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THE ROLE OF EMOTIONAL INTELLIGENCE IN THE FORMATION OF TEAM EFFICIENCY

Introduction. Constantly increasing the intensity of competitive struggle in conditions where the most valuable resources are human
as opposed to financial and material — and requires additional research in the field of emotional intelligence as an additional source of
increasing productivity and management efficiency of any team. Today, in the period of crisis changes in society and the economy, it is
extremely important to maintain emotional stability and take care of mental health. Stress and emotional exhaustion have an extremely
negative impact on productivity and work efficiency. Therefore, it is important to develop and improve emotional intelligence both for a
specific employee and for the team as a whole.

The purpose of the paper is to determinate of the role of emotional intelligence in the organization of coordinated and effective team
work in modern crisis conditions of business

Results. The paper discusses the theoretical aspects of team effectiveness. The main factors of team effectiveness are singled out:
team relations and communicative component, team motivation and mission, internal organizational processes, external organizational
processes. The theoretical nature of emotional intelligence was studied with an interpretation of its definition. In particular, the main
stages of emotional intelligence are defined, which include identification, use, awareness and control. The groups of competences
through which emotional intelligence is realized are considered. These are competencies at the personal and social levels. Among
personal competencies, it is advisable to single out self-respect, self-awareness of one’s own emotions, optimism, the ability to control
the situation, the ability to neutralize conflicts and prevent the occurrence of intrapersonal conflicts. Empathy, the ability to neutralize

conflict situations, and the development of leadership qualities deserve special attention among social competencies.
Conclusion. As a result of the above researched theoretical material regarding the role of emotional intelligence, there is a need to
create appropriate experimental tools for diagnosing the level of emotional intelligence of the team and the most effective methods for its

improvement.

Keywords: emotional intelligence, team, communication, self-development, efficiency, effectiveness

INTRODUCTION

In matters of team effectiveness formation, emotional
intelligence plays a crucial role. The efforts of a top manager
to form an effective team, build harmonious socio-labour
relations, and develop modern leadership are all subjects of
interest for contemporary scholars, both theorists and prac-
titioners. For example, the research by O.Yu. Sytnyk [1] is
devoted to the development of the manager’s emotional in-
telligence (unlike the current study, which focuses on per-
sonal competencies as components of emotional intelli-
gence); T.O. Afanasieva and Ye.O. Hrevtsova [2] examine
aspects of team interaction, among which the emotional
component is highlighted; L.V. Shchetinina, S.H.Ruda-
kova, and A.I. Zaiets [3] explore approaches to understanding
and developing emotional intelligence in the context of
contemporary personnel management. A.S. Kolomiiets [4]
emphasizes the role of emotional intelligence in forming IT
teams. This research is fundamental and relevant to this paper
as it provides valuable insights into the industry-specific
team formation process and analysis of team effectiveness.
O.V. Oliinyk considers the role of emotional intelligence in
developing effective leadership skills, viewing emotional
intelligence as an integral part of a modern manager-leader
capable of leading a team in contemporary business condi-

tions [5].

The interrelationship between emotional intelligence
and the formation of team effectiveness allows for the de-
velopment of a personnel management methodology, which
entails a more thorough analysis of factors influencing the
socio-psychological climate, the effectiveness of leadership,
and the principles of team and workgroup formation. Issues
of team building and an appropriate level of emotional in-
telligence within the collective open up prospects for further
research and improve the quality of personnel management
and leadership in the context of the strategic development
of businesses in modern crisis conditions.

The PURPOSE of the paper is to determine the role of
emotional intelligence in organising a cohesive and effective
team performance under modern business crisis conditions.

RESEARCH METHODS

To achieve the stated aim, the following research methods
were employed: the analytical method — for collecting and
synthesizing information regarding the factors of team ef-
fectiveness and the key components of emotional intelli-
gence; the graphical method — for visualizing the main
stages of emotional intelligence and its elements; gene-
ralization — for summarising findings and forming the overall
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conclusion of the study.

RESULTS

The current state of business development and opera-
tion necessitates a human-centered approach, which has
replaced the maximization of profit. Top managers in com-
panies have begun to consider the human factor in the im-
plementation of strategic tasks and the achievement of key
business objectives. This shift primarily involves new ap-
proaches to personnel management, the formation of teams
and working groups, and the development of effective
communication at all stages of task execution.

The prioritization of establishing and maintaining an
appropriate level of team effectiveness depends on the
speed and quality of managerial decisions, the flexibility of
the organizational structure, and the quality of intra-team

interaction. To ensure these conditions, team management is
employed. This involves the consolidation of efforts by all
team members to achieve the desired outcome, facilitated
by a well-structured communication system, the ability to
listen and understand team members, and the capacity to
operate as a unified mechanism. It is essential to remember
that a team functions as a single mechanism, forming the
foundation of the organization. Most operational tasks can
not be accomplished individually, either theoretically or
practically. Team cooperation at any stage can accelerate
the achievement of results and enhance the productivity of
both individual workers and the company as a whole.

