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Abstract. The article deals with the problem of the distribution of roles in a team at work. The efficiency of the distribution
of roles in the team ensures the efficiency of activities, reduces the conflict of interaction and increases the level of
adaptability of the team to changes in the external environment. The main attention is paid to the team role of a leader,
which determines the organization and peculiarities of the team. Therefore, the purpose of the study is to determine
the problems of the distribution of team roles and the peculiarities of the leader’s role behaviour. The theories of the
distribution of team roles proposed by such authors as R.M. Belbin, R. Schindler, and T. Bazarov were analyzed. Each of the
theories was analyzed and their features, possibilities of use for the study of the leader’s roles and problems of application
in practice were determined. The main problem is the difficulty with the distribution of team roles in functional divisions
(mainly the same types of functions are performed) compared to project teams. By modeling the leader’s behaviour, the
influence of his team role on the functioning of the division and the distribution of roles in it was determined. As a result,
it was identified that the main problem of determining the distribution of roles in a functional division is a significant shift
in the result towards the main type of its activity, which requires clarification or adaptation of the diagnostic apparatus.
It is proposed to distinguish a social and labour role that combines functional (Iabour) and team (social), focusing only on
the type of activity. The following types of social and labour roles are distinguished: executive, adaptive and creative. It
is proposed to apply the same classification to the leader, which will allow his role to be considered inseparable from the
roles of employees, which is especially important for functional divisions. This classification makes it possible to facilitate
the process of diagnosing the predominant roles and determine the features of the basic functions of the division and the
problems of the team’s activity
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INTRODUCTION

Modern world trends have a significant impact on social
and economic processes. The accelerated development of
science and technology, modernization of technological
processes in all spheres (from manufacturing to everyday
life), informatization and intellectualization of life radically
change the usual ways of work and life. The political, eco-
nomic and social challenges facing Ukraine in the 2020s
have had a negative impact on the scale of unemployment,
the demographic situation, the level of income of the pop-
ulation, and the provision of social standards of living. The
shortage of resources, including financial ones, requires
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the search for new ways of increasing efficiency and com-
petitiveness of enterprises. One of these ways is the appli-
cation of the theory of roles [1] in the process of formation
and development of a team. An employee’s performance of
his own role, which most of all corresponds to his aspira-
tions and abilities, allows him to significantly increase his
efficiency.

The distribution of roles in a team has a significant
impact on the efficiency of its activities. On the one hand,
roles ensure high-quality division of labour. On the other
hand, they contribute to the improvement of the process of
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interaction between employees. Therefore, special atten-
tion is paid to the study of the theoretical foundations and
models of the distribution of roles in the team. Employee
relations (both formal and informal) are determined by the
distribution of roles among employees and the balance be-
tween them. Over time, each employee focuses more and
more on performing his own role, gains significant experi-
ence, develops certain skills and abilities. This allows him
to significantly increase the efficiency of his work and in-
teraction with other roles.

However, in theories of team roles, a leader remains
the most difficult element. On the one hand, he influences
the activities of his subordinates, in particular, the distri-
bution of roles in the team. On the other hand, like any
worker, he also has certain preferred roles that he has to
perform or that he has a knack for. This situation proves
the importance of determining the role of the leader and its
adequacy to the tasks and his abilities.

In this regard, the purpose of this study is to analyze
and generalize the theoretical prerequisites for clarifying
the list of roles of team members and to determine the
characteristics of the leader’s role behaviour to increase
the efficiency of interaction in the team.

In the work, the process of the distribution of team
roles as a synthesis of labour and team roles has been im-
proved, which makes it possible to facilitate the diagnostic
procedure and take into account the peculiarities of the
work of the functional division and model the behaviour
of different types of leaders, depending on their role.

LITERATURE REVIEW
The central idea of all role theories is that the main part
of people’s everyday behaviour is the fulfillment of their
social roles. Each role is a set of expectations for actions
corresponding to the social position of its bearer. Role
theories emphasize the perception and understanding of
a person within his social connections and organizations.
According to their concepts, the role a person plays in each
specific situation shapes his attitudes and beliefs. The
person aligns his attitudes with the expectations associated
with a certain role. Each status has certain roles with
corresponding expectations and norms of behaviour. On the
one hand, each person is subject to norms of behaviour and
expectations. On the other hand, people around him evaluate
how the individual adheres to these norms of behaviour.

