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EMOTIONAL MANAGEMENT AS A COMPONENT OF
EFFECTIVE TEAM MANAGEMENT

Abstract. The article considers the theoretical aspects of team management on the basis of emotional management. It is shown
that the modeling team emotional work explains the features of the manifestations of its important parameters and forms the ap-
proaches to improve the social and emotional team environment. Conceptual foundations of command and emotional control are
disclosed in line with theoretical developments in the field of emotional work and modeling its processes. It is shown that the success
of team formation is determined by the interaction of individual and group (social) expectations, which reflect the willingness of team
members to cooperation and effective interpersonal interaction based on common understanding of the roles and abilities of each
other. Individual emotional experience is highlighted as a fundamental characteristic, which mediates all other input parameters and
is the basis for the formation of a team indicators of emotional experience and emotional intelligence. The idea of the interdepend-
ence of these parameters became the basis for the formation of team norms and explains their effects on leadership and role behav-
ior. The modeling team emotional labor has identified as criteria of the effectiveness of the team psychological safety and interper-
sonal interaction as the basis for improving social and emotional team environment. The ability to obtain high levels of job satisfac-
tion and effectiveness of the result is analyzed as the result of the transition from emotional dissonance to the consonance that sup-
ported individual emotional experience, and role expectations, the probability of a correction which increases as the formation of
team psychological safety and interpersonal interaction. It is shown that the management of emotions at the command level contrib-
utes to the achievement of job satisfaction and the results that are important to each individual, team and organization.

Keywords: emotional management; team psychological safety; interpersonal cooperation; team emotional intelligence; role
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Introduction

Numerous studies of teamwork in organizations
focus on the goals, structure and composition of the
team, leadership and role positions of its members,
professionalism and work efficiency. We study such
internal factors as, for example, trust and mutual re-
sponsibility of team members, teamwork and prob-
lem-solving skills, psychological climate. Among
external factors, attention is drawn to compatibility
with the leader and support from the organization.
The focus of research on identifying common, most
typical teamwork skills is shifting towards competen-
cies: knowledge, skills and interpersonal relationships
related to teamwork, which are essential for effective
teamwork based on mutual cooperation. Teamwork
itself acts as a collective competence that provides
participants with everything necessary to solve a
problem [23; 31; 34]. The process of exchanging ide-
as and making decisions as important components of
the overall creativity of teams is acquiring significant
importance, however, at the same time, there is in-
creasingly noted a lack of cognitive orientation of
studies examining the logical processes of perception,
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memory, thinking, cognition, understanding and ex-
planation [42]. In this direction, it seems productive
to complement the emotional managing of a team
with cognitive approaches, which studies the fea-
tures of the influence of emotions on work processes
in organizations. Emotional management can be rep-
resented as a subsystem of the complex impact of
the organizational management system, which is
aimed at creating a productive social and emotional
environment in the process of implementing the or-
ganization’s development strategy. The components
of emotional organizational management are emo-
tional work (a term that the authors find more suita-
ble to the modern view of the subject than “emotion-
al labor” by origin thesaurus) and emotional intelli-
gence. Emotional work provides the management of
emotions and emotional states in accordance with
specific input parameters and expected results. It is a
complex emotional process, which is characterized
by the presence of objective content and considers
the management of emotions as one of the ways em-
ployees achieve organizational goals. Emotional in-
telligence characterizes an individual’s ability to
perceive, express, understand, explain and regulate
emotions and acts as a necessary factor of effective
management.
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The purpose of the article is to determine indi-
cators of improving the effectiveness of team man-
agement based on emotional management. The prob-
lem of increasing the effectiveness of team man-
agement is considered on the basis of a generaliza-
tion and critical analysis of theoretical and experi-
mental studies on emotional team management. To
simulate the processes of emotional team manage-
ment in the work, we will use the main provisions of
emotional work, emotional intelligence and ap-
proaches to modelling emotions management.

For this, the following tasks were set:

— to analyze the scientific and literary sources
on the problems of emotional management of the
team;

— analyze the indicators that determine the char-
acteristics of emotional teamwork based on the pro-
visions of emotional work and indicators of emo-
tional intelligence as the main factors of emotional
management;

— develop a conceptual model of team emotion-
al work as the basis of emotional management.

Literature review

The centuries-old dominance of the rationality
cult has led to the formation of a stable negative atti-
tude towards emotions in organizational culture. The
norms and rules of the organizations' activities have
traditionally been aimed at strengthening standard-
ized and formalized behavior and the associated
tight control over the manifestation of emotions. The
beginning of research on the features of organiza-
tional emotional life was laid by the work of AR.
Hochschild, focused on the study of signs and results
of activities, which termed as “emotional work” and
associated with the need for active variations of
emotions experienced by employees, in accordance
with organizational rules (the display rules for the
organization or job) [16; 19]. And if earlier emotions
were not even considered as a possible explanation
for the behavior of employees, now more and more
researchers are trying to explain the influence of
emotions on individual and organizational results
and the management of emotions in the workplace
[3]. Modelling of emotional work made it possible to
identify antecedents that are significant for its func-
tioning [16], their relationship with the results of
activities, and especially the processes of emotional
regulation [17]. Given the significant influence of
emotions on behavior and judgment [6; 37; 40], ef-
fective management of emotions has become in-
creasingly considered as an important key element in
the management system. Using the model of regula-
tion of emotions allowed to expand the research area
and highlight general and specific characteristics for
various types of activities. In particular, the features

of the emotional processes influence on individual
and group behavior in organizations, on the cogni-
tive processing of information and decision-making
[31], on the establishment of social connections and
relationships [16] were specified.

