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UNCTIONAL HARMONY OF LABOUR BEHAVIOUR

OF THE PERSONNEL
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The article deals with the problems of providing the harmony of collective beha -
viour in labour intellectualization conditions. The internal motives of three types of
workers Jlabour behaviour - contractor, intrapreneur, intellectual capitalist - were
distinguished and characterized. The evaluation of motives of labour behaviour
distribution among the staff was made. The diagnostic technique to evaluate the
balance of development and saving function, new elements development, relationship
properties was suggested. The technique to measure harmonic behaviour through
verification of the correspondence to golden proportions rule of the internal sources

distribution of labour behaviour motivation was offered.
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The personnellabourconduct, which consists of
spontaneous actions, destroys the orderliness of the staff
characteristics as well as processes taking place inside it.
This phenomenon should not be ignored while examining the
reserves forthe developmentofteam labour in an information
saturated environment. Present-day personnelwhich can be
considered as a small social formation, is an open system
interacting with the environment and changing in time from
extremely regulated and ordered state to total disorder or
chaos. At the same time both formal and informal organi-
zation is typicalforit,and it features some harmonic dynamics
to create the tools to evaluate for ordering the personnel
conduct at work. In connection with that there is a need to
elaborate a theoretic and methodical basis for managing the
employee's labour conduct as well as its impact on the
proportionality and co-ordination of the staff specifications.

The conceptual idea of diagnosing the personnel
functional harmony is formulated on the basis of works of
such philosophers as V.Bekh,V.Spitsnadel, V. Andru-
shchenko and M. Mikhalchenko, who were promoting the
knowledge of functioning and development of social
systems laws in terms of matter — conscience; such
sociologists as V.YadovandS.Kuzminsuggesting new
approaches to evaluate and modelsocialsystems structures;
V.Radayev,V. Verkhovin and V. Zubkov working in the field
of economic sociology and substantiating the need to use
enriched model of human resources in economic
environment; experts in the field of analyzing and modeling
complex systems ofdifferentorigins: A.Davydov,V.Korobko,
G.Nemirovsky and |I. Mokin, acknowledging and promoting
the use of "golden section” idea for the evaluation of social
systems functionalharmony.In addition, we also analyzed the
works of A.Doronin and V.Nazarovawho have already made
an attempt to evaluate the harmony of the labour reasons
system and specifications of the personnel organizational
culture.

On the crossing of the ideas on labour conduct
research and personnel harmony we formulate the following
hypothesis:1. The functionalharmonic state of personnel
labour activity conditions can be assessed on the basis of the
golden proportions principle.2. Each labourteam develops its
results of functional

own system of preconditions and

harmonization for its state and employees'labour behaviour.

As for the first hypothesis, recommendations of such
scientists as A.Davydov, M. Marutayev, S. Korobko, S. Kuz-
min and A. Ilvanus have been used to prove it[1 — 5]. Prior to
analyzingand generalizing their conclusions, K. Valtuk
recommended, that in evaluations of economic systems the
non-linearnature oftheirdevelopm ent, historicity and variability
of measurementunits, necessityinusing a body of indices for
evaluation should be taken into consideration. Some of them
are intended forindividualcomponents,others fora system of
components or processes, the third - for evaluation of
relations between the components [6, p. 9-11]. Under the
conditions of intensified turbulence in the environment of
industrial organizations as socioeconomic systems violating
theirinternal structure,such issues have been supplemented
w ith the need to determine the criteria of harmony evaluation.

Since the application domain and technology chosen
for studying the functional harmony of the personnellabour
behaviour lie in sight of different sciences, it is possible to
suggestseveralideas concerning the connection between the
personnellabour conduct, functional personnelharmony and
results oftheir verification on the basis of empiricaldata. The
essence of the first idea is in recognition of the fact that
nowadays all sciences studying human behaviour are to be
focused on a basically new world image built on the use of
theory of society modular construction achievements. The
theory is currently in "stage of preparation”, though itis being
developed ata high rate in the Russian Academy ofSciences
by A. Davydov and his followers. Largely successful
experimentaltests ofthe modularanalysis and construction of
society theory made it possible to formulate another idea that
the theory could be atoolformulti-parameter collective
diagnostics to define whether there are any preconditions for
the creation of tension atmosphere and predict any transition
to a new qualitative state.

