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THE INFLUENCE OF COACHING ON THE DEVELOPMENT OF MANAGER’S
LEADERSHIP SKILLS

Purpose. To reveal the meaning of the conception of internal coaching, identify the management leader styles, their advan-
tages and disadvantages and reveal the development of competencies through the influence of external and managerial coaching in
the company.

Methodology. In order to solve the problem, theoretical and methodological techniques, scientific and theoretical analysis of
the literature on the problem under study were used. Works were analyzed in search for common categories with reference to
grounded research methodology.

Findings. The leadership styles in management and the circumstances of their applying have been considered in this work. It is
defined that only a leader-manager, having appropriate professional competencies, innovative ability to think and organizational
capacity, can use the coaching style, which has much more advantages. The methodical recommendations of the creation of the
industrial enterprises’ effective system of integral coaching are formulated. The purpose of this system is linked to a proper choice
of the management style in accordance with the decomposition of the tasks.

Originality. Coaching has been determined as the core feature of personal and professional development which can enhance
knowledge and skills in management, good choice, skillful use of the leadership approaches. It is determined that it is really diffi-
cult to take and keep up a leading position in a proper way. Therefore, the authors suggest engaging the external coaching in order
to improve the manager’s leadership skills. It is substantiated that the internal coaching should be oriented at the development of
professional qualification of workers, their initiative and productivity.

Practical value. It is proven that applying for the external coaching increases managerial competencies and leadership posi-
tions. Besides, it allows a company to establish and evolve internal coaching, ensuring the growth of employees’ knowledge, skills

and special abilities, developing their potential.

Keywords: external coaching, management leader styles, managerial coaching, management competencies

Introduction. Today in the conditions of business environ-
ment, a company achieves its strategic goals not only by using
its productive or financial resources, but also intangible com-
ponents, including the ability of managers to make appropri-
ate managerial decisions, effectively organize a team of em-
ployees, while applying the best practices of successful enter-
prises and countries. In other words, nowadays in the area of
management, coaching is being considered as the most popu-
lar method being essential to influence the results of the indi-
vidual workers’ activity.

Modern management, as a tool of coaching style, consid-
ers employees as a strategic resource of a company in the pro-
cess of ensuring its competitiveness in the market. Each person
and employee of the enterprise has a certain potential (creativ-
ity, ability to solve a large number of tasks independently, ini-
tiative, making choices, taking responsibility and making deci-
sions), which is not always revealed and realized completely.
Therefore, an employee sometimes loses motivation and inter-
est in work, his/her emotional satisfaction is low, which in its
turn negatively affects the individual productivity of work.
Even after attending a training course, an employee cannot re-
alize his/her knowledge and skills [1]. And this not only re-
duces his/her motivation, but can also cut down the value of
learning. Hence, using of coaching helps to reveal the poten-
tial of each employee, their use for the interests of the organi-
zation, and realization all knowledge and skills, acquired dur-
ing the training process.

Modern realities cause significant changes in work condi-
tions and the attitude of employees to work has changed es-
sentially. Knowledge workers often need inspiration in their
work. Moreover, the majority of employees want to feel that
their work is important for someone. Evidently, receiving
feedback from the head of a company or a manager is an es-
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sential condition for obtaining significant results by employees
and increasing their productivity.

It is indicated that the rate of employees’ satisfaction by
their work in the USA and Canadais 19 %, in Ukraine — 12 %,
and in some countries, it has dropped to 2 % [2].

Competent and talented employees, motivated to perform
certain tasks, can be considered as a key to success of any com-
pany. Indeed, today in the conditions of competition, a lot of
professionals can be easily tempted to leave one company for
another. But what about losses of a company which has in-
vested in its staff? For example, according to statistics, in order
to teach a manager from the middle to high level of manage-
ment in the US, you should spend about $ 200 000. If this per-
son leaves the company, the organization will lose all time and
money, invested in the employee’s development. Correspond-
ingly, coaching is widely used by many leading international
companies to reveal the potential of employees and enrich
their creativity.

