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Abstract 

The article defines the problems of forming a team approach to work in the organization at the 

present stage of economic development and gives the results of their research. Was defined the term 

"team" and are named the conditions for turning a group into a team. Is shown the role of the team 

approach in modern organizations to solve the problems behind it. Methods are considered, technologies 

are named and principles of formation of administrative commands are revealed. The tasks of managers 

(leaders) for creating and ensuring the effective functioning of teams in the organization defined and 

disclosed. The role and tasks of the managers of organization in the application of the team approach in 

management are disclosed, among which the main is formation and maintenance of a new value system in 

an organization where team management in an organization is the most important value reference point, 

which in turn requires the creation of an atmosphere of trust in the team. It is shown that trust is an 

important value of modern organization. It is accentuate that trust is not only a social but also an 

economic category. Trust can create an effective relationship in the organization, and, therefore, 

contributes to the formation and effective functioning of teams. Advisory services, staff development, 

development of interpersonal skills and interaction, introduction of team rewards, allocation of time and 

place for joint work are the tasks that the management of the organizationface in shaping and 

implementing a team approach in the organization. 
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1. Introduction 

The competitiveness of any organization in the current economic conditions depends on its ability 

to effectively use its human potential. An important task of any organization is the creation of such a 

corporate culture that would, first, open the creative abilities of everyone, and, secondly, unite the efforts 

of all employees of the organization to realize its strategic goals at a qualitatively new level. This is made 

possible by the concept of teamwork, according to which the achievement of a higher efficiency of the 

organization can be achieved by turning individual structural units into teams of employees working 

together to accomplish the tasks assigned and bearing collectively responsibility for the results of their 

activities. At the same time, the team principle of work and management goes beyond the framework of a 

separate structural unit, it must be realized in the organization as a whole. Of particular importance is the 

problem of team building with the development of project management. 

 

2. Problem Statement 

Teams are necessary in order to maintain effective interaction between employees and organize 

joint rational use of available resources, based on corporate interests, they find application in all areas of 

activity of modern organizations. In the organization the team can be built both vertically (different levels 

of control), and horizontally (by functional membership).  

Globalization and technologies continue to expand and deepen integration processes, new 

organizational forms of companies and their joint activities are emerging. The teams are increasingly 

found in various industries and organizational forms of companies. 

Well-established team work is important for all organizations. The main role of the team's work 

principle is to unite resources, competencies, skills and abilities, the experience of employees to achieve 

organizational goals, team members play complementary roles, cooperate with each other, solving 

complex interrelated tasks, putting forward new interesting ideas, allowing the organization to move 

forward, develop. All this is beyond the power of one person. The most important result of teamwork is 

the creation of a synergistic effect, when the cumulative effect of the team is greater than the sum of 

individual efforts.  

The team – is a group of people who share common goals and values, common views on the 

implementation of joint activities, which have complementary skills and are able to perform any in-

command roles that identify themselves with the team that are actively working together to achieve a 

common goal and are collectively responsible for it. 

Conversion of the group in the team occurs when: 

▪ all its members consider the achieved success as common; 

▪ mutual assistance becomes an integral part of teamwork; 

▪ trust to each other and to the leader is constantly growing; 

▪ cultivated and make stronger the feeling of belonging to the team; 

▪ belonging to the team is considered a prestigious condition; 

▪ the goals of the team are constantly being realized; 

▪ the members of team are mutually responsible for the results of teamwork. 
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No accident, Orok B. Arrey defines the team so: “A team is a group of players working together to 

win matches. This end in view is possible if they will work with the "team spirit", good feeling of those 

members working together, as a team” (Arrey, 2014, p. 82). 

 

3. Research Questions 

Creation of the team process is not an easy process, no matter what team we are talking about: 

whether it is a management team (a team of top-managers), or a team of employees of any department of 

the organization, or a project team. What are the problems that organizations face? 

Firstly, this is not a declared fact, not a momentary, but rather a lengthy process. So, according to 

experts, lapping people to each other and forming a team takes from 6 to 12 months. Today, in an age of 

unprecedented changes in the external environment, companies can not wait so long. They are interested 

in a significant reduction of this period. 

