems
has a direct influence on governance capacity, con-
trollability, and process sustainability in HR man-
agement. The decisive factor is not the technological
complexity of implemented solutions, but the institu-
tional formalization of change, the clarity of responsi-
bility distribution among managerial actors, and the
integration of control impulses into managerial deci-
sion-making processes.

The findings further indicate that the tradition-
al deterministic understanding of organizational
change, based on the assumption of a predefined and
clearly specified target state, loses stability under
conditions of digital transformation. The implemen-
tation of analytical and adaptive functions, includ-
ing elements of artificial intelligence, transforms

organizational change into an open-ended process
regime in which the consequences of managerial de-
cisions cannot be fully predicted in advance. This
transformation does not require revision of the fun-
damental nature of HR functions themselves. How-
ever, it significantly increases the importance of
managerial governance, particularly in the areas of
responsibility and organizational control.

The empirical analysis also confirms that forced
changes triggered by control impulses, especially in
the field of information security, represent a critical
test of governance capacity in corporate information
systems. The ability of an organization to integrate
such interventions into an existing governance re-
gime without long-term disruption of process in-
tegrity represents a key indicator of institutional
maturity in change governance. In these situations,
the decisive factor is not minimization of short-term
operational effects, but preservation of managerial
control, transparency of decision-making, and clear
allocation of responsibility.

The main scientific contribution of the article lies
in the conceptualization of change governance in cor-
porate information systems as an independent man-
agerial phenomenon that cannot be reduced either
to technical implementation or to the application of
standard project methodologies. The proposed ana-
lytical approach makes it possible to interpret digital
transformation not as a problem of technological op-
timization, but as a challenge of preserving long-term
governance capacity in organizational processes op-
erating within adaptive and algorithmically mediat-
ed systems.

The study also distinguishes between the con-
cepts of control, sustainability, and governance ca-
pacity. Control is interpreted as a set of instruments
and procedures aimed at monitoring and correcting
organizational processes. Sustainability refers to the
ability of a system to maintain functioning under in-
ternal and external pressures. Governance capacity is
understood as an integrative property of the system
reflecting the ability of organizational processes to
preserve predictability, coordination, and control-
lability over time. In this framework, control func-
tions as an instrument, sustainability as an outcome,
and governance capacity as a systemic characteristic
emerging from their interaction.

The conclusions of the study provide a theoreti-
cal and empirical foundation for future research on
institutional aspects of change governance in digi-
tal organizations, particularly in the context of the
growing role of artificial intelligence and algorithmi-
cally mediated decision-making. At the same time,
the findings offer a practically applicable framework
for managerial practice in large and multinational
organizations, where process sustainability depends
not on the absence of change, but on its controlled
and institutionally governed integration into organi-
zational architecture.
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