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803PACMHbLIMU U UenesbiMu  2pynnamu  yvyauyuxcd, uccnedosaHue ocobeHHocmel
npumeHeHusA 300posbAasbepezarowjux mexHonozuli 8 pabome coyuanbHo20 nedazo02a ¢
nedazo2u4ecKuUM KOos/1eKmueom.

Knroueeble cnoea. 30oposvecbepexeHue, 300posbszbepezaroujasd MexHOM02uA,
coyuanbHeil nedazoe, 0bpazosamesnbHAA cpeoa.

SUMMARY

Pyliuk Nataliia. Social pedagogue’s activities in the implementation of health care
technologies in the educational environment.

The article considers the social pedagogue’s activities in the implementation of health
care technologies in the educational environment. Different approaches to the interpretation
of the concepts of “health care”, “health care technologies” are revealed. It is noted that
health care technologies are a system that creates the most favorable conditions for
maintaining, strengthening and developing the spiritual, emotional, intellectual, personal
and physical health of all subjects of the educational process. The main approaches to the
organization of health care activities in the education institution are characterized: ecological
and valeological approach, active and systems approaches. The priority tasks of the social
pedagogue’s health care activity in the educational environment are outlined (protection of
life and health of children; formation of a healthy lifestyle; assistance in creating an
environment of psychological comfort of school students; development of communication
skills; prevention of addictions; organization and formation of social culture of school
students and teachers, professionals and parents). It is noted that the main areas of the
social pedagogue’s health care activity include: informational, educational, health,
preventive, socio-psychological. The main directions of work on the formation of school
students resilience are characterized, which is a priority task of a social pedagogue in the
growing influence of stressors in society through socio-economic transformations, political
instability, epidemiological situation. Prospective areas of further research are outlined: in-
depth study of the content of specific health care technologies in the work of a social
pedagogue, analysis of health care activities of a social pedagogue with different age and
target groups of school students, research of health care technologies in the work of a social
pedagogue with teaching staff.

Key words: health, health care technology, social pedagogue, educational
environment.

UDC 005.7:[005.336.1:005.95/.96]

Oksana Skorobahatska

Sumy State Pedagogical University

named after A. S. Makarenko

ORCID ID 0000-0002-5072-5195
DOI10.24139/2312-5993/2020.10/400-412

COACHING TECHNOLOGY AS A METHOD OF OPTIMIZING SOCIO-ECONOMIC
EFFICIENCY OF THE PERSONNEL IN ORGANIZATION

The article discusses the theoretical provisions of coaching technology as a method of
optimizing the socio-economic efficiency of the personnel in organization. The types of
coaching, principles, and procedures of coaching are analyzed. The main philosophical and
psychological postulates of coaching and its main directions are considered. The modern
classification of coaching, the conditions for the effectiveness of coach management, the
main aspects of process management in the context of coaching technology have been
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studied. The general provisions for setting goals in coaching are studied. The system of
questions “GROW” developed by J. Whitmore and E. Parslow is analyzed. The instrumental
foundations of coaching have been studied. The article considers the approach of R. Dilts to
determine the peculiarities of the system of values and beliefs of a person, as well as the
model of “spiral dynamics”, built on the original ideas of Dr. K. Graves.

Key words: coaching, technology, efficiency, personnel, organization, management.

Introduction. The evolution of human resources management, beginning
with routine work with personnel to managing human resources, expands the
number of problems of the theoretical and practical plane, which should be taken
into consideration in the process of management. One of the topical issues is the
need to formulate an effective social and economic behavior of the organization
staff. In this regard, coaching is the most promising method. It is a social
technology of partnership in the development and improvement of personal,
professional and behavioral competences in individual workers and groups aimed
at forming and improving their motivation for work and corporate behavior.

Analysis of relevant research. Coaching technology, its theoretical and
practical foundations were considered by: M. Danylova, J. Gibner, T. Gallwey,
D. Goleman, T. J. Leonard, E. Parslow, R. Pryor, M. Ray, A. Savkin, J. Smart, N. Smit,
F. Stone, N. Tomashek, J. Whitmore. Among the domestic scientists, different
aspects of coaching in the context of managerial activity were studied by
V. Huriievska, V. Zhukovska, V. Kulyk, N. Lev, Ye. Lohvynovskyi, O. Martsinkovska,
A. Mazaraky, M. Nahara, V. Pavlov, Kh. Peredalo, I. Petrovska, N. Sychova.

