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STRESZCZENIE

Niniejszy artykut przybliza czytelnikowi trzy systemowe
narzedzia, ktérych znajomos¢ pomoga menedzerom no-
woczesnie zarzadzac zasobami ludzkimi w organizacji, kto-
rej przyszto dziata¢ na trudnym, konkurencyjnym i bardzo
wymagajacym rynku. Dzieki dostepnej literaturze autor,
podjat probe przedstawienia znaczenia skutecznej komu-
nikacji jako jednego z waznych i istotnych narzedzi kiero-
wania ludzmi. Druga czes¢ koncentruje sie na oméwieniu
stosunkéw na linii; przetozony-podwtadny i opisuje krétko
teorie wymiany LMX. W ostaniej czesci artykutu, autor pi-
sze o kulturze i klimacie panujacym w organizacji oraz ich
wptywie na zatrudnionych w niej pracownikéw. Sg to roz-
wazania teoretyczne, przedstawione w sposéb skondenso-
wany, opracowane w oparciu o najnowsza dostepna litera-
ture naukowa, zaréwno polsko i angielskojezyczna.

SLOWA KLUCZOWES aeira LUDZKI; PROCES KOMUNIKOWANIA;
EFEKTYWNOSC; KULTURA ORGANIZACYINA; KLIMAT ORGANIZACYINY; STRATEGIA
WSPOLPRACY; NOWOCZESNE ZARZADZANIE; ZARZADZANIE KADRAMI.
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INTRODUCTION

ncreasing globalisation, mainly manifested in the
social and economic sphere can be a challenge for
the Polish entrepreneurship. The Polish market and
with it, Polish companies acting within its framework
can increasingly feel this impact. This includes the man-
agement of the company and its financial condition. To
meet the very dangerous global competition, every com-
pany needs to take a very quick and effective actions, in
particular concerning the development of human re-

ABSTRACT

This article introduces the reader with the three basic sys-
temic tools that help manage human resources within an
organisation operating in a difficult and competitive mar-
ket in a more modern fashion. Thanks to the available lite-
rature, this article will attempt to present the importance
of effective communication as one of the most important
tools of management. The focus then shifts to discussing
“on the line” relationships such as superior-subordina-
te,and also briefly mentions the LMX theory of exchange.
The conclusion of the study points to the culture and cli-
mate of the enterprise and its impact on workers employ-
ed within it. These are theoretical considerations presen-
ted in the condensed manner based on the latest available
scientific literature.
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sources, which undoubtedly is one of the main factors
for the competitiveness of the organisation.

In modern economies, it is the human resources which
are the driving force of economic growth and have a sig-
nificant impact on the value of the company.This is why
people are a precious asset in which the investment un-
deniably translates into economic profit (Purcell, Boxall,
2015:32). Increasingly, high competence and skills of
staff members are seen as a carrier of the success of the
organisation and thus staft development can be seen as
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interdependent, as the development of the company it-
self progresses.

Human capital is primarily the competency of managers
and employees. It is their knowledge, skills, proper com-
petency, motivation, behaviour and attitudes towards
work and others at the workplace, as well as the culture
and climate of the organisation which decide whether
the company is able to fight and maintain a competitive
advantage or not.

Despite the fact that standards of human resource man-
agement and likewise personnel related policy-making
in Polish enterprises are steadily growing, both human
resource development and self-management still remain
the gripe for Polish organisations. This has a very signif-
icant impact on their low competitiveness compared to
more developed countries within the common market
of the European Union. Therefore, activities taken for
the purpose of development of human resources in Pol-
ish enterprises should be treated with diversity. The first
thing for managers (directors) of companies to realise is
the need for investment in human capital, and secondly,
to pass the appropriate knowledge, procedures and tools
for the proper functioning of management within an or-
ganisation.

Based on the above argument, the main objective of the
article has been set: Can the role of effective communi-
cation, employer - subordinate relations and the climate
and culture of the organisation be considered a systemic
tool in supporting the management of human resources
in a modern enterprise?

