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POJIb EQEKTUBHOI KOMYHIKALII Y MPOLECI ®OPMYBAHHSA
3ryPTOBAHOIO TA MOTUBOBAHOI'O KOJIEKTUBY

Icankina O. [.,
HasanbHa M. I.

Y cyyacHomy ernobariizosaHomMy csimi, ycriix 6yOb-sKoi disiribHOCMI 3anexxums He nuwe 8i0 rnpogecioHarniamy ma
ocobucmux sikocmel OKpeMux npauisHUKie, are U 6i0 eqheKmu8HO Harlaz0KEeHUX 83aEMOBIOHOCUH Y/Cb020 KOIIeKmusy.
BmiHHSI MeHeOxepa criinkysamucs 3 nidneanumu i npasusibHo 6ydysamu 3 HUMU MPOOYKMUBHI 83aEMOBIOHOCUHU,
baxaHHs1 4rieHig Korekmusy 4Y4ymu OOUH 00HO20 ma Obamu Mpo YCrilWHe BUKOHaHHS rocmassieHux 3aedaHb,
3abesredvyromb 3r1azo00xeHy pobomy, 0e KOXeH YrieH KoMaHOU 20moesuli cripsiMyeamu ¢8oi 30ibHocmi ma 3HaHHS Ha
8UPILIEHHS CriifibHUX 3as0aHb. CuribHa, eOuHa KomaHOa — OCHO8a eGheKmMUBHOI OisiribHOCMI SIK OKPEMUX CIMPYKMYPHUX
efieMeHmis, mak i eciei opaaHisauji 8 yiriomy. Came momy, rpobriema egheKmueHO Haria2o0KeHoi KOMaHOHOI KoMyHiKaujii
SIK KITH0HOB0I yMOBU CIMBOPEHHST 32ypmo8aHOi ma 8MOmu8o8aHoi KomMaHOU Had3eu4aliHO akmyaribHa.

AHariiz ocmanHix dxepen docrnidxeHs i nybnikayid. [Npobrnemi komaHOHOI pobomu npucesmuriu c8oi AOCIOKEHHS
bazamo 3akopdOoHHUX Haykosuig. 3oKpema, 3azanbHum rpobriemam KomaHOHOI pobomu nipucesHeHi pobomu LDk.P.
Kemserbep, K. Jlesic-MakKneap, [.K. Cmim, M. Tednop. OcHo8HIi Harpsimu po3sumky marsux gpyrn docrnioxysas b.
TykmaH. BugyeHHI0 0CHO8HUX poried, siKi BUKOHYHomb YrieHU y KoMaHOi 8 ripoueci ceoel pobomu ripucesideHi rpaui M.
GenbiHa. lNpobriemi yripasrniHHA KoMaHOamMu 8 KOHmMeKcmi peanisayii npoekmie npucesmuru ceoi ocrnioxeHHs B.
Boponaes, FO. Skymun, J1. KaniHiveHko, B. 3aHopa ma 6azamo iHwux Haykosuig. Y binbuiocmi cyyacHux rpaup,
MPUCBSYEHUX BUBYEHHIO KOMaHOHUX cucmem ma Moodesnel KOIeKmMUBHOI rnoeediHKU po32arsdarmbsCs 3az2aribHi
npobriemu yrpaeniHHa KomaHdamu, OoOHak HedocmamHbO 8UCBIMIIeHi NMuMmaHHs, rnog'sa3aHi 3 Harnaco0XeHHSIM
eghekmueHOI KoMyHikauii 3ads1s1 (hopMy8aHHS 32ypmo8aH020 ma 8MOMUB0B8aHO20 KOJIEKMUEY.

lMpedmemom docnidxxeHH € pofib KOMYyHikauil 8 KoMaHOOymeOopeHHi SK eghekmusHUl iHCmpymMeHm
gopmysaHHs poghecitiHoi KomaHOU.