Such diagnostics enables managers to getimportant
inform ation for the purposes of decision making or taking
potential measures to preserve the current state of the team
as agroup ofindividuals or make careful changes in the team.

A.Davydov, chiefresearcher from the Sociology
Institute, Russian Academy of Sciences, is the highest
reputed scientiststudying the harmony of socialsystems. He

notes in his publications that social system is extremely



intricate, comprises an infinite number of mutually interacting
components,andevolves by meansofself-organization
betweenorderand chaos [3,p.70].To be eligible to use
A.Davydov's recommendations for studying the personnel
labour conduct, itis necessary to substantiate the relevance
of considering labour collectives as a social system.
S.Kuzmin provided such substantiation by identifying the
following features forconsidering social objects under exami-
nation to systemicones:endurance, capability to accumulate
and share knowledge and heterogeneity. According to the
scientist,the essence ofa socialsystem unfolds in the course
of studying its components, theirrelations and results of such
relations. Thereafter, the average labour team is a dynami-
cally stable socialsystem [4, p.39-40]. A well-known expert
in the field of economic sociology Ye. Babosov supports this
idea. He indicates,thatto ensure the stable functioning of the
team,some points mustbe protected, in the firstplace, principal
structural components of it as a system; secondly, relations
between them which have been transformed into the process
of transition of the system to a new qualitative state and
generating its new structure (such as,the "workplace owner —
employee"); thirdly, new human and material resources
created in the process ofthe system operation [4, p. 104].

S.Kuzmin emphasizes the importantpointin the course
of studying social systems including teams: "O bviously, the
simplest component of a social system is an individualin all
diversity of his functions, targets and behavioural patterns. In
the features ofthe simplestalready laid potentialopportunities
formultiversion,unpredictability of building relations inside the
system" [4, p. 40].

The doctrine of harmony in social systems requires
the necessity inits quantitative measurement. Researchers of
many mass phenomena in nature and society believe that
existing duration of system s ofdifferent nature and qualitative
peculiarities of their conditions depend on availability of the
quantitative relations between their characteristics being
equivalentto Fibonaccinumbers and those thatreproduce the
so-called "golden ratio” (for example, [1, p. 7-8]). They are
embodied in works of architecture, music, poetry and many
literary works. In the course of solving the problem of
measuring and optimizing the developmentofa socialsystem
V.Korobko recommends to take into consideration the fact
that three principalcomponents characterize such a system:
elements, properties and relations,whichcorrespond with the
ideas shared by Ye. Babosov and S. Kuzmin. They interact
with elements of properties and with properties to relations, or
in the reverse order.

A.Davydov wrote about the same property: "In a
society one can identify hypothetic theoretic constructto be
described by the number of components and parts, their
mutualrelations and functions,which we call "social module".
Based onthe levelofgeneralizing the theory of socialsystems,
the constructcan be presented as a unified subsystem of the
society,comprisingthe components and parts, the interaction
betweenwhichensurespreservation anddevelopment of
the system within certain spatial and temporal constraints"
[3,p.15-16].

The proportion to disproportion ratio as a part of
characteristics of a social system serves as an important
diagnosticsindex reflecting the quality of the system's
functions and potential ways ofits development. V. Korobko
suggests the following list of such functions and cha-
racteristics: development of the elements, properties and
relations ofthe socialsystem;balance ofthe preservation and
development functions; maintain relations, properties and
elements ofthe system;the state ofchaos and collapse ofthe

system. As indicated above, the respective functions are

implemented in the socialsystem when the system achieves
a certain ratio between its major and minor parts. Selecting
the structure ofmodels to diagnose the functional state of the
collective proportionality, we can take into account
A.Davydov'srecommendations. He believes thatthrough
their psychological characteristics in products of people's
materialand mentalactivities two- or three-component
modules willbe found more often [1, p. 71].

