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USE IN COACHING STAFF DEVELOPMENT
THE USING OF COACHING IN THE DEVELOPMENT OF PERSONNEL

Statement of the problem. Efficiency of business
processes and enterprise as a whole has become more
and more determined by the level of development and
characteristics of the management staff. This is due
not only to increased competition, increased speed of
changes in the external environment in which the enti-
ties operate, but also the growing role of creative and
individual employee of the corporation in general.

At the present stage of development of market re-
lations, the organization can achieve a competitive ad-
vantage and effective performance only through the
use of new technologies, methods and instruments of
governance. One is coaching, as the latest effective
approach to optimize capacity and staff organization.
This is due to the fact that it is the human capital of an
organization, product or service unique, so surely they
need to be competitive on the market.

Analysis of recent research and publications. Theo-
retical and methodological basis of the research was the
work of many scholars of coach- coach- counseling and
management: A. Adler [1], G. Gardner [4], D. Houl-
mana [6], M. Downey [8], V. Maximov [15], J. Har-
ris [25], M. Erickson [26], as well as related corporate
governance: T. Galway [5], J. Whitmore [24], T. J .
Leonard, A. Savkina, L. Thurston, L. Dougan [10], J.
Whitmore [24].

Among local scientists, we relied on the study: B.
Berezhna [2], E. Denysenko [ 9], V. Kulik [12], M.
Nagar [18], J. Peter [20].

Problem. Objectives of the study is to justify the
need for coaching in the development and management
of staff.

The main material of the study. Recently, more
and more obvious is the fact that the future of any
organization depends on the capabilities and productiv-
ity growth of its employees [11, p. 215]. On the other
hand, the future of any employee depends on its value
to the organization, the weight of his knowledge and
skills. Thus, both the organization and its employees is
important for the continued development of staff. That
is the process of obtaining new knowledge and skills
staff need not only at various stages of development,
but in the long future. Therefore, if an organization is
interested in the continued development of their capac-
ities, the question is essential to develop a program of
staff development.

Of course, almost all companies today are organized
and carried out various activities aimed at developing
employees [19, p. 277]: workshops, seminars, training
courses and more. Such events allow employees to gain
necessary knowledge, develop the necessary personal
qualities to work. However, modern conditions require
continuous development, and it will only directly in
the process, if the use of targeted staff development
tool - coaching.

Today the question about the use of coaching as an
instrument of human resource management is one of
the most controversial in management and consulting
[20]. Most coach-consultants determined it not only
as a tool for direct training, but as a philosophy, a
system of technologies and methods aimed at defining
and most rapid achievement of the organization [16,
p. 257].

There are many definitions of coaching, most of
them know the following [22, c¢. 53 ]: "Coaching - a
new style of human resource management technologies
which contribute to the mobilization of internal capa-
bilities and potential employees, continuous improve-
ment and professional qualification”.

By definition E. Denysenko, coaching - a personal-
ized training people to achieve meaningful goals, in-
creased mobilization of domestic capacity, develop the
necessary knowledge and skills, learning strategies for
getting top results [9, c. 52].

Despite the significant contribution of foreign re-
searchers in the coaching system in Ukraine has not yet
formed a clear idea about the direction of the staff, but
modern business companies are increasingly showing
curiosity about the basics of coaching.

Anthony M. Grant gives a definition of coaching:
"Coaching - is focused on the solution, result orient-
ed and systematic process of cooperation, in which the
coach helps to improve business performance, increase
life experience, self- learning and personal growth of
the people” [7, c. 27]. A founder of the school of trans-
formational coaching P. Vritsa believes that "Coaching
is an art - to promote the development of others. An
effective coach, in his view, helping others realize their
potential that they already have, but may not yet be
shown [3, c. 18].

So coaching - the science and art of promoting self
person or organization. Coaching works as an inter-
active process support individuals and organizations,
which is to promote maximum disclosure of their po-
tential. We consider it appropriate to examine the evo-
lution of the concept of coaching. The term "coach”
comes from the medieval English word coach — “car-
riage”, "coach”. Thus Coaching - a kind of means of
transportation (promotion) client to disclose its poten-
tial. A coach - a kind of leader, coach who accompanies
a person or team to the greatest achievements [21, p.
19]. Historically, that coaching is usually focused not
only on achieving a particular outcome, but rather on
creating the conditions under which the client opened a
new resources and opportunities.

Currently coaching - is not only an effective man-
agement style, but also cost-effective means of de-
veloping staff. Indeed, the problem of improving the
efficiency of their subordinate managers themselves
engaged in working hours and workplace, without any
loss of performance. The development process occurs
naturally and is part of the workflow. It's enough just
to teach coaching skills to managers and give them the
time of their practical learning. After this process of
coaching is integrated into the management process,
make it both less prescriptive and more effective.

The use of coaching in the staff development in-
volves not only determining the content, approaches and
technologies, and outline its key problems [20, c. 160]:

- Identify the purpose and the best steps to achieve
it;

- Increase the independence and responsibility coun-
selee;

- Learn to find new ways of effective collaboration;

- Need to make quick decisions in difficult situa-
tions;
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- Align individual goals with organizational goals;

- Open new opportunities;

- Earn more and spend less.