Ateamrole is a list of the types of behaviour and tasks
that a person is expected to perform in his current position
in a team and organization. Each role has corresponding
responsibilities and rights. Exercising these rights and
responsibilities is a powerful tool for controlling and self-
monitoring of team members’ behaviour. First of all, roles
determine the list of functions and tasks to be performed.
Second, roles identify specific standards of behaviour that
allow it to be evaluated and enable the team to demand
that its members be held responsible for their actions.
Third, roles help the leader determine the degree of reward
for each team member. [1; 2]

The problems of the study of the role structure of a
team are considered in the works of many scientists, but

the classic one is R.M. Belbin [3], who substantiated the
need for the distribution of roles in a team, identified 9 main
roles, which were divided according to the directions of
teamwork, and provided a list of factors that affect the
efficiency of role performance.

R.M. Belbin singles out 9 roles that are focused on
different areas of work (practical, intellectual, interactive).
Factors underlying team role behaviour are as follows:

1. Psychophysiological features of personality.

2. Intellectual abilities.

3. Personal values and principles.

4. External influence.

5. Personal experience, cultural traditions and norms of
behaviour.

6. Degree of mastery of the role [3].

R.M. Belbin groups team roles according to two char-
acteristics: the nature of activity and the directions of team
member’s activity.

According to the nature of activity, R.M. Belbin sin-
gles out the following groups: “People of action” (which
includes motivators, implementers, and controllers); “So-
cially-oriented” (which includes coordinators, resource in-
vestigators, and team workers); “Intellectual roles” (which
are performed by idea generators, analysts, and special-
ists). This feature takes into account the type of activity
that an employee must perform. Thus, “people of action”
focus on conscientious performance of activities (“hand
work”). The difference between the roles is that the imple-
menter simply does the work conscientiously, the control-
ler checks and corrects errors, and the motivator performs
in such a way that he inspires others with his own activity.
The “socially-oriented” provide communication and inter-
action between colleagues (“language work”). Coordina-
tors formulate and distribute tasks, team workers support
internal interaction, and resource investigators search for
information and opportunities for the implementation of
tasks. “Intellectual roles” are aimed at mental work (“head
work”). The difference is that idea generators are engaged
in creative work, analysts deal with analytical and evalu-
ation work and specialists focus on their own specialized
skills [3].

According to the areas of activity, R.M. Belbin distin-
guishes the following groups: “Management and organi-
zation of work” (which includes coordinators, motivators,
and team workers); “Ideas and proposals” (which includes
idea generators, resource investigators, and strategy ana-
lysts), “Performance of work” (which includes implement-
ers, controllers, and specialists). This classification system
takes into account the function performed by a person in a
team. Thus, “performance of work” focuses on the perfor-
mance of ordinary activities. “Management and organiza-
tion of work” ensures the interaction of employees, stimu-
lating their activity, ensuring a comfortable moral climate,
i.e. performing “socially important” functions. The group
of “ideas and proposals” deals with the strategic develop-
ment of the team and atypical or unpredictable problems
that can disrupt the current activities of the team. A com-
parison of roles according to different grouping systems is
provided in Table 1.
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Table 1. R.M. Belbin’s grouping of team roles

. ... R.M. Belbin’ .. ..
Main characteristics of roles € $ | Areas of activity | Nature of activity
team roles
Professional in a narrow field of knowledge Specialist Intellectual roles
Disciplined, reliable, efficient, conservative and practical Implementer Perfoivrgi\l? ce of
Conscientious, notices mistakes and oversights, able to control Controller People of action
Able to listen, diplomatic, capable of compromise Motivator
Mature, confident, formulates clear goals, promotes solutions, . Managgmgnt and
S Coordinator organization of
leader, delegates responsibilities work
Flexible, sociable Team worker Socially-oriented
A dynamic leader, challenges and pushes . Resqurce
investigator
Ideas and
Thoughtful, perceptive, possesses strategic thinking Analyst proposals
. Intellectual roles
Has a rich imagination, knows how to solve non-standard problems | Idea generator

Source: [3]

In the concept of R.M. Belbin, it is distinguished a
separate group of roles which are more characteristic of
the leader (“Management and Organization”). Such a leader
performs one’s duties as efficiently as possible. According
to R.M. Belbin’s model, two main types of leaders are dis-
tinguished: “Motivators” and “Coordinators”. The main
features of the “coordinator” are perseverance, enthusiasm
and the ability to influence subordinates. Such a leader ac-
tivates the team, mobilizes its reserves and is able to lead
the whole team by one’s own example. The “coordinator”
is aimed at the effective distribution of functions and
resources, predicting threats and risks.

