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Motivation of the age structure of personnel in innovative development of Japan and Russia
Essence of structural descriptions of productive force of labor is expounded with the design of inertia motivation of age groups to the innovations. Experience over the enterprises of Japan is brought on forming of age structure of personnel. On the basis of study of experience of enterprises of Japan and Russia the principle of balanced motivations of age groups of personnel is formulated. 
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In the theory and practice of personnel management is increasingly attached importance of the concept of social management (Human being management). The basis of this concept, adopted the humanistic approach, where people - the main subject and the object of production. In this case changing in orientation of production management from the management of human resources (HR) to the adaptive motivational management takes place. Adaptive management-motivation is based on diagnosis (recognition), employee motivation and its use in the formation of incentive systems. Usually, the term «motivation» interpreted as internal and external employee motivation to act [4]. In this article, motivation is seen as the desire of employees to achieve this goal [3]. Such interpretation of the term makes it easier to provide potency of motivation - its effect. Clarify the essence of the concept of "potential motivation, we have adopted the position contributes to the genesis of motive. Motif, using the study H. Hekhauzen can be represented as dispositional component in diagnosing the motivational state of the individual [8]. 
The combination of motives, defined for specific employee, you can attribute to characterize it as a potential motivation. A combination of motivational capabilities of individual employees may represent the motivational potential of the company or investment project. 

Based on the natural scientific understanding of the term «potential», you can talk about the motivation of the employee share, which manifests itself through force or potency aspirations of the worker to achieve the goal, which in turn is subject to its interests. For the motivational potential of an enterprise can be considered as a component of the productive forces of labor, which connects with the well-represented in the economic literature the notion of the productive capacity of [3]. The notion of productive labor force used Karl Marx. By increasing the productive labor force K. Marx understood any change in the process of labor, reduce the working time of public need for the production of goods. Productive labor force for the enterprise can be considered, guided by the fundamental provisions of the economic theory of labor, the potential to release a certain amount of production or manufacture of the work in the unit directly spent time [1]. In doing so, the vitality of the production system determines by the productive labor force-generating capacity-intensive capital. Characteristics of the dynamics of capital flow in relation to the motivation of some staff changes mechanistic understanding of the production system [3, 6]. 
Socio-economic aspects of the productive forces of labor, as a function of the production system, this paper presented the relationship of motivation age staff, integrally contributes to capacity-capital enterprises. The mechanism of interaction between age groups on the basis of natural scientific knowledge, you can discover through the productive capacity of staff and increasing capital intensity in capacity. According to I. Prigozhin the derivative of the potential can serve as measure of strength and speed of change is measured derivative of the building [6, P.118]. In doing so, Newton's laws of motion can be interpreted in the socio-economic system, using as a core value of its potential energy, including the effect of motivation. In this paper, summarized in the value of any change in the process of labor, reduce the working hours of public need (as Karl Marx is identical to raise the productive forces of labor), commensurate with the speed of capital flows or in capacity. Hence the productive power of labor in the capacity-capital - F in accordance with the laws of physics, namely the second law of Newton, it seems as F = m * a, where m - mass of capital; a - its acceleration in capacity generated by the labor collective. The process of capacity-capital is modeled using the well-known in the financial management of the formula of compound interest. Capital represents the value of generalized description of all tangible and intangible resources of the company, referred to in the balance sheet of fixed and current assets. 
Capital and the staff of the enterprise, introducing the resource aspect of the productive labor force, and motivation of staff as part of the social productive forces of labor, accelerating the movement of capital (a) it helps in capacity. Integral power of motivation is characterized by close cooperation and interaction of age groups of staff that is in labor economics Synergetic [4]. Synergetic with characteristics of productive labor force is considered primarily from the standpoint of interaction between staff groups, including groups of individual structural units of the enterprise, professional, and other age groups. On the basis of the theory of fractals is allocated a sign of homogeneity of economic interests of the entire system and its elements, which can be thought of as the principle of self-fractal structures of the productive forces of labor [3]. Production capacity of the personnel as the ability of the workforce to ensure the greatest possible amount of work, in turn, is linked to the production capabilities make better use of working capital, which manifests itself in the capacity-capital. From the standpoint of identifying opportunities to ensure the smooth progress of works, by accelerating turnover of working capital, financial capacity, such opportunities could be reduced to a measurable reduction in the days of their production and reserves in the calculations with the customer. 
