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Abstract 

The paper considers the inception of sociological 

methodology of simulation modeling based on 

consulting activity of Iu.D. Krasovskii. 

Disclosure by the authors of a training function of 

simulation modeling of management situations and 

management processes based on usage of 

visuagrams in consulting practice and organisation 

personnel training is a novelty in understanding 

this phenomenon.  
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1 Introduction 
It is commonly thought that the methodology 

and methods of simulation modeling reveal themselves 

first of all in game forms, as well as in development of 

certain projects. From the viewpoint of V.G. 

Andreenkov and S.A. Shankov, “simulation models 

perform as a rule the following functions: a) 
measuring; b) descriptive; c) explanatory; d) criterial; 
e) predictive” [1]. 

However, simulation game models perform a 

training function as well. Namely the training function 

turns out to be the main one not only in the simulation 

designing of business games, but also in modeling 

management situations and management processes. 

And this is confirmed first of all in management 

consulting. The methodology and methods of 

simulation modeling in such aspect were used in the 

consult-management practice of A.I. Prigozhin and 

disciples of his school [10], in consult-developments of 

V.S. Dudchenko’s school [5; 6], as well as in author’s 

consult-practice of Krasovskii Iu.D. [8]. 

However, this authoring turned out to be little 
known to the sociological scientific community. In this 
connection, a necessity to present sociological 

developments has arisen in the field of simulation 

modeling. 

 

2 Methods 
The studies were built upon usage of training 

resources of simulation modeling: a) the method of 

authors’ business games (1983-1989); b) the method of 

designing visuagraphic models of training students in 

non-game forms of training (1997-2015).  

  

3 Results  
The simulation results of “Self”-states of “Base 

ensemble of motivators” (see Figure 1) are given as an 

example. By means of this model, it is possible to trace 

the dynamics of the “Self”-state of a personality in 

conditions of an organisation, as well as the conflict 

personalized meaning experienced by a worker in 

discrepancies between one’s real and desirable “Self”-

states. 

On the diagram, there are diagnostics results 

of the “Self”-state of an employee in a business 

organisation. It is simple to note that at present, the 

“Self”-state determined by the assessment of the 

mentioned parameters is significantly better than it 

was at the moment of getting fixed up in a job in the 

organisation. However, there is a gap between the 

desirable and real states by all criteria. The greatest 

gap is observed by the criterion “creative interest”. 

This is evidence of the fact that this organisation 

satisfies this need in the least possible degree, which 

in its turn is fairly strongly pronounced.  
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                  Desirable experience of “Self” 

-state in overcoming one’s own dissatisfaction  

                 Real experience of the state as one’s 

 own dissatisfaction  

                  “Self”-state in the first days of working  

in this organisation 

 

Fig. 1: Conditional model of three-dimensional modeling and visuagram positioning of “Self”-states without preliminary 

survey 

If the consultant applies certain visuagraphic 

models at the initial stage of obtaining introductory 

information, then they help one substantially to 

orientate oneself. Such initial “form-free” survey 

allows one to come quickly in contact with workers of a 

business organisation helping to organise an 

improvised interview with them. In this visuagram, 

the consultant also gains a triple vision of the 

situation, and particularly – a desirable situation of 

change in the future. That way the method of the 

visualized interview emerges, which is based on the 

concept of visuagraphic personal modeling. 

Development of visuagram diagnostics of 

simulation modeling helps to facilitate qualitatively 

the process of management consulting. A significant 

effect in this process appears when they are combined 

with particularly devised form questionnaires, which 

differ from classic questionnaire surveys by combined 

methods of evaluation, i.e. by many indicators at once 

and in time perspective. 

The final diagram of manifestation of 

management orientations (see Figure 2) shows the 

vision of management orientations of the manager. 

 
 Evaluation of desirable result 

 Intuitive evaluation 

 Score evaluation 

Fig. 2: Time socio-dynamics of management orientations of 

manager 

The diagram shows that intuitive evaluation 

differs from the score evaluation, and in this 

connection, it is possible to suggest that one’s own 

vision of relations between the company management 

and the personnel is subjective and in many respects 

reflects only relations with a specific employee rather 

than an unbiased view. The greatest gap is observed in 

the vision of humanization management orientations. 

