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SOCIAL MECHANISMS OF SCIENTIFIC MANAGEMENT
Dmitry Yadransky', Elena Chumak?

Abstract. The article is devoted to issues of social management in the context of modern industrial and economic
transformations. The main purpose of the article is to formulate the author’s concept of scientific management using
social mechanisms. As a hypothesis, the possibility of implementing scientific management through the use of
social norming is considered. The main research methods were general scientific methods of cognition, in particular,
dialectic, system, comparative analysis, as well as the induction method in developing the author’s concept.
The article considers the issue of labour management in conditions of the impossibility of applying quantitative
labour standards for intellectual and informational activities. The methodological basis consists of the concepts of
foreign and domestic researchers regarding the scientific organization of labour. The concept of social norming is
formulated, according to which, managers must ensure the existence of two types of social normsin the organization:
rigid (unchanging) and flexible (the content of which varies depending on the current tasks of the organization).
Based on the specifics of the labour functions of specific workers, managers can model and implement social norms
that stimulate certain social changes. Conclusions. Based on the proposed approach, the nature of managerial
influence is determined, which consists of two parts: development and implementation of social norms; stimulation

of its fastest assimilation by all members of the labour collective.
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1. Introduction

In the modern management space, issues of the
search for internal reserves are one of the acutest. The
situation is aggravated by the fact that in the conditions
of a permanent social crisis, social and psychological
attitudes of workers shift. Because of this, economic
methods become of particular value. However, in
conditions of crisis processes, the use of economic
management methods is not always possible or
appropriate (Kalabina, 2016). Therefore, there is a need
to develop managerial approaches based on other
mechanisms (including social). The novelty of the topic
lies in the fact that in the framework of this study, it is
proposed to move away from the methods of technical
regulation of labour as the basis of scientific organization
and the author’s concept of labour organization based
on alternative principles is formulated.

The need to develop the proposed concept is
explained by the dynamics of changes in the structure
of the employed population with a constant increase in
the share of intangible production, which significantly
complicates the assessment of labour results for the
effective application of economic methods. The growth of
the intellectual component of the modern labour process
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significantly reduces the possibility of using clearly
structured mechanisms for its regulation (primarily
labour regulation). Herewith, the overwhelming majority
of scientific concepts (including lean manufacturing, SM)
are based on an artefact, the absence of which increasingly
characterizes the result of labour activity.

The relevance of scientific decisions lies in the fact
that there is a need to rethink the concept of scientific
management from the standpoint of the dominance of
an intangible product over a tangible one. The last thesis
applies both to the process and to the result of labour.

Thus, the purpose of the study is to analyse social
aspects of scientific management for types of labour that
have lost (are losing) an artefact as a result of the activity.
To achieve this goal, it is necessary to solve a number of
research problems: to formulate social aspects of scientific
management, to study the transformation of approaches to
scientific management, in relation to information work, to
propose an algorithm of managerial impact in accordance
with the modern specifics of work. The methodological
basis of the research is based both on the classical principles
of scientific management laid down by Taylor, Gastev, and
their followers, as well as on the results of the author’s
research described in previous works (Yadransky, 2012).
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The logic of the material studied is based on the fact
that the application of quantitative methods of norming
and organization of labour for types of labour that do
not have an artefact as a result is unproductive, due to
which there is an objective need to develop combined
methods. The essence of these methods should be
reduced to a combination of social self-organization of
workers and mechanisms of external regulation of the
labour process.

Considering the stated goals, it should be noted
that most theoretical and applied research in modern
scientific literature is focused on social management in
conditions of large social groups, usually institutionally
designated (collective of the enterprise, population of
the territory). At the same time, these issues in small
groups (which, for example, are brigades, project
teams) are based mainly on the classical methods of
tangible incentives and technical regulation of labour.
On the one hand, this is due to the fact that the social
management system requires a sufliciently qualified
management entity, and on the other, the lack of
specific universal methodological recommendations
for social management of small labour groups. As the
authors of the article rightly note: “Today, the employer
is interested in an employee who has the abilities,
knowledge, experience, competencies, relationships,
and connections — which forms the intellectual capital
of the company” (Ryabcev, Kochergina, Khokholush,
2017). Therefore, we are talking about the growth of
social requirements for the employee by the employer, in
the absence of real criteria for assessing the effectiveness
of their implementation.