1. THEIMPORTANCE OF
EFFICIENT COMMUNICATION IN AN
ENTERPRISE

The Manager plays many different roles within an organ-
isation. This can be a variety of managerial or organisa-
tional duties, control as well as duties regarding infor-
mation, the control of it and its distribution amongst the
organisation. Roles directly related to the flow of infor-
mation are particulary important, especially nowadays
where business operate in the era of Information Tech-
nology, which increases the challanges managers face
and significantly alters their work. (Morawski, Niem-
czyk, Perechuda, Stanczyk-Hugiet, 2010: 166).

Modern management must take into account the chang-
ing business environment, its strong momentum and
the increasing level of competitiveness. It is mainly the
increase in competitiveness that has had a major influ-

ence on the development of discipline in managing in-
formation resources. The evolution of the methods and
theories of management is closely related to new tech-
nologies, especially those related to information technol-
ogies. This affects both the organisation of activities, as
well as the methods and styles of work among employ-
ees. This has changed the approach to management and
resulted in a different organisational configuration in
the field of information and communication. (Godzisze-
wski, Haffer, Stankiewicz, Sudot, 2011: 421).

Referring to the findings of H. Mintzberg, who points to
three main roles of the manager, including information
to be part of the role, it is worth at this point to draw
attention to specific roles, ie. The role of the receiver (ex-
ploration and extraction of information), the role of the
transmitter (dissemination of information) and the role
of the medium (representative, to mediate the flow of in-
formation). (Le$sniewski, Morawska, 2012: 77).

Communication is an important element not only in
the role of information. Roles also require interperson-
al communication between management, employees,
customers, suppliers, etc., And decision-making roles
in the area of information is a basic building block of
the decision. Manager in the organization, in addition to
the aforementioned roles, also acts as a monitor that re-
quires critical thinking, coping with congestion informa-
tion and management of basic mental processes (Quin,
Faerman, Thompson, McGrath, 2007: 43).

Communication in the organisation performs many im-
portant functions. Firstly, it is a function of information
associated with providing the information needed in
decision-making and coordinating activities. Second-
ly, the Instructional function relating to the transfer of
information and its explanation. The third function is
integration. Information allows you to connect the unit
together and synchronise activities. Another is the con-
trol function, through the transmission of information,
for example. An employee’s results at work.

The process of communication in the simplest terms,
consists of three elements: the sender, the message and
the recipient. The simplicity of this approach does not
show the slightest terms of complexity issues. A more
complex approach towards the communication process
includes: the sender (the source), the process of encod-
ing, the message, the of channel of decoding and the re-
ceiver. Do not forget that almost every element of the
abovementioned communication system, noise as a fac-
tor may distort the information itself. (Kozusznik, 2011:
256).



One of the proposed ways of distributing the forms of
communication is to recognise verbal (words or letters)
and non-verbal communication (no words or speech
involved). In direct verbal communication the mes-
sage is enhanced using nonverbal communication (fa-
cial expressions, facial expressions, body position, etc.)
(Szczesniak, 2016: 140). Verbal and non-verbal commu-
nication can complement, strengthen each other as well
as the opposite - it can weaken it. (Morawski, Niemczyk,
Perechuda, Stanczyk-Hugiet, 2010a: 167).

On the other hand, direct communication is the form
of communication, where the message arrives directly
from the sender to the recipient. In communications,
there is an intermediate broker, usually the person who
transmits messages - information from the group of
employees for example to the supervisor. From another
perspective, we can talk about one and two-way commu-
nication. One-way communication means that the send-
er transmits a message without expecting feedback (e.g.
Circular, management, etc.). The two-way communica-
tion occurs where the sender is a waiting for feedback.
Undoubtedly, bidirectional communication is more
complex. It requires more skill, but also results in better
integration. In difficult situations and those where there
is a need to act quickly, it works better way communica-
tion. (Le$niewski, Morawska, 2012a: 79).