Concerning the personnellabourconduct,to preserve
the team's activity and development under conditions of the
knowledge economy, qualitative diversity in behaviour of its
individual employees, on the one hand, as wellas synthesis
of the diversity, on the other hand, is needed. Itis reflected,
firstofall, in the ratio ofthe numberofemployees possessing
certain qualities, and, secondly, in the prevalence of certain
characteristics, conditions and factors in the team, which are
importantforits survival. Thus,any personnelatpresenttime
isacomplex system of interacting employees whose
behaviouris difficultto predict. However,the employees have
certain characteristics, which can be measured quantitatively,
their prevalence in the collective can be evaluated, and we
can assume that the collective behaviour depends on the
prevalenceofmarked characteristics among the team
members [2; 10]. The standard approach towards the
measuring of harmony, proportionality of a complex system
using "the golden ratio" parameters provides forthe possibility
of consistentdividing itinto two unequalparts with the smaller
one being related to the greater one as the latter is related to
the whole, and vice versa, the whole is related to its greater
part as the greater part is related to the smaller one.
According to A. Davydov, the ratio between different parts of
a social system is a definite indicator of its condition or
function (such as chaos,developmentofelements,development
of properties, balance of the development and preservation
functions, maintain relations, m aintain properties,save elements,
collapse) [3,p. 75].

Namely,on the basis ofthe ideas, a functional analysis
ofthe proportions,in which team members and characteristics
oftheirinner motives forlabourconductare distributed into two
parts was conducted. Since the employees' attitude to their
work and their behaviour in the course of their relations w ith
their colleagues and managers depend in many aspects on
internalsources (the employee's models such as contractor,
intrapreneur,intellectualcapitalist), such characteristics were
the firstto be used to verify the harmony ofthe labour activities

in the collective (Table 1).

Table 1

Internal motives for the employee's labour

conductas apurposeful system

Employee
Internal motives of labour conduct
model

Contractor Focus on m aterialincentives of labour activities (C 1)

Opportunity forinformal positive com munication

w ith colleagues (C 2)

Intrapreneur Opportunity for the utterm ost implem entation

of one's potentials at work (IN 1)

The right to make independent business decisions
(IN 2)

Intellectual Absolute freedom to use the knowledge and

capitalist intuition atwork (IC 1)

Opportunity forpermanent improving the knowledge




for the purposes of making more efficientdecisions
at work (IC 2)

It is supposed that the nature of prevalence of the

mentioned motives provides sufficient diversity
the

required to

m aintain activities and development of the staff. It

reflects the following in certain proportions: the ratio between
the numberofemployees with certain combinations of
labour behaviour motives; developmentlevelof the motives,
driving the formation of the new quality of the team in the
context of
the

certain personnel qualities.

the analyzed parameters; the state of balance

between development and save functions concerning

As reference standards, enabling to ascertain the pre-

sence of "golden ratio” within the social and psychological
parameters ofthe collective, the standards suggested by A.D a-
vydov and V.Korobko [3,p.76-77], allowing to diagnose one

of four options of its harmonicity, were selected.

Fig. 1 with the use of dynamic characteristics of the
socialsystem,described by A.Davydov [1,p. 72], shows the
interpretation of the options for a potential state of the staff.

First,the mostpreferred version ofthe system state is
short-term,ideal. The proportion indicating the optimal alloca -
tion of resources between providing traditional and innovative
components of the system operation is formed.

The second state ofthe system (generation and deve -
lopmentofinnovations) indicates thatthe system'scomponents
are evolving: emergence of new and previously unregistered
components, removal of contradictions related to the
composition ofthe system elements. The system properties are
developed atthe same stage:emergenceofnew,significantfor
the elements and system in generalcharacteristics on the basis
ofa positive synergy. Relations evolve, and contradictions in
mutualrelations between the elements vanish. The quality of

such relations gets complicated and organized.