Secondly, the desire of all employees is required not only to create a team, but also to work as a 

team in the future, significantly improving their results. According to the American researchers 

Katzenbach & Smith (2015), each working group in order to become a team goes through the following 

stages in its development: 

▪ a working group in which the interaction of its members is carried out mainly for the exchange 

of information and experience and where the members of the group are personally responsible 

for the results of their activities; 

▪ a pseudo-team, whose members can improve the effectiveness of joint activities, but do not 

exert the slightest effort; 

▪ a potential team whose members understand the need for a common goal, the coherence of 

joint actions aimed at achieving it, and try to develop effective methods and methods of 

cooperation; 

▪ a real team whose members have complementary skills and abilities, have common goals and 

objectives, have developed effective methods of joint activities; 

▪ a highly effective team has all the characteristics of these real teams and contributes to the 

individual development of its members. The results of it work exceed the expectations of 

others (Katzenbach & Smith, 2015). 

Third, the task of survival of the organization in acute competition, the growing and deepening 

economic crises require sharp changes, more rapid resolution of emerging problems, and the mobilization 

of collective mind for this. And here the team principle of work is very relevant. Today it was this time. 

Fourthly, the opinion that one cohesive management team can solve all management tasks it is a 

serious misconception. The team principle must penetrate the work of staff at all levels and in all 

divisions of the organization. 

Fifth, on the basis of the above, command control today, in the context of transition to the value 

paradigm of management, should become one of the main value orientations of the organization, which in 

turn requires the creation of a certain value system in it, which must be adhered to as the management of 

the company, and to all its employees. 
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The core of this system is the trusting relationship in the organization, and the components that 

make up it are values such as honesty, responsibility, fairness, ability to cooperate, mutual commitment, 

social attachment and etc (Serebryakova, Musaelyan, & Nezamaykin, 2015).  

Mistrust of the manager towards employees, his reluctance and inability to delegate 

responsibilities and authority to solve assigned tasks to groups and teams lead to a decrease in initiative 

and activity of workers, growth of dissatisfaction with work, does not contribute to their loyalty 

(commitment), resulting in reduced effectiveness of their work, and, hence, the efficiency of the 

organization as a whole. 

This is also an important and complex problem that can not be solved overnight. 

Sixth, the formation of teams does not take into account the specifics of their activities in the 

company, while different teams require different approaches and make different professional and personal 

demands on their members. Therefore, in the presence of general regularity and principles for 

constructing teams, a differentiated approach should be used at the same time. 

 

4. Purpose of the Study 

The purpose of this research is to determine the methods, technologies and principles for the 

formation of teams. 

 

5. Research Methods 

5.1. Methods for forming teams 

Koulogeorge (2018), wrote in his article which has been published in Forbs that we often think of 

team building as an excuse to get everyone to have fun, but we ignore the team-learning opportunity. The 

key is to start with a competency the team needs to develop and then plan a group activity that focuses on 

that competency. Ideally done, you can achieve both team learning and team building at the same time. 

A great role in the formation and functioning of teams is played by such methods and approaches 

as training, support of team work by management of the organization and feedback. 

Programs of team building, formation of organizational culture are the most important in the 

internal training of personnel (ITP). At the same time, the most important principle of the ITP for these 

programs should become the principle of universality and regularity implying that all staff of the 

organization, regardless of their position, should be trained on the named programs. This training should 

not be one-time, it should be conducted on a regular basis, with the use of constantly updated innovative 

methods and technologies of training. 

Specialists in the field of management T. Peters and R. Waterman came to the conclusion that 

there is a strong relationship between the culture of the organization and the effectiveness of its 

functioning. This relationship is manifested, first of all, in the results of joint activities of the 

organization's employees (Peters & Waterman, 2018). 

Today, there is no to convince managers of the need to create a continuous ITP system based on a 

corporate university, they are well aware of all its advantages.Companies can use a variety of models of 

the corporate university, depending on the using educational technologies and the degree of partnership 
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with other educational organizations: training company, virtual corporate university, the concept of 

"Blended learning", strategic educational alliances (Sycheva, 2015). 

An important problem is the search for resources: financial, personnel, etc. 

Team-building trainings, which are aimed at increasing the effectiveness of the work of the staff 

and the organization as a whole (building a team, increasing the effectiveness of communications, 

leadership, conflict management), occupy an important place in the system of ITP of organization in 

modern conditions, along with skill trainings and training of a professional-personal growth. 

Creating an effective team is a long and painstaking work to establish joint activities, which 

requires the use of a special complex of technologies of management consultancy.  

 

5.2. Technologies for the formation of teams 

There are three methodological approaches to creating teams: team-building, team- design and 

reteaming. 

