UTPAIOT TJIABHYIO pOJb MpPH OIlEHKe mnpeanpuatrvs. [lo yTBepKIEeHUSM SKCIIEPTOB, B
pe3yibTare MPaBHILHO OPTaHW30BAHHOTO «PEMYyTAIMOHHOTO MEHEDKMEHTa» CTOMMOCTh
KOMIaHuM Moxer yBenmuuuThess Ha 40-60%. IlodTomMy cHCTEeMHOE YyIpaBlIeHUE
peryTanueil — BaKHEUIIasi OCHOBA 0JIarOnoy4yusi KOMIIAHHH.
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UNCONFLICTIVE PERSONNEL TRAINING

Ilpoananusuposanvl  Oelicmeust  pykogooumeinetl, HANPAGIeHHble HA  CO30aHUE
0OeCKOHMIUKMHO20 KOJLIEKMUBA, 6bl0eleHbl OCHOBHbIE MUNbL COMPYOHUKOB, HeobdX00uMble
0J151 2APMOHUYHOU pabOmbl cell KOMAHObI.

Topicality. Majority of conflicts origin conditions and factors and their further
settlement has psychological nature, since it reproduces people behaviour features and
interaction. Since subjective component of conflictive interaction among people can not be
eliminated, we should count on competent administration of organization staff behaviour.

Harmonious life of organization is dangerous for its efficient functioning. It is
reasonable to use sufficient colliding level for giving organization and use its advantages.

Research objective: analysis and theoretical foundation of manager’s activity,
directed at team conflicts prevention.

Main statements. Team is association of people, which strive for noble, social-
important aim [2].

When person coming into team, he is familiarized with rules, traditions, administrative
duty. He became the employee of this team. Only after he start keeping the common system
of values, he became the member of this team.

It is very difficult for worker to carry out his duties for low salary and having tense
relations with his colleagues. Regular disagreement, quarrels, conflicts, intrigues can lead to
nervous breakdown, strains, emotional overstrain, overwork.

In some companies it is succeeded to create warm, friendly atmosphere. Employees of
another is broken up into groups, and every workday turns into fight, conflicts appears
regularly by objective or subjective reasons. Conflicts penetrate all society: manager quarrels
with subordinates, employees fall out with each other and with their chief.

Reasons of aggression at jobsite have various nature, but public opinion poll in Russia
discover that 70% of economic active people encounter aggression in work staff at least once.
Women underline their relation complexities in women community, women envy and other
things, which are inherent in exclusively women community. At the same time men make
unfriendly attitude to them conditional on global problems in economics, in particular, with
crisis (““...strain situation in work community is related to crisis in the country, and employers
can not keep stability on jobsites”), low salary (““... when people for their hard work gat low
salary, they willy-nilly became aggressive”) and general absence of breeding (“...in our
country aggression and outrages are unpunished both in household use and at work™) [3].
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Union of like-minded people doesn’t appear by itself. It must be created, be raised. The head
must perform this task — difficult, creative, demanding psychological, social, managed skills.

Inexperienced, short-sighted head strives for selecting people with similar
psychological behaviours. He likes, for example, quiet, industrious, frictionless team, that is
easy to control. Presence of vivid persons supposes permanent control, but many leaders don’t
like such control. Such team can not get good results. Conflicts in such a team are
inescapable, although they are hidden.

The art of leader is in giving possibilities to each member of a team to uncover his potential
faculties. The team is rightly trained when the roles in the team are chosen correctly. To create a
team means to recognize role of each person in it. It is important not to distribute roles among
people, but recognize aptitudes of the team members and help them to assert oneself in his role.

Team peculiarities must be taken into account when choosing leader tactics, because
of it is impossible to use the same control style in military, security, pedagogical, creative,
management community. Sometimes the hard-authoritarian approach is needed, sometimes
only the gentle one can help. People lives may be depend on discipline sometimes, in other
cases indulgences are not so dangerous.

For the team development appointed set of roles is needed. In particular, some of them are:

1.“Generator of ideas” is the team member, which regularly produces new ideas.
Usually this role belongs to team leader. Wisdom of leaders is in their relying on such
“generators”, using their potential without any rivalry or oppression to their side.

2.“Oppositionist” is the team member, which regularly has his doubts about
everything. He calls all in question, takes nothing on trust. His scepsis often annoys, causes
protest, but is needed for self-testing, guideline for leader.

3.“Favourite person” has the sympathy of most of team members. His attractiveness,
charm can have an positive impact. Especial role is mattered by good, kind nature, ability to
find common language, mildness, compliance.