Mema HanucaHHs cmammi — eu3Ha4Yumu ocobsiugocmi, MemooOu ma IHCMpPYMEeHMU KOMaHOHOI KOMYHiKauii,
SKi eukopucmosyrombcsi  0ni1 nepedadi  rosidomieHb wodo kKoopduHauii e3aemodii, mpydosux U
iHmMenekmyarbHUX 3yCUslb KOrIeKmuegy ma Cripusitoms 32ypmoeaHocmi ma eMomueo8aHoCMi YfieHie KOMaHoU.

Pesynbmamu pobomu MOXymb 3Halimu C80€ Mpakmu4yHe 3acmocy8aHHSI 8 MeHEeOXMeHMmI Cy4YacHUX
8iMYU3HsIHUX nidnpuemcme ma opeaHizauid.

Knro4oei cnoea: koMmyHikauisi, criifikyeaHHsi, komaHOa, 32ypmysaHHs, Momueau,is, komaHOHa 83aeMo0is,
KoMaHOHa KOMyHiKauy,s.

POJIb 3®®EKTUBHOW KOMMYHUKALIMU B NPOLIECCE ®OPMUPOBAHUSA
CMMIOYEHHOIO " MOTUBUPOBAHHOI'O KOJIJIEKTUBA

UcankmHa E. A.,

HaBanbHasa M. U.

B cospemeHHOM 2nobanusupogsaHHOM Mupe ycriex srobol OesamenibHoCmuU 3asucum He MOJbKO om
rpogheccuoHanuaMa U JIUYHbIX Kadecme omoesibHbiX PabomHUKO8, HO U Om 3GhheKmMUBHO OMIIaXXeHHbIX
83aUMOOMHOWEHUU 8Ce20 Kosiekmuea. YMeHue MeHedxepa obujambcsi ¢ MNOOYUHEHHbIMU U pagusibHO
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cmpoume ¢ HUMU MPOOYKMUBHbIE 83aUMOOMHOWEHUS], XKe/aHue YrieHo8 Koslrlekmuea cribiuame Opye dpyaa u
3abomumsbcs 06 ycrieWwHOM 8bINO/IHEHUU rocmaessieHHbIX 3adady, obecrieqyugarom craxeHHyro pabomy, 2de
KaxOblIl 4YreH KoMaHObl 20mMo8 Harpagumb C80U CrlocobHocmu U 3HaHus Onsi peweHus: obuwjux 3aday. CurnbHas
eduHasi kKomaHda — OCHo8a 3ghghekmuesHoUl dessmesibHOCMU Kak omoeribHbIX CMPYKMYPHbIX 3/1EMEHMo8, maK u
gcel opeaHu3ayuu 8 yesnom. imeHHo nosmomy npobrema 3¢hchekmusHoO omraxxeHHoU KoMaHOHOU KOMMYHUKauuu
KaK K/1ro4e8020 ycr108usi CO30aHUsT CriiloYeHHOU U MOmMUBUPO8aHHOU KOMaHObI Ype3abiyalHO akmyaribHa.

AHanu3s nocrnedHux ucmoy4Hukos uccnedosaHul u nybnukayud. MNMpobrneme komaHOHOU pabomb! nocesmusnu
ceou uccriedosaHusi MHoaue 3apybexHble yqeHble. B yacmHocmu, obwum ripobriemam KomaHOHOU pabombi
nocesiweHbl pabome [x.P. Kem3erbep, K. Jleauc-MakKneop, 4.K. Cmum, M. Tednop. OcHo8Hble HarpasneHusl
passumus marbix epynn uccnedosan b. TykmaH. YiccriedosaHuro enasHbix porsiell, Komopble 8bIMOHSAKM Y1eHbI
8 KkomaHOe 8 rpouyecce cobcmeeHHoU pabombi nocssweHbl mpydbel M. benbuHa. lNpobneme ynpasneHusi
KomaHOaMu 8 KOHMeKcme peasnusayuu rnpoekmoes rnocessmursiu ceou uccnedoeaHusi B. Boponaes, FO. SIkymuH,
J1. KanuHu4yeHko, B. 3aHopa u MHozue Opyaue y4eHbie. B bonbuwuHcmee coepemMeHHbIx pabom, nocesuweHHbIX
U3yyYeHU0 KoMaHOHbIX cucmem u modernel KonekmugHo20 rnoeedeHusl, paccmampusgaromcesi obwjue npobremsi
ynpaeneHuss KomaHdamu, OOHaKo HedoCmamo4YHO OCBEWEeHbl B0rMPOChl, CB8s3aHHble C HanaxueaHuem
aghgpekmusHoUl KOMMyHUKauuu 05151 hopMUPOBaHUST CIIIOYEHHO20 U MOMUBUPOBAHHO20 KOJI/IeKmuaa.