The aim of the article is to reveal the theoretical foundations of coaching
technology as a method of optimizing socio-economic efficiency of the
personnel in organization.

Research methods — analysis of scientific works of domestic and foreign
researchers on the problems of coaching technology as a method of optimizing
socio-economic efficiency of the personnel in organization.

Results. Coaching deals with consciousness and serves for expansion of
the limits of perceiving reality in the course of the analysis of the set goal.
Collection of all the necessary information for solving the task and its analysis is
carried out by the client independently with the coach’s assistance. For this,
special technologies are used, first of all — coaching.

There are many types of coaching: executive coaching, business
coaching, coaching of the highest indicators, team coaching, career coaching,
coaching of personal efficiency, life coaching, relationship coaching, etc.

Executive coaching is an individual coaching, its peculiarity lies in the fact
that top managers of the company can work at coaching sessions over business
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goals and strategies to achieve super-results, as well as over the development
of a personal efficiency and/or life balance.

Business coaching (corporate) is aimed at conducting coaching at the
company for its employees of different levels. The main purpose is to help the
employee develop as a personality, achieve high results and improve efficiency.

Team coaching is close to individual coaching. The difference is that the
coach, as a facilitator, works with the team in two ways: to achieve common
goals in the team and to create a space where each participant can be a coach
for the other.

Specialized coaching is also close to individual coaching. However, here
the coach is an expert in any field, specialization or in a particular aspect of life.
For example, in the banking industry, in marketing, in project management or
in dealing with stress, in a career. The work of the coach is focused on the
development of specific social or professional groups, such as adolescents,
students, doctors, social workers.

Life coaching (personal) is a process of solving jointly with the coach
important for the client tasks. This interaction is always focused on the end
result, which is determined at the beginning. In life coaching, the client can
solve many problems, such as improving the quality of life, development in
professional activities, creating a balance of life.

The coaching procedure harmoniously combines two principles: the
principle of awareness and the principle of responsibility. When a person acts
according to the principles of coaching, he is free. Freedom appears just when
a person is fully aware of his desires and aspirations, he has found out where,
in what place he is on the way to achieving his goal, when he outlined the ways
in which he can achieve this goal, chose from all the variety of ways his only
way and began to act in accordance with his plan to achieve a specific result.

The main postulate of coaching is that each person (or team) is able to
find the best ways to achieve goals and choose the optimal pace. This postulate
can be applied to the organization as a whole.

Suggestions (basic philosophical and psychological postulates) of coaching:

- all people have the ability to develop;

- people are able to change only when they want it and are ready for it;

- beliefs related to a person’s own potential, directly related to human success;

- how a person determines success will have a direct impact on his
achievements;

- people limit their potential within their beliefs (for example, believing that
certain things are impossible due to external or situational barriers);
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- people learn only when they are truly involved in the process;

- people can learn with everything they do, but learning only happens when
a person thinks and makes plans for the future (Kolb’s theory of learning);

- in order to help others, people must continually progress themselves
(Tomawek, 2008).

Coaching is best suited to the fast pace of modern life. Each coaching
consultation is aimed at meeting the personal and professional needs of the client
and helping him achieve his goal. All people without exception can be clients of
coaching. The only requirement is active involvement of the person himself in the
process of researching his situation, the desire to openly, honestly and
comprehensively analyze his life. By studying the reality in which the client is
situated before choosing a path, coaching covers the following areas:

- material component;

- ideal idea of the client about the studied sphere;

- emotional saturation of the problem;

- ideas and knowledge of the client on the research topic;

- sequence, organization of the client’s actions in real life.

This algorithm is universal for any discussed topics, both personal and
social. Here, coaching is used as a general technique that covers the
approaches, techniques, experiments and methods used to improve the
personality, to achieve his goals.

The current classification of coaching is as follows:

1. By number of participants and coaching technologies:

- individual coaching (personal, life);

- organizational coaching (work is carried out with different
departments — from the team to the company as a whole);

- coach management (when the coach is the manager of the company,
coaching is used and recognized as a form of internal communication).

2. Coaching for organizations, in turn, can be divided depending on the
hierarchical level and goals:

- individual coaching of the first persons;

- individual or group coaching of line managers and key employees;

- coaching consulting of the organization;

- training of managers of different levels of coaching as a management
style.