However, in addition to the proposed roles, an “intel-
lectual” type of leaders is sometimes distinguished. It pre-
vails in teams with a large number of “intellectual roles”,
where interaction and teamwork are very difficult. Such a
leader combines the approaches of the previous ones, but
tries to act more carefully.

In general, the model of R.M. Belbin is one of the
most common models; it has been tested by many research-
ers [4-6]. It demonstrates the greatest effectiveness in
project teams, where the distribution of various functions
is possible [7-9]. However, its use for functional divisions
requires some clarification.

The model of R.M. Belbin has become the basis for
the development of models by many other scientists who
tried to clarify and improve it for certain areas of use [10-12].
These models leave the general principle of distribution of
roles based on the functions performed by a team member.
The key differences of their models are the clarification of
the list of roles and the improvement of diagnostic tech-
nologies. Nevertheless, the fundamental problem of role
imbalance in the functional division remains.

Another classification of team roles was proposed by
R. Schindler in his rank dynamics model [13]. He places a
special emphasis on the dynamic aspect of intragroup pro-
cesses (typical models of contact behaviour for each team
position were studied by T. Bachmann [14]). This approach
is well suited for finding the “rules of the game” on the ba-
sis of which the dynamics of the team flows and according
to which the therapeutic process proceeds [13]. This model
assumes the allocation of the following roles:
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Alpha is a leader who personifies a group, motivates
it to act, draws up a programme of action, directs, gives it
confidence and determination (everyone looks at him and
goes quiet when he starts speaking).

Beta is an expert who has special knowledge, skills,
and abilities that the group needs or that the group respects.
The experts analyze and consider the situation from different
angles, their behaviour is rational, self-critical, neutral and
indifferent (they ask questions and think a lot).

Gammas are ordinary, easily adaptable members of
the group; most of them identify themselves with the lead-
er and support the idea of the leader. Adaptability and con-
formity in actions are their most important features. They are
the basis of the team, the so-called “working bees”.

Omega is an outsider, the most “extreme” individual
who lags behind the group due to some differences from
everyone else. Their role is to relieve emotional tension.
Sometimes they identify themselves with the enemy of the
group. By their behaviour, they allow the group to direct
group aggressions on them, and not on other team members.

Po is an adversary who actively opposes the leader
and is outside the group. Being a threat to the leader and the
group, they help to develop themselves and the group as a
whole. This model is aimed at the study of intragroup pro-
cesses and interaction between group members. It is weakly
related to labour activity, as it almost does not take functional
roles into account. If it is considered from the point of view
of a team, it is possible to highlight certain features [13; 15].

The Alpha usually acts as a team leader, assigns du-
ties and functions to his own employees, motivates them to
work (according to R.M. Belbin, he is a coordinator, a moti-
vator, and sometimes an idea generator). However, in addi-
tion to this, the alpha must be perceived by the group as the
personification of its essence, key ideas and goals (if the
alpha does not cope with this, the group loses momentum
and may collapse). Thus, the position of the alpha is due to
a value judgement rather than a competence assessment
of the team.

The Beta involves a wide range of personalities who
ensure the current functioning of this team and build its
structure. According to R.M. Belbin’s concept, this can include
specialists, idea generators, analysts, resource investigators,
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and controllers, that is, those who perform specific socially
useful functions. The position of the most betas is more
stable compared to the alpha position, there are fewer ex-
pectations of their behaviour and they have a narrow spe-
cialization. In addition, the betas have their own position
due to compliance with professional requirements, so if
they perform their functions well, there is no point in dis-
missing them, even with a change of the alpha.