The implementing of teamwork has expanded
the area of experimental study of group processes
that occur during the cooperation of team members.
Issues related to team survival strategies in the or-
ganization [17; 27] and the influence of emotions on
motivation and team effectiveness [3; 33] are be-
coming relevant. The studies are being conducted of
the interaction and cooperation of team members on
the basis of individual and joint activities and the
effect of emotional contagion during teamwork,
which showed an increase in both unproductive
feedback loops of poor collaboration and lower ef-
fectiveness, as well as productive feedback loops of
pro-team collaboration, and higher team effective-
ness [10; 22]. The questions of developing the norms
of the team (interpersonal) understanding on the ba-
sis of building networks of external relationships
with the organization [11; 21], motivation to perform
[22], risk-taking [9] and control over the situation
[35] are also examined by the various authors.

The appeal to emotional intelligence as a com-
ponent of emotional management made it possible to
identify the importance of emotional components in
the formation of team culture and the activities of a
leader in a team. A significant factor for understand-
ing the characteristics of the emotional behavior
regulation of a leader was a model of the emotions
regulation process, which describes specific behav-
ioral and cognitive strategies for managing various
aspects of emotional experience [8; 17; 31], includ-
ing interpersonal conflicts and organizational crises
[22], and allows to present emotions as important
competencies that contribute to the effectiveness of a
leader [6]. Optimization of the leader's role behavior
is one of the key factors in increasing the effective-
ness of teamwork [39].

Thus, emotional management begins to be con-
sidered as a factor in improving the quality of social
interaction and becomes an essential component of the
management system in the organization. Emotion
management in a team involves the influence of the
team on the emotions experienced by members [11],
and the effectiveness of team management leads to
increase in the quality of interaction and processes in
the team [10]. As observed in studies of I. D. Steiner,
“teams that do not manage their emotion suffer... irra-
tional bends in direction, which create less collabora-
tion and process losses” [11, p. 434]. Obviously, for the
effective management of emotions in a team, a favour-
able social and emotional environment is needed that
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can provide productive cooperation to combine multi-
functional role-playing behavior of team members.

Statement of material

Teamwork is traditionally described in terms of
classical systems theory, which assumes that team in-
put data; processes and results are distributed in the
course of time. The input data include the characteris-
tics of the task to be performed, elements of the context
in which the work occurs and the attitude of the team
members to the situation in it. A team process is an
activity that is aimed at achieving goals and is based on
the interaction and coordination of the efforts of team
members. The results of the team consist of products
that are the result of its work [7]. The teamwork pro-
cess depends to a large extent on two factors: team
composition and a general set of teamwork skills. An
important factor in successful teamwork is the building
of a team structure in an organization with the optimal
combination of professional roles of participants based
on a competency-based approach [23]. Such indicators
of teamwork as the readiness of team members for co-
operation and effective interpersonal interaction based
on a common understanding of each other’s roles and
abilities are gaining increasing weight [34]. As a basis
for considering interpersonal interaction as one of the
essential processes of teamwork, we used the results of
a study, in particular, the conclusion of A.E. Kolesni-
kov, that “...states... of the Product Manager form a
specific structure of communications and interaction of
project processes, which take into account the system
topology and contextual features of project processes”
[23, p. 225].

Formation of a team emotional resource

For further disclosure of the features of team-
work indicators formation and manifestation, we
will take into account its emotional component,
since any human interaction causes emotions [22],
and this interaction is the main building block of
teamwork [13]. Active teamwork takes place be-
tween team members, as well as between the leader
of team and its members. The interaction is mediated
by the external environment — the norms and re-
quirements of the organization to the results of the
team. The interaction is accompanied by the mani-
festation of emotions and the building of emotional
relationships that determine the organizational/team
emotional environment and provide information
about events (or expectation of events based on the
experience of the team members). The emotional
environment provides the functions of evaluating
and inducing action affects the settings, cognition
and behavior of participants and activates the man-
agement function [12].

This allows us to consider emotional manage-
ment “as a process of managing the organization’s
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emotional resources in order to increase the effec-
tiveness of its activities. It involves recognizing the
fact that in the process of work people develop emo-
tions and emotional relationships which form ener-
gy, value, information and maotivating resources of
the emotional organizational environment and de-
termines this environment as an integral component
of organizational activity” [24]. Hence, emotional
team management can be represented as a process by
which the team influences the emotional resources
of its participants in order to increase the effective-
ness of team activities. To identify significant factors
that determine the formation of team emotional re-
sources, we consider the features of the team influ-
ence process in more detail.