3. According to the mode, coaching can be divided into:

- personal-distance (full-time and part-time) coaching (here it is
fundamentally important to identify those tasks (situations) that require
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personal participation of the coach, as this is a prerequisite for obtaining the
planned result);

- “external” coaching (involving external resources, consultants to work
with employees of the company; this method is especially effective when it is
necessary to follow an objective approach to solving problems, where external
trainers and consultants act as independent experts);

- “Internal” coaching (organized process of communication between
coach and subordinates; employees begin to be fully aware of the real
situation, both in the external dimension and in the inner-personal world; in
such conditions, employees choose the most effective ways to solve problems
and thus carry responsibility for their quality implementation).

4. The form of coaching is divided into:

- personal meetings;

- telephone consultations;

- e-mail correspondence (Tomawek, 2008; Yutmop, 2005; Xappwuc, 2003).

Coach management is a special social technology in the leader’s
repertoire. Coaching as a management style involves interaction of managers
and subordinates, which leads to a significant increase in efficiency and
effectiveness, employee motivation, strengthening of personal responsibility.
For coach management to be effective, it must meet certain conditions:

The first condition — the degree of fulfillment by the employee of a
certain task and the degree of motivation for quality of its fulfillment.

The degree of maturity of the employee is determined by the following
levels of maturity:

Level | — amateur;

Level Il — performer;

Level Il — specialist;

Level IV — partner.

Coach management is recommended to be conducted with employees of
the third — fourth levels with a high level of motivation.

The second condition — the ability of the leader to apply coach
management. The main management requirements to managers in the style of
coaching is possession of methods for assessing the professional and
behavioral competences of subordinates, knowledge of the basics of coaching,
the laws of organizational development, personal motivation for
professionalism in management.

The third condition — the nature of work and management culture of the
organization (for successful management in the style of coaching it is necessary
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that employees have the opportunity to determine their own tasks and ways to
achieve them) (Tomawek, 2008; Yutmop, 2005; Xappuc, 2003).

If the essence of the work is strictly defined and regulated by job
description, the need for coaching as a method of management decreases
sharply. This applies to ordinary personnel engaged in production and
construction, operators, employees of trade halls working where any
deviations from the standard scheme are strictly prohibited.

Coaching as a management style defines the main aspects of process
management:

1) goal setting;

2) determining the necessary resources to achieve the goal;

3) creating relationships that help maintain a commitment to the goal
(commitment to one’s values and beliefs, according to which the goal was
formulated);

4) analysis of the result.

The main property of existence of the system (person, company, city,
state) is presence of the goal. Therefore, setting goals, their awareness is the
basic principle of a systems approach and one of the most important features
of strategical thinking.

The goal is what the person (or manager) aspires to, it is the image of the
expected result of activity. Therefore, setting goals is the first and the most
important stage of any reasonable activity. Maximum attention to goals is the
most important quality of people who achieve outstanding results in any
business. The main reason for success in life is the ability to set goals and
achieve them. In coaching, general provisions for goal setting have been
developed, namely:

1. The purpose of the system is primary; the system is secondary. If the
task is to develop or improve the system, then the main thing will not be the
system, but the purpose, for which the system was created. The purpose
directs the activity and, therefore, is primary, and the activity is secondary.

2. The supersystem determines the purpose of the system. Purpose is a
category external to the system. It is defined by a higher level system where
this system is included as part.

3. To achieve a global goal, as a rule, you need to achieve many local
goals. The global goal is divided into a number of sub-goals that are performed
by subsystems. This process — decomposition of goals — is an element of
creativity, and it must take into account all the properties of the system.
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4. One goal can be achieved in different ways, using different means.
Each means of achieving goals can be positive in some conditions, and negative
in some.

5. Goals, like systems, are hierarchical. This allows you to identify
Important and secondary connections. The analysis should be performed from
top to bottom inside the system and from bottom to top outside the system.

6. Large systems are multi-purpose systems (city, factory, large firm).
Systems are usually multi-purpose, and therefore evaluations of their
performance are multi-criteria.

7. Systems, obeying the supersystem, must have some independence at
their level in choosing ways to achieve their goals. This is a necessary condition
for the effective functioning of systems, interaction with the supersystem and
development of the whole system.