lNpedmemom uccriedosaHusi 16119emcs Posib KOMMYHUKaUuuu 8 KomaHO00bpa3oeaHUU KakK 3¢hchekmugHbIl
UHCcmMpymeHm hopmMupo8aHusi MpPogheccUuoHaIbHOU KOMaHOkI.

Llens HarnucaHusi cmambu — onpedernums 0cobeHHOCmU, Memoldb! U UHCMPYMEHMbI KOMaHOHOU KOMMYHUKauuu,
Komopsble ucrionb3yromcesi  Onsa  nepedadu  coobuweHuli o KoopOuHauyuu e3aumodelicmeusi, mpydosbix U
UHMesIneKmyarbHbIX ycunut Koriekmuaa u criocobcmsyrom crifiodeHHOCMU U MOMUBUPO8aHHOCMU Y/1€HO8 KOMaHObI.

Pesynbmamel pabombl Mo2ym Halmu c80€ MNpaKmu4yeckoe MPUMEHEeHUEe 8 MEHEOXMEHME CO8PEMEHHbIX
npednpusimuli u opa2aHu3ayud.

Knroyeebie criosa: KoMMyHukauyusi, obweHue, KomaHOa, o0bbeduHeHue, Momugsauus, KOMaHOHOoe
g83aumodelicmeue, KOMaHOHasi KOMMYHUKaUUSI.

THE ROLE OF EFFECTIVE COMMUNICATION IN THE PROCESS
OF FORMING A COHESIVE AND MOTIVATED TEAM

Isaikina Olena
Navalna Maryna

In today's globalized world, the success of any activity depends not only on the professionalism and personal
qualities of individual employees, but also on the effectively established relationships of the whole team. The
manager's ability to communicate with subordinates and properly build productive relationships with them, the
desire of team members to hear each other and take care of successful tasks, ensure coordinated work, where
each team member is ready to direct their skills and knowledge to solve common problems. A strong, unified team
is the basis for the effective operation of both individual structural elements and the organization as a whole. That
is why the problem of effectively established team communication as a key condition for creating a cohesive and
motivated team is extremely relevant.

Analysis of recent sources of research and publications. Many foreign scholars have devoted their research
to the problem of teamwork. In particular, the general problems of teamwork are devoted to the work of J.R.
Kemsenber, K. Lewis-McClear, D.K. Smith, M. Taylor. The main directions of development of small groups were
studied by B. Tuckman. M. Belbin's works are devoted to the study of the main roles played by team members in
the process of their work. V. Voropaiev, Y. Yakutin, L. Kalinichenko, V. Zanora and many other scientists devoted
their research to the problem of team management in the context of project implementation.

Most of the current work on the study of command systems and models of collective behavior addresses the
general problems of team management, but insufficiently addresses issues related to establishing effective
communication to form a cohesive and motivated team.

The subject of research is the role of communication in team building as an effective tool for forming a
professional team.

The purpose of writing this article is to identify the features, methods and tools of team communication that
are used to convey messages about the coordination of interaction, labor and intellectual efforts of the team and
contribute to the cohesion and motivation of team members.

The results of the work can find their practical application in the management of modern domestic enterprises
and organizations.

Keywords: communication, interaction, team, cohesion, motivation, team interaction, team communication.

JEL Classifications: D70, M12, G14

The modern model of team building is impossible without a well-established process of effective

communication. The concept of quality management should be based on the principle of equal access to necessary
information, productive communication between team members and the creation of optimal conditions for successful
management decisions, conflict resolution and team work in general.