Emotions usually have predictable and recog-
nizable antecedents (pre-existing causes), which al-
lows us to analyze and adjust both the process of
emotional teamwork and the results obtained. From
the perspective of emotional work, one of the main
antecedents in teams is expectations — the uncon-
scious social needs that arise when people enter
groups [10; 11; 22; 38]. According to the research
results, three basic social needs of the team members
were identified: belonging, shared under-standing
and control [6; 11; 27]. The need for belonging is
understood as the desire for a secure interpersonal
relationship that ensures the acceptance of a person
as a unique member of a team, which is not so easy
to replace. The need for a shared (interpersonal) un-
derstanding is defined as the desire of each team
member to form an accurate comprehension of the
social situation by comparing the current reality of
the team with the comprehension of other team
members. This improves the ability of team mem-
bers to predict and control their continued stay in the
team. The need for control is defined as the desire to
influence one's own future [41] and is considered the
main cause of emotions in teams [11].

Social needs (expectations) reflect the desire of
team members to team psychological safety, which
ensures the high efficiency of its functioning. The
psychological safety of an individual/group is dis-
played in experiences of security or insecurity in
certain situations and manifests itself in the ability to
maintain stability and resistance in difficult condi-
tions [26]. The psychological safety of the environ-
ment in the social aspect is considered as a state of
the environment, which is free from any kind of psy-
chological violence on the part of individuals, con-
tributes to the satisfaction of their basic needs for
confidential communication, creates the referential
significance of the environment and provides psy-
chological protection for all its members [4].
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The complexity of team psychological safety
formation is determined by the fact that it is the re-
sult of combining the psychological safety of group
members who are exposed to the environment. It is
assumed that the vector of team psychological safety
should be aimed at effective activity; however, the
psychological safety vectors of each of the group
members are subjective in nature and are aimed, first
of all, at individual survival. Their essence is re-
vealed on the basis of the provisions of the crowding
theory, which explains the occurrence of stress and
the accompanying negative emotions with the sub-
jective feeling of discomfort created by the envi-
ronment. In particular, the occurrence of stress is
explained by an overload due to excess information
or the need to make many decisions in a short period
of time; by a decrease in freedom of choice and
freedom of action (for example, in the form of re-
strictions that impose cultural norms and require-
ments on the behavior of group members). Using the
attribution theory allows us to explain whether an
individual considers the cause of his own irritation
of other people or other circumstances, and why an
individual has a feeling that one is losing control of
the environment and is not able to change the situa-
tion. In accordance with R. Barker's ecological ap-
proach, when there are fewer group roles than peo-
ple, there is overpopulation, which is characterized
by the appearance of tension and negative perception
of other people. Finally, in accordance with theories
of territorial behavior, a human, like any other bio-
logical creature, reacts to trespass of the boundaries
of his territory and living standards. Thus, the situa-
tional perception of stress reflects the individual sub-
jective expectations of each group member and is
realized in the emergence of fear about their exist-
ence within the group and the accompanying nega-
tive emotions.

We will imagine the success of team building
as a result of the interaction of individual and group
(social) expectations. Expectations, or social needs,
play the role of a significant determining factor in
the dynamics of the cultural environment within a
group, denoting its value system: norms and rules,
especially communication and transmission of in-
formation, mutual influence of group members. This
is consistent with the explanation of the psychologi-
cal safety of an individual within the framework of
an existentially humanistic trend and is understood
as a person’s desire to meet the basic need for safety
through social self-realization when a person is able
to independently determine the trajectory of his life,
get an active life experience, build a conscious mod-
el of behavior in difficult situations and resist them.
The function of the link between individual and

group expectations is performed by organizational
expectations, which regulate the organization’s re-
quirements system for teamwork. The expectation
itself is a probabilistic characteristic; therefore the
predictability and stability of the result of team ac-
tivity are determined, first of all, by the level of con-
formity of the command and organizational systems
of expectations. On the other hand, the desire for
psychological safety becomes for the team such a
backbone factor which brings individual and team
expectations in line with meeting the social needs of
team members. The coherence of systems of the or-
ganizational, team and individual expectations about
socially determined needs and their satisfaction (or
dissatisfaction) evokes emotions that establish re-
quired behavior and help team members succeed in a
team environment.

Thus, being purely individual manifestations,
emotions in a team become the product of a social,
organizational and team environment. Emotions that
arise as a result of the interaction of a person and a
situation characterize that emotional work that pro-
vides the ability to manage emotions in teams, which
in turn increases the motivation and level of satisfac-
tion of the social needs of team members. As a sig-
nificant team resource, the team members social
needs for belonging, share understanding and control
based on psychological safety, provided by the team
environment, were identified.

To understand the features of the functioning of
team emotional work, consider the essence of emo-
tional work and its main characteristics.

Conceptualization of team emotional work

Emotions encode the dependencies of the situa-
tion and reaction, which had proved to be a valuable
for thousands of years. They represent the very
competence that works towards the completeness
and effectiveness of human life. Like any cognitive
processes (for example, memory, thinking), they
require control. Emotion regulation is “the processes
by which individuals influence which emotions they
have, when they have them, and how they experi-
ence and express these emotions” [16, p. 3].