8. In the process of functioning, the goals of the system may change.
Accordingly, the structure and mode of operation of the system must change.
Sub-goals are more mobile than global goals. External conditions change, and
therefore sub-goals (tasks) must change.

9. The goal is the basis for quality control of the system. It must be clearly
worded, quantified, so that its implementation can be verified.

10. The goal must meet the interests and values. To achieve the goals,
many conditions must be met, and one of the most important — the performers
must understand that implementation of goals is personally beneficial to them
(intrinsic motivation). To do this, the goals of teams, enterprises and states
must coincide with the interests of the people (Mpatiop u Nleinbaunnr, 2005).

The way the goal is formulated is also important. There are different
approaches to formulating goals, but they all come down to the following
principles.

1. Short-term goals are the most important, they must be more than
realistic.

2. Goals are set for oneself, not for others (goals that can be achieved
independently, not with the help or participation of someone).

3. You need to clearly distinguish between your goals and the goals of
others.

4. It is important to be aware of the feelings that arise during goal
setting. Psychological science claims that certain doubts, feelings of
disharmony signal the wrongly chosen or formulated goal.

5. Goals need to be adjusted from time to time, according to realities.
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One of the functions of the goal is to motivate a person to act, so it is
important that the formulation of the goal contains a motivational resource. In
coaching, a number of methods have been developed that allow to competently
formulate goals so that the desire to achieve it was strong (Mapcnoy v Pai1, 2003).

The most common techniques are the GROW question system,
developed by J. Whitmore and E. Parslow. The GROW model is based on a four-
stage structure of the coaching session:

1. The first stage of the session — Goal — is choice by the coach and his
client of a specific problem to discuss and determine the ultimate goal of the
discussion.

2. The second stage — Reality, in which the coach and the client assess
the situation and give specific examples to confirm their arguments.

3. The third stage — Options, which offers ways to solve the problem and
select the most constructive of them.

4. The fourth stage — Wrap-up (Will), at which the coach and the client
develop an action plan, determine the time frame for achieving the desired
results and discuss ways to overcome possible obstacles (Mapcnoy u Pair, 2003;
Yutmop, 2005).

There is a list of issues within GROW technology. Let us consider the
main ones.

Goal. In the context of goal setting, the following questions may be
helpful: What problem would you like to work on today? What would you like
to achieve by the end of this coaching session? How deeply and in detail would
you like to work today? Is your long-term goal related to this problem? Does
your goal meet the SMART criteria? Will we be able to achieve what you want
in the time we have? Are you sure you have set a goal for this lesson? (Mapcnoy
n Pait, 2003; Yutmop, 2005).

Reality. To help the client better understand the real situation and his
position in it, the following questions are considered useful: What is happening
at the moment? How sure are you that this is an accurate reflection of the
situation? What worries you in this matter and to what extent? Who but you is
affected by this problem? Who knows about your desire to do something about
it? To what extent is the outcome of the situation subject to your personal
control? Who else and to what extent controls the situation? What steps have
you taken in this direction so far? What made you stop there and not take such
steps? What obstacles need to be overcome in the course of further work on
this problem? If so, what internal obstacles or personal resistance do you feel
to the actions taken? What resources (skills, time, enthusiasm, money, support)
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do you have now? What other resources will you need? Where do you get
them? If | could fulfill any of your wishes related to this problem, what would it
be? (Mapcnoy un Pai4, 2003; Yutmop, 2005).

Options. To help the client understand the range of possible options
available to him, the following questions will be relevant: What ways do you
think you have to deal with this problem? What big and small alternatives are
available to you? What else could you do? What would you do if you had more
time, more material resources, or if you had power? What would you do if you
started from the clean sheet of paper, with a new team? Do you want to
analyze my suggestions? What are the advantages and limitations of each?
Which of these solutions is best for you? Which of them would bring you the
most pleasure? Do you need to redefine your immediate or long-term goal?
(Mapcnoy m Pait, 2003; Yutmop, 2005).

Will. To help the client develop a program of action, determine which
situation is best for him, and encourage him to take responsibility for these
actions, the following questions may be helpful: Which option do you prefer?
What are your criteria for success? When exactly are you going to start and end
each step? What can stop you from taking these steps or achieving your goal?
What personal resistance (if any) do you feel against taking these steps? What
will you do to overcome this resistance? Who needs to know about your plans?
What support do you need and from whom should it come? What will you do
to get such support, and when? How can you assess your willingness to take
these concerted actions on a scale from 1 to 10? What prevents you from
setting yourself 10 points? What can you do or change to bring your
determination closer to 10 points? When would you like to have another
meeting? (Mapcnoy v Pain, 2003; Tomawek, 2008; Yutmop, 2005).