The Gamma is the majority of ordinary workers who
do not perform specific functions (according to R.M. Belbin,
these are implementers and team workers, although repre-
sentatives of other functions, especially the so-called “sec-
ond places”, may be included). The gamma position is char-
acterized by a minimum of responsibility, conformity and
executive behaviour. The Gammas rarely express their own
opinion (except in cases of overload or difficulties, where
the Gammas are the first to complain) and expect ready-
made solutions. Unlike the Alpha and the Beta, personal
qualities and quantity play almost no role for the Gamma.
That is, changes in the composition of the Gamma are al-
most imperceptible from the point of view of the entire
team.

The Omega is a rather specific and unstable position
in the group. Employees of this group are constantly ex-
posed to powerful psychological influence from other team
members. Therefore, they must have certain psychological
qualities (stress resistance, reduced emotionality, careless-
ness, etc.), otherwise they will be able to perform this role
only for a short period of time (either they leave the team,
or they provoke a powerful internal conflict). R.M. Belbin does
not have an omega analogue (his model is aimed at stable
and flexible work), but the omegas may perform the functions
of implementers, controllers, analysts, and in rare cases they
perform the functions of specialists.

The Po is the opponent of the group, who is outside
its borders. Such an opponent can act as an individual, a
team, or, in general, as an abstract “system”. The Pi’s role is
important when mobilizing the group’s efforts against its
“external enemy” and for its development. In teams, this
function is most often performed by competing divisions
or leaders (divisions of a higher level).

In contrast to the model of R.M. Belbin, the model
of R. Schindler is aimed at the development of the team,
which means ensuring its stability in the long term through
the operation of intragroup dynamic mechanisms (“exter-
nal enemy”, the presence of internal opposition, exclusion
of the non-initiative majority from the decision-making
process). It minimizes the importance of a particular per-
son in the work of the team (in general, even the alpha and
the beta can be replaced). The model of R.M. Belbin is more
sustainable, but it establishes strict requirements for the
qualities of team members [3; 15; 16].

In this concept, the role of a leader is clearly defined
and includes a certain list of functions. However, the flexi-
bility of the model of R. Schindler contributes to the spread
of diversity of types of leaders, which depends not only on
the qualities of the leader, but also on the peculiarities of
interaction in the team, its structure and the distribution
of functions. In case the alpha is not the leader of the team,
this team has problems with the distribution of functions,
potential power conflicts and, in general, becomes very
unstable.

Next, let us consider T. Bazarov’s model of management
roles [17]. Based on G. Shchedrovitsky’s model of manage-
ment activities [18], T. Bazarov developed the model of pro-
fessional and management roles, distinguishing four types
of management tasks, which are connected by a common
logic according to the principle “from specific to general”,
and each management task corresponds to a particular
management role with its competences. He showed that in
order to effectively function in a higher management posi-
tion, it is necessary to possess each of the four professional
and management roles at a certain level:

1) amanager - one of the roles of a manager, associated
with the responsibility for the situation analysis, identifying
priority directions for the development, formulating goals
and drawing up programmes for the development and func-
tioning of one’s division. It is the manager who is responsible
for finding new directions for the development and success of
the division in changing situations or at a time of crisis;

2) an organizer — one of the roles of a manager, associated
with the responsibility for the development of organizational
structures and other forms of organization of personnel ac-
tivities, which are most effective in the given conditions. The
organizer analyzes activities, external situation, goals and
strategy of the organization (division), as well as its personnel
potential, and selects (or designs) the organizational struc-
ture that will be most effective at the moment;

3) an administrator — one of the roles associated with
the responsibility for provision of resources and imple-
mentation of organization (division) plans, ensuring con-
trol over the activities of subordinates. The activity of the
administrator, unlike the activity of all other managers,
takes place in a fairly stable environment. The main task of
his activity is to control the implementation of the plans,
instructions and standards of provision that have been
developed by the organizer to achieve a certain goal;

4) an executive — one of the roles associated with the
responsibility for staffing, correct understanding and ex-
ecution of assigned tasks by subordinates. The success of
management is often due to equally high knowledge of
both the technology of activity and the individual charac-
teristics of employees. As a rule, the leader has a sufficient
level of trust in the team, which is based on informal au-
thority, has the decisive moral right to eliminate contradic-
tions and resolve conflicts between subordinates.