2. Methodological problems of the scientific
management of information work

For the application of classical management methods
in the modern labour process, there are a number of
limitations:

— in the conditions of informational (intellectual) work,
its result is, to a large extent, is difficult to formalize
(especially within individual performers);

- labour result may turn out to be little predictable and
dependent on external conditions (in which the labour
process takes place directly);

— the result of intellectual work is largely determined
by social norms and values of the social environment in
which labour occurs. In other words, each participant
in the labour process can have unique personal
experience, various social norms and values, which in
combination with the norms of other workers can lead
to both growth and decrease in the overall productivity
of the group;

—external (by managers) and internal (by the employee)
assessment of labour results may not coincide.

Given the differences formulated, for operator-based
labour, such differences can be neglected. However, in
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the conditions of creative work, the above discrepancies
directly affect all management processes.

Based on the logical differences of the information-
management labour process and the process of physical
reproduction, we can state their only fundamental
difference — the absence of a material artefact. Herewith,
the indicated processes are of a cyclic nature, which
proceeds in time. At the same time, the information
and management labour process (work cycle) can vary
significantly in duration.

The duration of the work cycle of an individual
managerial employee may vary significantly depending
on the characteristics of his professional functions. So,
the duration of the work cycle of the chief accountant,
in our opinion, is 1 year because it contains work related
to the preparation of the annual report (the frequency of
which is 1 year). At the same time, the work of the call
centre operator, who provides telephone counselling to
customers, is repeated 100 times or more during the shift
in some cases. However, the nature of the information
(even in the context of its standardized provision)
is constantly changing. Accordingly, an individual
operator cycle will be faster than an accountant. On the
one hand, this leads to faster acquisition of experience
(professional, communicative, social), and on the other
hand, it causes a more rapid increase in fatigue over
the constant repetition of the work cycle (monotony,
possible feeling of the low social significance of work).

It should be noted that for the information
management work process, the result is communication
(information increment). Moreover, the operator
during the work cycle has a standardized character and
is reduced to the transfer of information, which leads to
alow social significance of such work cycle. The problem
of preparing an annual report concerns the chief
accountant, however, a separate accountant can prepare
certain types of reports, which will make the work of
a particular accountant more cyclical and the cycle
time — shorter (with a corresponding reduction in the
social content of the corresponding cycle). Herewith, for
both the operator and the chief accountant, the structure
of the work cycle consists of separate microcycles
(which can have clear time behaviour). The structure
of the operation, the optimal sequence and duration of
individual elements can be established using SIPOC or
other methods of managerial optimization. Duration
can be determined both expertly and using methods for
studying the costs of working time. The main difficulty
of this approach is to determine the social significance
of the labour function.

The change of cycles, together with the acquisition
of social experience, causes the accumulation of
employee fatigue. Even fatigue does not always occur as
a result of a certain type of work, but often as a result
of its constant repetition. This phenomenon is true and
proven for elements of labour processes (Pozdnyakov,
Kozlovcev, Mukhamedzhanova, 2013); however, it may
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fully be inherent in social and professional experience
(including professional burnout). Therefore, the above
affects the entire process of labour activity and should
be taken into account in social management.

3. Social mechanisms of scientific management

It should be said that as a kind of norm, for using in
the standardization of intellectual work, one can use
the change in the duration of individual labour cycles
(relative to the standard duration). In our opinion, this
approach creates the prerequisites for assessing the
possible accumulated fatigue and social experience
gained (social competence of the employee). It should
also be emphasized that the role of the individual
significantly increases in informational work, which
is why there is a need for the personification of norms
(adaptation to the value-motivational orientations of
the individual). Such personification can be achieved
by studying the social causes of individual effectiveness
and individual labour behaviour.

As Ukrainian researcher V. Pilipenko notes, in modern
management, the labour behaviour of workers comes
to the fore (Pilipenko, 1993). Since labour behaviour
is a type of social behaviour, it is based on labour
standards and values that are acquired in the process
of labour interaction in a specific labour group. Taking
into account the fact that depending on the nature of
the professional activity, norms may differ, there may
be certain specific norms (values) in a separate labour
group. Moreover, the system of norms and values is
relatively dynamic, which necessitates its preliminary
study (before the start of managerial impact).