The marketing potential of the labor collective ability to realize the full increase in the production of customer-based initiatives, the team demonstrated to increase the demand for its products. The combination of capabilities and to be considered productive labor force for the enterprise (Figure 2). 
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Fig.1. Main components of production efficiency
Ability to use of the potentials in figure 1 depends largely on the motivation that can be characterized through a concrete manifestation of their interests. Of particular importance here are the interests of different age groups of workers. Accounting synergetic of interest contributes to the impact of the working staff in achieving a common goal. In our submission is the theory of motivational capacity to innovative change and the practice of its use is closely linked and due to the formation and application of the methodological foundations of identifying employees to innovate. But the strength of that interest, as is known of the foundations of management, decreases due to the inertia that is inherent in any workplace. 
Inertia labor collective socio-economic systems to innovative change can be characterized as a professional and conservative, age, management, etc. First we have that professional, with skills in current technology, not in a hurry to replace them for the purchase of new, associated with the development innovation. The second - with the psycho physiological characteristics of age, when the elder generation of less than receptive to innovation than younger. The third - leader in the development of innovations have been reluctant to alter the already established ways of organizing labor and production. In turn, innovations are very different aspirations of their employees to learn - innovations have different motivational appeal. As we know from the foreign scientific sources, identifying the motivational capacity of the employee to innovative changes especially effective at re-employment of the collective efforts of all its members and leaders. Assessing motivational attractiveness conducted with the participation of rationalizes production system in the form of quality circles, as in Japan, or the team’s performance (productivity), as in SSHA.V United States and Japan for a specific work (innovation) is computed is the motivational potential (PMP) using a number of such components of diversity, completeness, relevance [3,8]. But in relation to the employee in identifying the essence of building the motivation necessary to take into account his personality is not measured quantitatively, deriving from an age of psycho-physiological condition. In this case, formed under the influence of innovative change age physiological characteristics in the collective production should be linked to egosostoyaniem worker (Eric Berne), which allows you to provide organizational and employee perceptions of age the feasibility of innovation [2]. It is necessary to take into account the empirically determined directly in the production of folding patterns of resonance interaction of different age groups, reflecting in the difficult to assess in numerical terms synergy. We know that the word "Synergetic" comes from the Greek "Synergic" which means "acting together" which gave the name of the new research direction, connected with the study of organizational patterns. Synergetic is the study of self-sustainability and the collapse of the structures of different nature, formed in no equilibrium systems peculiar to animate and inanimate nature [4]. This trend has become particularly topical in connection with the development of solid-state physics theory of fractals. The theory of fractals has been the basis for quantitative description of dissipative structures. Investigation of the structure of production system, the relationship of its individual components, from the standpoint of synergetic offers the same opportunities and the economy. Studied the practice of structuring the age profile of the successful Japanese power companies as a reference determines the ratio of age groups, mathematically simulated parabolic second order. As an object of study was adopted by the labor collective thermal power company in the city of Sapporo «Hokkuden» Hokkaido Prefecture, Japan. Relationships and changes in age structure was observed in the five-year interval. The method of regression analysis was obtained equations describing the change in age structure with increasing age of workers (Figure 2). The analysis of the equations led to the conclusion that, from year to year in the age structure is a slow shift to an increase in workers' groups from 30 to 45 years, and the displacement of groups of employees aged 54-60 years. However, the overall age structure of the company remains almost unchanged, indicating its viability and largely determines the success of the company in the business world. Japanese models (views K. Matsushita, Theory Z. Ouchi, etc.), great importance is attached to «collective intelligence», the creative capacity of formation «humane atmosphere» in the company using the concepts of Confucian ideology. Specifically, based on tolerance, simplicity, modesty in relations between the established and well functioning environment. 