“Golden ratio” function C haracteristic of the staff state
development function ( )
Collective members have optimum distribution of labour behaviour activation
sources ensuring the balance between standard activities and innovative
behaviour
preservation function \_ J
4 )
The share of the module with the greater part of team employees grows. This
of new components part of the team has effect on the qualitative change in its labour behaviour
\ J
~\
The labour behaviour motives are getting stronger, that provide for the
f .
of new properties synergetic effect to form a new quality of the team labour behaviour in general
J/
A
New form of cooperation of labour behaviour motives between the greater
of new relations
and smaller parts of the team is developed
J/
p N
The number of the dominating part of the collective preserves while situational
of actual components
changes have a slight effect on the labour behaviour
\ J
' N
: of actual properties Current integrity standards concerning the team motive system preserves w hile
\ a loss of labour behaviour constructivity is possible
J/
y
N
> of actual relations . .
Effect of motivators of the greater part of the team on the labour behaviour
~ nrecervac whila stannatinn in cuch reactinn is naccihle
J
.[ collapse ] The personnel labour behaviour is motivated in the same way and the source for
its development and improvement is lost
[ h ] Bifurcation in the team attitude to different situations is activated, radical changes in labour
chaos

behaviour are possible, and it becomes nearly

impossible to forecast it

Fig. 1. Characteristics of possible variants of the collective members'labour behaviour

The third variantof the system includes accumulation
of internal, latentand not settled in time contradictions, which
are dangerous forits activity.

Such conditions include:

m aintenance relations (relations between the elementwhich

remain unchanged for a long time); retention of properties
(qualitative characteristics of the elements notupdated for too
long, thatis dangerous); preservation of elements (the same
composition ofthe elements remains in the system); collapse
(in the system contradictions disappear,which are sources of
development).

The version of "chaos" indicates thatthe system has
accumulated contradictions that destroy any of its harmony.
The system is ata bifurcation point. Possibilities for developing

any regularity are not clearly evident, complex dynamics of

composition, qualitative characteristics of components and

relations between them is taking place. The system can notbe

forecasted and unpredictable tendencies are possible.

Let us present the results of using the golden ratio

standards for analyzing the harmony of personnel conduct.
Staff members having their own intentional vectors for inner
motives of purposeful labour behaviour (employee's model)
serve as socialsystem components,contents ofinner motives
of labour behaviour serve as properties, and orderliness of

relations in the system of subordinates' labour behaviour

promoted by leaders serve as relations.

Forthe quantitative measurement of behaviour a
complex vectoris used thatis derived from the ratio of expert
appraisals: from total positive approvalby allmembers of the



collective characteristics ofthe employee's modelto a complete
inability orunwillingness to provide such an appraisal. Using
the relations itis possible to make a complex assessmentof
behaviour, previously selecting reflected in Table 2 its standard
options:cooperation (partnership), com petition (conflict), nego-
tiations (compromise). The assessmentis as follows:

P5+P4+P3+P2+P1=100%, (1)
where P 5 is percentage ofreplies "yes"; P 4 is percentage of
replies "rather yes than no"; P 3 is percentage of replies
"rather no than yes"; P 2 is percentage ofreplies "no"; P 1 is

percentage of replies "yes" or "l do notknow ".

The manager's behaviourdepends on theircombi-
nation, and the manager is to select the tools to effect the
subordinates'opinion and change their attitude to the situation

when required [8].

Table 2

Indicator of the behavioural form of collective

members'labour activities

M anifestation of the behavioural component

W eak Average Dominant
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particularfeatures of "golden ratio" and functional states
of collectives concerning prevalence of inner motives of
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analysis. Theresults of such distribution by assessments for
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team managers

system, GNPP "Obyedineniye Kommunar", are given in Fig. 2.
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So the division ofthe team into two parts is, firstof all,
ambiguous, and, secondly, the part giving top grades to
motivator assessments increased their value in the desired
conditionoflabourbehaviourmotivators. Itis possible to
conclude that there are reserves for the development of
personnellabourbehaviourin the subdivisions, and their
managers are to keep in mind that their subordinates are
aimed atchanging the innersources for labour activity
motivation under certain conditions.

Regarding the prevalence of inner motivators of per-
sonnel labour behaviour, such prevalence is more evident in
the first subdivision than in the second. Follow ing the results
of the assessmentand additionalinterviews with managers, it
is possible to predict that the efforts on the part of the first
department manager concentrated on implementing certain
activity-related training activities would be better-ordered and
more efficient.