The choice of professional and management roles is
determined by the area of activity they perform. Thus, the
manager is mainly engaged in strategic activities (deter-
mination of development directions and strategy). The or-
ganizer deals with the design of processes, organizational
structures, distribution of functions, etc. The administrator
implements current activities and operational management,
provides and distributes resources, monitors current activities.
The leader works with people — ensures motivation, training,
staffing, conflict resolution and cooperation in the team.

MATERIALS AND METHODS

The theoretical basis of the research includes the concepts
of sociology, social psychology and management, namely
the theory of roles (role theory) [1], according to which the
personality is described with the help of social functions
and behaviour models (roles), which are learned and ac-
cepted or forced to perform by the individual.
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The method of theoretical generalization was used to
define the conceptual apparatus. The paper selected three
of the most well-known theories of the distribution of team
roles (namely, the model of team roles of R.M. Belbin [3], the
model of rank dynamics of R. Schindler [13], and the model of
management roles of T. Bazarov [17]). The theories of team
roles were chosen based on their popularity in the scientific
community and availability of their approval. Each theory
of team roles was analyzed according to the following as-
pects: the principles or criteria for the distribution of roles,
the list of team roles, the characteristics of their behaviour
and functions, the peculiarities of the manifestation of
these roles by a team leader. By comparing and general-
izing the theories of team roles, the key problems of their
practical use in the work of functional divisions (where em-
ployees perform mainly the same type of functions) were
identified. Based on the generalization of the concepts of
various theories and taking into account the problems of
their implementation in functional divisions, the list of
social and labour roles and the principles of their distribution
were proposed and substantiated.

With the help of leader behaviour modeling, the
main problems of the study of leaders’ team roles were
determined. The same method was used to determine the
characteristics of the leader’s social and labour roles based
on the predominant types of activity.

RESULTS AND DISCUSSION

The role of a particular employee is determined by his con-
tribution to the work of the team, the result of his work
and his relationships with others. When assigning roles in
a team, two principles are applied: the principle of compe-
tence and the principle of preference.

The principle of competence emphasizes that in a
team, roles are distributed according to a person’s compe-
tence (that is, the person who can handle it best gets the
role). That is, it ensures a more effective performance of
the role. The principle of preference states that roles are
allocated based on employee preference (allocation based
on self-interest rather than suitability for a particular role).
This ensures greater employee satisfaction and well-being.

However, following the principle of competence can
increase the efficiency of current individual activities, but
reduce overall group results, especially in the long term
(that is, an employee who is dissatisfied with his own role
interacts less with others and accumulates dissatisfaction,
which over time can reduce even his own efficiency). On the
other hand, following the principle of preference reduces
current role performance, but increases employee satis-
faction. Nevertheless, in the long run, performing difficult
activities (or low quality) can deeply demotivate the em-
ployee and colleagues. Therefore, the team leader should
strive for a balance between these two principles when
assigning roles. The best course of action is a gradual com-
bination of the employee’s competence and interests. That
is, it is necessary to help increase motivation to perform
the activity that the employee does best or to teach the
employee to effectively perform the activity that he likes.

Economics of Development. 2022. Vol. 21, No. 1
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The generalization of the theoretical prerequisites
for the distribution of roles in a group (team), performed by
the authors [2], made it possible to draw the following basic
conclusions and recommendations:

1. The essence of any role is realized through the em-
ployee’s behavioral model, which requires certain functions,
responsibilities, rights and expectations of the group from
the employee.

2. The list of roles, their content and methods of assign-
ment do not have a single standard and may differ signifi-
cantly in different teams.

3. High-quality distribution and performance of roles
in the team ensure increased efficiency, improved interaction
due to the distribution and coordination of work.

4. Each of the employees can perform and, most impor-
tantly, performs several roles, the choice and combination
of which are determined by the situation.

5. The key to successful joint activity is to maintain a
balance of roles, which ensures effective division of tasks,
coverage of all types of teamwork activities, and flexibility
of the group in the face of the external environment.