Communication taking place only through officially
designated routes often runs in line with the hierarchy
of official subordination. This is known as formal com-
munication. Most often it applies to all kinds of issues
related to the functioning of the company as well as the
execution of tasks and duties. The ways of formal infor-
mation transfer tends to be defined and determined by
the top management.

Formal contacts between employees in the framework of
horizontal communication provides an opportunity for
peer networking. This is informal and in effect creates an
unofficial information flow within the company. These
informal relationships bring together employees on the
basis of sympathy, their similarity of views or their per-
sonality. Therefore alongside formal communication in
the organisation, people also make conversations which
are not always related to the duties and responsibilities
they carry.

Thus a second means of communication is developed,
informal, independent of employee status or activities
they performed. Informal communication takes place
outside the lines of subordination and takes different

forms. The strongest growth can be mostly observed in
difficult and obscure crisis.

The complexity of the information flow in organisations
does not only stem from the various forms of commu-
nication, but also different styles of communication.
Knowledge of the factors that make up the style of com-
munication can allow the managers to analyse their own
and others’ behaviour and communication and, if neces-
sary, to change them.

K. Obloj represents the specific factors which influence
styles of communication. The first is the level of confi-
dence or otherwise - the level of assertiveness. The sec-
ond is the level of openness, which shows to which ex-
tent during the communication process participants are
at ease in showing their emotional states and to what ex-
tent they want to maintain contact. If we compare these
two dimensions, then we separate the four main styles of
communication. (Obl6j, 2007: 80):

1. 'The “Friend” style means open contact with people.
A friend spends a lot of time maintaining social ties
and their understanding of other people. Good lis-
teners and encourages others to talk.

2. The “Advisor” style is set towards contact with peo-
ple, but differently than a “Friend’, because they like
to shine, be witty and to influence others. They are
energetic and enthusiastic.

3. The “Analyst” style is task conscious. An “Analyst”
says little, if anything, can be seen as monotonous
and boring. He is interested in facts, figures, data,
and not one’s emotions or opinions. They are willing
to cooperate and reach out to others for help when
approaching something they do not know.

4. The “Boss” style is characterized by a person who is
task-oriented. The person can have aggressive, per-
suasive or dominant characteristics, can be strapped
to their concepts and strive to communicate specifi-
cally and keep to the point.

It is worth noting that the more similar communication
styles of people are, the easier and more effective it is
for them to communicate. It is therefore important to
recognise the communication style of our interlocutor
(superior, subordinate, colleague, etc.) ,,And tune in “to
him” (Morawski, Niemczyk, Prechude, Staficzyk-Hugiet,
2010b: 169).

Communication is a specific instrument of management.
On one hand, it seems like a competence so simple and
obvious that its education should in principle only be
a part of overlapping experiences. Practice shows how-
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ever that huge gaps exist in this area and thus the need
for multidimensional analysis is necessary - not only at
a managerial but also sociological, psychological and or-
dinary daily life levels.

2. EMPLOYER - SUBORDINATE
RELATIONS

Relationships have a great influence on what happens in
the organisation. Relationships between employees are
not the only important ones. Relations on the basis of
empolyer - subordinate and vice versa also play a very
important role. These relationships do not remain with-
out an impact on the culture in the company, the climate
work and cooperation between other employees. It is
difficult however to measurably present the role of this
element (factor) in a fairly complex set of what we have
to do in any organisation. (Scibiorek, 2010: 69).

According to Z. Scibiorek, the company’s employees are
a special resource, characterised by the fact that they will
never become the property of the employer, they have
certain power and they decide on the “to be or not to be”
of the company. This resource should therefore be prop-
erly used and encouraged (motivated) towards attitudes
consistent with the interests of the staff and the entire or-
ganisation. Then the individuals and teams will identify
with what they do and where they do it. (Bogdanienko,
Piotrowski, 2013: 365).