Team - design and role distribution – team design – is a technology in which attention is focused 

on the principles of designing a team and distributing roles in it. There are a number of approaches to the 

allocation of team roles, among which the most interesting approach is approach by Belbin (Belbin, 

1996). The characteristics of the members of the group identified by Belbin are presented in Table 01. 

The research, led by Belbin, led to the conclusion that the effectiveness of the group depends on its 

composition, on the balance of roles. He noted that the group, where there are performers of all nine roles, 

is ready to perform any task. The composition of the group should reflect the specifics of the task. A 

complete set of roles is especially important where there are rapid changes in the content of work. 

 The researches have shown that particularly high indicators were achieved by groups in which 

there were: a capable leader; strong idea generator; an intellectual stimulating an idea generator; a 

mathematician who is able to "calculate" the shortcomings of the proposals discussed in time. 

One of the most extended technologies for building a successful team is team building. 

Team-building is a technology where the emphasis is on the emotional rallying of participants by 

solving tasks that can not be performed alone. As a result of the implementation of the team-building 

program, conditions are created for informal communication and maintaining positive relations, for 

relieving tension and defusing the conflict situation between. 

 

Table 01.  Characteristics of the roles in the group  

Team role Functions Personal qualities 

Chairman (co-ordinator) 

 

Formulates goals, generalizes the opinion 

of the group, makes decisions, distributes 

responsibilities. Unites the efforts of the 

members of the group into a single 

whole, directs them to achieve the 

group's goals. 

Sane mind, strong character, 

calm, self-confident, reserved, 

able to listen, logical, decisive, 

personal charm, self-discipline, 

authoritative. 

Organizer Gives the plans of the group a real form, 

organizes the fulfillment of specific 

tasks, exerts pressure and motivates the 

group to act. 

Strong character, organizational 

skills, self-discipline, obligatory, 

conservative, practical, 

determined, reliable, dynamic, 

purposeful, strong-willed, 
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energetic, energetic, defiant, 

hates losing. 

Generator of idea 

(thinker) 

Generates ideas, solves non-standard 

problems. 

 

Intelligent, inventive, has a rich 

imagination, intelligence, 

giftedness, creativity. 

Resource investigator Collects information, explores 

opportunities, establishes contacts, is the 

link with the external environment. 

Extraverted, enthusiastic, 

sociable, energetic, engaged, 

knows how to come together 

people. 

Evaluator of ideas 

(Monitor 

- Evaluator) 

(mathematician, critic, 

judge, adviser) 

Seeing and analyzing all alternatives, 

critically assessing them, making logical 

conclusions. 

Reasonable, insightful, analytical 

mind, objective, sensible, 

practical, erudite, possesses 

strategic thinking, phlegmatic, 

slow, almost never wrong. 

Team player 

(teamworker, spirit of 

the group) 

Promotes agreement in the group, 

supports the spirit of collectivism, 

prevents friction, settles differences, 

knows the needs and problems of each 

member of the group. 

Sensitive, diplomatic, gentle, 

kind, receptive, communicative, 

able and loves to listen, 

sympathetic, modest 

Implementer Implements ideas in practical actions. 

Technically performs routine work. 

Disciplined, reliable, mandatory, 

practical. 

Completer 

- 

Finisher 

 

Brings the matter to an end and 

encourages the whole group. Controls the 

quality and timing of tasks 

Professionally pedantic, 

obligatory, responsible, 

conscientious, diligent, 

organized, concerned about the 

outcome of the case, in 

connection with which it is fussy, 

irritable, may worry about trifles 

Specialist Performs his functional duties, being a 

professional in a narrow field of 

knowledge 

On your mind, an individualist, 

intelligent, knowledgeable 

Note: Source: Belbin (1996). 

 

It should be noted that training for team-building is not cheap for companies. However, in the 

opinion of the company's management, such costs are justified by the achievement of high results. 

An interesting technology that allows to create management teams "from scratch" was the author's 

program "Reteaming" (from English re-teaming - reorganization of teams), developed by Finnish experts 

Ben Furman and Tapani Ahola (Furman & Ahola, 2009). 

Reteaming is an effective program of work with personnel, which allows you to solve range of 

tasks. It is used: 

▪ to create a management team in a new enterprise; 

▪ when preparing managers for serious organizational changes and implementing special projects 

in a working company, for example, when restructuring a company; 

▪ in solving problems that require high coherence. 