Literature review. There are a lot of types of coaching,
which are considered in the research work, but people often
forget about distinctions between various types of coachee
groups. Many authors have tried to define managerial coach-
ing in the terms of specific skills and competencies. Fig. 1 pres-
ents different kinds of skills required to be an effective manage-
rial coach. We can notice some investigations, focused more
on empathy and relationship, including both early articles
(Evered & Salman) and later articles (Ellinger). Ellinger,
Hamlin and Beattie [3] emphasize that coaching process en-
riches the individuals’ competence, allows getting new skills
for employees, who form a team. However, Ellinger describes
coaching through the process of feedback provision, beha-
vioural model and setting a goal. In general, these approaches
linked to definitions of coaching have something in common,
but when it comes to the main points of the process these
models are really various. Hence, the term managerial coa-
ching is far often used to describe the leader’s role in personnel
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The managerial activity of creating the climate, environment that empowers individuals
Evered & Salman
and teams to generate results
B - Coaching is the process by which one individual, the coach, creates a relationship
Mink, Owen & Mink . . . .
with others, which makes it easier for them to learn
Burdett Coaching is a process, focused on enhanced performance ]
4 A
Systematical increasing of the capability and work performance of someone by exposing
Redshaw =1 him or her to work-based tasks or experiences that will provide the relevant learning
opportunities, and give guidance and feedback to help
\_ J
The coaching manager is a business leader and manager who helps his or her employees
] to learn and develop through coaching, who creates a workplace that makes learning,
Hunt & Weintraub . . . L .
growth and adaptation possible, and who combines leadership with helping those around
him or her
.,
-
Ellinger, Ellinger & A coaching manager is one who encourages the development of a high performance
Keller work environment through management practices )
\
~
Hamlin, Ellinger & A helping and facilitative process that enables individuals, groups/teams, and
Beattie organisations to get new skills, performance and competence )
\
s
A developmental activity in which an employee works one-on-one with his/her direct
Gregory & Levy [4] . . . .
manager to improve current job performance and enhance his/her experience
. W,
-
) The process by which a manager, through guided discussion and activity, helps
Hagen & Aguilar [5] . ..
a member of his/her staff to solve a problem or carry out a task more efficiently
Dahling, Ritchie Taylor, Managerial coaching is a process of feedback process, behavioural modelling, and goal
Chau & Dwight [6] setting with subordinates to improve their performance
|\ S

Fig. 1. Science approaches, linked to definitions of managerial coaching

development, but views differ as to the process by which this
should be achieved.

Coaching is a tool commonly used by people to develop
their self-awareness, professional skills and knowledge that is
needed. In addition, it has power to improve job performance
of employees and their personal growth. According to their
responsibility, managers can act as coaches as they have ca-
pacity to lead their team or follow the coach’s instructions
how to do it.

Coaching enables individuals to identify some gaps in their
knowledge or skill and construct an effective plan how to
achieve better results, supporting them throughout a range of
work-based activities.

Indeed, we suggest considering external coaching that can
be transformed into internal coaching (Fig. 2) and which plays
the role of a personal and professional development tool that is
able to provide managers with knowledge and skills, choice
and use leadership approaches aimed at inspiring their em-
ployees to new initiatives, getting them satisfied with realiza-
tion of their potential, focused on achievement of relevant re-
sults, which are vital for a company.

In our research the term ‘internal coaching” is identified
with “managerial coaching”.

Unsolved aspects of the problem. The main reason (90 % of
the cases) why employees quit a job is linked with complicated
relationships with the manager. In general, Atkinson divides
managers into four categories by managerial style [2]:

- “do-managers” — managers who worry too much about
each employee and perform his/her work, because they want
to reduce risks and make sure that everything is done properly;

- “have to do-managers” — managers who feel that their
presence should threaten subordinates. They are fond of giving
instructions;

- “detail-oriented managers” — managers who are focused
on details;

- “global managers” — managers who give vague instruc-
tions.

No matter what managerial style we embrace, the primary
function of each manager is to perform work through his/her
employees effectively. And coaching focuses on revealing the
potential of the workers that should be oriented at solving
main tasks.

There are three components (aspects) such as people, in-
fluence and goals, that have been substantiated in many re-
search works. This is due to the fact that the manager always
works with people inside the company, with members of other
companies and also influences them to achieve a certain goal.
Consequently, leadership can be defined as an ability of an in-
dividual to influence other people for the purpose to achieve
organizational goals.

