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Abst r act

In sociology, the non-conform sm neans that opposing and denying
attitude and behaviour of sonme individuals or groups towards the
opi ni ons, the rules and the values which domnate the
organi sations or the societies. The stress at the workplace,

including the positive aspects of challenging opportunities are
frequently sources of nonconform st behaviours. O herw se, even a
hostil e environment makes sone people feel threatened and to have
di ssi dent reactions. The rebellion against the old generation and
the fight with conventions unleash or increase the confliction
needs. These nmanifestations can not be ignored I|ike sone
col l eague’s “sinple personality aspects” or “job events”. Like any
anonmi ¢ phenonenon, the non-conform sm destroys the team spirit,

paral yses the individuals and can generate unpleasant |itigations,

finally leading to harmng the organizational interests. Team
results beconme nore and nore weak as the job atnosphere wears
down. Beginning from such an involved actor in the life of his
organi sation, we wll try to enphasis the role played by this
i ndi vidual, the hypostasis and the psychol ogi cal, sociol ogi cal and
econom cal repercussions that are determined by this actor. The
ef fects of nonconform st behavi our can hover over the organization
for many years. That is why we wll present the classica

strategi es of danping the dissidence state.

Being a problem of organisational culture, we believe that a dose
of non-conformsm is necessary in the actual perspective of
ant hropocentri ¢ managenent, the know edge nanagenent.

Keywor ds: non- conf orm sm di ssi dence, anom ¢ phenonmenon,
nonconf orm st behavi our

The organizational and national cultures determne the frequency of
nonconf or m st r ebel behavi our s, refractory personalities wth
di ssident tendencies. In the open and pernissive societies, these
dissidents are easily accepted and can behave w thout restrictions
while in the rigid and intransigent societies, that anom c behaviours
appear nore rarely and are quickly elimnated.

Wth actual tendencies of social and economic |liberalization, the
release of human conception by prejudices and rigidity, sone
organi zati ons are confronted wth pr obl enms br ought by the
nonconform st’s nani festati ons, which are sonetines beneficial for the
organi zation' s objectives.

We have the tendency to overl ook, to excuse or to pretend that we have
forgotten the nonconform st incidents in order for them to stage an
even nore unpl easant coneback
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Qur paper intend to be a literature review concerning the
nonconf or m st mani festations and present some results of our
observations regarding the enployee of the conpanies in Otenia and
Romani a region. The psychology indicate that the oltenian are usually
hurried people and very attached on his values and desires. W present
the sociological determinants of these attitude, particulary observed
in our region.

Conceptual clarifications

Non-conformismis, in general, the refusal and opposition to conform
to comon standards, conventions, rules, custonms, traditions, norns or
laws. In organizations, it refers to the that enployee who refuse to
“conforni, or follow the governance and usage of the group

The non-conform sm nmeans for the sociologists that opposing
and denying attitude and behaviour of sone individuals or
groups towards the opinions, the norms and the values which
domi nate the enterprises or the societies (Boudon, 2006).

Non-conform sm is nanifested through the elaboration of alternative
norns and values and through the rigorous conformation to them thus
turning into conform sm Non-conform sm can be conprehended only by
reference to certain nornms and values. Wat from one perspective can
be seen as non-conformsm from another point of view is pure
conform sm

Usual ly, the nonconform st use to effing (offensive words used to
enphasi ze that the nenbers of the organization are angry and to avoid
saying swears). The use of taboo-words, of trivial |anguage in fact,
neans that the nonconformist actor is ready to break the patterns and
the social norns for “truly speaking”. This trivial Ianguage is
primary used by the marginal groups w thout rights or social positions
and not concerned about the rules of civilization. These taboo-words
are borrowed by persons with high position fromthe margi nal groups in
order to inprove their speech wth energy, di sobedi ence or
i nsubordination and notoriety. The use of taboo—words decrease the
nmanager’s reputati on and bring possible disciplinary sanctions.