Communication is a process of interaction during which information is transmitted or exchanged. In this case,

communication is considered successful if it has passed the full cycle. The sender transmits the information to the
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addressee, the latter must clearly understand its content. The successful communication process also depends on
the consistent construction of the information message by the sender: attracting attention - interest - moving to the
main part - clarifying the details - discussion - conclusion - call to action. The expected result of successful
communication is a change in the behavior of the recipient [12, p. 194].

The concept of «communication» has a double meaning. First, it captures the statics of interaction, such as
an act, a written document that has information and therefore establishes and maintains actual contacts. Secondly,
it captures the dynamics, the process of interaction, contacts, relationships. Thus, communication is the exchange of
information between people in order to identify problems and find solutions.

At the same time, in order to work successfully, team members must have the necessary professional skills,
level of qualification and desire to jointly achieve the set goal.

Ateam has an emotional component and empathy, so it will be formed and will function much more effectively
if all its members have a certain set of qualities, the key of which are:

- ability to listen, empathize;

- willingness to help others;

- ability to find a common point of view,

- common values and interests;

- clarity and clarity of positions;

- the desire to avoid conflicts;

- openness, flexibility [1, p. 101].

At the same time, it is worth noting a number of factors that, on the contrary, harm cohesion, contribute to the
creation of individual microgroups in the team, the emergence of informal leaders and are a threat to the further
functioning of the team. Among such factors, first of all, it is worth noting:

- desire to dominate and (or) constantly enter into a dispute;

- unappealable statements, when there is no desire to compromise and consider alternatives;

- negative evaluation of any other ideas, when team members act on the principle of «there is my opinion and
wrong», again denies the alternative, and most importantly narrows the range of rational ideas that could contribute
to better performance of tasks;

- the habit of always being right and the need to be a winner, to prevail, somewhat similar to each other and certainly
do not contribute to the formation of an effective team. If such qualities are inherent in a leader, it is likely to be a lack of
strategic thinking and authoritarian management style; if about a team member - then about a set of individual
characteristics that contradict the basics of team building on the ability to find a common point of view and conflict.

- indifference, apathy, boredom - this is, in most cases, unprofessional management, the inability of the leader
to unite and ignite the team for a common goal.

Thus, the cohesion of the team is due to: the attraction of people to each other in search of help or support in the
process of achieving certain goals; mutual emotional preferences; understanding the role of the team in providing certain
guarantees. It is an indicator of strength, unity and stability of interpersonal interactions and relationships, characterized
by mutual emotional attractiveness and overall satisfaction of team members with joint activities in general.

As the analysis of conditions and factors of team cohesion shows, its formation is a rather difficult task that
depends on many variables and the leader is not always dealing with highly cohesive teams. Therefore, first of all,
the manager should establish the process of information exchange and through a survey to determine the level of
cohesion of the team he leads. Such questions include questions such as:

Do you consider yourself part of the team?

If you were offered the same job for an equal salary in another team, would you think about moving there?

How do you think your team looks better or worse compared to other companies in the company?

How do you communicate within the team?

Do you help each other?

Do you often have conflicts in your team? etc.

Determining the level of team cohesion is an important condition for effective management, which must be taken into
account when choosing a style and methods of leadership, in determining the overall capabilities of the team, setting goals
and monitoring their implementation. The leader may well focus in his practice on the ideal model of a highly cohesive team.
At the same time, he must first be clearly aware of whether the nature of the tasks to be solved by the team presupposes (or
requires) its high cohesion. In particular, if a management team is formed, where the top manager selects deputies and heads
of departments, the team cohesion should be high (because a common goal, common values and interests, the desire for
mutual understanding and the threat of real losses from staff turnover). When it comes to implementing a temporary (one-
time) project that temporarily brings together certain employees in terms of functionality and team roles, the lack of high
cohesion may be acceptable and spending time and money to unite the team is not entirely rational.