This is justified by the fact that the manager actually 

treats a specific employee well; however, many other 

employees are dissatisfied with him; therefore, a 

subjective intuitive vision differs from the score 

evaluation. At that, the manager also manifests quite 

pronounced autocratic, technocratic and bureaucratic 

attitudes. This can be explained by the situational 

management style of the manager. Authoritative 

qualities are revealed in critical situations; however, 

in many cases humanization and democratization 

qualities are shown.  

The gap between the desirable and real 

situations is visible. It is necessary to strive for 

improvement of democratization, humanization, 

innovation and mobilization orientations and for 

diminishing the manifestation of conflict and 

autocratic orientations. 

In management consulting, it is very 

important to present visually the situations “before” 

and “after” of application of express-training methods, 

especially when the object of consult-diagnostics is a 

management team. At first, the participants are 

measured initially using the model, and then, after 

training actions, each participant of the seminar fixes 

one’s vision of the emerged situation. There are as 

many models as there are participants. Then all 

visuagraphic evaluations are summed, averaged and 

transferred to the visual model.  
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4 Discussion 
Development of the sociological content of 

simulation modeling in the Russian reality has 

undergone three stages: 

a) emergence and formation of business games; 

b) reproduction and development of business games; 

c) extension of the range of interactive methods of 

modeling in development of situational and 

process constructs of training consulting in 

companies and training in a higher school. 

At the first stage of emergence and formation 
of business games, all games, from the viewpoint of 

developers Belchikov and Birnstein [2], were 

exploratory. They were elaborately prepared by 

developers, who: a) studied psychological peculiarities 

and professional qualities of each who had to 

participate in the game; b) selected groups with 

maximal psychological compatibility; c) assigned a 

formal leader in each group according to the revealed 

personality qualities; d) distributed game functions 

taking into account professional competences and 

individual interests of each person; e) formed initial 

communicative competences of each person, ability to 

be in the place of others; f) organised training so that 

future game actions would be oriented to interpersonal 

interaction; g) taught the techniques of getting into 

contact with partners and rivals in the game activity. 

This Russian experience of simulation modeling in the 

development and holding business games was the first 
one in the world practice, having forestalled the 

emergence of business games in the USA by 26 years. 

The second stage – reproduction and 
development of business games - as a form of modeling 

emerged in the economic and organisational field on 

the basis of training economic managers of enterprises 

in branch institutions of professional development. 

However, sociological peculiarities of modeling 

business games were described in 1994 in the works of 

Makarevich [9]. 

On this surge in the middle of the 80s, at 

Moscow Institute of Management named after S. 

Ordzhonikidze under supervision of Iu.D. Krasovskii, 

sociological and socio-psychological methods of 

consulting and training students began to be 

developed as the department employees began to work 

closely with many enterprises.  

The end product of authors’ business games of 

such type from the viewpoint of modeling 

organisational and social management was always the 

realisation of collaboration among divisional 

managers, which was measured on a 10-point scale. 

On their basis, Krasovskii Iu.D. published an original 

scientific manual “Mir delovoi igry” (“The world of 

business game”), where the most important thing was 

not description of business games, held by the author, 

but development of social and organisational 
principles of their modeling [7].  

In 1992, the modeled management system was 

presented in the conceptual authoring “Reflexive and 

value concept of management in new conditions of 
economic management”, where modeling was realised 

in a number of business games, held at three large 

enterprises, which was presented during the 

presentation of a doctoral thesis of Krasovskii Iu.D. at 

the Dissertation Council of the Sociological 

Department of MSU (Moscow State University) named 

after M.V. Lomonosov. Thus, for the first time, games 

were substantiated as a systemic sociological 
phenomenon. 

From the psychological viewpoint, it was 

important to work through the reflexive process as its 

stage-by-stage reflection in the consciousness of 

players (“familiarization – awareness – understanding 
- rethinking”) of transition from the former state of the 

enterprise to its new state, and find out what 

psychological and socio-psychological barriers 

appeared in players and how they were overcome or 

distorted in game situations. From the organisational 

and psychological viewpoint, it was important to 

construct the game process so as to work through 5 

stages in the system of game experiments: 

“transformation – reincarnation – reevaluation – 
restructuring – reaccentuation”.  