“The institutionalization of non-conformsm leads to conformsni
(Gosu, N, 2005). Propagation of the opinions initially considered as
nonconform sts, the acceptance of these opinions by the dissident’s
col | eagues, give these ideas legitinmacy and force of acceptance for
the decision factors. By accepting the radical opinions and by
transformng themin norns, we take part in their institutionalization
process.

In the corporation, the anomc situation can appear anong it’'s nmenbers
even nore frequently in periods of thoroughly social transfornations,
maj or structural nodifications, lacking a social control from the
superi ors.

W must not confuse anarchism with non-conform sm the anarchist does
not obey any rules, he is conpletely devoid of reason; the conform st
believes in his theories and sonetines it can be proved that they are
true and nore efficient than those of the ones who do not accept them
and reject the one who el aborates them naming hima dissident.
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Even the term of “non-conform snf can sonetines be considered harsh
Besi des the extrene cases, when the dissident is indeed a sever case
and very dangerous, who suffers from personality disorders and is not
lead by an innovating spirit, regarding organizations we consider the
term of “non-conformismi a little inappropriate. In fact, we are
tal king about a sinple deviancy phenonenon, a deviation from the
general tendencies which can even be profitable. Thus we can obtain
superior technol ogi es, superior decisions, though difficult to accept,
nore efficient strategies, even products superior in quality.

Managenment theories and the non-conform sm

The Taylorism (VI a8sceanu, M, 2003) says that the organization treated
it’s enployees without taking into account their characteristics, the
i ndi vi dual bei ng depersonalized and was not treaded |ike a hunman being
but as a sinple “working hand”. The cl assics, organizers encourage the
necessity of maintaining the control over the behaviour as a
fundanental prem ses of efficiency.

The behaviourists (Elton Mayo, MG egor) assert that the incensenent
of behavi our  control determne the rigidity instead of the
flexibility, the weakness instead of engagenent and notivation. |If
sonetines control leads to efficiency, this is only for a short period
of time and at the cost of many internal conflicts. From the
behavi ourists’ point of view, organizational efficiency can only be
achi eved only through a reduced control and through the incensenent of
the individual and group’'s autonony. The organization give nmany
opportunities to manifest the creativity and innovative spirit.

Ant hropocentrism gives the man back what is indeed human in him the
creating individuality, personality, responsible autonony, the other’s
appreciation, the dialogue with the others (even in contradiction)
The human is an individual with many particularities, in permanent
change, the rhythm of the change with which humanity is confronting
bei ng another source of dissidency , because the system of values is
changi ng an sone evol ve faster than others.

Nowadays, we observe the expansion of the know edge-nanagenent.
Conpetencies do not exist, are not offered but appear in a socio-
econom ¢ process. The enployee is asked to surpass these conpetences.
The know edge- managenment pursuits the change of the strict way in
which the control is exerted, going from the superior’'s control to
auto-control. The human relations are enphasized because they are the
only ones that can dimnish the tension between the nenbers of the
organi zations. They cone to work with attitudes, value systens, with a
set of tenperanental characteristics which are not always the sane
with those of their colleagues or with the organization's objectives.

Human personality

A person’s personality and behaviour is Ilike all other
people’s, like sone other people’s and Ilike no other
peopl e’ s. (Luthans, 2005, p. 99)

Behavi our and personality nean how people affect others and how they
understand and view thenselves, as well as their pattern of inner and
outer neasurable traits, and the person-situation interaction

M BES 2008 801



B4l oi lonut-Cosmn, 799-806

How people affect others depends primarily wupon their external
appearance (height, facial features and other physical aspects) and
behavi our  (vul gar, friendly, courteous and so on). All t he
ram fications of personality perceptions, conformst or not enter into
this aspects of personality.

W will analyse the influence of power in nonconform st reactions. The
power relationship can be better understood by exam ning sone of the
characteristics of the targets. F. Luthans (1989, p. 458) identifies
the following characteristics as being especially inportant in
i nfluencing the nonconform st’s targets:

Dependency. The greater the targets’ dependency on their dissidents
rel ati onship, the nore behaviour are influence.