Actualmotivators oflabourbehaviour are more disorga -
nized in the second team; however, the tendency towards
more distinctdistribution ofdesired motivatorsis encouraging.
The state of being informed with the consequences of the
analysisresults canlay the foundation of constructive influence
on the labour activity ofsubordinates for the managers. Such
effectcan be enhanced on the basis ofgetting knowledge and
experience in the field of educational and training effect on
the personnel activity.

E stimates of the distribution of the employees' in the
coordinates of internal sources enhancing labour behaviour
and distribution of motivations as an artist, intrapreneur and
intellectual capitalist to standards of the "golden ratio", and
functional characteristics of the
Table 3.

Additionalpersonnel analysis letthe comments to the

personnel are given in

data given in Table 3 be made. Although the members of both
teams are divided into two groups based on assessmentof
the actual condition of labour behaviour motivators, such
function as developmentofits components, the quality of the
function is ambiguous. There is a tendency toward an
increase inthe numberofteam members giving top grades to
labour behaviour motivators in the firstdepartmentwhile the
numberofteam members with lower motivator assessments
tends to grow. Assessments of the desired state in both
departments diagnose the trend towards the balance of the
developmentand preservation functions; however, itis more
reliable in the firstgroup (deviation from the standard is 1.6 %)
and it is less distinctin the second group (deviation from the
standard is 3.4 % ). So,we can expectthatthe efforts on the
part of the first department manager to achieve "the golden
balance" in the functional harmony of the team are going to
be twice as much reliable.

Assessments of the proportional prevalence of labour
behaviour motivators in the first department supports such
function as preservation ofrelationships,which can be consi-
dered as a warning message forthe manager. The manager
is to develop a training program and use other motivators
along with making substantialchanges in the job character or
conditions. Indices of the second team prove that there is a
state of chaos (bifurcation point) in distribution of labour
behaviour motivators among employees. This situation is
quite complicated. However, ifthe manager possesses such
highly developed components of professional potentials as
competence,high-quality knowledge of management methods
and well-developed emotional intellect, there is a chance to
positively transform the state of the team, atthe expense of

educationaland training activities.

Table 3

The results of modelling the team harmony in terms

of employee's modelcharacteristics

Assessment Department No. 1 Department No. 2
Current situation
Division of the employees into two groups, %

Fact 55.5 44.5 54.0 46.0
Standard 55.3 44.7 55.3 44.7
D eviation 0.2 1.3
Function Development of Development of

components components
Prevalence of motives among employees, %

Fact 83.3 16.7 50 50
Standard 80.9 19.1 50 50
D eviation 2.4 0
Function Preservation of Chaos

relations
D esired situation
Division of the employees into two groups, %

Fact 78.0 22.0 73.0 27.0
Standard 76.4 23.6 76.4 23.6
D eviation 1.6 3.4
Function Development and Development and

preservation balance preservation balance
Prevalence of motives among employees, %

Fact 83.3 16.7 66.6 33.4
Standard 80.9 19.1 69.1 30.9
D eviation 1.6 2.5
Function Preservation of Development of relations

relations

R elative to the desired state of motivator prevalence in
the firstteam ,the same signals would apply to its manager as
for the factual condition. In the second part there is strong
evidence that the constructive activities of the second de-
partment manager can get strong support from the subordi-
nates because they wantchanges in their relations.

In general, the following conclusions can be made
based on the analyzed m aterials.Company staffis a dynamically
stable socialsystem. The implementation quality of the team
functions depends on the availability of quantitative relations
between their characteristics being equivalent to Fibonacci
numbers and reproducing the so-called "golden ratio” principle.
The personnellaborrconductwhich consists of spontaneous
actions destroys the orderliness of both the team characte-
ristics, and processes taking place in it. The quantitative
assessmentofthe team harmony can be performed using the
ideas from the modular construction theory of the social
system by A. Davydov.

The proportion to disproportion ratio as a part of
characteristics of the personnellabour conductserves as an
important diagnostics index

reflecting the quality of its

functions and defining the ways ofits development.




Further studies are to be aimed atthe analysis of the
connection between the harmony of the personnel labour
conduct and the strategy of the enterprise, values of its
organizationalculture, manager'scompetence and personnel

socionic analysis.
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