The concept of “emotional work™ was first in-
troduced by A.R. Hochshild regarding to “the man-
agement of feeling to create a publicly observable
facial and bodily display” [19, p. 7, f/n] in the work-
place. In which case the role-based behavior of em-
ployees in the process of emotional work is carried
out in accordance with the regulatory display rules
(rules of feelings) and can be built on the basis of
surface action (surface acting) or deep action (deep
acting). In the first case, a person regulates only the
external expression of emotions, in the second one —
the person consciously changes his feelings in order
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to express the desired emotion. Emotional work
connects the employee’s observed behavior with the
effectiveness of the task and focuses on “the effort,
planning, and control needed to express organiza-
tionally desired emotion during interpersonal trans-
actions” [35, p. 987].

As significant characteristics, there were high-
lighted the frequency of interactions, the intensity
and duration of the interaction, the variety of neces-
sary emotions and emotional dissonance (a state of
internal tension associated with the need to express
emotions that contradict the true feelings of the em-
ployee). The basis of the process of emotional work
is the regulation of emotions.

Emotion Regulation Model

Gross J. J reveals the features of the functioning
of emotional work based on input antecedents, out-
put emotional reactions and strategies used to regu-
late emotions [16]. The main strategies of the pro-
cess of generating emotions: situation modification,
attentional deployment, cognitive appraisal of what
is happening and suppression. Antecedent-oriented
strategies (causes of emotion) address aspects of
emotional response that arise before emotional expe-
riences become fully active. They are realized with
the help of certain types of emotions regulation. The
choice of a situation involves actions (approach or
leaving, attack or flee) that increase the chances for a
person being in a situation that causes the desired
emotions. The deployment of attention involves its
reorientation to other aspects of the situation, which
causes a change in emotional reactions. Cognitive
appraisal of the situation involves a change in the

emotional significance of the situation. Response-
oriented strategies are implemented when emotional-
ly charged behavior is activated. There is a change
of reaction - the suppression of the physiological or
behavioral aspects of the reaction to really experi-
enced emotions after the emotional reaction has oc-
curred (for example, masking the external manifesta-
tions of irritation or anger during a working conflict
changes the form of behavior) [17].

The choice of strategy for the process of gener-
ating emotions corresponds to the characteristics of
controlling the emotional behavior of team members
depending on the effectiveness of team interaction
and the required role behavior.

The psychological readiness of the leader

Emotional teamwork is determined, first of all,
by the position of a leader, who is required to influ-
ence the team and reach an effective result. Chal-
lenges that leaders face up often arise in an emotion-
ally imbued context. Emotional regulation in “leader
— team members” system is focused toward the
building of interpersonal relationships that allow
leaders to manage conflicts, intensify employee mo-
tivation, help to risks-taking and establish feedback.

Consider the leadership function in accordance
with the proposed leadership functioning model in
the system of emotional team management (Fig. 1).

The leader must solve the problems of internal
and external regulation of emotions. The first task is
the formation of emotional patterns that influence
the expected behavior of team members, and the
team member’s management, based on ones.

Individual emotional
intelligence

Team emotional
intelligence

— Leadership -

Interpersonal

. A >
interaction

—

Individual
psychological security

Team psychological
> security >

Team effectiveness

Organizational and
Team norms

— Individual behavior — —

Role behavior —

Fig. 1. Leadership in emotional team management
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The second task determines the need to manage
the leader's own emotions, which affect the funda-
mental components of leadership — the drafting and
decision-making processes [13; 25]. These deci-
sions, in turn, affect the organization’s problems and
define the leader in the role of a link between team
members and the organization. Such situations are
often characterized as weakly defined or uncertain
[37], they depend on the level of psychological read-
iness of the leader [25] and determine his emotional
behavior. Emotional teamwork, in this case, is asso-
ciated with the efforts that leaders make to manage
their emotions.

The control of emotional manifestations, both
own and team members is based on surface and deep
action. The latter ones stimulate the building of
trusting relationships and gives more effective re-
sults [20]. At the same time, the effectiveness of the
results is probabilistic in nature and is determined by
the chosen strategy for regulating emotions and the
level of effort required to deploy this strategy. For
example, it is believed that the most effective strate-
gy for leaders is a cognitive appraisal, which reduces
the level of negative emotions in the group and in-
creases the level of positive emotions, demonstrates
higher productivity in solving problems, allows the
leader to increase situational awareness and link the
task with interpersonal priorities [17].

Thus, managing emotions is essential to effec-
tive leadership. However, the successful application
of the strategy is determined not only by the leader’s
willingness to use it; an important factor is the level
of development of the team.

Psychological readiness of team members

This readiness is directly related to the level of
development of the team. At the initial level, team
members are dominated by individual psychological
safety and the need for control as an expectation of a
favorable team environment. Team management is
aimed at eliminating negative internal factors and
creating team psychological safety, stimulating de-
termination, cohesion and responsibility [26]. The
process of emotions regulation is largely determined
by emotional dissonance, which characterizes the
mismatch between expressed and genuine emotions
of team members. Dissonance can occur in two cas-
es: when the individual displays emotions in accord-
ance with the established norms of the team, but ex-
periences other feelings; when the individual reflects
the feelings that he experiences, but ones do not
meet the norms of the team. At the same time, work-
ing and role expectations of team members become a
prerequisite for the occurrence of internal conflict
and intensify the state of emotional dissonance. The
emotional work of team members is carried out

mainly with the help of a surface action, which is
used to mask conflict. In the process of emotional
interaction, role expectations are converted based on
feedback. The emotional work of the leader, in this
case, is aimed at analyzing feedback to remove dis-
sonance and conflict tension [28].