However, if it is necessary to form cohesion, the manager can even apply a mathematical approach by
calculating the cohesion index of the team according to the formula.

where - «B» is the number of mutually positive elections; «N» - the total number of possible elections in the
team [1, p. 107].

To do this, set the number of mutual elections on the grounds of sympathy - antipathy. Elections are counted
by answers to questions such as:
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«Who would you like to work with?»

«Which employee would you like to work with on the project?» etc.

Questions are selected taking into account the nature of the team, individual psychological characteristics of
its members and other factors. The more positive choices are, the higher is the team cohesion index.

At the same time, if the cohesion index is low, and team cohesion is not only desirable, but also mandatory, the
manager must work on its formation. First of all, paying attention to the stages of development of team relations, including:

1. acceptance of each other by team members. At this stage, mistrust and alienation in relations between
employees are eliminated, there is a willingness to cooperate;

2. development of communications and development of a mechanism for collective decision-making. There
is an expansion and intensification of communications, open communication. The team becomes capable of making
collective decisions;

3. formation of team solidarity. Trust grows and a sense of team identity is strengthened. Team members get
pleasure from the fact of being in it and help each other;

4. desire to maximize team success. There is a rational use of individual abilities, capabilities and mutual
assistance, providing informal collective control over the implementation of collective tasks. Shifting the focus from
interpersonal solidarity and support to the common cause.

To strengthen team cohesion, the leader should form a team and select roles according to the style of
communication between people. In order for employees to be compatible with each other and with the external
environment, it is important to pay attention to the style of communication between people. One of the starting points
of compatibility is to take into account the temperament of team members.

The first person to divide all people into 4 temperaments was Hippocrates 2500 years ago. The names of
temperament types were originally associated with fluids that predominate in the human body, including bile, blood
and mucus.

The reason for this classification was thinking about why some people recover quickly, others - slowly; why some
patients are endowed with great resistance, and others are easily susceptible to disease; why the same drugs against the
same disease help one person, another - no (hence the Hippocratic principle: «treat the sick, not the disease»). The
development of anatomy and physiology in the Renaissance began to be associated with features of body structure.

Modern science supports the concept of 4 temperaments with the concepts of «inhibition» and «excitation» of
the nervous system and treats temperament as a set of personality traits related to the dynamics of human behavior
and distinguishes such types of temperaments as sanguine, melancholic, choleric, phlegmatic [10].

In addition, the relationship in the team is directly affected by three other features of personality temperament,
which must be taken into account when working in a team. It:

Extraversion - a person's orientation to the external environment, communication with other people, openness
and activity. Extroverts are usually good organizers and leaders in the team.

Introversion is the exact opposite type, which involves the focus of human attention on their own inner world
and interests, focus on inner experiences and isolation. Introverts are neat, meticulous, cautious; they have a higher
level of intelligence and, given a stable type of behavior, are ideal managers of the highest rank, whose main strength
is the ability to analyze and think strategically.

Ambiversion is an independent characteristic of a person, a psychotype that allows an ambiver to adapt to the
environment in order to be in harmony with himself and others. An ambivert is a person who, depending on the
circumstances, shows the traits of both an introvert and an extrovert, is in the middle of these two personality types.
Due to their positive qualities, they are indispensable employees who can work effectively both in a team and
independently, showing both quality process and result, pessimism and isolation of the melancholic — optimism and
sociability of the sanguine. The ease of changing the moods and hobbies of a choleric complement well the calmness,
logic and steadfastness of the phlegmatic [2].

The best use of individual and business qualities of employees can be ensured with the help of different.
Including:

1) similarity and codependency (complementarity) of the qualities of interacting employees. Similarity of
gualities is necessary, for example, in the formation of aircraft or ship crews; complementarity - in the development
of projects (imagination, creativity and breadth of thinking of some is complemented by the balance and pragmatism
of the assessments of others);

2) contrast of properties and qualities. This mechanism of compatibility is quite rare and is manifested, mainly,
only when all employees have a strong focus on the overall collective goal. In this case, employees with contrasting
qualities more fully reflect and perceive reality, for example, excessive optimism of some employees in the possibility
of achieving the goal is reduced by pessimists who prepare the group for the worst case scenario;

3) homeostasis - self-regulation of the system that maintains balance through information exchange;
redistribution of roles and functions, aimed at sustainability and efficiency of group activities [9].