The number of person -
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   Fig.2. Changing the number of workers with increasing age 
Holders of such «family environment», the culture established in the firm order is the older generation of staff, a parabolic pattern shaping the age structure allows the fortitude to maintain steady state. In shaping the age structure of staff is taken into account the length of continuous service and age of the employee. When taking into account: the increasing mastery of skills, knowledge in the discharge of official duties, the acquisition of leadership, devotion to the company, a manifestation of responsibility, sense of duty, etc. This system is constantly referenced to the competencies of its employees. But the older generation is inert to innovative change. Hence, naturally reducing the number of employees in the age structure of personnel with increasing age, which in simplified form and is characterized mathematically by equation parabola of second order. In assessing the employee's age, the importance of the awareness of them and the surrounding peaks of professionalism, sense and understanding of the approximation period of retirement. In a psychological analysis of the age groups can be considered that the greatest magnitude of shifts observed in the field of nonverbal intelligence, memory, dynamic excitation psihomotorik, and the lowest - in the mind. With respect to the stabilization of moments, the greatest values in the area of verbal intelligence and attention, reduced the level of elementary visual functions, but at the same time increases and a common culture of surveillance through which the process is regulated activities, including vocational and employment. For three-phase characteristic ontogeny of memory allocated three age groups. In the first, up to 25 years, there has been a gradual progress, and second, from 25 to 50 years, is to stabilize the level of functions to a third, more than 50 years - Involution and regression of memory. On the regression of intellectual abilities influences his talent and education. On the basis of the regulations can be formulated the important principle of adaptive management-oriented - the principle of inertia ages to innovative change. Pattern of increasing the inertia of age to innovative changes in this research in the mathematical formulation can be approximately described logistic curve. To characterize the individual phases of the life cycle of human psychology are introducing the concept of early adultness to 25 years / D. Bromley, J. Birren, etc. /, also applies the concept of middle and late adultness - respectively 25-40 and 40-55 years. By B. Bromleyu, D. Birrenu - 25-50 and 50-75 years, according to International Classification of age groups - 36-60 years of age and older than 60 years [2]. Given the absence of compelling reason for any periods that satisfy the weak developed issues in the age variability of socio-psychological development of adults, including the dynamics of motivational changes, it seems justifiable symbol concepts of "early adultness ", "medium adultness " and " maturity "provisional borders, respectively, as follows: 17-30 years, 30-45 years, 45 years before the end of production activities. Using the above results of studies and research conducted by B. Ananjeva [2] S. Pako [5], other scientists about the effect of age on changes in specific, rapid, associative memory, can be characterized and changes in intellectual functions. Thus, attributing mikroinvolyutsionnye changes to the intellectual functions of a number of authors (S. Pako / 1960. / Etc) believe that the optimum development of these functions is located between 18-20 years. If we take this as 100%, the level of the logical abilities of the 30-year-old was 96%, a 40-year-old - 87%, 50-year-old - 80%, 60-year-old - 75%. The above research results indicate an increase in employee inertia associated with age-related changes.
On the basis of a logical level, you can increase the ability of human inertia to innovative changes in the workers depending on the age of formalized to provide the logistic curve, ranging from 20 years to 70 years. If the period divided into six intervals, i.e. First age numbered unit, and 70-year-old show to be number 6, the dependence of growth inactivity in ppm from the age of man can be described using a regression equation 
Y = 300 / (1 + 101,698 - 0,637 t),                       (1)
where Y-desired level of inertia in the thousand for the age of the worker number of t 1 to number 6. If you differentiate the above function, it may be noted that the practice of shaping the age structure of the Japanese energy companies take into account the tendency of inertia raise the age to innovative change, described the logistics of the curve. These trends are taken into account in conducting organizational diagnosis at power plants in Komsomolsk-on-Amur. The main instrument of organizational diagnosis is considered to be interviewed staff surveyed enterprises (Principles of Management - Gary Livenson, 1972) [3]. In the matters of organization and management motivational tune of individual age groups of workers was studied. When determining the motivational capacity of the age groups conducted a survey of employees of energy companies in the city of Komsomolsk-on Amur. An important precondition for the success of innovation is the orientation of the employee to succeed. Testing was based on theoretical studies of the motivation by Hekhauzen, a potential motivation was characterized by success or avoiding failure [7, 8]. In the study of the interaction of age groups different methods of collecting information, including interviews with employees of different ages were used [3, s.137.] The study shows that innovation is more than one age group. But the innovation often destroys the existing institutional order in the company and for the organization of production at a new level of demand with production experience and professionalism of the older generation. As a result of research it is possible to formulate the principle of determining the viability of the production system, depending on the age structure of staff. In our submission: «The principle of balanced age structure of staff integrally provides the motivation for his continuing capacity-capital in the production of innovative change at the expense of the first half of workers age groups prone to innovation and knowledge-institutional older generation». Formation of approach to the age groups presented in this article allows the diagnosis of the structures of productive forces of labor see as a new direction in the economy and the labor theory of innovation management. In practice, this approach is useful to consider by forming the personnel policy of the company, using the age groups of staff, depending on the innovative specifics of the work. 
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