Uncertainty. The nore uncertain people are about the appropriateness
or correctness of a behaviour, the nore likely they are to be
i nfluenced to change the behavi our

Personality. People who cannot anbiguity or who are highly anxious
are nore susceptible to beconme nonconform sts, and those wth high
needs for affiliation are nore susceptible to group influence).
Intelligence. Hghly intelligent people may be nore wlling to
listen, but, because they also tend to be held in high esteem they
al so may be nore resistant to influence.

Age. The susceptibility to influence increases in young's career and
t hen decrease.

Culture. The cultural values of a society have trenmendous inpact on
the influenceability and behaviour of its people. Wstern cultures
enphasi ze individuality, dissent and diversity, wile others, such as
Romani an’ s cul ture enphasi ze cohesi veness, agreenent and uniformty.

The nmanagers and all enpl oyees need to know the influence of different
tenperaments in the workplace. Anyone nust admt that ones own
tenperanment is not the only, and this fact determ nes synergies.

Nonconform sts have the tendency to go off at any provocation or
accumul ate tensions t hat periodically outburst. Many  tines,
nonconform sts have the reputation of being the nost dedicated to the
firm Oherwise why would they spend so nuch energy on matters
concer ni ng work?

Fact ors and sol uti ons

Anong the factors which determine the situations considered as
nonconform sts we can nention the individual’'s need to surpass the
coercions that dimnish the use of innovative capacities.

The abuse, the brutal inposing of power, determines the desire of
revenge, which is a source of non-conformism Even the control and
social recovery actions, if not correctly elaborated, can generate
phenonmenons of recidivismand violent reactions, while those attitudes
which are to permissive contribute to the growh of the deviance
phenonmenon over the tolerated linmts.

Surprisingly, another source of non-conformismt is represented by the
human’s need for conflict. The nmanagenent has to create a clinmate that

' not to mention the sever psychical confusions
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will bal ance these needs, and for those individuals who's
mani festations are toxic a climate that will dissolve them

A unani nously recogni zed theory says that “a good adm nistration of
di sci pline focuses on the enpl oyee's behaviour not their personality”.
This is perfectly justified as even a nonconform st behaviour can be
educated, however the personality can not. The purpose of the
disciplinary actions is to achieve the organization's targets as well
as the performance’s nmaxim zation

Sonetines, in order to dimnish the nonconform st manifestations, a
superior intervention is not necessary, the solution energing fromthe

group.

One of the proposed solutions for dimnishing the non-conformsmis to
i ncrease the nunber hours spent working in groups which inprove the
comuni cation, balance the internal tensions, the organizing and
practicing of team building activities. The purpose is to create a
partnership spirit between the involved factors.

Arthur H  Bell (2005, pp. 96-99) proposes ten commandnents for
nmanagers and supervisors in order to avoid the nonconform st
behavi our. These commandnents are:

do not rise up the voice; the interlocutor’'s reaction will generate
an undesirabl e confrontation;

do not swear or hurt feelings; snmart nanagers use positive
criticisns ;
do not ni cknanme your coll eges;

when you are angry, listen nore and talk | ess;
do not use sarcasm for hurting sonebody’s feelings;
tell when you are unsatisfied and do not act l|like an unsatisfied

person; the teaminterests do not accept the bad feelings transposed
in the nenbers behavi our

it is necessary to criticize the problemand not the person

do not proffered vague threats (like "You will regret”);

do not |eave the place when the opponent is trying to justify his
poi nt ;

if you are intelligent, do not junp the gun

In an organi zation there are nunerous invisible conflicts, which |ead
to a loose of a great anount of noney. The true crisis is not the
econoni cal one but the relational crisis.

The individuals accept the group’s nornms because they realize that if
they do not they risk to be punished, while conformation brings them
rewards. The one that breaks the rules, wll deal with hostility,
gossip and even ostracism The ones that obey the rules receives
appreciation, popularity, prestige, and the others define him as “a
good person”.