Reteaming is held in the form of training, during which participants learn to move from problems 

to goals, overcome them in a constructive positive manner, in cooperation with others, increasing 

https://dx.doi.org/


https://dx.doi.org/10.15405/epsbs.2019.03.89 

Corresponding Author: S.M. Sycheva 
Selection and peer-review under responsibility of the Organizing Committee of the conference 

eISSN: 2357-1330 

 

 899 

personal motivation to achieve the goal, commensurate obstacles and available resources, and take greater 

personal responsibility for the result. 

During the execution of the Reteaming program, participants learn the modern technology of the 

team form of work by solving problems that are relevant to the group. As a result of joint work, personal 

and corporate goals are coordinated, a result-oriented approach to managerial problems, is developed 

participants are rallying to the team, and teamwork skills are formed. 

The basis of reteaming is solution-oriented interaction instead of the traditional analysis of the 

problem. Focusing on the solution is focusing attention on what allows you to move forward, rather than 

on what creates difficulties. The emphasis is on the future, not on the past, on resources, not on problems, 

on successes, not on failures, on "what to do", and not "who is to blame."  

The program Reteaming has been successfully implemented in some Russian organizations. 

 

6. Findings 

6.1. Principles of the formation and functioning of management teams 

Analysis of management practices of leading domestic and foreign companies, allowed to 

formulate the principles of the formation and functioning of management teams (Shramchenko, 2008). 

Let's give a brief description of the main ones. 

The principle of complementarity. To perform the various tasks facing the management team, 

people with different abilities are required. So, for effective top management, according to experts, a 

combination of the following types of people is required: the man of thought, the person of action, the 

person who knows people and understands them, the person of the public. However, this combination of 

abilities is almost never found in one person. 

Principle of compatibility. There are two aspects to consider here. First, the psychological, value 

and worldview compatibility of the team members is important. And, secondly, compatibility with the 

corporate culture, desire and ability to accept and assimilate it. 

The principle of diversity. The effectiveness of the team depends on the objectivity of the vision of 

the situation, on the number of different solutions to the problem. And this is largely determined by the 

homogeneity of the composition team. It is necessary to combine specialists of different sex, age, 

experience, pursuing different, but not diametrically opposed, personal goals, having different opinions, 

which they are not afraid to state. 

Principle of openness of information. All members of the management team must have access to 

information to make objective and reliable decisions. 

The principle of the constant development of teams. The team must develop as a living organism. 

Here it is necessary to take into account, in our opinion, three components. First, the leader needs to 

constantly take care of professionalism and personal growth of both his own and his team members. 

Secondly, disputes and discussions are considered as integral components of teamwork. The leader should 

create an atmosphere of open discussion of complex problems, while supporting a benevolent 

environment. Thirdly, the team should be updated, it should include new members who contribute a 

"fresh stream", can create, offer creative ideas for business development. With what frequency, in what 
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quantity, who specifically these and other aspects of updating the team each manager decides based on 

the specifics of his work. 

Principle of flexibility. Business, its external environment does not stand still, they change, the 

conditions for the formation and functioning of teams, the goals and tasks facing the team, therefore, the 

requirements for team members must change, and the principles of their formation (Hackman, 2002). 

These principles are applicable to the creation of not only management teams, but also any other 

teams. In addition, it should be said that the composition of these principles is not final. Practice can put 

forward new principles for creating teams. 

In addition to the principles described above, it is possible to single out such principles as the 

principle of collective performance of work, the principle of collective responsibility; the principle of a 

uniform incentive for the team, payment for the final result; the principle of adequate stimulation of the 

team for the final result; principle of autonomous self-management team; the principle of increased 

performance discipline, voluntarily accepted by each member of the team; the principle of voluntariness 

of entering the team (Zinkevich-Evstigneeva, Frolov, & Grabenko, 2011). 

 

6.2. Tasks of the leader in the formation of the team 

The leader has the main role in the formation of teams. Creation of an efficient and able to work 

qualified team of professionals is the prerogative and the most important task of the manager. At the same 

time, this is confirmation of his managerial skills. First of all, before creating a management team, the 

manager determines the management model in the company, the choice is between two options: a rigid 

hierarchical or self-organizing model. After that, the corresponding model and strategy of teambuilding is 

already selected (Shramchenko, 2008). 

Management theorists and practices for more than 10 years include the ability to form a team and 

work in it in the top three most important qualities of managers at all levels. 

So, according to experts in modern conditions, the manager should have the following seven skills 

(Groysberg, 2014) such as: 

1) Leadership qualities.  

