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The article defines the concept of «mechanism of communication management» and considers the approach to its formation. It is found that its formation
is influenced by the type of leader, the corporate culture present in the organization and, therefore, the management style and form of management of the
organization and communications. On the basis of the studies, the authors propose a scheme of the sequence of formation of the mechanism of communi-
cation management depending on the form of management: centralized or decentralized. The proposed scheme contains stages common to both forms of
communication management, such as: defining the mission and strategic and operational goals of the organization, defining the objective of communication
management, defining the functions of communication management, determining the composition of the subject of management — the necessary divisions
to achieve the goal of communication management, empowering them, establishing a hierarchy between divisions, determining the form of communica-
tion management, as well as the stages of forming a communication management mechanism in various forms: in the centralized form — distribution of
responsibility for the implementation of functions between divisions, establishing responsibilities and relationships between divisions, stimulating the staff;
in the decentralized form — delegation of authority by the subject to the object of communication management, distribution of roles in the team-object of
communication management, stimulation of staff, requlation of communication processes. In accordance with the forms of management, methodological
support for the formation of the management mechanism is developed. It is proved that the mechanism of communication management in both centralized
and decentralized forms differs in the following characteristics: conditions for the development and implementation of a managerial decision, principles of
building a communication management mechanism, methods of staff management, indicators of staff stimulation, elements of the communication process,
including the content of the message, senders of the message, receivers of the message, communication channels and means of information transmission.
The direction of further research will be the formation of a mechanism for managing communications in health care institutions.
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Mupyma H. M., oeHip B. A. ®opmysaHHA MeXaHi3my ynpaeniHHa KOMyHiKayiamu

Y cmammi 8u3HayYeHo MOHAMMA «MEXHI3M ynpasiHHA KOMyHIKauiamu» ma po3ensHymo nioxio 0o (io2o hopmy8aHHs. BcmaHosneHo, wo Ha lio2o opmyeaHHs
8M1/1UBAOMb Mun Nidepa, KOPIOPAMUBHA KyAbMypa, AKA € 8 OP2AHI3AYi, a OMXE, CMUsb YIPasAiHHA Ma hopMa ynpasniHHA OP2aHI3AYiE Ma KoMyHIKayis-
Mu. Ha ocHosi yux docnideHb 3amponoHOBAHO CXemy MOCAIO0BHOCMI hOPMYBAHHS MEXAHI3MY ynpasiHHA KOMYHIKAUIAMU 301€XHO 8i0 hopMU YrpaeiHHA:
UeHmpaniz08aHoi Yu OeyeHmMpPanizosaroi. BoHa micmume emanu 3a2anbHi 05 060X hOPM yrnpasniHHA KOMYHIKAUIAMU, MAKi AK: 8U3HaYeHHA micii ma cmpame-
2iyHoi i onepayiliHoi memu diaabHOCMI OpeaHi3auyii, BU3HAYEHHA Memu ynpasiHHA KOMYHIKAUIAMU, 8USHAYEHHSA (yHKUIL 3 yIpaeiHHA KOMYHIKAYiaMU, 8U3HG-
YeHHA cknady cy6'ekma ynpaeniHHa — HeobXiOHuX nidpo3dinie 03 AoCAHEHHS MeMU ynpasniHHA KOMYHIKaYiaMuU ma HAOGHHS iM MOBHOBAXM(EHb, BCMAHOBAEHHSA
iepapxii mix nidpo30inamu, BU3HAYEHHS GOPMU YNPABAIHHA KOMYHIKAUIAMU, @ MAKOXC emanu GopMyBaHHs MeXaHi3my ynpasniHHa KOMyHIKaUisMu npu pi3HuUx
thopmax: npu yeHmpanizosaHiti popmi — po3nodin 8idnosidanbHocMi 3a peanizayito yHKil mix nidpo3dinamu, BcmaHoeneHHs 0008 'A3Ki8 Ma 830EMOBIOHOCUH
Mix¢ Midpo30inamu, CMumysKBaHHS NepcoHany; npu deueHmpanizosaHiti hopmi— denezy8aHHs MOBHOBAMEHL Cyb’EKMOM 06’EKMY yrnpasiHHA KOMyHIKayiamu,
p03n100in poneli 8 KOMAHOI-06'€KMi yNPaBAIHHA KOMYHIKAUIAMU, CMUMY/IOBAHHA NEPCOHAnNY, peenameHmayis KomyHikauitiHux npoyecie. BidnogioHo do gopm
ynpassiHHaA po3pobneHo memoduyHe 3a6e3neyeHHs oPMy8aHHs MexaHiamy ynpaeniHHA. [JoeedeHo, Wo MeXaHiam yrnpaeniHHa KOMyHIKauiamu npu yeHmpa-
N1i308aHili ma deyeHmpani3oeaHili opmax i0Pi3HAEMbCA 30 MAKUMU XaPAKMEPUCMUKAMU: yMO8amu 045 po3pobKu ma peani3auyii ynpaeniHcbKo2o piwieHHs,
npuHYUnamu nobydosu MexaHiamy ynpasniHHA KOMyHiKayiamu, Memodamu ynpasiHHA nepcoHanom, MOKA3HUKAMU CMUMYMOBAHHA NepCoHaAny, enemeHmamu
npoyecy KomyHikayii, 8 m. 4. 3micmom nogidomneHHs, 8idnpagHUKamu nosidomsaeHHs, adpecamamu nosidoMAeHHs, KAHAAAMU KOMYHiKauii ma 3acobamu nepe-
0avi iHghopmayii. Hanpamom nodanbuiozo 0ocioxeHHs byde hopmyBaHHS MEXAHI3MY YIpasiHHA KOMYHIKaYiamu y 3aknadax oXopoHu 300pos's.