4.“Biting man”. He is harsh, straightforward, obstinate person. He has his own
position, his view, which is different from other persons. Communication with him is difficult
because of his irritability. His main feature is his exactingness to himself and other team
members. His presence in the team often excites annoying feelings, but he tope up work
relations, leads team to goal achievement.

5.“Eccentric man” is carried away with his business. He is interested little in internal team
matters, but he infects all team members by his interest to work. Most of team members think
ironic about him, but forgive his strangeness and respect him for his unselfishness, confidence.

6.“Toiler” is modest, quiet, patient, persistent team member. He keeps in touch with
everybody in the team, works most honestly, performs his work with carefulness, doesn’t
demand a fee for his work. Toiler doesn’t stop the work until he finishes it qualitative and in
time. His example stimulates team work.

7.“Joker” can relieve work tension by apt joke; possess a good sense of humour. He
enjoys the both sympathy and respect in the team. His role is especially important in difficult
conflict situation, when “joker” appeases conflict sides (even as negotiator). But he can be
harsh, malicious in cases, when anybody of team members is disappointed in “joker’s”
simplicity and try to pass to familiar or condescending manner, even if it is a team leader.

8.“Erudite person” is competent in different professional matters. He is a man of great
erudition, competence in details and technology of his work. Erudite is qualified expert in
complex and difficult situation. He arouses great respect, although he is not always sociable,
ready to be outspoken.

Conclusions. Summing up, leader have to remember that team can not be uniform.
There is no necessity to have representatives of all above-named roles. “English social
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psychologists of great corporations underline that “generator of ideas”, “oppositionist” and
“erudite person” are needed for harmonious team work™ [1].

Minimization of conflict situation number can be reached by following next instructions:

to reckon with opinion of people around you. You can have opposite opinion, can
agree or disagree with proposed ideas and propositions, but you must hear out and try to
understand each of team members irrespective of your will or mood,;

to be friendly with your colleagues. One mustn’t be friends with all of team members.
It is preferably to be on neutral friendly and respectful terms.

to be itself. One have to play the role, to which he is disposed, don’t try to seem better
or worse that he is.

not to take upon oneself somebody else's work, to be able to refuse, if it is necessary.
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AHAJIN3 IICUXOJOTHYECKOM COBMECTUMOCTH B KOMAHJIE

H3yuena ncuxonocuyeckas coBmMecmumocms a00el Ha OCHO8e MUNOJIO2UU JTUYHOCTU
Mauepc-bpueec.

AKTyajbHOCTb. Ha ceromHsmHuil eHbp Bce OOJbIlle BHUMAHMS YACHSIETCS MMEHHO
«4enoBeyeckoMy (akTopy» B MEHEIKMEHTe. AKTyalbHOU €cTh MpobiieMa B3auMOICHCTBHS
MEXAy co00il coTpynHHKOB. KauecTBO BBINIOMHEHUS 3aJaHUM W OpPraHU3aIMOHHBIX
3a7a4 3aBUCUT OT B3aMMOOTHOILICHUN JIOJEW B KOJUIEKTUBE, MHUKpPOKIMMATa, U
MICUXOJIOTHISCKOM COBMECTHMOCTH.

eap uHCCIeI0BAHUSA. ONPEACINUTh, C IOMOILIBK) THUIIOJOTMM JIMYHOCTH, KaKUM
00pa3oM OHM BOCTIPUHHUMAIOT OKPYKEHHE, KaK UMEHHO CTPOST CBOM B3aWMOOTHOIICHHUS C
JIPYTHUMH U, 9TO OCOOEHHO Ba)KHO, KAKUE THUIIBI IMYHOCTHU TICHXOJIOTUYECKU COBMECTHUMBI.

OcHoBHasi 4yacTh. Ycrmex J000Oro MNpeAnpusaTUs 3aBUCUT OT YMENbIX JAeHCTBUMN
VIPaBISIONIETO CYOBEKTa, T.€. JHIA, KOTOPOE CTOUT BO IJIaBE OPTraHU3AlMU M HAIpPaBISICT
NeATeIFHOCTH UCIIOTHUTENCH.

DOyHKIUU PYKOBOJAUTEIISA.

Bce dyakumm, mpucymme pykKOBOIUTENIO, MOKHO pa3lIeluTh Ha JIBE OCHOBHBIC
TPYIIIBL: TPOU3BOICTBEHHBIE U COLUATBHO-TICUXOJIOTHUYECKHUE.
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