Based on the generalization of the role theories, it
is proposed to apply the “social and labour role”. This role
focuses not only on functions, but also on interactions be-
tween employees. Therefore, it is proposed to allocate roles
based on types of activities. The main idea is that employees
are forced to perform a wide range of functions. However,
the advantages of one or another function indicate the
specificity of the role and the difference in competencies
that employees should possess [19].

It is proposed to distinguish three types of activities:

1) executive — current performance of labour activities
(performance of basic functions, quality control, etc.);

2) adaptive — ensuring the efficiency of external and
internal interaction (distribution of activities, motivation,
establishing connections, resolving conflicts);

3) creative — development and implementation of new
ideas (determination of activity areas, team development, etc.).

Consolidation of roles is advisable as an employee
is often forced to perform not only a specific function, but
also related ones. Thus, the implementer often checks the
work himself (not necessarily his own work). Also the ac-
tivity of the “coordinator” often overlaps with the activity
of the “motivator”. And the “idea generator” is often forced
to analyze the usefulness of ideas himself. It is clear that
this consolidation of roles is not very appropriate from the
point of view of efficiency (certain advantages of the distri-
bution of roles and specialization are lost), but this may be
due to the functional responsibilities of the employees of
the division. That is, these functions are inseparable from
each other. Therefore, workers in real teams often combine
them. In addition, the distinction between functional and
team roles is eliminated and attention is focused on the
characteristics of the activity. In real teams, most employees
are forced to change their own activities and adapt to new
conditions and requirements.

The model of R.M. Belbin served as a basis for the
proposed model (Table 2).
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Table 2. Division of social and labour roles of employees in a team

Role

R.M. Belbin’s team roles

Implementer

Implementer (practical actions)

Specialist

Controller

Team worker

Adaptive worker (organization of interaction)

Coordinator

Motivator

Idea generator

Creative worker (creative functions)

Analyst

Resource investigator

When choosing the role of the implementer, an em-
ployee is psychologically ready to implement routine, stan-
dard, technologically designed operations at the workplace.
The main characteristics of such an employee include dis-
cipline, reliability, efficiency, orientation to practical tasks.
He is usually a fairly high professional in a narrow field of
knowledge. The manager characterizes this subordinate as
conscientious, capable of constructive control of his work.
When being in the role of an adaptive worker, he positively
perceives the need to interact with colleagues in the pro-
cess of performing work; he is characterized by confidence,
the ability to clearly formulate goals, and organize joint
work; he positively perceives the delegation of authority
related to independent decision-making at work. In rela-
tions with colleagues, he is diplomatic, capable of compro-
mise, and sociable. A creative worker has a rich imagina-
tion, knows how to formulate the essence of an unusual
practical problem and find non-trivial solutions to it. This
employee has strategic thinking and dynamic response to a
situation; he positively perceives non-standard situations,
which he considers as a challenge to test his potential.

The result of the application of this technique is a
profile of the employee, which indicates the functions that
prevail in his activity. In addition, it is advisable to measure
the desired state of the distribution of functions. That is,
the second profile, which will reflect the employee’s aspira-
tions and interests. Obtaining such results for all employees
makes it possible to more effectively distribute their func-
tions in the team. In addition, it will be clear which areas of
activity are poorly developed in the team.

Each of these types of activity requires certain psy-
chological qualities and skills. Thus, implementers need
discipline, attentiveness, responsibility, and deep profes-
sional knowledge. Adaptive workers require sociability,
flexibility, ability to establish and maintain connections.
Creative workers need creativity, skills in working with in-
formation, a global view of problems, and analytical thinking.

However, as with most team role models, there remains
the problem of the interaction of role and job responsibil-
ities. Thus, the leading role of an employee is determined
primarily by his job responsibilities and largely affects the
results of diagnostics. Therefore, some researchers propose
to single out a separate (functional) role, which is connected
precisely with the main functions of the employee [7]. On the

one hand, this approach simplifies the process of comparing
team roles, but on the other hand, it requires an individual
approach to developing a diagnostic system.

The model of T. Bazarov [17] needs special attention,
as his research is focused on management teams. The model is
optimal for cases when it is necessary to assess the mana-
gerial potential, determine the managerial abilities of one
or another employee, and then form a management team,
for example, when forming a reserve of management per-
sonnel. The model helps to form a team that is likely to
cope with management tasks of various types, and to deter-
mine the limits of its authority. In addition, the model can
be used to analyze the management system of the orga-
nization as a whole due to the fact that it describes crucial
management points.