Challenges today make significant requirements to man-
agement so that a company could successfully function and
carry out its mission. Under those circumstances, managers
must not only possess basic qualities, knowledge or experi-
ence, but also demonstrate creative and organizational abili-
ties, supervising the work of the team, direct it to perform the
tasks and make effective management decisions. More than
that, management and leadership are equally important for a
company’s activity. It is obvious that an effective manager
should be a leader (their own certain leadership abilities). As a

108 ISSN 2071-2227, E-ISSN 2223-2362, Naukovyi Visnyk Natsionalnoho Hirnychoho Universytetu, 2019, N° 4



Gain support and
recognition from the
organization and
recognize barriers to
coaching:

SUCCess;

gain the support from senior management to ensure that all coaching activity is a significant part of
the working day. Additional time and resources are essential if the coaching activity is to be a

be aware of all obstacles to coach effectively: the most common is a lack of acceptance of the role
of coach by the person being coached

Plan your approach
before starting the

session: set clearly learner's objectives;

realize the learner's needs and priorities which the coaching sessions will aim to address;

identify success criteria task objectives between the coach and the learner;

make a detailed plan

Establish the most
appropriate approach to
learning

test a mixture of methods, including thinking, reading, watching, listening, observing, reflecting for
the purpose to find the approach which provides the best results with your learners

Find out potential opportunities for coaching

Organize coaching
session to demonstrate
an appropriate coaching

model successful

the most useful method of coaching is to invite learners to demonstrate what they actually do. In the
case of a practical task, ask them what happened and why and get them to consider whether there
was an alternative approach they might have tried and whether this might have been more

Review progress

Any feedback given by the coach should be honest, sensitive, critical but constructive, and must

always focus on improvements for the future

Plan development activities for the learner, encourage the learner to identify opportunities to practise new skills

Monitor performance and progress

Fig. 2. Main tasks of internal coaching

matter of fact, management and leadership should comple-
ment each other with different qualities, which in its turn will
give the company the chance to get different benefits.

Results. American researchers differentiate the qualities of
aleader and a manager. So, the leader is a “soul”, who has the
prevalence of emotional qualities. He/She has such features as
dreaminess, curiosity, creativity, flexibility, ability to inspire
people, innovation, determination, imagination, propensity to
experiments, initiative to make changes, authority.

He/She is characterized by rationality, counselling ability
to solve problems, analytical thinking, official authority.

However, the indicated distribution of these characteris-
tics is relative and rather conditional. In fact, many skills nec-
essary for leadership management can be combined in one
person with the predominance of some ones [7]. Therefore,
managers should make an effort to improve both managerial
and leadership skills. It is vital to choose flexible management
style, which depends on different conditions of internal and
external environment of the enterprise, and can affect the
management process either effectively or negatively. The main
features and conditions for its effectiveness or ineffectiveness
are shown in Table 1.

The manager-leader has to choose the best management
style, which will depend on the following factors:

- a company’s steady position in the market;

- a level of managerial competence, ability to manage a
team and organize its work;

- personnel development, employees’ professional qualifi-
cation and experience;

- singularity of the relationship between the manager and
his/her team;

- the ability to act as a coach.

A coaching approach of management should be actively
used by a manager-leader in order to develop the competence
of employees [8]. It can also be used when there is a potential

of employees that needs to be directed adequately for a pur-
pose to achieve goals.

Nowadays managerial coaching turns out to be significantly
popular with organizations around the world. Intense efforts
have been done by well-known companies to train managers and
create an internal capability to become coaches [9]. In this way,
managers, being in the role of a coach, have more duties, as they
help employees to achieve defined goals. Additionally, external
coaches should be invited with the intent to assist staff within
their workplace. However, they are not aware of distinct aspects
of well-known policies, organizational culture, values and some
other properties which are precious for the organization.

The 2015 CIPD Learning and Development Survey re-
ported that 80 % of organizations in the UK expect their man-
agers to train. Forty percent of respondents of the survey de-
clared the most effective learning and progressive develop-
ment related to coaching by line managers and 62 % of respon-
dents said they expected to see this form of training increase
over the next 12 months [10].

It is clear that various corporations and firms realize the
preferences of coaching interventions, because the higher ex-
penses are required for providing these services by external
coaches. These days, much more companies are looking at re-
ducing external costs through the use of internal coaching. Rock
& Donde noted that hiring of internal coaches may cost about
10 % of what would be paid to external coaches. However, the
results between the two types of coaching differ just a little [11].

There are many companies in the United States (a list of
500 top US companies) that systematically use management
coaching services. For example, one of the largest pharmaceu-
tical companies in the world hires such coaches for 40 of its top
managers. This technique is quite widespread, especially
among American companies, because finding and hiring an
experienced person with leadership qualities create significant
costs for the company. Doubtless, it is much easier to create
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Table 1

Management leadership styles and conditions in which they can be used

reasonable”, having a clear understanding
of the vector of development and action.
A manager motivates subordinates with
persuasion and personal feedback about
the results of work

Styles Features Effective conditions Ineffective conditions
Directive The style of communication is “follow In a critical situation, when The low level of personnel development.
my instructions”, which reflects the different views and challenges The significant level of
supervision of employees, motivation create a high risk for the employees’ professionalism. Staff will
with discipline, threats of penalties organization be dissatisfied with strict supervision.
On this occasion this style is accepted
with suspicion
Authoritarian A manager chooses the style “strict but When some instructions or Team of employees do not trust the

standards are needed and a
manager is trusted

manager

Affiliate (partner)

The priority is focused rather on people
than work, on good personal relationships
among employees

It is possible to use this style with
others when the performance of
the work is effective.