Kntouoei cnosa: KomyHikayji, MexaHism yrnpaeniHHa, UeHmpani3oeaHa ma 0eyeHmpanizo8aHa opmu ynpasiHHa.
Puc.: 3. Tabn.: 1. bi6n.: 18.
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Introduction. Anyorganization, phenomenon or process
canberepresented in the form ofasystem, asthey comprise goals
and objectives, perform functions, enclose elements and con-
nections between them. In order for these systems to achieve the
established goals, they need controls. This reason applies to both
small organizations and large-scale enterprises since, according
to Sun Tzu [1], control of a large force is the same principle as
the control of a few men. And so it is about the organization
of control, a set of procedures, such an order that would or-
ganize, create conditions for achieving goals, or, in a nutshell,
a management mechanism. On the basis of this backbone, a
further mechanism for managing individual subject areas of ac-
tivity is created. One of such areas is communication manage-
ment. Communications play a unique role in the construction
and functioning of the organization’s management mechanism.
According to N. Ivashova, «MCM acts as a means, an instru-
ment of the management process, ensuring, first, information
interactions in management and satisfaction of information
needs, and secondly, it is a process of decision-making and
implementation» [2]. We agree with this opinion and bring
forward the following arguments. First, «the role of corporate
communications is to be responsible for the effective flow of
information between the divisions of the organization and
employees» [3]. That is, communications as such would con-
nect individual subject areas of the organization’s activities into
a wholeness. Secondly: communication management is one
of the subject areas of the organization’s activity.

According to K. Mishra, L. Boynton and A. Mishra, «to-
day’s corporate communications have become an important
component of organization management» [3]. Increasing the
role of communication requires the allocation of a mechanism
for its management. The importance and role of communica-
tions in the management of organizations was studied by such
scholars as: R. S. Kaplan, D. Norton, K. Spaho, H. S. Jung, F-A.
Haase, P. Jackson and others.

Little attention is paid to the theoretical aspects of the
formation and functioning of the mechanism of communica-
tion management (MCM) in the literature. This issue comes
to the fore in research of such scientists as O. Beschastnyi,
I. Makovetska, O. Hudz.

L. Makovetska and O. Hudz point out that «MCM in
enterprises should ensure the transmission of fast, reliable,
prompt, up-to-date information, accumulate data about the
enterprise itself and its communication environment, data
on resources and communication needs for the development
of the enterprise, provide the enterprise with communica-
tion advantages, reduce risks in case of incorrect presentation
of information and efficiently manage the entire enterprise»
[4]. Further tasks of the MCM are suggested by O. Beschasnyi:
«formation of criteria for assessing the communication sys-
tem of enterprises and ensuring its adequacy to complex ex-

ternal and internal conditions of activities; making operational
managerial decisions; ensuring the efficient circulation of in-
formation within the communication process; implementation
of incentives directed towards improving the effectiveness of
communications; distribution of responsibilities between the
subjects of communication management» [5].