2) Strategic thinking and leadership. 

3) Technical and technological skills. 

4) Ability to build relationships and create a team. 

5) Ability to submit yourself and communicate. 

6) Change Management. 

7) Honesty.  

In each of these skills there are components of the ability to work in a team. 

To form a team that works effectively to achieve common goals, the manager must solve a number 

of important tasks. 

1. Establish rules for teamwork and interaction between members of team. Rules are necessary for 

success in any field. If there are no rules, the participants will be in complete chaos. Employees should 

understand how much work they need to perform together; what consequences may be for non-
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performance of work on time and what award they will receive for the performance of assigned tasks 

ahead of schedule. 

2. To set an example for imitation in work. He can infect subordinates with his energy, his 

enthusiasm, his creative approach to business, the company's commitment. 

3. Clearly define the goals and objectives of the team and its members. Employees must clearly 

represent the mission and objectives of the company, the place of their team and its goals in the overall 

objectives of the company. Unclear goals can lead to unexpected situations that will affect the 

effectiveness of the team. At the same time, it is expediently to involve team members in determining and 

adjusting their own goals and team goals with changing conditions of the organization's functioning, 

which, according to the theory of goal-setting, will stimulate employees to more efficiently and quickly 

achieve them. 

4. Clearly distribute responsibilities between team members. They will work more effectively 

when everyone understands and performs their duties clearly. This makes it possible to determine who is 

responsible for what, and what for, allow employees to take a safer attitude to work and not fight for their 

duties and responsibilities. 

When forming a team, the leader can and should partially delegate his powers to the team. At the 

same time, the higher the level of development of the team, the more authority it can convey (about the 

benefits of delegating authority, its principles, methods and forms, possible problems, see more 

(Shramchenko, 2014). 

5. Provide team members with the necessary resources to fulfill their tasks. If one member of the 

team cannot perform the duties assigned to him because of the shortage or untimely provision of his 

resources (training, providing an equipped workplace, providing the necessary information, allocating the 

necessary funds, etc.), he can fail the whole team assigned tasks to it will not be performed. 

6. Create an incentive system that includes rewards and punishments for the fulfillment of the 

goals and objectives of the team as a whole and each of its members. Rewards can be tangible or 

intangible, monetary and non-monetary. Another important thing is that they are obligatory, systemic 

(application in the system), fairness, importance for the team members, a combination of team reward for 

the work done by it with the individual reward of each member of the team, depending on his individual 

contribution to the overall results of the work, the most important and complex. The said will create and 

strengthen team spirit and staff will work with even greater enthusiasm. The same applies to punishments, 

which will allow team members to be held responsible for the failure or bad quality performance of the 

duties assigned to them. 

7.Set a reasonable time frame. The timing of tasks can often vary depending on the needs. Time is 

the most important criterion for realizing the tasks. Time can also serve as a form of reward for team 

members, especially if they worked extra hours to accomplish goals and tasks on time. 

8. Provide feedback. Each member of the team must receive the necessary feedback, which will 

help him feel more secure and ready to work together. Effective feedback should have a number of 

characteristics, such as: focus, concreteness and constructiveness, the descriptive (rather than evaluative) 

character, usefulness, timeliness, willingness and readiness of employees to perceive feedback, clarity, 

definition of expression, understandability for everyone who receives it, safety and reliability. 

https://dx.doi.org/


https://dx.doi.org/10.15405/epsbs.2019.03.89 

Corresponding Author: S.M. Sycheva 
Selection and peer-review under responsibility of the Organizing Committee of the conference 

eISSN: 2357-1330 

 

 902 

9. Organize regular meetings, which is the best way to understand employees and track the 

effectiveness of teamwork. These meetings will help to avoid the problems associated with working 

together, to establish and monitor all the ongoing processes. The frequency of such meetings depends on 

the complexity of the tasks assigned, the time allotted for their implementation, the adopted control 

system, and other factors. 

 

6.3. The role of the organization's management in the formation of the team 

The effectiveness of teamwork is greatly influenced by the management of the organization, which 

can support it, or can prevent it, contributing to the individualization of work. Accordingly, the 

effectiveness of teamwork may increase or decrease. 

The most important task of management is the formation and maintenance of a new value system 

in an organization where command management in the organization as a whole, in the work of each of its 

subdivisions is the most important value reference, which in turn requires the creation of an atmosphere 

of trust in the team. 