Considering the issue of social mechanisms of scientific
management, the opinion of P. Drucker is noteworthy,
according to which “the productivity of a mental worker
becomes the goal of personnel management, as increasing
the productivity of a low-skilled worker has been the goal
of personnel management for the past century, since the
time of F. Taylor. This will require, among other things,
completely different approaches to those working in the
organization and to their work. Namely: people do not
need to be ‘controlled. The task — to guide people. The
goal — to make the specific habits and knowledge of each
individual employer as productive as possible” (Drucker
P.F, 2000). In our opinion, we should talk about social
conditions in which the labour actions of employees
correlate as much as possible with the expectations of
employers. Accordingly, the main discrepancy in this
vein (between the employee and the employer) may be
not the content of the elements of the labour cycle but its
duration or social significance.

Under the conditions of individualized informational
(intellectual) work (freelance, remote workplaces), the
problem of finding mechanisms for influencing the
individual normative field of an employee arises. In
this context, we propose to consider means of scientific

management, on the one hand, self-standardization, and
on the other, the active declaration of desired practices
(their intensity), with the goal of “embedding” the
expectations of employers in the system of individual
life values (social norms) of individual workers.

As V. E. Pilipenko rightly noted: in a super-
industrialized society, the main thing is information and
creativity. This changes, among other things, the nature
oflabour, which requires an employee of a new type. The
“third wave” worker is more independent, more agile,
and no longer an appendage of the machine” (Pilipenko,
1993). Partially agreeing that the worker ceases to be an
“appendage of machines”, we consider it appropriate to
note that the reason for standardization was precisely
the need to synchronize a person and a machine.
In the conditions of classical labour, there is a need
to synchronize the psycho-emotional (intellectual)
processes of various workers.

It is possible to consider the social norm characterizing
the expected result or the labour process, as well as
the intensity of labour cycles, as objective factors of
information work. Being aware of the existence of specific
requirements (and not statements of the type “you need
to work efficiently”), it is easier for an employee to agree
(abandon) to a certain type of activity based on a personal
value-norm base. The absence of a declared norm can lead
to the fact that optimization of one’s own effectiveness can
come into a certain dissonance with the value orientations
of other members of the collective. Such an approach, in
our opinion, will cause a conflict (in A. Zdravomyslov’s
classification — a conflict at the level of everyday life)
because such conflicts are associated with the use by
people of new opportunities for self-affirmation, with
complex processes of adaptation to values, norms, and
requirements, consisting for the first time (Zdravomyslov,
2003). Therefore, the establishment of a social norm
(intensity, effectiveness, importance) of labour is an
important component of scientific management. In this
case, we are talking about the norm — a guideline.

However, having established the norm, it is necessary
to give the workers a mechanism (tools) to achieve it.
One of such mechanisms may be the creation of a self-
norming system (the formation of the skills of such
activities in employees). For people of intellectual
labour, self-standardization is more represented by time
management (Klemens, 2007).

Summarizing the considered literary sources in
this area, time management is understood as effective
planning of working time to achieve goals, finding
temporary resources, prioritizing and monitoring the
implementation of planned (Arkhangelskij, 2005).
These approaches largely coincide with modern
approaches to labour standardization (except the
standardization object). In fact, the main difference
is that time management is aimed at independently
regulating own labour process (while external
assistance is recognized as necessary). The usual labour
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standardization is aimed at managing the efficiency of
the work process of a group of averaged performers,
increasing not only individual but also group efliciency.
Appealing to the classic of Soviet standardization,
A. Gastev (Bodrov, 2010), who considers increasing
organizational effectiveness as a whole, from the
personal effectiveness of an individual (“narrow base”),
one can note some utopianism of this logic. The author
proposes the logic of increasing the efficiency of the
team through the aspirations of individual workers for
maximum productivity. If all members of the group
have such an aspiration, a consensus is possible but if
there are contradictions — a social conflict is inevitable.
Accordingly, an artificial rapprochement of individual
and group aspirations (norms, values), including those
aimed at increasing personal effectiveness, is required.
Turning to another classic P. Kerzhentsev who initiated
the movement for the individual saving of working
time (Bodrov, 2010), one can also ascertain the archaic
nature of his views for the conditions of normalization of
information and management work. Individual savings
are possible either in the conditions of constant changes
in the parameters of a labour organization (which is
impossible) or in conditions of collective time-saving.
Especially ineffective this process will be as the degree
of division of labour increases. An exception may be
the situation in which such savings act as a group value.
Otherwise, such savings will be considered as contrary
to the interests of the team (as empirical confirmation,
the results of a survey conducted by I. Burov, according
to which up to 70% of respondents think only of
themselves) (Vorona, Suimenko, Pilipenko, 2001).
At the beginning of the XX century, unlike foreign
researchers in scientific management, A. Gastev
regarded the worker as an active source of improving
labour methods. This was reflected in his concept of
the labour attitude. Thus, the social aspects of scientific
management by Gastev can be represented as follows:
— ensure the manifestation of the personal initiative
of each employee in improving the efficiency of use of
working time;
— ensuring each employee’s attention to issues of
increasing production efficiency (“take to heart”);
- standardization in increasing not only “mechanical” but
also “creative” efficiency contributes to the conversion of
the unspent physical energy of the employee, in the course
of performing direct (mechanical) labour processes, into
creative energy. It’s advisable to spend such energy on
improving the efficiency of the entire economic activity of
the enterprise (AU. - quality control circles) (Yadransky,
2012). Under the conditions of intellectual labour, the
last thesis is archaic; however, it is interesting in that it
considers the possibility of the transition of one form of
labour activity to another (physical to mental).
Considering social management from socio-
engineering positions, we can talk about a change
in social norms (values) that cause a certain social
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behaviour of the employee. Moreover, most modern
theorists of labour organization do not consider the
individual in the labour process as a source of norm-
setting and consider only external standardization
possible. In our opinion, such a technocratic approach
is fundamentally outdated. Personal attitudes in the
system of individual values can create prerequisites for
finding ways to improve results (guided by an individual
success model). In this case, the reason for such a search
may be the need for adaptation to the requirements of
the social environment (team).