This enabled us to assert that game simulation 
modeling was newly embodied in sociology and social 
psychology. 

In authors’ business games such as 

“Collaboration”, three phenomena became the most 

important constructs: 

1) multiteam diagnostics in an “extended” period of 

time (5 teams – 5 variants of diagnostics in each of the 

12 rounds during one and a half days of the game); 

2) game socio-psychological effects; 

3) a degree of formation of the post-game combined 

creative potential of the teams. 

Let us consider one of the instrumental 

examples taken from the business game 

“Collaboration”. In the consult-training game 

“Collaboration”, which was held more than 20 times at 

different enterprises, such assessment criteria of 

feedbacks “from players” were developed. Below, there 

is a variant of evaluation of one of the business games, 

which has been held with participation of the 

management personnel of a large-scale enterprise (see 

Table 1). 

Content of 
business game  

Effects obtained in business game 
(max score – 1) 

A business game 

is a way of 

psychological and 

economic modeling 

of different business 

patterns. 

In the game, 

overcoming of 

problems among 

subdivisions was 

played back in 

elaboration and 

approbation of 

After holding the business game, a 

combined creative potential (CCP) of 

the management personnel was 

defined (0,86). 

The following evaluation indicators 

were obtained by the CCP 

parameters:  

- creative search of the personnel – 

0,75 

- complex solution of problems – 0,83 

- systemic search of problems – 0,83 

- combining efforts in solution of 

problems – 0,76 
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strategies of 

organisational and 

marketing 

development of the 

corporate 

enterprise. 

- public information exchange – 0,9 

- initiatives’ exchange– 0,90 

The overall score of the result of the 

business game by these indicators – 

0,93 

In the game, the 

reactions of five 

problem groups, 

competing with each 

other for obtaining 

high scores, were 

traced. 

These reactions 

were recorded by 

observers of the 

training team, 

tabled and assessed. 

By other evaluation parameters of 

its effectiveness, the following 

evaluation indicators were obtained: 

- managers’ interest in activities – 0,95 

- completeness of working through 

problems – 0,85 

- diligence of players – 0,76 

- accessibility of statement of training 

material – 0,90 

- practical utility – 0,90 

- variety of game forms – 0,95 

- methodological validity – 0,87 

- benevolence of players – 0,87 

Averaged effectiveness of  

the business game – 0,88 

Table 1: Variant of feedback evaluation 

After each round, the players had to fill in the 

forms of mutual evaluation of playing teams on the 10-

point scale and evaluation of interteam collaboration 

of the players. 

The third stage – extension of the range of 
modeling interactive methods and modification of 
variants of their use – began to emerge owing to 

transition of Russia to the market system.  

In the period of the 90s, a multitude of 

variants of game technologies appeared, numerous 

trainings were being developed and exported from 

abroad, a heterogeneous training base of interactive 

education, including a playing one, was formed.  

At the end of the 90s, the authoring of the 

practical guide “Behavioral management in the 
company: effects and paradoxes” (1997) appeared, in 

which visual models of organisational behaviour were 

presented for the first time that were brand new in 

business organisations. In the book by Krasovskii 

Iu.D., “Scenarios of organisational consulting” (2000), 

numerous author’s moderator methods, which underlie 

the author’s method of visuagraphic modeling of 
management situations and management processes, 

are described. This method turned out to be the most 

demanded in management consulting as well. Proper 

consulting practice and approbation of consult-

methods in training confirmed their high social and 

socio-psychological effectiveness. This is because the 

concept “vision” is determining in this method. 

Therefore, they are called as visuagraphic. 

These methods have been actively used in 

several research practices, which were published in 

different times in different Russian information 

resources [3; 4; 11, 12]. 

 

5 Conclusion 
1. It turns out that this phenomenon can be 

modernized in different visualized models, which 

specify the direction of exploratory search in the initial 

period in original hypotheses, and in the finishing 

period they help to visualize the obtained results 

based on time comparisons.  

2. A phenomenon of simulation modeling of 

management situations to a considerable degree turns 

out to be irreplaceable in the process of formation of 

primary visual hypotheses in management consulting, 

which can be checked by the method of business 

games, trainings and seminars, and therefore it 

performs a training function as well. 
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