In the opinion of the authors, MCM is the interaction
of an aggregate of elements, i. e.: models of movement of in-
formation flows of the organization, rules of procedure for the
implementation of communication processes, as well as appro-
priate communication tools, in order to create conditions for
the development and implementation of managerial decisions.
Accordingly, the objectives of the MCM are:

*  defining the conditions for the development and im-

plementation of managerial decisions;

* development of models of the movement of informa-
tion flows;

* development of methodological rules of procedure
for communication management processes, both in-
ternal and external.

Under study in the literature is the question of the fac-
tors influencing MCM. 1. Makovetska asserts that MCM is
influenced by the following factors: «social: the image and tra-
ditions of the enterprise, the norms of behavior of employees,
cultural processes; political: national experience, social policy,
national characteristics, the public structure of the State; in-
ternational: international standards, norms of cooperation, in-
ternationalization of enterprise management and economy in
the country, foreign experience; informational: development of
ICT, informatization in the country, communication flows of
the enterprise; organizational and economic: competitiveness
and infrastructure of the enterprise, concentration of material
and financial resources» [6]. The formation of the MCM itself
is an internal issue of each organization. There are no legislative
or regulatory acts on the principles, sequence, content of the
stages of its formation. Another issue is that when forming its
instruments, it is certainly necessary to take into account the
relevant provisions of the State Acts. E. g., State social guar-
antees in the development of regulations on incentives for em-
ployees: the level of the minimum wage, the duration of work-
ing hours, the duration of tariff leave; restrictions on advertis-
ing of certain types of goods in the external communications,
etc. As for the influence of international factors, the thoughts
are the following. There are also no international standards
for building up a mechanism of communication management
(if the organization is not a transnational one). However, mod-
ern enterprises, both foreign and Ukrainian, profess corporate
social responsibility, within the framework of which they build
communications with stakeholders. That is, the influence of
political and international factors, in our opinion, has an indi-
rect impact. Of the factors suggested by I. Makovetska, in our

200

Mpobnemn ekoHomikm Ne 4 (62), 2024



ExoHoMiKa Ta ynpaBiHHA nignpueMcTBamm

opinion, the MCM is influenced by social and informational
factors.

Furthermore, communications, and, accordingly, the
MCM, are significantly influenced by the type of leader who
accumulates his or her own vision of the organization of man-
agement in the corporate culture. According to G. R. Detert
and E. R. Burris, the behavior of leaders in the organization
sets the culture and affects communication. It is often said that
culture comes from above, and leaders certainly play an impor-
tant role in creating a culture that is safe to communicate [7].
Further on, according to K. I. Barnard, «the first function of
managers should be to establish and maintain a communica-
tion system» [8]. The latter has proposed rules that will help
managers create a communication system: defined communi-
cation channels; all employees should know about existence
of communication channels; everyone should have access to
formal communication channels; communication lines should
be short and straight and not intersect; persons performing the
functions of communication centers must have the necessary
competencies; the line of communication should not be inter-
rupted when the organization is running; each message must
have a receiving party [8].

The issues of the influence of corporate culture on com-
munications and on the MCM were studied by such scientists
as: M. Violanti, S. Gramatnikovski, A. Stoilkovska, G. Serafi-
movic, B. Mallett-Hamer, K. Mishra, L. Boynton, A. Mishra,
Safran and others.

As M. Violanti asserts, «every business has its own cul-
ture that allows employees, both new and old, to know how
things work here.» Employees do not come to companies with
ready-made communication tools, they must see how others
doit [9].

According to the opinion of S. Gramatnikovski,
A. Stoilkovska and G. Serafimovic, «corporate culture affects
the results of the organization’s activity. The quality of com-
munication, efficiency and operation ability of employees can
increase business efficiency. With the help of the manner of
communication and behavior, employees manage to attract the
attention of customers» [10]. It is the corporate culture that es-
tablishes the management styles from which communication
styles are derived. As K. Mishra, L. Boynton and A. Mishra
point out, a style aimed at «building trusting relationships
with employees through corporate communication can benefit
both employees and the organization» [3]. M. R. Prasetya and
D. Kartikawangi note that: «there is a positive and significant
impact of the company’s business (corporate) culture and ef-
ficient internal communication on staff evolvement. First, the
mutual relationship, the company’s efforts aimed at transpos-
ing the corporate culture into the daily working life of the staff,
provide a good and comfortable working atmosphere, which
affects evolvement. Secondly, internal communication is one
of the communications from the company’s culture to all em-
ployees.