If employees are not trusted, management constantly tries to prove that the staff is not able to work 

effectively, and instead of a system of positive motivation and openness, employees are in the zone of 

total control and subjected to reprisals, this atmosphere in the team does not contribute to the formation of 

effective team work and its development. 

Trust is increasingly recognized as an essential asset to break down silos, foster collaboration, 

deepen teamwork, drive engagement, and manage the never-ending process of change. When trust is 

present, people step forward and do their best work, together, efficiently. They align around a common 

purpose, take risks, think out of the box, have each other’s backs, and communicate openly and honestly. 

When trust is absent, people jockey for position, hoard information, play it safe, and talk about—rather 

than to—one another (Reina, Reina, & Hudnut, 2017). 

Trust is a concept that shows itself not only at the organizational level, but also at the 

interorganizational level. The trust formed in the relations between individuals, increases the information 

transparency of their interaction and contributes to the creation of strong social ties. At the 

interorganizational level, trust is an important source of creating a sustainable competitive advantage and 

a factor that contributes to the improvement of performance. Thus, trust is not only a social category, but 

also an economic category. "The economy of trust" has been most fully explored by Covey (Jr.), who 

showed that the intangible matter of trust is not really tangible and measurable, but is created and 

transformed into a tangible asset, and thus has a profound effect on relationships in business and society. 

The level of trust can directly influence the decrease of costs, the improvement of the quality of work of 

personnel, the growth of the sharing of corporate culture. On the contrary, high trust is a kind of dividend. 

"When trust is high, "Covey writes, "the dividends you receive are similar to an efficiency multiplier that 

develops and improves all dimensions of your organization and your life. High trust acts like yeast in the 

test, lifting everything around you. In the organization, high trust significantly affects communications, 

cooperation, execution, innovation, strategy, interest, partnership and relationships with all stakeholders " 

(Covey & Merrill, 2008, p.39). 
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The role of management in providing advice in the process of forming and operating teams is very 

important. Consultations are necessary in determining the mission and goals of teamwork, and their 

adjustment. They help team members to perceive, understand and react constructively to current 

behavioral events, which in turn helps to increase the effectiveness of teamwork. 

The introduction of command compensation by the management, also, in the opinion of many 

domestic and foreign specialists, stimulates the deepening of cooperation between team members and the 

high results of its work. At the same time, team reward should be combined with an adequate assessment 

of the contribution of each employee to the overall results of teamwork and its corresponding motivation. 

Otherwise, this can lead to a number of problems, such as social idleness, the refusal to work together 

with highly qualified employees, etc. 

The effectiveness of teamwork is enhanced not only by the belief in management in the ability of 

employees to work together, but also by creating the conditions for the formation and development of 

necessary skills. Management can and should organize and conduct the necessary trainings for these 

purposes, pay for the participation of its employees in them, as well as in other various forms of 

professional development. 

The most important condition for the effective work of the teams is management assistance in 

allocating time and place for joint work, providing the information necessary for the teams, developing a 

communication system that will improve interaction between employees in the course of their daily 

activities, and ultimately – increase the productivity and cohesion of the team. 

Development of the team approach in the work of the organization will also contribute to the 

application of project management. The implementation of any project begins with the fact that the 

project manager is appointed, and he, in turn, gather a project team that will serve him faithfully in the 

development and realization of the project to effectively achieve the project objectives. The composition 

of the team and the functions of the project team members are formed by the characteristics (scopes, 

complexity, etc.) of the project. However, in any case, the composition of the team must ensure a high 

professional level of all the duties assigned to it.  

Typical composition of the project team consists of: 

▪ Project manager; 

▪ Human resources manager; 

▪ Manager of Finance; 

▪ Quality manager; 

▪ Contract manager; 

▪ Purchasing manager; 

▪ Manager of public relations; 

▪ Production manager; 

▪ Project office manager. 

We should not forget that the main importance is the personal resources of the team leader, such as 

time, health, experience and intuition, professional skills, the ability to model business processes, rhetoric, 

psychological abilities, etc. 
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7. Conclusion 

Thus, creating and ensuring the effective functioning of teams in each organization now is an 

important urgent task, the decision of which depends both on the leadership of the organization as a 

whole, on the leaders of all its levels and element, and on each employee. Solving this problem requires a 

systematic approach and difficult painstaking work of all the personnel of the organization. Such joint 

work will undoubtedly lead to high performance of the organization and will contribute to its 

competitiveness. 
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