In addition, there are a number of factors that contribute to strengthening team cohesion. Among them, first of
all, are the rules of effective communication.

It is important for the manager to establish communication in the team, taking into account individual characteristics
and certain team roles. In particular, team members who are accustomed to dominance should be shown a clear goal and
the benefits of achieving it. You should set goals that lead them to efficiency, formulating them as follows: «This task will
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allow you to take risks, reach a new level», «It will make a profit», etc. Those who have influence in the team, informal
leaders need to be reminded. In communication, phrases such as «You can inspire people», «You are equal to others»,
etc. should prevail in communication. For the most responsible team members, above all important figures, facts, research,
laws. The trigger phrase will be appropriate: «This task needs your attention» [3].

When communicating with team members about the task, it is important for the manager to describe the
responsibilities and criteria of the task, note the type of behavior of employees, determine their temperament and
compatibility and communicate with them accordingly.

Another important point of effective interaction of team members is the motivation of staff - the creation of favorable
conditions and incentives that encourage employees to work with greater dedication, with a focus on quality and results.

According to research from the Harvard Business School, only 10% of people work consistently well or
consistently poorly. The remaining 90% need clearly defined tasks and incentives to benefit the company [11].

A motivated and purposeful person is able to do the impossible. In order for the team to be 100% dedicated to work,
it is necessary to create the most favorable conditions in which each employee will strive to work effectively. From this we
can logically conclude that the success of any activity largely depends on a well-thought-out system of motivation.

The system of motivation of any organization, regardless of its size or number of employees, is designed to
stimulate the implementation of specific tasks, namely:
encouraging employees to perform their tasks in a timely manner;
increase productivity;
creating, maintaining a positive mood within the company;
reducing staff turnover;
attraction, retention of competent, highly qualified specialists;
increasing employee loyalty to the company;

. formation of corporate culture [4].

The effectiveness of the above tasks depends on the extent to which ways of motivation are correlated with
the real needs of employees.

Types of employee motivation can be divided into two main categories - tangible and intangible. If we start
from Maslow's hierarchy of needs and trace the basic needs of each employee, the beginning is really money, but
this is only one of the important factors. If we transform the famous pyramid in terms of human needs at work,
expectations will be approximately the following:

* salary;

« stability, sense of justice;

« career development;

* recognition;

« professional implementation [4].

Thus, the material methods of motivating the team satisfy only the two lowest levels of needs, and the second
only partially. Therefore, if you motivate staff only with high salaries, the efficiency of work can be increased only for
a certain period. As practice shows, approximately for 3-4 months, no more. Then there is the need to meet intangible,
but at that time more important needs for the employee.

Each company has its own set of ways to motivate staff, it depends on many factors (field of activity, number
of employees, their age, gender, marital status, quality of operational activities, etc.). There is no universal recipe,
the ideal one is the one that provides a stable incentive for employees to quality work.

However, many managers still believe that the best method of incentives is a mechanism of bonuses and
penalties that are related to financial motivation. In particular, incentives include bonuses, allowances, bonuses for
over fulfillment, social package, insurance, benefits and other material rewards.

Each company usually has its own system of fines, but there are some common points:

« fine for administrative violations (lateness, non-fulfillment of the plan, etc.);

* deprivation of the prize for unsatisfactory results;

 working off (penalty working hours) [5].

As a rule, modern companies do not advertise the existence of a system of penalties, so as not to reduce the
flow of applicants and not to spoil the brand of the employer. Often, during employment, either fines are not warned
at all, or they are partially informed about, and the employee learns about the full list of violations for which a fine is
provided while working in the company. In some cases, the system of staff fines is not clearly defined and is subjective
and unsystematic, depending on the mood of the manager or his relationship with the employee.

In addition, the system of fines is based on fear and avoidance, but the fear of punishment is not a guarantee
of error, it rather blocks normal mental activity and leads to a decline in performance.