In addition to challenges coaching is also designed
to perform the following functions [14, c. 299]:

1. Function Development - responsible for the de-
velopment of labour potential and competencies of em-
ployees, career move.

2. Creative - allows most employees to show ini-
tiative, to put forward new ideas and make creative
decisions.

3. Comprehensive counselling - can be carried out in
all sectors and all units at any stage of the development
staff.

4. Motivating - allows employees to ensure achieve-
ment of goals both personal and business.

5. Adaptation - teaching employees to quickly adapt
to changing environmental conditions.

In recent years, the concept of coaching has become
more generalized and expanded content. Today, coach-
ing leaders and organizations, as well as any practical
aspect of governance is increasingly using methods of
observation, interviews, surveys, testing, modelling,
and includes design, situational coaching and transi-
tive [7, p. 18-19]:

- Situational coaching focuses on a specific (tacti-
cal) improvement or optimization work is clearly given
context;

- Project coaching encompasses strategic manage-
ment person or team in order to obtain an efficient
outcome;

- Transitive Coaching helps people move from one
job or role to another.

In many organizations today, coaching has become
a must complement and sometimes substitute training.
This is because unlike training (even personal) coaching
is more focused and has an individual focus, and if we
consider real change, coaching is more advantageous
price than traditional training methods for coaching
approach focuses more on achieve successful results
than searching for the causes of existing problems or
the formation of useful skills.

It is crucial that people who make decisions and
shape the direction of the company, were seized by the
idea. Often it is their delight determines the success of
the project. Equally important is the readiness of the
company in general, the necessary conditions and the
level of personal maturity workers.

The primary goal of coaching is to outline the
unique capabilities of individual workers in companies
that actually lead to innovation, a qualitatively dif-
ferent level of responsibility of employees to improve
their work. Therefore, companies should choose their
own idea of coaching is not to copy the default, though
interesting, Western methods and develop a new one,
which would ideally provide their own implementation
of organizational goals.

Coaching as a management style and relationships
in general - a specially organized interaction between
manager and his subordinates, which includes recogni-
tion of the uniqueness of every individual, trust in his
abilities, to promote maximum disclosure of personal
resources and leads to new levels of performance of
their duties staff. Coaching as a management tool -
is to help employees in development and learning by
working together. It uses certain methods staging tech-
nique for joint discussion and so on. There are many
classifications of coaching. In general, there are three
major areas of coaching applications [5, c. 28]:

1. Administrative (and political) coaching - is work-
ing with top officials of companies, organizations, gov-
ernment agencies or political structures. In this area,
the coach helps retain and increase achievement poli-

tician or CEO: allocate resources, make strategic lead-
ership, competent authority to implement and more.
Often, a person who holds the highest stage of social
progress, as no one needs the help of a specialist with
whom you can discuss your hopes and dreams, doubts
and fears, a man who has trained to question and open-
ing a new vision - a coach.

2. Business coaching teaches people to deal with pro-
fessional challenges. Business coaching can be focused
both on individual people and businesses throughout
the system as a whole, then it will be called by a person-
al business coaching and team coaching business. The
main results of business coaching is to improve perfor-
mance: financial, logistics, management and so on.

3. Life coaching focuses on helping people achieve
personal goals that may be quite far from profession-
al or institutional. As with transitive coaching, this
coaching helps people deal effectively with various life
problems arising in the as the person moves from one
stage of life to another. Here, as well as in administra-
tive or business coaching possible and individual (per-
sonal), and group coaching.

Thus, effective coaching requires both focus on
ideas, problems, relationships and opportunities. In
order to understand the criteria of quality and profes-
sional standards of professional coaches is important to
clearly outline the context of the application procedure
in the current international practice. Thus, under-
standing the social and professional areas that require
the services of coaching is to help coaches start-effec-
tively build your practice.

Along with the increasing demand for coaching ser-
vices is growing and demand for coaching specialties,
some of which have become popular, while others are
just beginning to appear in the list of specializations
coach. In domestic practice coaching as a discipline in
the last 3-5 years, began to outline the requirements for
professional standards and competence of specialists
in coaching, most Ukrainian professional association
coaches guided by the standards set by international
organizations and institutions. And the criteria and
standards of competence and ethics experts in coaching
may be the subject of a separate study.

Findings from the study. Thus, summing up the re-
sults of the study, we propose characteristic of coaching
as an effective example of interaction between manager
and employee, whose main purpose is the management
of the tasks facing them. If any changes, both internal
and external, coaching staff organization will quickly
adapt to these changes, find ways to improve their per-
formance in the new environment, find the resources
to meet the new conditions to achieve maximum ful-
filment.

Coaching - is the most effective approach to hu-
man resource management, a powerful tool to achieve
amazing results. Coaching - is not a theory, it is, above
all, practice. The practice is not difficult to learn, but
remarkably effective. To verify this, the manager need
only try to use coaching in their work and the result is
bound to be positive .

Coaching is not a substitute for education and
training, but it fits perfectly with them and to benefit
from their effects in practice. Coaching - is a manage-
ment tool that enables employees to continually devel-
op under the conditions dictated by modern economic
relations.
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