It is used when assistance or
advice is needed to resolve a
conflict situation

The partnership does not increase
productivity.

Strict management is required in the
critical situation when work is done
ineffectively

helps them to evolve their potential,
improve quality of work.
Motivation of employees is done through

Democratic The credo of management is “everyone is | Workers are responsible and Workers need to be always organized
to contribute” and employees are invited | reliable because they have enough | and supervised to perform tasks.
to participate in making decisions. experience. Employees are not competent enough
The manager rewards the team for A company has a steady position and results of their work require
common efforts of results in the market monitoring

Reactive The manner of work is “follow my Employees are sufficiently When team of employees need
example”. Mostly work is carried out by | motivated and have professional additional development, coaching or
a manager personally in order to competences. coordination
motivate his subordinates. There is no need for steady
Motivation by achievement of high coordination and supervision
standards and self-organization

Coaching The manager inspires employees and Expertize is essential, when skills If the manager does not have enough

and potential are to be improved,
workers are motivated and need
an adequate development

competence to coach.
When during crisis many differences
exist between the coach’s efforts and

realized opportunities for their
professional development

the result from an employee’s work

such leaders “independently” by managerial coaching and try
to keep them in the company.

One of the fundamental components of managerial coach-
ing is the capability to formulate questions that reveal the vi-
sual abilities of employees, to concentrate on new ideas and
achieve results in a different way. If the manager acts as a coach
for his team, the team will be motivated to develop dialogue,
brainstorming and creativity, that in its turn causes the respon-
sibility for each member [12].

In most cases, external coaches are experienced and suc-
cessful people who necessarily have leadership and communi-
cative qualities. These people want to work as coaches in order
to “create” a new generation of leaders. Certainly, coaches are
aware of tough business and market environment, and have
experience of expertise. The process of a coach selection usu-
ally has the following stages:

- a company or a person chooses (a closed website with a
base of coaches) three most suitable coaches;

- interviews are conducted, previous coach projects and
his/her experience in management are analyzed;

- taking into account the interview and Curriculum Vitae,
one or another applicant may be chosen.

Coaches can improve managerial leadership skills, in-
crease productivity and find effective solutions to existing
problems that will facilitate the goal achievement [13]. The
benefits of communicating with a coach are that he/she pushes
the person to actions that previously seemed impossible due to
certain internal or external limitations.

110

The success of coaching sessions is measured by the man-
ager’s awareness of work efficiency which he/she feels after
every meeting with a coach. He/She must feel that productiv-
ity is increasing, his/her team is well coordinated, and these
fundamental changes are interconnected with the acquisition
of knowledge and skills that will make him/her a more effec-
tive manager in the future. Another sign is the manager’s pro-
fessionalism and promotion in the company. He/She can act
as a coach for his/her subordinate team.

In order to apply managerial (internal) coaching, the com-
pany is to implement the relevant tasks (Fig. 2).

With the progress of establishment of managerial coach-
ing, better interpretations for each classification, there exists
an occasion to define greater distinction to the many-sided
types of coaching processes and audiences involved. Today we
can describe the coaching process through interaction between
external coaching and internal coaching and, as a result, devel-
oped competencies not only for managers, but for team em-
ployees as well. With the developed skills much more coaches
will be able to use internal coaching programs. However, there
will be opportunities for experienced coaches to train manag-
ers of internal coaching.

Fig. 3 reflects the formation of the manager-leader’s com-
petencies and progressing achievements of the team as a result
of external and internal coaching.