Then the question arises: What are the methods to achieve maximum results from employees without negative
consequences? Of course, there is no single universal methodology that could suit any organization, but there are
effective, time-tested, elements of team motivation, which should include the following:

Involvement of employees in the company's affairs. When choosing a harmonious team, the manager needs
to pay attention not only to hard skills, but also to the individual characteristics of the future employee: how similar
worldviews, what motivates him, how his values are relevant to the company's goals. This approach allows you to
get not just a professional team, but also a community of like-minded people.

NogopwnhE
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According to the monitoring company Office vibe, only 40% of employees know about the strategy and goals
of their organization. As a result, uninvolved workers in the United States alone cost companies more than $ 605
billion a year [8].

Development assistance. If a manager wants to bring together strong players, with great skills and good soft-
skills, he should be prepared that such professionals will want to grow professionally.

According to the same Office vibe, only 12% of people leave the company because they consider their salary
insufficient or receive a better offer. The most common reason for parting with the team is the «border» at the current place
of work or, worse, the employer, who artificially «slows down» the development of its employees. Significantly, according
to the same Office vibe, as many as 89% of employers believe that employees are laid off because of money [8].

Avoiding depreciation of the employee. Phrases such as «lt's our turn behind the fence», «We'll get a dozen more
like you», are used by unconscious employers to keep an employee or impose a decision that is unfavorable to him.
However, they are not only unpleasant but also demotivating. An employee who is aware of his value and respects human
dignity is unlikely to work in such conditions. In addition, the behavior of management or colleagues can stretch like a train
to new jobs. According to the Gallup Institute, 13% of employees who have experienced this attitude, even in the new
place, also subconsciously expect a trick from the team and less involved in the affairs of the new company [6].

Recognition of achievements. A study by the HR platform Humanity shows that less than 80% of managers praise
their employees at least once a month. At the same time, only 22% of subordinates admit that they are praised at all [8].

Objective recognition of success and virtue is a very powerful stimulus for anyone. In addition, the success of
praise lies in biology, because any work, even the most favorite, is still associated with emissions of stress hormone
- cortisol (the reasons can be many: extreme deadlines, getting up in the morning or traffic jams on the way to the
office, etc.), according to scientists, true and objective praise stimulates the production of dopamine, a hormone of
joy that «covers» the damage from cortisol.

Encourage two-way feedback. Communication is a natural human need and if an employees cannot satisfy it at
work with his colleagues, they will do it in another way, through long telephone conversations, long coffee breaks. Lack of
opportunities for communication causes stress and negatively affects productivity. At the same time, quality and timely
feedback will not only build a relationship between management and the team, but also help businesses save money —
not only on losses due to employee errors, but also on the cost of wages and training of new employees.

Motivational meetings are a classic method that helps to involve staff in the life of the company.

Congratulations on significant dates — birthday, expiration of the probationary period, anniversary of work, and
other significant dates — all this is an occasion to congratulate the employees and once again cheer them up. In
addition, it will reinforce the employee’'s sense of importance to the company, which in turn will increase their
commitment to the team.

Comfortable working conditions. Large companies such as Google and Facebook were the first to conclude
that providing the most comfortable and pleasant conditions for employees is the right way to increase productivity.
Their offices are radically different from the classic ones, and are more like an amusement park than a workplace.
But if you look at the success of these companies, it becomes clear that such investments are fully justified. It is clear
that not all firms, especially small ones, can afford such conditions. But sometimes the little things are enough, such
as a comfortable workplace or free coffee.

Measures to increase and maintain team spirit. These can be corporate parties, tourist trips, movies or sports
competitions and other ways to spend time together. Sometimes such events can be carried out with practical benefits
for the company (community cleanup, general cleaning of the office).

Additional days off. One of the simplest methods of intangible motivation is paid leave. When employees
understand that you can get a day off for quality work, productivity increases significantly.

Flexible schedule as a method of encouragement. Some professionals do not need much time to complete
their tasks, and when they are done, they just wait for the end of the working day. In this case, a flexible schedule
can be a great way to motivate. The employee will know that if he does his job quickly and efficiently, he will not need
to sit in the office [13].