This model is rather difficult to use in a traditional
hierarchical organizational system. The management team
involves the specialization of managers in a certain type of
management activity, which requires a developed collegial
decision-making system. In addition, each of the managers
is considered not only as an individual employee, but as a
representative of an entire area of activity with his subor-
dinates (usually employees of a functional division).

In this model, each of the roles takes into account
not only the characteristics of the manager, but also the
characteristics of the subordinates who help him perform a
certain activity. The problems of the system of interaction
between managers are ignored. That is, the function of in-
teraction between managers is not considered (the activity
of the “leader” is aimed at subordinates, not colleagues).
Therefore, in the event of a conflict between managers, the
efficiency decreases sharply. In addition, there is a limit to
the size of such a team (the more participants are involved,
the less efficient their interaction is).

The peculiarity of the leader’s role behaviour is deter-
mined by the list of functions he performs in the team. In addi-
tion to the organizational functions inherent in the leader, he
can perform certain general functions (functions of control-
lers, idea generators, etc.). Most of the role techniques [13;
17; 20] provide for the allocation of a particular role for the
team leader. However, the leader’s own activity may also be
dominated by certain types of activity. Depending on the
predominant social and labour role, his leadership style will
change. These comparisons are given in Table 3.
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Table 3. Social and labour roles of a team leader

Role type Leadership style Leadership characteristics
. . He has the highest qualifications, the widest experience in the main activity.
Executive Professional - . )
. They often turn to him for help and advice. In fact, he is able to perform the
(practical) roles manager

current work better than anyone else in the team.

Adaptive

(interactive) roles Manager - leader

Aimed at work organization, division of duties, and motivation of subordinates.
Focuses more on making connections than getting things done. Charges others

with enthusiasm. Resolves conflicts.

Creative

(intellectual) roles Creative leader

Aimed at intellectual and creative work. His main area of activity is strategic
planning, idea generation, evaluation and selection of ideas. He may have some
rare skills and knowledge that make him almost indispensable. However, he tries
to delegate current and communication activities to subordinates

A leader, like an ordinary employee, must perform
his functions within the limits of his job duties. However,
the main duties of leaders involve the organization of work,
that is, the performance of adaptive (interactive) roles. This
situation was repeatedly emphasized by the researchers of
team roles [4; 7; 21]. In fact, the leader performs a signif-
icant part of the adaptive roles in the team (according to
M. Chemin, “leaders’ coordination abilities are especially
important in the context of a non-routine cognitive task
which supposes the transfer of knowledge and the flow
of creative ideas” [20]). When diagnosing roles [22], these
roles will prevail in the leader, which complicates the diag-
nosis of other types of roles (executive and creative ones).
Therefore, the study of the leader’s team roles must be
carried out in close interaction with the determination of
the team roles of his subordinates.

CONCLUSIONS

To eliminate the problem of inconsistency between func-
tional and team roles, it was proposed to consider the so-
cial and labour role that combines the labour function and
the team role of an employee, focusing on the nature rath-
er than the content of the activity. The advantage of this
model of social and labour roles is its relative universality.
It is suitable for the analysis of any team (project teams,
working groups, functional divisions, subsidiaries, etc.).
The difference will be only in the degree of application of
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CtaHicnaB MukonamoBud lony6es, NaHHa BonoguMunpiBHa BilOKOHEHKO,
MeTpo NMeTpoBUY XOMEHKO

XapKiBCbKMIN HalliOHaNbHUIM eKOHOMIYHUM YHiBepcUTeT iMeHi CemMeHa Ky3Heusa
61166, npocn. Hayku, 9A, M. XapkiB, YKpaiHa