It is important to emphasize that these questions are not a specific guide
to the coaching session, their number, type and sequence may vary. Thus, the
instrumental basis of coaching is a system of effective questions that allow you
to get the information you need to achieve results:

1. Formulation of the goal. What exactly do you want?

2. Attitude to reality. Where are you now in the context of the problem,
how do you understand what is happening in reality?

3. Description of the result. What will you see, hear, feel when you reach
the goal?

4. Evidence. How do you know you have achieved it?

5. Does the goal meet your values and needs? What will be the result of
achieving this goal or what will it allow you to do?
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6. Is the goal achievable by yourself? Does the goal depend on your own
actions? Is it in your area of control?

7. The appropriateness of obtaining a result in this situation. Where,
when and with whom do you want to achieve this goal? Can you imagine the
details?

8. Resources. What resources do you have now and what do you need to
accomplish your goal?

9. Environmental friendliness. Why do you need to achieve this goal?
What will you gain or lose if you do not achieve it? (Mapcnoy u Pair, 2003;
Yutmop, 2005).

An important aspect of coach management is goal orientation. Loyalty to
the goal reflects the degree of psychological readiness to follow the chosen
path, to affirm important values, to create productive relationships with other
people that contribute to the achievement of goals. Because values are related
to preferences, desires, they are the main source of internal motivation of the
client. When something corresponds to the values of people, they feel deep
satisfaction, harmony. If people show inconsistencies in their values, they feel
dissatisfied or forced to give up.

Values such as success, praise, recognition, responsibility, satisfaction,
love, achievement, creativity, strongly influence the goals that people set for
themselves and the choice of possible actions. In practice, the goal correlates
with values. Human beliefs about values determine the “mental map” of
human values and the form of their manifestation.

In order for a certain value to become active, it is necessary to define a
system of beliefs. For example, in order to show in behavior such a value as
“professionalism”, a person needs to form a belief in what professionalism is,
to develop a definition of professionalism, to define its criteria, preconditions
and consequences. Beliefs are just as important for determining people’s
future actions as values.

R. Dilts proposed the exercise “Values, criteria and priorities”, which
allows to determine the features of the system of values and beliefs of a

person:
1. Please write what is important for you in your life (ten most important
values).
2. Compare these values and answer the question “why is this important
to you?”.

3. Identify your most important values.
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4. Does your life correspond to your core values? How can you move
towards your core values?

5. What could you change to make your life better in your core values?

6. What specific steps can help you strike a balance between your core
values and your current life situation?

7. What indicates that you are aware of your values in this situation?

8. How your values relate to the values of people close to you? (OunTc,
2004).

To determine the features of the system of values and beliefs of the
leader, you can also use the method of determining the priority values of
leaders and the theory of spiral dynamics of K. Graves (Kosu, 2002).

The model of “spiral dynamics” is based on the original ideas of Dr. K.
Graves that human nature is progressively evolving from one balanced state to
another. These states can be called stages of development, although each
subsequent stage adds new elements to the previous one. Each previous one,
In turn, is the basis for the next, which may or may not happen. Each such level
of existence determines the appropriate way of perceiving the world, as it
creates certain filters in human consciousness that affect the process of
perception. Hence — peculiarities in the decision-making process, the principles
of organization and management of business and political structures, ideas and
ways of adapting to reality. Researcher K. Graves created “a growing, cyclical
two-spiral model of development of the bio-psycho-social systems of people”.

Conclusions and prospects for further research. Analysis of coaching
technology as a method of optimizing the socio-economic efficiency of the
personnel in organization suggests that coaching deals with consciousness and
serves to expand the boundaries of awareness of reality in the analysis of the
task. Gathering all the necessary information to solve the problem and its
analysis are made by the client independently with the assistance of the coach.
For this purpose, special techniques are used, the main of which is
interrogative coaching technologies.