The key factors influencing team effectiveness are pre-
sented in Table 1.

Table 1 — Key Factors of Team Effectiveness (summarized by the authors based on the source [6—8])

Constituent elements of
factors

Factors

Characteristics of efficiency

Team relations
and
communicative
component

Trust and respect

The ability to make the interlocutor feel comfortable during communication or coope-
ration. Confidence in an adequate attitude towards each other and the work as a whole

Contflicts and their impact on
the team

The ability to transform a destructive conflict into a constructive one. Or to avoid a
conflict situation altogether

The importance of each team
member

Support and stimulation of each team member, the ability to choose the right words to
emphasize the value of each employee

Responsible attitude towards
one’s work and the work of
colleagues

Understanding that all team members must work as a single mechanism and that one
mistake can stop the work of all. Respect everyone’s contribution to the common cause.

Team motivation
and mission

The team’s overall mission
and goals

Formation of a common vision of ways to perform tasks, further cooperation in the
organization, creation of one’s own style (sometimes a brand or other element of self-
expression)

Value system

Personal and corporate values in the team must coincide as much as possible. This
minimizes the risks of future conflict situations.

Involvement in the decision-
making process

As an element of intangible motivation and team building activities, this element shows
how important the opinion of each team member is

Results management

Performance management, KRI and other methods of taking into account the personal
contribution of each team member. This clarifies the issue of remuneration and no one
has any further questions regarding the fairness of the distribution of bonuses.

Internal Effective interaction Collaboration of all team members, combining efforts to achieve results through
organizational communication and partnership
processes Division of spheres of Clear delineation of duties and tasks. The ability to convey to each team member the
responsibility importance of what he/she is doing
Receiving feedback Effective feedback significantly increases work productivity, and top management can
get information about the climate in the team
External Building communication with | It manifests itself in the absence of conflict situations, in the ability to communicate,
S other working groups and negotiate, and reach compromise solutions
organizational
teams
processes

Receiving feedback

Obtaining information from external sources regarding how effective the team’s work is

As observed, most characteristics of team effectiveness
are related to well-established communication and inter-
personal relationships. Predominantly, our actions are driven
by our feelings and emotions, and we may not always ref-
lect on how they manifest in our behavior.

As we can observe, most characteristics of team effect-
tiveness are linked to well-established communication and
personal relationships among team members. Predominantly,
our actions are influenced by our feelings and emotions,
often without conscious thought regarding how these mani-
fest in our behavior. Effective communication within a team
is a vital component of team building, especially in today’s
business environment, where it is essential to organize
teamwork both in the office and remotely.

In summary, three primary principles can be identified
for fostering team effectiveness [9]:

12

1. Experimentation — the continual search for new ap-
proaches and algorithms of action concerning social and
labor relations within the team. This includes psychological
skills, manipulative techniques, as well as knowledge of
sociology and socionics. Team effectiveness can be achieved
through various standard and non-standard methods.

2. Trust — the absence of suspicion and confidence in each
team member. Periodically, in modern conditions, work
may occur remotely, and in such cases, trust in each team
member plays a significant role in cultivating employee
loyalty towards their employer.

3. Empathy — primarily the ability to emotionally under-
stand another person, attuning oneself to their “frequency”
and scanning their emotions. If subsequent work involves
interaction with clients, and staff, or is simply communication-
related, the level of empathy and emotional engage-ment
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with others can expedite the desired outcomes, facilitate
successful negotiations, or simply provide qualified and
high-quality consultation or assistance to those in need. In
other words, this embodies the emotional intelligence of an
employee or team, aimed at harmonizing labor relations.

At times, it is extremely challenging to gauge a colleague’s
mood or the emotional tone of their responses to messages
(especially in the context of remote work) or their com-
ments and feedback regarding tasks. To avoid further mis-
understandings, employees, particularly managers, should
enhance their emotional intelligence (EI). This refers to the
instinctive speed at which an individual’s subconscious
triggers the “correct” algorithm of actions and reactions to-
wards their surroundings.

Within the framework of this study, emotional intelli-
gence will be examined as a crucial component in fostering
team effectiveness, specifically in the context of social
communication, the development of empathy, and commu-
nication skills.