‘When a company owner hires a manager, he evaluates man-
agerial competencies. However, a manager who has a manage-
rial potential is not always able to realize it in a proper way. Evi-
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External coaching

active listening

strong questions

effective
communication
and feedback

planning goals

designing
actions

management of
progress and
responsibility

V

manager

planning and
organizing
teamwork

providing a
process of
motivating oneself
and other
emploees to work

control of the
effectiveness of
management
decisions

regulation and
ability to
eliminate
deviation

ability to evaluate
information
effectively

ability to
communicate and
persuade

manager-leader

improvement of
the professional
skills

alternative
allocation of
resources

the ability to
produce common
vision with the
employees

expressing new
creative ideas and
their realization

identification of
the importance of
work of each
employee

resolving conflict
situations

manager-leader acts as a managerial coach

establishment of the
most appropriate
approach to learning

planning of the

development of

activities for the
learner

encouragement

to identify
opportunities to
practice new skills

the art of making
non-standard
managerial
decisions

ability to create a
favorable climate
in the team

monitoring of
performance and
progress

Team

professional qualification

development productivity growth

growth of employee effective performance of

initiative tasks

Fig. 3. The development of competencies through the in fluence of external and managerial coaching in the company

dently, a manager can be a self-sufficient person, have knowl-
edge and professional skills, but this is not enough to manage the
team of employees efficiently. The main competencies of the
manager are planning and organizing the work of subordinates,
motivating himself/herself and other employees to perform their
tasks, controlling the effectiveness of making managerial deci-
sions, and the ability to analyze and evaluate information, which
is an extremely important resource for the enterprise activity.

A very important management tool is also a communica-
tive process in which a manager has to demonstrate his/her
communication skills, ability to negotiate and persuade peo-
ple. But in today’s business environment, challenges to man-
agement are extremely enormous; accordingly, the manager
must be educated, develop his/her potential and enlarge his/
her competencies, especially those of leadership. When the
company is interested in management and understands it is
strategically important for business, the coach is invited.

The coach must have such competencies as active listen-
ing, strong questions, to keep to an effective communication
process and feedback from the client in the form of a dialogue
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[14]. Moreover, the coach is to direct the client to achieving
goals in accordance with the plan of action and manage the
progress of the managerial leadership development as a result
of coaching sessions.

Active listening should be focused on what the client says,
to catch what is said in the context of the client’s desires and to
support the act of expressing all feelings and opinions. The
coach must correctly formulate questions which disclose the
information that benefits most from cooperation with the
coach. It is advisable to ask actively directed and open ques-
tions that will give rise to new opportunities or knowledge and
facilitate the client’s steady development.

Open communication and feedback are needed in order to
ensure the effectiveness of coaching sessions, to assist the cli-
ent to realize his/her future prospects. It is substantial to de-
fine clearly the aims of coaching, the program of the session,
the purpose of using some techniques, methods or exercises.
The coach must precisely evaluate numerous sources of infor-
mation and interpret it to the client in a proper way to achieve
the desired results.
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Projecting is the principle of achieving the desired results,
open to creating new ideas together with the client, to continu-
ous training during coaching sessions. Maintaining active ex-
periments generates self-knowledge. Thus, the client has the
opportunity to realize practically the theoretical material of
coaching sessions.

It is vital to develop and implement an effective coaching
plan with the client. The project must envisage concrete re-
sults and deadlines for their achievement.

Such competence as management of progress reflects the
ability to focus on an important client’s problems and to keep
him/her responsible for certain actions. Meanwhile, it is nec-
essary to keep track of the situation by asking the client about
the accepted obligations at the previous sessions. In addition,
the coach should find out the client’s achievements and fail-
ures during the previous sessions. In this context, the client
learns on his/her own experience to make decisions, to work
with key questions, to receive feedback, to set priorities and to
increase the pace of learning by his experience.

The coach will help the manager to strengthen his/her com-
petence. Having acquired new competencies, he/she can de-
velop independently. The head of the company must be in-
volved in the process and has to monitor the progress of mana-
gerial development. The next step in this process is development
of manager’s leadership. Apparently, the coach realizes the
manager’s way of thinking and help him/her to increase leader-
ship competencies. The manager, who has leadership skills, can
precisely define and choose the necessary style of leadership
and analyze the combination of several styles according to the
situation in the team. The art of distributing resources in the
company is also a challenge for the manager-leader. Facing the
situation of time limitation, it is difficult for him/her to choose
the optimal solution. It is even more difficult to manage a team
of workers who have various visions for achieving goals, differ-
ent approaches to the tasks. Often, as a result of this, there are
many conflicts that require an immediate solution. Conse-
quently, the manager-leader must be able to produce a com-
mon vision with the employees, involve everyone in this pro-
cess, while solving any conflicts. It is extremely important to
stimulate collaboration and support the employees, as well as to
resolve the problems associated with psychological stress. Rec-
ognizing the significance of the work of each individual em-
ployee increases revealing his/her talent and realization of the
employee’s potential. Actually, the manager-leader must use
different approaches in order to develop the potential of his/her
employees, including his/her own ability to create some ideas,
being the initiator and a genuine golden leader, who can moti-
vate his/her team to implement ideas, to achieve goals.