The manager be should thus affecting their employees
in a way that skilfully combines maturity and general
prestige of his position (managerial), with accentuation
of its huge values. They are also fully conscious individu-
als that undesratnd joint commitment, desire to succeed
will depend on the condition of the company and the
position of the people working there. (Scibiorek, 2010a:
70).

To be successful, an organisation must have the under-
standing that employees are the basis and the most im-
portant source of its successes. There will be no effect, if
it does not understand or see the needs of its employees.
This underlines the need for very good relationships with
many emlpoyess, taking into account their goals, desires
and general expectations. To succeed as a whole team,
you need to know its members well. A new approach is
therefore needed towards the role of human resources in
modern enterprises. But you always have to remember
to subjective, individual approach to every human being.
One can never put an equal sign between people, every
employee has their own needs and expectations as well

as another system of values. (Bogdanienko, Piotrowski,
2013a:366).

An essential foundation for the overall interest and the
effectiveness of the organisation is the creation of a posi-
tive work environment by the manager. Employees have
every right to expect to be treated with dignity, loyalty,
support and understanding. In addition, they expect
competence and exceptionally skillful delegation, whose
main objective is to increase the participation of the team
in a consistent process for managing the organisation.

Participation requires however that employees have
a fairly large and “fresh” knowledge, which is possible
only thanks to the consistent policy of training the en-
tire enterprise. It also includes sharing expertise with
the subordinates, which should never be equated with
lowering the prestige of a particular manager, and is an
expression of serious treatment of all staff and the per-
ception of it as your partner. (Marek, 2010: 75).

An example of treatment of the employee as a loyal part-
ner may be, the theory of exchange superior and sub-
ordinate (Leader-Member Exchange LMX), which as-
sumes that the mere leadership of the manager is based
on a personal relationship to a particular subordinate
(Foong, 2011: 21). In such pairs there is an appropriate
exchange of mutual “benefits”. The Superior offers the
subordinate support and enormous confidence, the im-
pact on one or another decision, assistance in execution
of tasks, access to attractive tasks and so on. In contrast,
a subordinate supervisor usually offers their valuable
time (availability), commitment, obedience and reliable,
suitable work. (Baird, 2007: 67).

A manager has a different relationship in pairs with var-
ious subordinates. Some of his subordinates have a very
good relationship, based mainly on respect and trust.
Others have relationships based mainly on duty and
subordination. This diversity does not stem from malice
from managers, but in contrast with significantly limited
resources of time and attention they can devote to their
subordinates. (Bogdanienko, Piotrowski, 2013b: 369).

The use of the LMX by managers results in an immedi-
ate increase in efficiency and satisfaction of many work-
ers. High conversational exchanges between superiors
and subordinates results in much better performance in
work. (Baird, 2007a:80).



3. THE CLIMATE AND CULTURE
OF THE ORGNISATION AND

THE INFLUENCE IT HASON ITS
EMPLOYEES

The Organisational climate is a concept as complex as
organisational culture, because these concepts relate to
how to interpret the reality surrounding the employee
within the organisation. As far as culture is a reflection of
deep-rooted, often unconscious values, climate refers to
those aspects that are seen in a conscious way (Nieckarz,
2011: 123).

As far as culture is relatively unbreakable, a common
structure for all employees, the climate is a concept of
subjective aspects, this is due to the fact it is the result of
the evaluation of various characteristics of the organisa-
tion, particularly relevant to a specific employee. The dif-
ferences within climate are determined by demographic
characteristics, personality structure, gender, achieve-
ment motivation (Nieckarz, 2011a: 123).

Of course, the psychological climate is not a homogene-
ous phenomenon, it may in fact consist of several dimen-
sions. You can include dimensions such as autonomy,
integrity, trust, appreciation, impartiality and support.
Their perception of the employee affects the assessment
of the organisational climate. (Zawadzka, 2010: 19).