Let’s consider the essence of the concept of “emotional
intelligence”. Primarily, it is the ability to manage one’s emo-
tions and demonstrate empathy towards one’s interlocutor.
It encompasses the capability to control, perceive, and ma-
nage one’s own emotions and feelings, thereby regulating
one’s emotional state and self-motivation. Moreover, emo-
tional intelligence is manifested in attentive consideration
of the problems and needs of others, as well as the ability
and willingness to empathize and assist in self-development.

The characteristics of emotional intelligence typically
manifest in the ability to recognize emotions, identify both
negative and positive feelings, and manage one’s own and
other’s emotions. Generally, this relates to a person’s capa-
city for profound situational awareness, understanding the
needs of others, and possessing emotional and psycholo-
gical resilience to stressful situations and the impact of
negative emotions. In contemporary crisis conditions, where
stress and emotional burnout are increasingly common, it is
vital to stabilize the emotional climate of both individual
employees and the team as a whole.

Emotional intelligence is usually divided into four key
stages (Fig. 1).

Emotional intelligence manifests in its
through two groups of key competencies [13].
The first group comprises personal competencies. This
refers to the ability to manage one’s own emotions and
feelings. In teamwork, this group of competencies is crucial,
as it characterizes each member’s ability to adequately per-
ceive themselves, their immediate surroundings, external
information, etc.

activities

Emotional Intelligence

Identification Use Awareness ‘ Control
The ability to
i i . Understanding
‘de“F‘fY Engaging the ¢ Control over
emotions g o2 and . ;
full potential G PP one's emotions
(both one's 4 experiencing -t
of emotions to . and the ability
own and . each emotion
achieve a . to manage
others"), and el and its source e
to distinguish of origin

between them

Fig. 1. Main Stages of Emotional Intelligence (summarized
by the author based on sources [10-12])

The second group consists of social competencies. These
are the competencies that help establish relationships with
others. This includes effective communication, negotiation
skills, achieving compromise, and conflict prevention.

Let’s examine the two groups of competencies in more
detail.

Personal Competencies:

1. Self-respect. The ability to accept oneself as one is,
accepting one’s actions and decisions.

2. Self-awareness of emotions. Understanding the rea-
sons for the emergence of specific emotions at a given mo-
ment. This also includes the ability to block so-called “men-
tal chewing” — when a person constantly replays recent
events in their mind with imagined visualizations of pos-
sible scenarios.

3. Adequate assessment of one’s actions and those of others.
Specifically, understanding the motives behind certain actions.

4. Ability to control the situation. Absence of emotional
breakdowns, uncontrolled emotional outbursts, and complete
control over aggression and hostility.

5. Diligent and honest attitude towards others, one’s work,
and responsibilities. Feeling inner confidence in one’s ac-
tions and decisions that do not contradict moral principles
and values.

6. Adaptability. The ability to adjust to external changes
without feeling stress or discomfort.

7. Self-development. The ability to continuously grow,
improve one’s knowledge and skills, and acquire new com-
petencies.

8. Commitment. Dedication to one’s work and life prin-
ciples and values.

9. Optimism. The ability to see the positive side of things,
not to dwell on negative aspects, and to encourage oneself
and others to maintain a positive outlook on life.

10. Innovativeness and initiative. The ability to not give
up in the face of life’s challenges, employing new self-mo-
tivation and stimulation techniques.

Next, we will examine the social competencies that have
the greatest impact on team effectiveness:

1. Empathy. The ability to sense the emotions and moods
of others, changes in their emotional states, being more sen-
sitive to others, and possessing listening skills.

2. Ability to motivate employees, colleagues, and subor-
dinates. Inspiring productive work and the accomplishment
of strategically important tasks. The ability to motivate is a
key competency of leaders and managers, directly influen-
cing future effectiveness.

3. Goal-oriented approach. The ability to set correct goals
and achieve them significantly affects the outcome of work.
Clearly defined objectives pave the way to successful results.

4. Networking. Emotionally beneficial contacts (people
with whom one is “on the same wavelength”) not only en-
rich each party emotionally but also yield positive results

~ when working in a team.

5. Ability to resolve conflict situations and prevent their
occurrence.

6. Improving leadership qualities and adapting them to
modern business requirements.

Employees with a high level of emotional intelligence
tend to have better relationships with people, including
direct supervisors, clients, and colleagues. Well-developed
emotional intelligence fosters more effective communi-
cation, which underpins the social and psychological cli-

13
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mate within the team. The more stable this climate is, the
more effective the work will be. The absence of emotional
tension, conflict situations, and stressful moments ensures
that all team members derive satisfaction from their work
tasks.