Behavi our rul es

Rul es guarantee the aforenentioned conformty and clarity. In sone
cases such confornmity is essential. Particularly when the stakehol ders
have substantial interests at stake (for exanple security, health,
etc.) a clear and finely outlined policy nust be denmanded from the
organi zation regarding the fulfilment of its responsibilities.
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Moreover, clarity is required when breaching the code results in
sanctions being inposed. The disadvantage of rules (and hence the
advantage of considerations) is that not all actions can be
incorporated into rules. In practice, every rule can be evaded if so
desi red.

“Enpl oyees can not be programed |ike robots, wi thout having freedom
for their views and opinions” (Captein, Wenpe, 1998, p. 858). Too nuch
enphasis on unity rewards conform sm and puni shes non-conform sm and
ultimately leads to an inflexible organization which is not open to
internal and external criticism Furthernore, excess conformsm
infringes upon the individual responsibility of the enployees. The
devel opi ng organi zational ethics nust take into account, and allow
for, an individual sense of normns.

The rules of verbal behaviour are very unclear, this is a problem of
organi zational culture. No rules stipulate that nanagers or superiors
need to be elegant or decent. But sone rules forbid particular
nonconform st behaviours in particular situations.

Al good and useful things are products of excess. And all
good things therefore breed their extreme opposite. In this
case, the overwhelnmng need to win can produce pathol ogical
anti-social behaviour. (Peters, 2005, p. 26)

The working team can sense insecurity or inequity when an individual
has broke the rules and inposed standards. The individuals who break

the organizational norms will also break the rules of the group, as
the lack of discipline will cause problens to both the group and the
nmanagers. |f a nanager tolerates an unacceptable and undisciplined

behavi our, the group will feel threatened.

The enpl oyee

The nonconfornmi st can hold a key-position in the organization and his
inmpact is extrenely inportant for the efficiency.

In the organizational psychology theory, we identify the dangerous
situation of two extrene enployees: the dissident enployee and the
“boxi ng bag” enployee (Bell, A H, 2005, p. 40). The last one receives
the attacks and then behaves |ike nothing has happened. The dissident
can use this “boxing-bag” enployee to transnmit a force nessage to the
others: Behave like | say or you can take the “boxing-bag” enployee’'s
pl ace.

The worst effect of non-conformi st behaviour is when the purpose of
the actor’s action is to determne the other’s pain and not to bring a
constructive change or anelioration the work conditions. Typically,
the nonconformist is used to criticize soneone’'s activity, offending
the person. The wvictin(s) feel a personal attack and not a
pr of essi onal eval uati on.

W can observe in our region that the stress at the workplace,
including the positive stress of challenging opportunities determn ne
many behavi our types. Only the enpl oyees who are not interested about
their job do not release their enotions at the workplace. W consider
that it is inportant that the nanagers not deny the passionate
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i nplication, the behaviour and | anguage characteristic for this spirit
in their work relations.

Concl usi ons

Qur observations for the Ronmanian conpanies indicate that the non-
conform sm destroys the teamspirit, paralyses the individuals and can
generate unpleasant litigations, finally leading to harmng the
organi zational interests. Team results becone nore and nore weak as
the job atnbsphere wears down.

The conflict or aggression can easily appear inside the team or
bet ween teans which include strong personalities and highly notivated
for innovating and divergent thought.

The extreme cases can create a hostile work atnosphere and determ ne
many threatening feelings for the enpl oyees.

The disciplinary actions for maintaining and respecting the internal
standards can inpose norns and results in performance to the working
groups. In the absence of centralisation and cohesion, no body can
really prevent or punish dissidence.

Al in all, in adequate situations we consider that the existence of
nonconform sts is useful within sonme limts, and we do not approve the
rejection, and in the end even the sacrifice of these nonconformsts.
A certain amount of dissidency is necessary for the nodern
organi zati on.
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