4. Conclusions and recommendations

Based on the theoretical analysis, it can be
concluded that modern management practice requires
the development of alternative approaches to the
organization of creative (including managerial) work,
taking into account the significant influence of social
factors on this labour process.

As a result of the consideration of the first research

task, the social aspects of scientific management were
determined. As a result of the analysis, it was proposed:
- to consider the individual as an open system that
has its mission, its strategic and tactical plans, chooses
alternative ways to achieve them, and is in the external
environment of direct and indirect impact. The specified
system should coordinate its goals with the goals and
state of the environment to maximize compliance with
external parameters;
— scientific management, in this context, comes down
to creating conditions for increasing the efficiency of
functioning by establishing an open system for declaring
expected (recommended) modes of behaviour.

Within the second task, aimed at studying the
transformation of approaches to scientific management
in relation to information work, it is noted that such
studies were conducted by domestic scientists in the
first half of the XX century. Integrating the gained
experience and modern foreign developments, we see
the need to develop social parameters of the work cycle.
We include the following parameters:

— labour intensity;

— number of tasks;

— the level of independence of decisions made;
— social significance.

Based on these parameters, it becomes possible to
differentiate the categories of workers who do not have
an artefact as a result of labour.

Within the scope of the solution of the third task,
an algorithm of managerial impact was proposed in
accordance with the specifics of social management.
The thesis is formulated, according to which the
practical implementation of social aspects of scientific
management ultimately means the formation of an
organizational system of social norms and rules. These
standards are divided into two groups:
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— the first — the norms (rules) are persistent and cover
the general rules for the joint implementation of labour
activities;

— the second - flexible standards. The flexible part of
social norms should provide for changesin the regulatory
system of the labour group as a response to changes in
the external environment. The managerial impact, in
this case, will consist of two parts: development and
implementation of the social norm and stimulation
of its fastest assimilation by all members of the labour
collective.

A criterion for the ultimate effectiveness of the social
organization of labour is defined — maximization of the
social result with minimal aggregate parameters of labour
costs (labour intensity, number of tasks). Herewith, the
criterion of social effectiveness is the consistency of the
actual labour costs of the microgroup with the views
of the leadership and organization. The specific forms
of managerial influences will be predetermined by the
management model selected in a particular organization,

the type of organizational culture, as well as a number of
other organizational factors.

Scientific management, respectively, will be determined
by the criteria of rationality and systematicity. Direct
empirical indicators of these criteria should be:

- for rationality — economic stability, profitability,
environmental friendliness, productivity, market
adequacy (demand);

— for systematicity (parameters of labour intensity,
social efficiency, structural optimality, time parameters,
adequacy to internal processes of the organization).

The main prospects of the conducted theoretical
analysis, in our opinion, are the development of
a specific system of social standardization at a particular
enterprise. We conduct similar studies at a number of
enterprises. Among the categories of workers studied:
TED specialists, design engineers, shift foremen,
transfer line operators, call centre operators. Practical
results of the implementation of this concept will be
presented in our next works.
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