For the purpose to create cohesion and readi-
ness of team members for role-based behavior, the
leader uses deep action to regulate the emotions of
employees. Broadcasting one’s own feelings through
deep action allows the leader to form the intussus-
ception of team members of the required norms of
team interaction and contributes to the sincere ex-
pression of feelings by team members as the basis
for building trust and cohesion. The choice and use
of a regulatory strategy is determined by the team
leader in reliance on the situation and depends en-
tirely on his competence.

As the team develops, team members assume
more and more responsibility, the leadership func-
tion of coordinating the work of the group increases,
and the control function decreases. At the level of an
experienced team, the leader mainly performs the
function of a coordinator, attracts external sources,
and does not directly monitor their activities. If at
the stage of team formation the leader function was
aimed at solving a wide range of problems: profes-
sional, administrative, interpersonal interaction and
decision making, then, as the team develops, func-
tions are redistributed between the leader and team
members. The development of role-based behavior
motivates team members to participate in the selec-
tion and implementation of management strategies
and increases their psychological readiness. Team
roles are balanced according to work functions (for
example, models by R. M. Belbin and Margerison-
McKenna).

Thus, the processes of regulating the emotional
team member’s behavior influence the creation of
conditions for optimizing role and interpersonal in-
teraction. As significant factors for effective emo-
tional management, we have identified processes of
surface and deep action, strategies for the process of
generating emotions, developed role-playing behav-
ior and psychological readiness of the team based on
emotional competence.

Team emotional intelligence. The emotional
competence of the team in the structure of emotional
management is determined by the level of maturity of
emotional intelligence [25]. By emotional intelligence
(EI) is meant the ability to perceive and express emo-
tions, assimilate emotions and thoughts, understand
and explain emotions, regulate other people's and own
emotions [2]. EI reflects a certain aspect of the human
inner world and produces forms of intelligent behavior.
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According to D. Goleman and J. Meyer, people with a
high level of EI demonstrate the ability to integrate into
the system of human relationships, to show tolerance
and social adaptability [15].

Most studies look at the impact of a leader's El
on teamwork. However, it is quite obvious that the
more participants in the team with a distinguished
indicator of El, the more successful team emotional
management would be expected. Emotional man-
agement based on the EIl of team members contrib-
utes to the creation of a productive social and emo-
tional team environment, which is determined by
team psychological safety and team efficiency [26].

Team psychological safety is the result of com-
bining the psychological safety of team members
who are exposed to the environment. The effective-
ness of the team is considered as a result of the in-
teraction of team members, supports the develop-
ment of team motivation, decisions and behavior,
and depends on team psychological safety. The in-
terdependence of indicators determines the actuality
of relationships between the emotional intelligence
of a team, the interaction of team members and the
effectiveness of its work.

Team Norms. Emotional management based on
the El of team members is carried out in accordance
with team norms — informal rules that teams accept to
regulate members' behavior and make it predictable [6;
16; 20]. Team norms are consistent with organizational
norms, determine the team's expectations regarding the
nature of individual and team interactions, and com-
plement the social expectations of team members in
team safety and the effectiveness of the result. Hence,
the main functional purpose of team norms is to pro-
mote the formation of personal resources of team
members, an atmosphere of trust and cohesion, predic-
tive behavior, and the team’s openness to relations with
the external environment.

Team norm “Interpersonal Understanding”. The
basis for the formation of team psychological safety,
the effectiveness of the result and the manifestation
of the emotions of team members are social needs.
Their implementation is carried out using interper-
sonal relationships, as long as interpersonal under-
standing is established between team members. In-
terpersonal understanding contributes to the satisfac-
tion of the social need for belonging and understand-
ing of each other's unique characteristics. We believe
that interpersonal understanding can act as a norm of
team relations, which forms and enhances the per-
ception by team members of team psychological
safety as a higher level of safety compared to a per-
sonal one.

The functional purpose of the norm “interper-
sonal understanding” is consistent with such compo-
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nents of El as social consciousness (formation of
team consciousness), relationship management (in-
fluence on the behavior and development of other
people), conscious management of emotions for per-
sonal growth and improvement of interpersonal rela-
tionships [15; 32].

Team norm “Self-Esteem” (“Self-Evaluation”).
The resulting effectiveness is determined by the fo-
cus of the team on continuous team improvement.
Team behavior should ensure that the team is aware
of the abilities and needs of the members, their per-
sonal and professional qualities, and the implemen-
tation of role-based behavior in the team. These
characteristics correspond to team self-esteem,
which leads to control and optimization of teamwork
based on existing personal resources. Acting as a
norm, team self-esteem works on the development
and effectiveness of the team. The functional pur-
pose of the “self-esteem” norm is supported by such
components of El as self-awareness (accurate self-
esteem, self-confidence), self-regulation (the ability
to control one’s emotions), and relationship man-
agement (influence on the behavior and development
of other people) [32].