It is worth noting that the evaluation of the climate in
organisations can be due to quite rapid change, however
the culture itself is a phenomenon relatively permanent
and unchanging. Thanks to this the organisational cli-
mate can become a great tool for motivating employ-
ees (Schermerhorn, 2008: 195). The concept of organ-
isational climate is close to the theory of expectations.
Expectations are associated with the assessment of the
attractiveness of a goal, as well as the perception and
evaluation of the various dimensions of climate (Nieck-
arz, 2011b: 123).

The organisational climate, evaluated as positive or neg-
ative, is the carrier of certain expectations of the em-
ployee. This may be seen as motivating or demotivating.
Research suggests that organisational climate can have
a significant impact on the level of stress, absenteeism,
commitment and participation among employees, as
well as the relationship with other factors such as the
behavior of the employee and their job satisfaction, will-
ingness for creativity, innovation and change as well .

Every business, like every person, is different. There are
no two identical companies, even if they represent the

same industry. Some are “more intelligent”, others have
high adaptive capacity (strength to survive in the harsh-
est conditions), others hold a strong personality (strong
culture) (Dothasz, Fundalinski, Kosala, Smutek, 2009:
171).

Some companies are drawn into an intense rivalry, which
means that their employees need to be more productive
and creative and even aggressive. There are companies
within which rivalry between groups lasts. Managers
that lead their departments, to bring them more prof-
its, and at the same time do not allow anyone from their
employees to feell very secure in their positions. (Zbieg-
ien-Maciag, 2008: 53).

There are organisations which seek to develop a strategy
necessary for cooperation first and foremost, there are
those that characterise as cold or bureaucratic, but they
are friendly to people and the environment. Companies
are born, grow, get sick, they recover and fall, but also
have the ability for renewal. There are many divisions
cultures. Psychologist Levinson believes that each com-
pany has its own individual personality, presentation and
implementation of tasks. For example, the companies he
lists are: (Zbiegien-Maciag, 2008a: 54):

o strong, aggressive, for example. General Motors,
o innovative, dynamic, eg. IBM,

o Male, offensive, for example. Eastern Airlines,

o conservative, eg. the majority of US banks,

« feminine, eg. insurance companies, banks.

Many researchers are convinced that the culture of the
organisation, is one of the most significant factors affect-
ing the success of an organisation. Established forms,
which are deeply rooted in its culture and subcultures,
may be evidence of why some companies succeed while
others fall.

A “Good;” suitable organisational culture can be invalua-
ble in achieving goals, and in opposite an “evil” one may
be the primary cause of organisational problems. You
should always observe the behaviour of employees in
the organisation, so that you can fairly quickly respond
to emerging new, previously unknown situations. They
should be analysed properly and be able to determine
whether they are favourable or not (Zbiegien-Maciag,
2008b: 54). If you have positive effects, they can be main-
tained and incorporated permanently to the culture of
the organisation, but if we see the negative consequences
of their actions, we need to liquidate them quickly, not to
have taken dangerous dimensions. Based on the above
considerations, we can distinguish:

A
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A positive Culture (constructive) and,

A negative culture (biuropatologiczng).

Based on the analysis of the available scientific literature,
you can distinguish the following types of organisational
cultures:

1.

An ,introverted” culture. The company that has
this culture is focused on its interior and its internal
resources. They may show reluctance to communi-
cate with the environment, resulting in the isolation
of external contacts. Aversion to risk-taking, a ten-
dency to be self-sufficient based on the its strengths
and internal resources, these are the biggest features
of its characteristics. Such a company does not focus
on the market environment. It is as if locked from
the inside. It may be, that indivduals with introvert-
ed personalities are part of the company. Typical be-
haviors of this type of culture are: (Nieckarz, 2011c:
128):

Little tolerance towards different values and views,

People know each other very well, they are sensi-
tive to your case, they think and feel alike,

New members, for an extended period of time are
treated with a certain restraint.