In fact during the coaching process, the manager-leader
expands his/her competencies, acquires vital knowledge and
skills that should be directed towards effective management of
the team. At the same time, the manager, using the services of
an external coach, can act as an internal couch, when it is re-
ally necessary for the development of employees’ potential. It is
efficient for the company to invest in management develop-
ment in order to provide the manager with the possibility to act
as a coach of his subordinates. The chain of knowledge trans-
fer, the ability to develop and stimulate the team allows the
company to effectively prioritize and combat existing problems.
Finally, coaching helps to create a staff of creative, loyal and
initiative coworkers for whom personal development is the
most important thing.

Today people aim both to get high-paid jobs and enjoy
work. In fact, the workers are motivated by the progress of the
project in which they are involved. And this is natural, because
all people aspire to progress. In reality, internal coaching in the
company can serve a driving force of progress.

The manage-leader as a coach, must increase his/her
competencies and acquire qualitatively new ones such as the
ability to observe and research, psychologically feel the mood
of the team and choose an approach for the employees to get

the most desired results after coaching sessions. Each coach-
ing session is to have a plan for personnel development. It is
always necessary to encourage the employees to identify their
abilities and practice new skills. Very often, the knowledge of
using non-standard methods for solving a particular situation
brings significant results. For this reason, the manager in the
role of internal coach should have the competence of making
non-standard managerial decisions, timely evaluating the sit-
uation, analyzing information and all risks. Additionally, being
a coach, the manager is able to create a team of specialists,
individuals, people who have a potential and opportunities to
realize themselves. It is very important to take into account the
needs and opportunities of each employee, to support them at
every stage of activity, to praise and direct them to progress to
achieve personal goals and the goals of the company as a
whole. The favorable climate in the team is the merit of the
manager to understand needs of each employee, choose the
appropriate style of leadership, effectively motivate the team of
subordinates, to reveal their potential and create opportunities
for its implementation. After each coaching session it is neces-
sary to monitor the productivity of employees’ progress, ana-
lyze the results of the team’s activity.

As a result of internal coaching, the team of employees
must obtain a number of competencies. Obviously, profes-
sional qualification development plays a significant role for the
employee. By improving his/her knowledge, skills and work
experience, a person gets opportunities to have a promotion
and more paid work. It is essential to evaluate the growth pro-
ductivity of those people who have successfully passed all
coach-stages, got instructions and stimulation to work. The
initiative of employees is reflected through the expression of
certain ideas, related to either the improvement of the produc-
tion process or the conquest of a new market segment, or even
the creation of some innovative ideas. In any case the initiative
of the employees must be always approved and motivated. The
manager should always compare the results of the tasks per-
formed by employees before and after the coaching sessions.
In this way the internal coaching is aimed at revealing the po-
tential of employees and directing it to the achievement of per-
formed tasks.

Conclusions. Today, strong business conditions require
managers to be leaders. External coaching allows managers to
gain new knowledge, to develop leadership potential and to
make managerial decisions efficiently. There is also the de-
mand for leaders who can coach their employees as the bene-
fits become more and more obvious.

That is why companies should consider external coaching
that can help managers to become leaders and provide them
with the knowledge how to manage their team in the role of
the coach in order to develop professional skills, to increase
job satisfaction, employee initiative and productivity which in
its turn will bring essential benefits for the company.
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BB Koy4MHIy HA PO3BUTOK JIi€PCHKHUX
YMiHb MeHeIKepa

H. 0. Ilodoavuak, JI. M. [Ipokonuwiun- Pawkesuu,
B. 4. Kapkoscvka

HauionaneHuii  yHiBepcuteT ,,JIbBiBCbKa MoOJIiTeXHiKa®,
M. JIpBiB, YKpaiHa, e-mail: Veronika.Y. Karkovska@lpnu.ua