Team norm “Proactive Problem Solving”. The
use of the “self-esteem” (“self-evaluation”) norm
facilitates an open discussion of the problems,
strengths and weaknesses of participants. Such ac-
tive planning is associated with team effectiveness
[1] and, accordingly, the effectiveness of the result
and can be considered as a team norm “proactive
problem solving” [11]. This norm satisfies the
team's need for control over their future. Its func-
tional purpose is consistent with such components
of El as self-awareness (the ability to correctly
evaluate your emotions, motivation, and goals),
emotional self-control, social consciousness, rela-
tionship management (influence on the behavior
and development of other people, inspiring others).

Team norm “Organizational Understanding”.
The study of M. L. Tushman and T. J. Scanlan notes
the relationship of organizational understanding with
team effectiveness [10]. This relationship gives the
fundamental principles of organizational under-
standing as norm that is aimed at satisfying the re-
quirements of social groups. The team norm “organ-
izational understanding” defines the features of in-
formation exchange and the influence of the external
environment, the prospects for the development of
the team. It helps to understand the requirements of
the organization, builds external relations and devel-
ops a sense of effectiveness and control over the fu-
ture in the team. Its functional purpose is consistent
with such components as corporate consciousness,
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the use of emotions to improve thinking and activity,
relationship management [11].

Team norm “Building Relations”. According to
the research results of L. Yan, the building of exter-
nal relations is considered as the norm, which de-
termines the effectiveness and results of the team.
This norm is aimed at ensuring the social need for
control over the team and work results. It contributes
to enhancing the achievement of goals based on in-
formation, resources and support [1; eleven]. In our
opinion, in conjunction with the norm of organiza-
tional understanding, this norm ensures the effec-
tiveness of the team. Its functional purpose is con-
sistent with such components of El as self-awareness
(the ability to evaluate emotions, motivation, goals),
relationship management (influence on the behavior
and development of other people, inspiring others).

The specified norms of team EI participate in
the regulation of team interactions, thereby support-
ing team psychological safety and effectiveness, and
determine the development of the social and emo-
tional environment of the team.

The model of team emotional work

The model of team emotional work can be rep-
resented by three blocks of characteristics that de-
termine the input and output parameters and features
of the process of managing emotions (Fig. 2). The
input block (antecedents) contains characteristics

Emotional management
process

Antecedents

that are important for team emotional work: individ-
ual emotional experience, expectations about team
psychological safety and effectiveness of the result,
indicators of situational interaction (team develop-
ment level, negative or positive events), organiza-
tional and team norms and requirements, role behav-
ior of participants.

Individual emotional experience is a fundamen-
tal characteristic that intermediates all other input
parameters. It determines the diversity, modality and
expressiveness of the emotions presented, which are
regulated and adjusted by organizational and team
norms for the formation of a productive social (ex-
ternal) and team (internal) environment. The positive
experience provides the establishment of interper-
sonal relationships through coordination and ex-
change of emotional resources, as well as their re-
plenishment in accordance with situational changes.

Interpersonal relations are aimed at creating mu-
tual understanding and team cohesion as the basis for
effective role-based behavior and transition to a higher
level of functioning. Negative experience prevents in-
teraction and becomes the basis for the correction of
indicators of emotional resources and El of team mem-
bers at the level of management processes.

The functioning of the control unit of the team
emotional work is determined by the processes of
deep and surface acting and management strategies.

Results

|
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Fig. 2. Model of emotional teamwork based on the process of emotional management
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Their usage helps to optimize interpersonal re-
lationships and allows adjusting the emotional cli-
mate in the team. On their basis, the thesaurus of
team emotional experience is formed as a condition
for effective teamwork. Feedback from deep pro-
cesses is expressed in a positive change in the input
characteristics of team emotional work and reflects
the dynamics of teamwork.

Leadership management function based on deep
acting contributes to the implementation of organiza-
tional and team norms and is aimed at achieving the
goals of the team and organization. The process of
managing teamwork ensures the development of the
El of the leader and team members, which, in turn,
helps to increase management efficiency.

The usage of surface acting processes by team
members characterizes the discrepancy between
team norms and individual emotional experience,
team expectations regarding the role and individual
behavior, and may also reflect the state of coarse
adjustment to solve a problem. In the case of emo-
tional dissonance growth, the main task of the leader
becomes the formation of a positive emotional envi-
ronment based on processes of deep action. The
probability of a transition from dissonance to conso-
nance, (the consistency of the displayed and actually
experienced emotions) is determined by the possibil-
ity of obtaining high rates of job satisfaction and the
effectiveness of the result. The transition to conso-
nance is supported by individual emotional experi-
ence and role expectations, the likelihood of adjust-
ment of which increases with the formation of team
psychological safety and interpersonal understanding
and interaction [29].

The output block of the model contains individu-
al, team and organizational consequences and results
of emotional work that characterize the corresponding
levels of management. Individual results: negative —
burnout, dissonance; positive - consonance and con-
gruent emotional experience, personal psychological
safety, job satisfaction, effectiveness of personal re-
sults. Team results: a favorable team social and emo-
tional environment that contributes to the develop-
ment of team psychological safety and effective inter-
personal interaction within and outside the team, the
formation of team EI and role behavior of the leader
and team members, the effectiveness of the team re-
sult. Organizational results: favourable organizational
social and emotional environment, productive interac-
tion and cooperation between teams and organization,
the effectiveness of the results.