Oco6nuBOCTI poNboBOi NOBeAiHKU KePIiBHMKA TPYAOBOIro KOJIEKTUBY

AHoTauif. B cTaTTi po3misiHyTO po6eMy pO3IOLiTY posieil y TpyLoBomy KoneKTuBi. EdbekTuBHiCTh po3nopiny poneit B
KOJIEKTMBi 3a0e3Ieuye pe3yabTaTUBHICTb JisTTbHOCTI, 3MeHIITye KOHQJIIKTHICTb B3a€MOZii Ta MiaBMUIIYyE piBeHb afanTUBHOCTI
KOJIEKTMBY [0 3MiH 30BHIIIHBOTO cepenoBuia. OCHOBHA yBara NnpujiieHa KOMaHAHil posi KepiBHUKA, SIKa € BU3HAYA€E
oprasisairiro Ta 0co6IMBOCTi KOeKTUBY. TOMy METO0 JOCTiKEHHS € BU3SHAUEHHS ITPO6IeM PO3IOAiTy KOMAHIHUX POJIeii
B KOJIEKTHBI Ta 0COBMMBOCTE POIbOBOI MOBEAiHKM KepiBHMKA. Byro mpoaHaaizoBaHo Teopii po3nominy KOMaHAHUX posieii
Takux aBTOPiB Ak P.M. Ben6iH, P. llluugep, T. bazapos. [IpoaHaii3oBaHO KOKHY 3 TEOpiii Ta BU3HAUEHO iX 0COBIMBOCTI,
MOSKJIMBOCTiI BUKOPUCTAHHS IJIs1 HOCTiIKEHHS Pojieii KepiBHMKA Ta MPOO6JeMy 3aCTOCYBaHHS Ha MpakTuiii. [010BHOIO
MPpo6IEMOIO € CKIAHOIII 3 PO3IOAI/IOM KOMaHIHMX posieit B GYHKIIIOHATbHUX MiAPO3/iNax (BUKOHYIOTbCSI IEPEBAsKHO
OMHOTUIIHI (GYHKIIi1), MOPiBHSIHO 3 MPOEKTHMMM KoMaHaamu. [IIsIxoM MozeToBaHHS MOBEeIiHKY KepiBHMKA BU3HAYEHO
BIUIMB /10T0 KOMAaHIHOI posii Ha (YHKIIOHYBaHHS ITiApPO3iJlly Ta pPO3IOIiI pojieii B HbOMY. B pe3ynbraTi BM3HAU€HO,
IO TOJIOBHOIO TTPOGJIEMOI0 BU3HAUEHHSI PO3TIOAIIY posieii B QYHKIIOHAJTbHOMY IMiIPO3/i/li € 3HaUHUI 3CYB pe3y/lbTaTy
B 6iK OCHOBHOTO TMITy NisJTbHOCTI MiApO3Aiay, 1o moTpeGye yTOYHEHHS abo ajamTallii JiarHOCTMYHOTO arapary.
3arponoHOBAaHO BUIUISTY COLiaJIbHO-TPYOOBY POJIb, SIKA MOENHYE QYHKI[IOHATbHY (TPYIOBY) Ta KOMAaHAHY (COLiaJIbHY),
aKIeHTYIOUM YBaru JiMile Ha TUITi AisSUTbHOCTI. BupineHo Taki TMNM cOliaibHO-TPYOOBMUX POJieii: BUKOHABYI, aJalTUBHI
Ta TBOpYi. Llfo X KkiacudikaIliro MpOMOHYEThCS 3aCTOCOBYBATH i IO KEPiBHMKA, IO JO3BOIUTH IOTO POJIb PO3IISAATA
HEeBi[’eMHO BiJ, posieii MpaliBHMUKIB, 0 BasKIMBO came AJist QYHKI[IOHaTbHUX Migpo3mainiB. Taka knacudikaliist ;o3Bosse
TTOJIETIIIATY MPOLIEC AiarHOCTYBAHHS IT€PEBAKHIX POJIeii, BUSHAUUTM OCOBIMBOCTI 6a30BMX (DYHKIIii mTimpo3ainy Ta mpobiemm
JiSIIBHOCTi KOJIEKTUBY

KniouoBi cnoBa: Teopist poseit, Mogenb KOMaHOHUX poneit P.M. Benbina, Momenb panrosoi auHamiku P. [lluapgiepa,
Mogesb yIipaBiliHCbkux poseit T. BazapoBa, MofentoBaHHS MTOBEiHKYM KepiBHMKA, COLiaIbHO-TPYIOBi POJTi KepiBHMKA
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