The atmosphere of internal communication affects em-
ployee evolvement» [11]. N. Hrytsenko believes that «the influ-
ence of corporate culture on the process of communication at
enterprises is carried out through such aspects as: communica-
tion, decision-making, career, socialization of production and
labor aspect» [12].

Formulation of the objectives of the article. The article
is aimed at developing the theoretical foundations for the for-
mation of MCM.

Description of the methodology. The study was carried
out in the following sequence: determination of the factors in-
fluencing the MCM, development of the sequence and meth-
odological support for the formation of the MCM management
mechanism, implementation of a comparative characterization
of the MCM in centralized and decentralized forms of manage-
ment.

Presentation of the main material and scientific re-
sults obtained. Based on the above mentioned studies and the
relevant opinions of scientists, we propose a scheme of the in-
fluence of the type of leader and corporate culture on the form
of the mechanism of communication management and on the
distribution of responsibility for the implementation of mana-
gerial decisions (Fig. 1).

The main aim of a transactional leader is to take care of
the efficiency of organizations. The organization uses the cor-
porate type of corporate culture, which provides for clear hi-
erarchical levels of management, an established organizational
structure of management, usually linear-functional, defined
and described roles. This type of culture can only correspond
to an autocratic management style and a centralized form of
communication management. With this form of planning, con-
trol, coordination is carried out by the management entity in
accordance with the provisions and instructions. The object of
management implements the managerial decision also in ac-
cordance with the clearly defined relevant provisions and in-
structions. The responsibility for the results of the implementa-
tion of the managerial decision lies entirely with the subject of
management.

A transformational leader takes care of establishing in-
teraction between employees, looks for ways to increase their
motivation, builds relationships with employees that encourage
feedback. The transformational type of leadership corresponds
to the entrepreneurial corporate culture and management
style of «laissez-faire» according to the principle of non-inter-
ference. The form of communication management should be
decentralized, which provides for the complete independence
of the object of management in defining the objective of the
managerial decision, planning and control of its implementa-
tion. The subject of management is responsible for the results
of the implementation of the managerial decision.

Scientific studies have shown that purely transactional
leadership or purely transformational leadership is not com-
mon. In modern organizations, the features of both types of
leaders are often combined in management. The leader of the
organization fuses the characteristics of both types. Corporate
culture can be of guerrilla or consulting type. With the guerrilla
type of organizational culture, the objective setting, coordina-
tion of the activities of divisions, control over the implemen-
tation of the managerial decision is carried out by the subject
of management. The functions of the object of management
are planning and implementation of managerial decisions.
A similar type of organizational structure is the consultative
type. Still, within the framework of this type of culture, the
subject of management determines the objectives, and all oth-
er functions are implemented by the object of management.
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These types of corporate culture are intended for a democratic
management style and a decentralized form of communication
management. Responsibility for the results of the implementa-
tion of the managerial decision is distributed between the sub-
ject and the object of management.

We have proposed a scheme of the sequence of MCM
formation, which takes into account the peculiarities of the
centralized and decentralized form of communication man-
agement (Fig. 2). In our opinion, the MCM should consist of
two components: organizational (stages 1-9) and technologi-
cal (stage 10). The task of the organizational component of the
MCM is to set a foundation, a basis, provide a kind of «archi-

tecture» for the unhindered movement of information accord-
ing to the managerial decision. The task of the technological
component is to regulate the processes of communication
management in the organization.

As follows from the figure, stages 1-6 coincide for two
forms of communication management, beginning from stage
7 the sequence schemes differ. A feature of the construction
of MCM in the centralized form is that the subject of manage-
ment has a stable organizational structure of management,
where each employee knows his role and the functions to be
performed. In the decentralized form, the subject of manage-
ment delegates the authority to manage communications to the

Stage 1. Definition of the mission and strategic and operational aims
of the organization’s activities

Stage 2. Definition of aim

Stage 3. Definition of the CM functions

Stage 4. Determination of the composition of the subject of management - the necessary
divisions to achieve the aim of the management company and empowering them

Stage 5. Establishing a hierarchy between divisions

Stage 6. Definition of the form of the CM

L

L

Centralized form of the CM

Decentralized form of the CM

¥

T

Stage 7. Distribution of responsibility for the
implementation of functions between divisions

Stage 7. Delegation of powers by the SM to the OM by means
of communications

T

!