The coincidence of factors that indicate the
achievement of significant results in the implementa-
tion of emotional management is noted for all three
levels of management: individual, team and organi-

ISSN 2617-4316 (Print)
ISSN 2663-7723 (Online)

zational. Emotion management at the command lev-
el serves as a catalyst for the entire organizational
system of emotional management in view of the spe-
cial conditions in which the formation and function-
ing of the team take place. It contributes to the
achievement of job satisfaction and results that are
significant for each individual, the team as a whole
and the organization. The effectiveness of team emo-
tional management leads to increased cooperation
and the quality of interaction, the formation of a fa-
vorable social and emotional environment. It is ob-
vious that the combination of cognitive and emo-
tional approaches to optimizing team management is
a promising direction for increasing the effectiveness
of its functioning.

Conclusions

The paper discusses theoretical aspects of team
management in the tideway of the provisions of
emotional work as the basis of emotional manage-
ment. Existing concepts, strategies and methods of
emotional management are analyzed. The novelty of
the study lies in the determination of significant in-
dicators of emotional work and the disclosure of the
features of their manifestation at the stages of devel-
opment and functioning of the team. Teamwork psy-
chological safety and interpersonal interaction are
designated as criteria for teamwork efficiency. The
concept of team emotional experience and emotional
intelligence is used as the basis for the formation of
team norms and an explanation of their impact on
leadership and role behavior.

Modeling team emotional work reveals the in-
terdependence of parameters and approaches to im-
proving the social and emotional environment.
Promising in the study of team emotional work may,
in our opinion, be the consideration of the system of
managing emotions at different levels - individual
and team. This will allow more accurately determine
the forms and methods of training team members
based on the emotional control of their behavior and
interaction.
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EMOIINHAN MEHEJIXKMEHT SIK CKJIAJOBA EPEKTUBHOI'O
YIIPABJIIHHS KOMAH/JO0IO

Anomauia. Y cmammi posensaoaiomvcsi meopemuuni acnexmu Ynpasuints KOMaHOOI HA OCHOBI eMOYIIHO20 MEHEONCMENNTY.
Tlokazarno, wo MoO0ento8anHs KOMAHOHOI eMOYitiHOT pobOMU NOACHIOE 0COOAUBOCMI NPOABY T 3HAYYWUX napamempis i hopmye nio-
X00U 00 YOOCKOHANEHHA KOMAHOHO20 COYIANbHO20 Ma eMoyiliHo2o cepedosuwa. Konyenmyanvhi 0cHO8U KOMAHOHO20 eMOYIIHO20
VIPABIHHA PO3KPUMO Y PYCIi MeopemuyHux pospobox 6 obracmi emoyiiinoi pobomu i modeniosanns ii npoyecis. Ilokasano, ujo
YChiuHicms hOPMYBAHHA KOMAHOU BUSHAYAEMbCA 83AEMOOIEI0 THOUBIOVATLHUX | 2PYNOBUX (COYIATbHUX) OUYIKY8AHb, SAKI 8i000padica-
10Mb NPASHEHHS. YIeHI8 KOMAHOU 00 CHIBPOOIMHUYMEA Ui eqheKmueHoi MiDcoCoOUCMICHOI 83aE€MO0IT HA OCHOBI 3A2AIbHO20 PO3YMIHHS
poaeil i 30i6nocmeil 00uH 00H020. THOUBIdyanbHULl eMOYitinull 00C6i0 BUOLIEHUIl K OCHOBHA XAPAKMEPUCTUKA, KA ONOCEPEOKOBYE
6Ci IHWI 6XIOHI napamempu i € 0OCHOB0I0 Oisl POPMYBAHHS KOMAHOHUX NOKA3HUKIE eMOYIHO20 00C8I0Y Ma eMOYIUHO20 iHMENeKmYy.
Vsenennss npo e3aemosymosnenicmos 3a3Hauenux napamempie cmaio OCHOB0I Ol YOPMYBAHHL KOMAHOHUX HOPM I NOSCHEHHS iX
6NIUBY HA NI0EPCHKY [ pOIb08Y N06ediHKY. Moodentoeants KOMAHOHOI eMoyitiHoi pobomu 6us6uUI0 6 AKOCmi Kpumepiis il echekmugHo-
cmi KOMAHOHY HCUXONO2IYHY Oe3neKy I MidcOCOOUCMICHY 83A€MO0II0 AK OCHO8Y Ol YOOCKOHANEHHS COYIANbHO20 Ma eMOYiliHO20
KOMaHOHO20 cepedosuwya. Moociugicms OmpuManHa GUCOKUX NOKA3ZHUKIE 3A00801€HOCMI Npayeo i eeKmusHoCmi pe3yabmamy
NPOAHANI308AHO K Pe3VIbmam nepexooy 6i0 eMoyiliHo20 OUCOHAHCY 00 KOHCOHAHCY, Wo NIOMPUMYEMbCS THOUBIOYAIbHUM eMOoYili-
HUM 00CBIOOM [ PONbOBUMU OYIKYBAHHAMU, UMOGIDHICIb KOPUSYBAHHSL SIKUX NIOBUUYEMbCSL NO MIPI (DOPMYBAHHSL KOMAHOHOL NCUXO-
J102i4HOoI be3nexu ma migicocobucmicnoi e3aemodii. Ilokazano, wjo ynpagninhs emMoyisimu Ha KOMAHOHOMY PIGHI CNPUSE OOCACHEHHIO
3a00601€HOCMI nNpayero i pe3yIbmamis, 3Ha4ywux 0isl KOHCHO20 OKpeMo, KOMaHOU i opeaHizayii.