Mera. Po3kputu CyTb KOHILIEMLil BHYTPILLIHBOTO TPEHiH-
Ty, BU3HAYUTH JIiePChKi CTWJIi yIIpaBJiHHS, iX IepeBaru i He-
JIOJIIKM Ta BiTOOpa3UTU PO3BUTOK KOMIETEHIIii Yyepe3 BILIMB
30BHILIHBOTO Ta YIPaBIiHCHKOTO KOYUMHTY B KOMIIaHii.
Metonuka. 1151 BupilieHHs1 mpobjeMu 0yJir 3aCTOCOBaHi1
TEOPETUKO-METOAOJOTIYHI METOIM, HAyKOBO-TEOPETUUHUIA
aHaJIi3 JiTepaTypu 3 10CiIKyBaHoi podiemu. Podbotu Oyiu
MpoaHaJli30BaHi Ha MOIIYK 3araJibHUX KaTeropiii 3 mocuiaH-
HSIM Ha OOIPYHTOBAHY METOAOJIOTIIO NOCTIIXKEHHSI.
PesyabraTu. I[1poaHanizoBaHi cTuili KepiBHUIITBA MEHeE-
JDKepa Ta YMOBU iX BUKOpUCTaHHS. BusHaueHo, 1110 KOy4rH-
TOBOMY CTWIIO YMPaBJliHHSI MPUTaMaHHO Habarato Oijblie
nepesar, i BiH Moxe OyTM BUKOPUCTAHMI1 TiIBKU KEepiBHU-
KOM-JIiiepoM, SIKUil AilicHO Mae mpodeciiiHi KOMIEeTeHllii,
iHHOBALiIHI ITiIX0AM Ta opraHizaliiiHi 3aioHocTi. J11s yripaB-
JIIHILIB MPOMUCIIOBUX MiAMPUEMCTB PO3POOJIEHI METOAUYHI
pekoMeHaauii moao popmyBaHHS €(heKTUBHOI CUCTEMU BHY-
TPIllIHBOTO KOYYMHTIY, METOIO0 SKOi € BAaWii BUOIp CTUIIIO
YIpaBJIiHHS Y BiANTOBIAHOCTI 10 JEKOMITO3UIIil 3aBIaHb.
Haykosa HoBu3Ha. KoyuyrHT BU3HAYEHO SIK OCHOBHUH iH-
CTPYMEHT OCOOMCTOTO Ta NMPOPECiitHOrO PO3BUTKY, 1110 MOXKE

3a0€3MeYNTH MEHEIKEPiB 3HAHHIMU I HaBUYKaMU, BUOO-
poM i MaiCTepHMM BUKOPMUCTAaHHSM IiAXOMIiB JIiAepCTBa.
3’scoBaHO, 110 MEHEKEP He 3aBXIN MOXE 3aifHSTH JIIIUPY-
[04i MO3ulii, MpaBUJIbHO MiAiOpaTy CTUJIb JigepcTBa. Tomy
aBTOPU MPOTOHYIOTh 3aJlyYUTU 30BHIlLLIHIA KOYYUHT, 1100
MOJIMIINTH JiAePChbKi HABUYKU MeHemKepa. OOrpyHTOBaHO,
1[0 BHYTPIllIHiIii KOYYMHT MOBUMHEH OYyTU CIIPSIMOBAHUM Ha
pO3BUTOK mpodeciitHoi KBamidikauii nmpauiBHUKIB, IXHbOI
iHILiaTUBU Ta IPOAYKTUBHOCTI.

IIpakTiyna 3HayumicTh. OGIPYHTOBAHO, 1110 BUKOPUCTAH-
H$I 30BHIIIHBOTO KOYYMHTY CIIPHSIE PO3BUTKY YITPABIiHCHKUX
KOMIIETeHLIi# i ligepchkux no3uiiii. Kpim Toro, BiH (hopmye
BHYTPILIHII KOyYMHT Y KOMIIaHii, Hal[JIeHUI Ha poOOTY B KO-
MaH/i i, IK pe3yjibTar, — 3a0e3Ieuye 3pocTaHHs 3HaHb, BMiHb
Ta 30i0HOCTEN MpalliBHUKIB i PO3BUTOK iX MOTEHILiaNy.

KiouoBi c/i0Ba: 30BHillIHiI KOYUUHT, YHPAGAIHCbKUL KOY-
YUHT, 2I0epcbKi cmuni ynpasenints, ynpasaiHcovki Komnemenuii

BinsiHue KOy4MHra Ha pa3BuTHe JMIEPCKHX
YMEHUIl MeHeLKepa

H. 10O. ITodoavuax, JI. M. Ilpokonuwun- Pawkesuy,
B. 4. Kaprosckas

HauvoHanpHblil yHUBEpCUTET ,,JIbBOBCKAsI ITOJMTEXHUKA®,
r. JIbBoB, YKpauHa, e-mail: Veronika.Y. Karkovska@Ipnu.ua

Ileab. PackpbITh CyTh KOHLEILIMKA BHYTPEHHETO KOYUYMHTA,
OIPEICIUTh TUIECPCKUE CTUIN YITPaBICHNUS, X TTPEUMYILECTBA
Y HEIOCTATKU U OTPa3UTh Pa3BUTHE KOMITETEHIIUI uepe3 BIusi-
HME BHEITHOTO U YITPABJICHYECKOTO KOYYMHTa B KOMITAHHH.

