MEHE/KMEHT, EKOHOMIKA TA JIOTICTUKA

OTxe, B yKpalHChKIA eHepreTuill (K 1 B OyIap-sKiil IISAIbHOCTI) BaXJHUBO HE
JUIIEHb PO3POOUTH IJIaHU (B TOMY YHCII W CTpaTeriuyHi) i3 BUCOKUMH (JICKOIM I
3aBUIIEHUMH) CTPATETIYHUMHM MMOKa3HUKAaMH/1HIUKATOpaMH, ajie i po3poO0II0oBaTH Ta
BIIPOBA/P)KYBAaTU TAaKTUKO-OMEPATUBHI IUJIAHW IIOAO iX MOJAJIBIIOTO JOCATHEHHS B
IpoIIeCl peai3yBaHHs €HEPreTHYHOI CTpaTerii.

HeoOximanM TakoX € BceOluHe BUKOHAHHS U IHIIUX  KJIACUYHUX
(3araapHUX/OCHOBHMX) (DYHKIIIM yIpaBJiHHS €HEPreTHKOI0, a caMe: OpraHi3yBaHHS,
MOTHUBYBaHHS, KOHTPOJIFOBAHHS Ta PETYJIIOBAHHS.

[locnimoBHE BHUKOHAHHS BCIX 3a3HAYCHHX OCHOBHHUX/3aralibHUX (YHKIIH
VOPaBTIHHSI €HEPreTUKOI (CHEPTeTUYHHM CEKTOPOM EKOHOMIKM  YKpaiHM)
J03BOJIATH JIOCSTHYTH BCTAHOBJICHUX CTPATETIYHUX TOKA3HUKIB Ta TapMOHIIHO
PO3BUBATHUCS €HEPreTULl YKpaiHU, EKOHOMIKM KpaiHW BLIJIOMY, MIJBUILUTH PIBEHb
€HEPreTUYHO1, EKOHOMIYHOT Ta I HAIlIOHAJBLHOI O€3MEeKH TONIO.

Cami X JMIIEHb TUIAHU, SIKUMH OM KOMIUIEKCHUMH, BHUCOKOC(EKTHBHHMH Ta
MO3UTUBHUMH BOHU HEe Oynu, 0e3 iX peai3yBaHHS, TakK 1 3aJUIIATUMYThCS JTUIICHb
«XOPOUTUMUY TJIAHAMH.
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THE COACHING-APPROACH IN TEACHING THE STAFF OF A MODERN
ORGANIZATION

The world of work is complex and constantly changing. Fast paced and high
pressured, it places increasingly tough demands on employees throughout
organisations. Consequently leaders and managers at all levels need a broad portfolio
of management and leadership tools and techniques to do their job effectively.
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Coaching is a particularly powerful tool in the modern workplace — one that has
proven to be a highly effective way of developing individual and organizational
performance by unlocking capability. At its best, this key management tool can
deliver considerable benefits, helping managers get the most from their teams,
boosting employee engagement and developing high performing workplaces.
Anecdotal evidence suggests that coaching is increasingly widespread in
organizations. Yet there is little objective research to tell us for certain how
organizations approach the use of coaching [1].

Coaching is normally undertaken by the learner’s immediate line manager.
Anyone, however, can coach or find themselves in coaching situations such as
experienced staff, recognised technical experts or simply those who enjoy teaching
others. Like mentoring, coaching will suit those who are interested in the
development of others and who enjoy sharing their knowledge and experiences [2].

The role of a coach is primarily to ensure that the learner is achieving optimum
on-the-job performance. This is done by providing regular hands-on leadership, clear
guidance and direction as to what is expected from the learner, and on-going
feedback about their performance. Ideally the coach should be doing this daily as part
of the normal process of line management, all be it on an informal basis. The role of
the coach in this context is [2]:

- making subordinates aware of how they are managing by, for example, asking
questions on how well they have thought through what they are doing;

- controlled delegation;

- using whatever situations arise as teaching opportunities;

- setting individual projects and assignments;

- spending time in looking at higher-level problems as well as discussing the
immediate job.

Most companies use coaching as a development tool: 80% of organizations
surveyed had used or are using coaching. Another 9% are planning to use it. The
more employees in the organization, the more likely it is to use coaching. 90% of
organisations with 2,001+ employees used coaching in the past five years, but this
fell to 68% of those with 230-500 employees.

More people should be able to benefit from coaching in organisations. At
present stage only 52% of organizations make coaching available to all their staff. By
contrast, 85% of organizations surveyed said that coaching is aimed at managers and
directors, and middle management [1].

Organizations source more coaches internally, but use external coaches to coach
senior executives: 83% of organizations surveyed source coaches internally, while
65% hire them in. External coaches are used primarily to coach senior managers.
Interestingly, there is more rigour over selecting external service providers than
internal coaches. Benchmarks of quality are still needed though in an unregulated
coaching industry [1].

A greater focus on developing internal coaching capacity is needed. Most
organizations recognise the value of coaching qualifications. Two-thirds (66%) offer
development options for coaches such as in-house training (20%), management
development programmes (11%) or one-to-one train-the-trainer support (8%). A third
(34%), however, don’t offer any support or development for internal coaches [1].
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The benefits that are obtained are well recognised and varied. 95% of
respondents saw direct benefits to the organisation, and 96% saw benefits to the
individual. A broad range of specific benefits were identified including improvements
in communication and interpersonal skills, leadership and management, conflict
resolution, personal confidence, attitudes and motivation, management performance
as well as preparation for a new role or promotion.

The coaching that is then delivered should be broad in its scope — going beyond
the immediate workplace. The research indicates that this is where organisations
enjoy the greatest return on investment. At its best, coaching addresses personal skills
and development, as well as business and work skills [3]. It focuses on the doing and
being elements of management and leadership — not just the knowing. It is about self-
awareness and personal confidence, about building leadership ability, and not just job
knowledge. Not simply challenging people, but encouraging people to challenge
themselves. Which’s why coaching shouldn’t be seen as a remedial tool to correct
underperformance. Good coaching is about achieving a high performance culture, not
managing a low-performance one.
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OHTOJIOI'TYHI ACITIEKTHU PO3BUTKY AYTCOPCHUHI'Y

OnHuM B HAWBAOXKIIMBIMIMX MHUTaHb ISl CYO’€KTIB TOCMOJApIOBAaHHS TOCTAE
oprasizaiiisi BUCOKOE€()EKTUBHOIO BUPOOHUIITBA 32 YMOB 3POCTalOu0i KOHKYPEHIIIi.
Cepen KIIOYOBHX I1HCTPYMEHTIB, IO JO3BOJISIE BUPIMIUTH MpoOJIeMy oOpraHizarii
BUPOOHMIITBA Ta 3a0€3MEYNTH CUCTEMHUN MIAXIJT 0 YIPABIIHHS € ayTCOPCUHT.

[cTopist BUHMKHEHHSI ayTCOPCUHTY HE MOKe OYTH CXEMaTU4YHO MpPEJCTaBJICHA Y
BUTIISAMI JIiHIAHOTO TpeHay. OnHak, B 1CTOpli PO3BUTKY EKOHOMIYHHUX CTOCYHKIB
pI3HUX JepXaB Ta B ICTOpii PO3BUTKY BIJOMHMX CBITOBUX KOMIAHIN YITKO
MPOCTEXKYIOTHCS €JIEMEHTH Ta BUMAJKH BHHUKHEHHs MOTpeOd B opraxizaiii Oi3Hec-
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