Kniouosi cnosa: emoyitinuii meneoxcmenm; emMoyititna poboma; NCUxXon02iuna be3nexka;, MincocodUucCmicHa 63aemoois; emoyiti-
HuULl IHMeneKm; poibo8a noeOiHKaA
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SMOILMOHAJIBbHBIN MEHEKMEHT KAK COCTABJISIIOIIASI Y®P®EKTUBHOI'O
YIPABJIEHUSI KOMAHJIOM

Annomayun. B cmamve paccmampusaiomess meopemuueckue acnekmol YnpasieHus KOMAHOOU HA OCHO8e IMOYUOHANbHOSO
Mmeneddcmenma. Tloxkazano, 4umo modenuposanue KOMAHOHOU SMOYUOHANLHOU pabombl 00bACHAEm 0COOEHHOCMU NPOSAGIEHUs ee
SHAYUMBIX NAPaAMempos u Gopmupyem nooxoobl K YCOBEPUIEHCBOBANUIO KOMAHOHOU COYUANLHOU U IMOYUOHANLHOU cpedbl. Kon-
YenmyanbHble 0CHO8bL KOMAHOHO20 2IMOYUOHANLHO20 YNPAGIEHUs PACKPbIMGL 8 pYCie MeopemuyecKux paspabomox 6 obracmu smMo-
YUOHATLHOU pabombl U MOOenuposans ee npoyeccos. I1okazano, 4mo ycneuHocms QopmMuposanus KOManobl Onpedensiemcs 63au-
MoOelicmeuem UHOUBUOVATbHLIX U 2PYNNOBbIX (COYUANbHBIX) OMHCUOAHUL, KOMOpble OMPANCAIOm CmpemlieHue 4leH08 KOMAHObl K
compyOHuyecmsy u IQGeKmueHOMy MeHCTUYHOCMHOMY 83AUMOOENCEUI0 HA OCHO8e 00We20 NOHUMAHUA poJell U cnocoOHocmell
opye Opyea. HHoueuoyanbHwiili SMOYUOHATBHYIIL ONBIM BbI0ENEH KAK OCHOBONONA2AIOWAs XAPAKMEPUCTNUKA, KOMOPAsA ONOCPeOCma)-
em ce OCMAbHble 8XOOHblE NAPAMEMPbL U AENAEMCA OCHOBOU 05l POPMUPOBAHUA KOMAHOHBIX NOKA3AMenell IMOYUOHALHO2O
onvIMa U IMOYUOHANLHO20 Unmenekma. IIpedcmagienue o0 63aumMo00yCl061eHHOCIU YKA3AHHBIX NAPAMEMPO8 CIMANO OCHOB0U 01
PopMuUpoBas KOMAHOHBIX HOPM U OOBACHEHUS UX GIUAHUA HA UOEPCKOe U poiiesoe nosederue. Moodenuposanue KOMaAHOHOU IMO-
YUOHATILHOU pADOMbL BbIAGUIO 6 Kauecmee Kpumepues ee 3PPeKmusHoCmu KOMAHOHYIO NCUXOT02UHECKYI0 De30NACHOCIb U Medic-
JUYHOCIHOE 83AUMOOeLiCIBUe KAK OCHO8Y OJSl YCOBEPUIEHCMBOBAHUSA COYUATLHOU U IMOYUOHANLHOU KOMAHOHOU cpedbl. Bosmooic-
HOCMb NOJYYeHUs BbICOKUX NoKkasamenei Y0081emeopeHHOCHU MPyOOM U dPHEKMUSHOCHU Pe3yIbmama npOaHAIUSUPOBAHA KAK
pe3ynomam nepexooa on AMOYUOHATLHO20 OUCCOHAHCA K KOHCOHAHCY, YMO NOO00EPHCUBAEMCS UHOUBUOYATLHBIM IMOYUOHATLHBIM
ONbIMOM U PONEGLIMU OHCUOAHUAMU, BEPOSMHOCHIb KOPPEKMUPOBKU KOMOPBIX NOGBIUAEMCA NO Mepe HOpMUPOSaHus KOMAHOHOU
NCUXONO2UHECKOU Oe30NACHOCIU U MEXCIUYHOCHHO20 83aumoolelcmeus. TIokasano, 4mo ynpasnenue SMOYUAMU HA KOMAHOHOM
YposHe chocobcmeyem 00CIMUNCEHUI0 YO06IeMBOPEHHOCU MPYOOM U Pe3VIbMAmMOs, 3HAUUMBIX Ol KAHCO020 OMOeNbHO, KOMAHObL
U opeanu3ayuu.

Kniouegvie cnosa: smoyuoHanbHblii MEHEOHCMERM; IMOYUOHATLHAS pAOOMA; NCUXON02UYECKds De30NACHOCMb; MedCuY-
HOCIMHOE 83AUMOOEUCMEUE; IMOYUOHANLHI UHMENTEKM; POle6oe NOGeOeHUe
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