Conversely, a low level of emotional intelligence leads
to negative consequences, such as [14]:

1. Complicated interpersonal communication.

2. Susceptibility to depression and dependency on the
reactions of others.

3. Low-stress resilience, ultimately leading to emotional
exhaustion and burnout.

4. Inability to fully realize one’s leadership potential.

5. Difficulties in resolving conflicts: choosing avoidance
or accommodation strategies in conflict situations.

6. Lack of empathy, leading to difficulties in establi-
shing connections with others.

7. Dependency on negative emotions and their total in-
fluence on decision-making: living in a “grey” hue, comp-
letely blocking emotional fulfillment.

CONCLUSIONS

The effectiveness of a team’s work and the quality of
tasks performed depend significantly on the level of emo-
tional intelligence of each member. Individuals with low
emotional intelligence often contribute to misunderstand-
dings and conflicts, leading to stress, emotional burnout,
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Bcmyn. Ilocmiiine niosuwenns 2ocmpomu KOHKYpeHmHoi 6opomvou 8 ymMosax, Koau HAUYiHHiuuMy pecypcamu € ai00cbki, a He
inancosi, nompebye 000amKogux O00CniOxiceHb y cepi emoyilino2o IHmeneKkmy aK 000amK08020 Oxcepend Ni08UUEeHHs
NnpoOyKmueHocmi ma egexmusnocmi ynpagiinia 0yob-sakum xonexkmueom. Cbo2o0Hi, y nepiod Kpu308ux 3miH y CYCRiIbCMBI ma
eKOHOMIYI, HAO36UYAUHO 8aAJICIU60 30epicamu eMOoyiuHy cmabintbnicms ma 0bamu npo ncuxiune 300pog’s. Cmpec i emoyiiine
BUCHAIICEHHS BKPALl HE2ATMUBHO 6NAUBAIOMb HA NPOOYKMUSHICMb MA eeKmuHicms pobomu. 3 02140y Ha ye, 8adCIU60 PO3GUBATNU
ma 600CKOHANIOE8AMU eMOYILIHUTL IHMeNeKm K KOHKPEmHO20 CRiBPOOIMHUKA, MAK | KOIEKMUEY 3a2aN0M.

Mema pobomu - eusnayenHs poii eMOYIUHO20 [HMeNeKmy 6 Op2aHizayii 31a200dicenoi ma eghekmugnoi Komanonoi po6omu &
CYHACHUX KPU306UX YMOBAX Di3HECY

Pesynomamu. Y cmammi po3enaoaiomvcsa meopemuyni acnekmu egexmugHocmi Komanou. Buoxpemneno ocnoemi gaxmopu
ehekmueHocmi KOMAanHou, a came: KOMAHOHI GIOHOCUHU, KOMYHIKAMUGHA CKIA008d, MOMUBAYIs MA MICia KOMAHOU, GHYMPIUUHI
OpeaHi3ayiuHi npoyecu, 306HIWHI OpeaHi3ayitiHi npoyecu. JlocniodceHo meopemuyny npupoody emMoyiliHo20 IHmeieKmy 3
inmepnpemayicio 1020 6u3HayeHHs. 30Kkpema, GUIHAYEHO OCHOBHI emanu eMoyilino2o inmeneKmy, sKi 6KII0Yarms ioeHmugikayio,
BUKOPUCTNAHHS, YCEIOOMAEHHS Ma KOHMPOnb. Posenanymo epynu KomnemenmHocmet, yepes sKi peanizyemvcs eMOyitiHull iHmenexm.
Lle xomnemenyii nHa ocobucmicnomy ma coyianvhomy pisHsax. Ceped o0cobUCmICHUX KOMREMeHYill GUOKPEMIIEHO CaMOnosazy,
CAMOYC8IOOMICHHSL BIACHUX eMOYill, ONMUMIZM, YMIHHS KOHMPOIIO8AMU CUMYayilo, 30aMHICMb HeUmpanizyeamu KOHQIKmu ma
VHEMOMCTIUBNIEHHS, BUHUKHEHHS SHYMPIHboocoOUcmicnux kouguikmie. Ceped coyianbHux KOMREMEHmMHOCmel Ha 0COONU8y y8azy
3ACnY208YI0Mb eMNamis, YMIHHA Helmpanizyeamu KOHQUIKMHI cumyayii, po36umox 1i0epcbKux aKkocmel.

Bucnoeok. Y pesyismamax 0ocniodcenHs akyeHmo8aHo HA HeoOXIOHOCMI CMEOpeHHs 8Ii0N08IOH020 eKCHNepUMEeHMANbHO20
IHCmpyMenmapito 0151 Ola2HOCMUKY PIBHS eMOYILIHO20 THMeNeKmY KOAeKmuey ma Hatbiibul epeKmusHux Memoois o2 nio8UeHHs.

Knrouosi cnoea: emoyitinuil inmenekm, KOManod, KOMYHIKayis, camopo3gumox, eqhekmusHicms, pe3yibmamusHicme
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