Workers with this kind of culture cannot imagine
changing jobs.

This type of culture can also be called “adora-
tion” It is the same with an introverted company
culture as it is with people. Introverts are happy,
highly successful, and there are those for whom
those personality traits are very uncomortable.

An ,extroverted” culture. This is a company which
is open to participation in the environment (“we
are where the important things happen”) and thus
open to risk. The cultural patterns of the company
are usually of an external origin. Despite the attitude
and its openness, employees do not feel integrated.
However, this is not their goal. People do not feel
the need for deeper ties with each other and with
the company. The workload is structured in a way
to perform specific tasks and with this end em-
ployee relationships. Loyalty to the company is not
value that is appreciated. Such companies are often
criticised (“and why not, if no good occurs there”),
(Zawadzka, 2010a: 21). Company traditions or his-
tory, its values can be treated with a pinch of salt,
sometimes even as laughable. People are not inter-
ested in people in such environments.

In a extroverted culture people are generally confi-
dent, hold confident professional opportunities, but
show little sense of responsibility for the company.

A conservative culture. The biggest stand out here
are usually values, norms, symbols, traditions val-
ued and defended by the participants of the organ-
isation. The company is focused on the past. The
manifestations of this culture are the portraits of the
founders, their styles, ceremonies, rituals, adherence
to law and order. Formal rules and regulations are
respected, they give a sense of confidence and secu-
rity.

In this type of culture, people do not take the ini-
tiative, because they do not believe in their signif-
icance, “things are at peace so why change?”, “this
is the way it has always worked, why change?”. In
the case of serious problems, there is a tendency to
blend them in the current system, “combine the new
with the old, and somehow it will go on”

An Innovative culture. This kind of company does
a great job in an uneasy or turbulent environment
due to easy adaptation to environmental conditions.
They are happy to take such risks because of their
interest in the development, alteration or creation
of long-term plans. The emphasis lies on the future
here. Accompanied by a focus on young people who
are talented, dynamic and rebellious. Cultural val-
ues are respected, but without exaggeration. They
are treated instrumentally, are useful for some time,
when the situation requires it. Further in the future
these can be replaced by other, new values (Nieck-
arz, 2011d: 129).

An Innovative culture is dynamic and variable. Peo-
ple are inclined to challenges and achievements.
One such example is Bill Gates Microsoft. Motives
are more rational than emotional.

A Male Culture (aggressive, strong). The company
is focused on the task, not on meeting the needs
of their employees. People are assertive, energetic,
sometimes exhibit aggressive attitudes, especially
in dealing with competition. The most prominent
chracteristics are competition, rivalry or struggle.

Pepsi is an example of a ,,male” culture, where com-
petition occurs on every cycle. Apart from the fact
that employees must individually seek to outdo their
coworkers in addition they must also be determined
to outdo rivals, CocaCola ( Hofstede, 2011: 89).

A feminine culture (friendly, supporting, gentle,

caring, intuitive). An example of this kind of culture
is the American company J. C. Penney. A female cul-



ture produces a specific subculture which is visible
in their ways of communicating. At J. C. Penney em-
ployees seek to ensure their employees are support-
ed to the extent that even those who are considered
to be extremely incompetent, are not released (Hof-
stede, 2011a: 89).

With this approach, employees of J. C. Penney are
particularly loyal to the company where they are
employed.

A bureaucratic culture. The company adopts rules
restricting freedom of behavior. Everything is regu-
lated. People actually demand a clear definition of
their work requirements or duties, they do not want
to accept the general framework outlined and free-
dom of interpretation.

In critical situations, “managers will come and tell
you what to do.” The Strive for uniform procedures
is evident. All work and behavaiour is conducted
in the same way. Employees do not break the rules.
People who do this are subject to penalties. It should
be added that independent units experience real an-
guish in such environments.