Adherence to the above recommendations will help start the process of building such interaction in the team,
which in itself will improve the efficiency of the work as a whole. In addition, to build quality communications, the
manager and team members should follow certain rules, including:

Respond quickly to requests from colleagues. You should always try to respond to colleagues as soon as
possible in person, in work chats and other means of communication. It helps to quickly resolve issues, problems
that have arisen, as well as shows respect for colleagues and minimizes the number of errors in the work.

Build trusting communication. Trust communication should be encouraged in the team, and employees should
not be afraid to talk about a problem with a task or a personal event, so that the manager or colleagues have the
opportunity to help solve it.

Thank you colleagues for a job well done. Praise and gratitude for good work is one of the ways to show
colleagues that their efforts are appreciated and noticed. It is also a way to express the recognition of the employee
as a good specialist. This recognition has a positive effect on the emotional mood of the employee, which in turn
improves the quality of work performed.

Do not avoid informal communication. In the team it is important not only working communication, but also friendly.
Cohesion of the team is important not only in working moments. This is facilitated by the search for common topics for
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conversation, common interests and hobbies, communication outside the office. Gather in cafes, in quest rooms, in nature
and do teambuilding. Teambuilding helps to bring informality to communication, make it more friendly and open.

Talk only about what they are competent in. If employees ask for advice, help or opinion, they expect a
competent and clear answer, as this may depend on their further actions within the task. That's why you should
always talk only about what you are sure of and what you understand.

Evolve. Everyone has their pros and cons, moments in the work that need to be improved, moments that the
manager or colleagues pay attention to. This should be taken calmly, because everyone has room to develop. You
need to try to analyze the comments and correct them.

Take care. Take an interest in your mood, well-being, success in tasks and offer help. Do not remain indifferent
to your colleagues.

Maintain friendly communication in work chats. Important work questions can be addressed in work chats, so
always stay calm, answer politely and honestly.

Divide responsibilities among themselves. Employees must be responsible for certain tasks and
responsibilities. This gives an understanding of the areas of responsibility of each employee and who can be
contacted with the relevant question.

Define clear deadlines for tasks. It will be easier for teams to calculate time and interact with each other if they
set deadlines. This will be especially helpful if the start of one employee depends on the end of another. This way,
team members will be better able to navigate when everyone has to do their part.

Discuss controversial issues and reach consensus. There are often situations when people may have different
views on an issue when discussing work moments. The opinion of each team member must be respected. It is
important to understand that having different opinions and views allows you to look at the problem from different
angles and make the right decision. You should not be afraid to express your point of view, and you should not
negatively perceive an opinion that is different from yours. Suggestions and ideas of each employee should be taken
into account when making decisions, discussing work issues and plans. This puts colleagues on an equal footing,
does not allow anyone to feel underestimated or insignificant member of the team.

Remember that there is no word «I» in the team. Any team task involves interaction to one degree or another.
Therefore, the responsibility for the outcome of the task lies with the whole team. And only united work will give a
positive result.

Inform colleagues about important updates in the work. In the work quite often some processes depend on
others. Changes in one process can affect the concomitant. Changes in other departments may affect neighbors.
Therefore, it is important to inform colleagues if a procedure changes, so that everyone is aware and does not make
mistakes in their work. In addition, you need to inform about the status of the tasks that have been performed. This
makes it possible to understand approximately how much more time the task can be completed. This helps to plan
the work as a whole and to distribute interdependent tasks.

We all want to work in a strong, cohesive team, not be afraid to seek help, receive help in a timely manner,
and in turn help others. We want to take on complex tasks, cope with them quickly and efficiently. In all this, effective
communication plays not the last role, but one of the main ones. By following these tips, you can achieve high results
and great relationships in the team.

Thus, well-established team communication is an indicator of strength, unity and stability of interpersonal
interactions and relationships, characterized by mutual emotional attractiveness and overall satisfaction of team
members with joint activities.
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