Stage 8. Establishment of responsibilities
and relationships between divisions

i

Stage 9. Stimulation of staff

Stage 9.1. Substantiation of methods of influence

Stage 9.2. Establishment of indicators for assessing
the activities of divisions (individual employees)

Stage 9.3 .Development of a system of remuneration
and bonuses for staffi

Stage 8. Distribution of roles in the team-object of the CM

1

Stage 9. Stimulation of staff

Stage 9.1. Building communications by the leader capable of
generating a desire for change and a creative approach to
solving the problem in the object team of the CM

Stage 9.2. Substantiation of methods of influence

Stage 9.3. Development of a system of remuneration

Stage 9.3. Development of a system of remuneration

Fig. 2. Scheme of the sequence of formation of MCM

Source: authors’ own development
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object of management. In this regard, there is a need to distrib-
ute roles in the team-object of communication management
and assign them to its members. Team members must know
and understand the performed roles.

The distribution of roles allocates the part of the task
for which the employee should be responsible, which prevents
duplication. Then, with a decentralized form, the paradigm of
stimulation changes. The leader generates and develops in team

members intellectual abilities, the desire to think creatively and
creatively approach the implementation of the task. These very
traits of team members also should be stimulated by the leader.
He must present the idea to the team in a certain form, explain
its essence and objectives so that it dominates their thoughts.

According to the components, the methodological
support of the MCM is also proposed to be divided into two
groups: organizational and technological (Fig. 3).

Methodological support for the formation of a mechanism
of communication management

A4

A4

Organizational documents

Technological documents

Regulations on the organizational structure
of management

— Regulations on the division

Internal standards of the enterprise —

— Job descriptions

Standard operating procedures —

— Management methods

Technological charts —

— Regulations on the corporate culture

Internal norms and regulations —

— Corporate code

— Collective agreement

Indicators of assessment of the activities of divisions
(individual specialists)

Regulations on remuneration
and bonuses for staff

Fig. 3. Structure of methodological support for the formation of MCM

Source: authors’ own development

The organizational part refers to what regulates the
creation of conditions for the implementation of a manage-
rial decision. Such documents as regulations on divisions and
organizational structure of management and job descriptions
produce a kind of information structure of the MCM. Precisely
this structure provides that information on managerial deci-
sions goes from management to performers and a report on
implementation goes in the opposite direction. The regulations
on corporate culture and the Corporate Code usually define
the form of management. The distribution of responsibility be-
tween divisions (employees) for the implementation of certain
communication management functions depends on it. The in-
fluence of the subject on the object of management is carried
out through the chosen management methods. And in order
to encourage staff to implement the managerial decision, on
the basis of the Collective Agreement, such a document as the
regulations on remuneration and bonuses of staff is developed,
which contains indicators for assessing the activities of divi-
sions and individual employees.

The technological part refers to what is used to regulate
the process of communication management: internal stan-

dards, standard operating procedures, technological charts,
norms and regulations for management, etc.

A comparative characterization of MCM under central-
ized and decentralized forms of communication management
is presented in Tab. 1.

In our opinion, the definition of the MCM should be the
same for centralized and decentralized forms of communica-
tion management. But all other characteristics are different.
The condition for the development and implementation of
a managerial decision with a centralized form of communica-
tion management is the strict fulfillment of functional duties
by the divisions participating in the process. This is the basis
of centralized management. To ensure this condition, the for-
mation of the MCM should take place according to the follow-
ing principles:

= purposefulness — the developed mechanism should

ensure the achievement of the set objectives: both
communication activities and the entire organization;

* unity of command - the leader of the organization

is not only vested with authority over the CM, but is
also responsible for achieving the set objectives;

204

Mpobnemn ekoHomikm Ne 4 (62), 2024



ExoHomiKa Ta ynpaBniHHA nignpuemcTBammn

Table 1

A comparative characterization of MCM under centralized and decentralized forms of management

Transactional leader

Transformational leader

Characteristic

Centralized form of the CM

Decentralized form of the CM

Definition of the MCM

Interaction of a set of elements, namely: models of movement of information flows of
the organization, regulations for the implementation of communication processes, plus
appropriate communication tools, in order to create conditions for the development and
implementation of MD

Conditions for the development and
implementation of MD

Strict performance of functional duties by
divisions participating in the process

* Innovativeness of ideas and ways of
their implementation

* Initiative of team members
* Development of team members
* Friendly atmosphere

* Purposefulness
* Unity of command

* Responsibility

* Hierarchy = Trust
Principles of construction of the MCM * Distribution of responsibilities * Psychological safety
* Discipline = Risk acceptance

* Purposefulness
* Agility and adaptability
* Continuous development and learning

* Responsibility

Staff management methods )
* Economic

* Stimulating * Stimulating
= Feedback
= Administrative = Economic

* Psychological

Indicator of stimulation of staff Results achieved

* Level of creativity
* Advanced training

Elements of the communication process,
incl.