A pragmatic culture (useful). The company attach-
es little importance to detailed rules of operation.
People do not care about them, and the organisation
does not sanction employees for not following these.
You can come to work at noon and stay until late at
night, or call to work at home over the execution of
the task. Practically, it does not matter. The criteri-
on of effectiveness is the most important. Meetings
and conferences are only in order to exchange expe-
riences or to discuss ideas. People characterized by
a high risk appetite, “see what happens” The Culture
is often a pragmatic professional culture.

The role of experts, consultants, task-oriented indi-
viduals, career preferences, and new research meth-
ods is seen as the most important here. The irration-
al ideas that do not have a substantive justification
are ignored. Preference is given to all individual
knowledge and wisdom from group (“brainstorm-
ing”) (Hofstede, 2011b: 23).

An elite culture. The company is based on specif-
ic university graduates. These are usually reputa-
ble scientific institutions that provide the company
with every top student from good families or who
has a specific status in the business, every year. The
culture is characterised by the following factors:
(Nieckarz, 2011e: 131):

respect for the professional qualifications ob-
tained in good schools, respect for traditions,

o abroad justification for the differences in the hi-
erarchy of power within the business: “employees
know their place “ “management knows best”

o meticulous selection towards new positions, New
employees must demonstrate the references ob-
tained from the real authorities.

An Elite culture of a company is recognised by rich
symbolism: clothing, interior decoration, badges,
name tags, ceremonies, rituals, etc.

10. The egalitarian Culture. The company often in an
exaggerated manner demonstrates a lack of rigid
hierarchy and equality between all staff members.
Within this environment one does not notice job
titles, people calle ach other by their first names.
Atmosphere of caution, so as not to be accused of
“servility” or “subservience”. The authority does not
seem to be needed. The manager is called a coordi-

nator, workers are assistant managers.

After a deeper analysis of the literature on this subject, it
is difficult to clearly state that strong cultures assosciate
with running effectivor conducive operations, whereas
a weak culture has the opposite effect.

A Motivating and good organisational culture, which
supports the company in achieving success is one that
inspires, encourages, directs properly and engages sub-
ordinates to work, raise their initiatives and innovative
thinking. Motivating organisational cultures, are also
cultures based on mutual respect, respecting the law and
the diversity of another man, the non psychological ter-
ritory, which indisputably belongs to another man.

CONCLUSION

To sum up the considerations within this article, we must
admit the following:

A fully efficient communication system in the organi-
sation hold many important functions. The purpose of
information is directly related to the provision of infor-
mation needed in decision-making and coordination
of a business. IT is also fulfills a very important role in
regards to instructions, which refers to the transfer and
evaluation of what is wrong and how to perform the as-
signed tasks well. It also allows you to combine units in
the whole team, and synchronise their actions. It is also
important to have in mind the fact that communication
is a specific management tool and should not be consid-
ered as “neglected” because it is an important tool for
managing an organisation that wants to be successful on
the market.
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To sum up the considerations within this article, we must
admit the following:

1.

A fully efficient communication system in the organ-
isation hold many important functions. The purpose
of information is directly related to the provision of
information needed in decision-making and coor-
dination of a business. IT is also fulfills a very im-
portant role in regards to instructions, which refers
to the transfer and evaluation of what is wrong and
how to perform the assigned tasks well. It also allows
you to combine units in the whole team, and syn-
chronise their actions. It is also important to have
in mind the fact that communication is a specific
management tool and should not be considered as
“neglected” because it is an important tool for man-
aging an organisation that wants to be successful on
the market.

Employer - subordinate relations should be taken
very seriously and affect the image of the company,
its culture, climate and cooperation between cus-
tomers and suppliers. A useful tool for the manager
himself, is the application of the LMX theory, which
assumes that the mere managerial position, is based
on some kind of personal relationship between
managers and specific subordinates. It is here in
everyday actions and behaviors, that an appropriate
exchange of mutual relations exists. The application
of the LMX theory, results in an immediate increase
of efficiency and satisfaction for the majority of em-
ployees.
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