Meroauka. /Is pelieHust poodyieMbl Oblia TPUMEHEHBI
TEOPETUKO-METOIOJIOTMUECKIE METOAbI, HAYYHO-TEOPETHYE-
CKUIi aHaJI3 JTUTepaTyphl MO uccaenyeMoit mpoodieme. Pabo-
THI OBLTY TTPOAHAIM3UPOBAHBI Ha TIOMCK OOIINX KaTEeTOPHii CO
CCBUIKOI Ha 0O0CHOBAHHYIO METOOJIOTUIO UCCETOBAHMSI.

Pesyabrarel. [IpoaHanm3upoBaHbl CTUIM PYKOBOICTBA
MeHeIKepa 1 YCJIOBUST MX MCToJIb3oBaHusl. OTipeesieHo, 4To
KOYYMHTOBBI CTWJIb YIIPABJICHUSI MMEET ropas3no OoJIblle
MPEUMYIIECTB, U OH MOXKET OBITh MCITOJIb30BaH TOJIBKO PYKO-
BOAUTEIIEM-JIMIEPOM, KOTOPHI NeHCTBUTEILHO UMEET TIPO-
(eccroHambHBIE KOMIIETEHIIMHY, MHHOBAIIMOHHBIC TTOIXOIbI
U criocoOHocT. It yrpaBieHIIeB TPOMBIIIJICHHBIX MPE-
MPUSATUI pa3paboTaHbl METOOUYEeCKHEe pPEeKOMEHIAIuu II0
(hopmupoBaHuio 3 GEKTUBHOM CUCTEMbI BHYTPEHHETO KOY-
YUHTa, LEJIbI0 KOTOPOU SIBJISICTCS YIAYHBI BBIOOP CTHIIS
yIpaBJIeHUs B COTJIACOBAHUM C IEKOMITO3UIIMEI 3a1ay.

Hayunasi HoBu3Ha. KoyuuHT ompesesieH Kak OCHOBHOW
WHCTPYMEHT JIMYHOTO U MPOGheCCUOHATBLHOTO Pa3BUTHS, KO-
TOPBIIA MOXET 00CCIICUNTh MEHEIKEPOB 3HAHUSIMA U HaBbI-
KaMM, BBIOOPOM M HMCKYCCTBOM HCIOJb30BaHUS TOIXOIOB
JIMAePCTBA. YCTaHOBJIEHO, YTO MEHEKep He BCeraa MOXET
3aHATD JTUAUPYIOIIME TTO3UIIMHI, TTPABUIBHO TTOI00paTh CTUIIb
nmnepctBa. [103TOMy aBTOpPBHI TIpeniaraioT MPUBJIEYb BHEII-
HUMI KOYYUHT, YTOO YIYYIIUTD JUACPCKHUE HABBIKM MEHEIKe-
pa. OOG0CHOBaHO, YTO BHYTPEHHUI KOYYMHT JOJIKEH ObIThb
HarpaBJieH Ha pa3BUTHE MPO(heCcCUOHAIbHON KBanuduka-
LIMU paOOTHUKOB, UX MHUIIUATUBBI ¥ TIPOM3BOIUTEIBHOCTH.

IIpakTiyeckas 3HaUMMOCTh. OOOCHOBAHO, YTO UCITOJIH30-
BaHUE BHEITHETO KOYUYMHTA CITOCOOCTBYET pa3BUTHIO yIIPaB-
JIEHYECKUX KOMIETEHIUM M Jnaepckux mno3uuuii. Kpome
TOTO, OH (DOPMHUPYET BHYTPEHHUI KOYUMHT B KOMITAHUU, Ha-
LIeJICHHBI Ha pabOTy B KOMaH/e U, KaK pe3yabTaT, — obe-
CIIEYMBAET POCT 3HAHUI, YMEHHUI 1 CITIOCOOHOCTEI pabOTHM -
KOB M pa3BUTHE UX MOTEHIIMANA.

KiroueBble ci0Ba: gHewHUll KOYYUHe, YNPABACHUECKULL KOY-
YuHe, AudepcKue Cmuau ynpasaeHus, ynpasienyeckue Komne-
meHyuu

Pexomendosano 0o  nybaikayii  doxkm. eKoH. HayK
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