* content of the message

* sender of the message

= receiver of the message

Standardized. Usually defined in the
internal documents of the organization

Not standardized

It is necessary to establish norms and
standards of communication for the
conditions of a particular organization

= communication channel .
per media

Internal information networks, use of pa- * Brainstorming

* Head-to-head meetings

* Round table

* Real-time communication tools

Means of transmitting information Verbal

= Verbal
* Non-verbal

Source: composed by the authors on the basis of [14; 15; 16; 17]

* hierarchy — there are several levels of the CM in the
organization, which form a kind of structure through
which information flows;

* distribution of responsibility — each division that par-
ticipates in the CM performs its appointed function;

* observance of discipline and order — execution of
orders and instructions given by the leader, perfor-
mance of job duties;

* responsibility — punishment of employees for non-
fulfillment of functional duties or tasks assigned to
them;

* stimulation — the need to stimulate staff in order to
encourage them to efficient work.

Management of communications staff is carried out by
administrative methods. In addition to administrative, econom-
ic management methods are used. The use of these methods is
the basis of the «philosophy» of the transactional leader. Ac-
cordingly, the main factors of stimulation are the achievement
of set objectives or planned levels of productivity indicators.

Elements of the communication process, such as: mes-
sage, sender and receiver, are standardized. The regulations on
divisions, as a rule, prescribe which division (sender) transmits
information (message) to which division (receiver) and in what
terms. As a communication channel, e-mail, telephone or the
transmission of a message in paper form is used. The means of
communication are verbal.
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With a decentralized form of communication manage-
ment, the capabilities of team members are expanded, name-
ly: innovation of ideas and ways of their implementation are
welcomed; the initiative of team members is encouraged,
their development is supported; the leader creates a friendly
atmosphere. All this serves to increase the efficiency of the
organization. The implementation of the aforesaid is possible
when applying in parallel with some principles of centralized
communication management (purposefulness, responsibil-
ity and stimulation) new principles, such as: flexibility and
adaptability, continuous development and learning, psycho-
logical safety, risk acceptance, trust and feedback. Agility and
adaptability — the team’s ability to quickly adapt to new chal-
lenges.

This is facilitated by the principle of continuous develop-
ment and learning. All this is the key to the survival of the or-
ganization in today’s changing world. To win the competition,
leaders must constantly innovate. And this is what the principle
of «psychological safety» provides. L. e., employees understand
the risk, but are ready to offer their ideas and implement them.
This principle promotes the use of feedback — the exchange of
ideas between employees and the leader, which gives him the
opportunity to understand the problems in the team both in
terms of task performance and the microclimate. Thus, a trust-
ing atmosphere is created.

Staff management is carried out by psychological and
economic methods. An economical method of management
is intellectual stimulation. The leader, with the help of psy-
chological methods, stimulates employees to think creatively,
express their thoughts without fear of criticism, try to solve
problems in unconventional ways. After all, they receive a sal-
ary. Stimulation indicators are not the results of activity, but
indicators that characterize the intensity of the employee’s in-
tellectual activity.

Elements of the communication process, namely: mes-
sage, sender, receiver and channels are not standardized. They
must be developed specifically for the organization. As for the
channels of message transmission, it should be noted that their
list is much wider than in the centralized form. These can be:
personal meetings, brainstorming, round table, real-time com-
munication tools.

The means of communication are both verbal and non-
verbal. Moreover, non-verbal means acquire significance in a
decentralized form. Because personal communication is the
basis for building a trusting relationship between the leader
and employees.

Conclusions. According to the authors, communication
management in a decentralized form is more modern and ef-
fective. On the other hand, it is the most risky. Therefore, in
areas related to the danger to human life, it is necessary to use a
centralized form and an appropriate mechanism for managing
communications or a combination of features of a centralized
and decentralized form. Such an area is medicine. The direc-
tion of further research will be approaches to the formation of
a mechanism of communication management in health care
institutions.
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