Coaching aims to achieve important goals, increase the effectiveness of
planning, mobilize internal capacity, develop the necessary skills and abilities,
develop improved strategies for obtaining results. This technique is designed to
empower people who are aware of the need for change and who set
themselves the task of professional and personal growth. Thus, coaching
technologies have a significant resource to increase socio-economic efficiency.
In our opinion, the methodological bases of training managers in the coaching
approach in the process of personnel management deserve research attention.
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PE3SKOME

Ckopobaratckaa OKcaHa. TexHONOorMs KOyudmHra Kak CcpeacTBO OnTMMMU3auum
COLMANbHO-3KOHOMMYECKOM 3GDEKTUBHOCTM NepcoHana opraHnsaLmu.

B cmamebe paccmompeHsl meopemuyecKkue rnosIOXEHUA MexHOM02UU KOYHUH2a KaK me-
moda onmuMuU3ayuu CoyuanbHO-3KOHOMUYECKOU 3ghheKmusHOCMU NMepcoHana op2aHU3ayuU.
lMpoaHanu3uposaHbl murbl KOy4uH2a, MPUHYUMLI, npoyedypbl KOyvyuHad. PaccmompeHsi
OCHOBHble (hUMOCOPCKO-NCUXO102UHEeCKUe MOCMYyaAamesl KOYYUH2a U OCHOBHbIE HAMPAssaeHUsA
KOy4yuH2a. M3y4eHa cospemMeHHaA KAAcCUuuUKayua Koy4uHada, ycnosus aghgheKmusHoOCmuU Koyy-
yrpassneHuUsa, OCHOBHble acrieKmsl yrnpasaeHUs rnPoyeccamu 8 KOHmMeKcme Koy4-mexHosa02uu.
M3yueHbl obujue rnoaoxceHuUa no nocmaHoske yesnel 8 Koy4uHze. [IpoaHanu3uposaHa cucmema
eonpocos «GROW», paspabomaHHas [w. Yummopom u 3. [lapcaoy. M3yyeHol
UHCMpPYyMeHmMasbHble OCHOBbI Koy4YuHz2a. PaccmompeH nodxod P. [uamc no onpedeneHuro
ocobeHHocmel cucmemeol yeHHocmel u ybexcoeHul Yeno8eKa, a maKkx#e Mooesnb «cnupasnabHol
OUHAMUKU», MTOCMPOEHHAA HO OpU2UHAbHbIX udesax dokmopa K. pelis3a.

Knoyesble cnoea. KoyvyuHz, MexHOM02uA, 3PHeKmusHOCMb,  MepcoHarn,
Oop2aHU3ayuUs, MeHeoHMeHm.

AHOTAUIA

Ckopobaratcbka OKcaHa. TexHO/oria KOYYMHIy ik MeTo OonTumisauii couianbHo-
€KOHOMiYHOI epeKTUBHOCTI NepCcoHany opraHisadui.

Y cmammi po32nsHymo meopemuyHi rosaoMeHHA MeXHOO0Rii KoyYyuHay AK Memooy
onmumizayii couianbHoO-eKOHOMIYHOI egheKmusHoCcMi nepcoHany opaaHizauii. lpoaHanizo8aHo
munu Koy4uHzy. KOy4YuHa 8UU,020 KepisHUymea, bi3Hec-Koy4yuHa, KOy4YuH2 8UCOKUX MOKA3HUKIB,
KOy4YuH2 KOMQHO, KOy4YuH2 Kap’epu, Koy4uH2 ocobucmoi egpekmusHocmi, naligh-Koy4yuHe,
KOy4YUH2 CMOCYHKi8. 3’AC08AHO MPUHYUNU Mpouedypu KOy4yuHay. MpUHYUn ycgioomaeHocmi i
npuHyun 8ionoeioansHocmi. Po321aHYmMo. OCHOBHI ¢hinocoghCcbKo-rncuxono2ivyHi nocmynamu
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KOy4UH2y ma OCHOBHI HAMPAMKU KOy4uH2y. Bus4yeHo cy4acHy Knacugikauito Koy4vyuHay. 3a
KifIbKICMIO Y4ACHUKI6 ma KOYYUH208UMU MEXHO02IAMU, 30 IEpAPXiYHUM pisHeM ma Yinamu, 3a
pexumom, 3a popmoto. Po32asaHymo ymosu echeKmusHOCMIi Koy4-yrnpaessiHHA, W0 rnpu3eo0ams
00 3Ha4YHO20 nid8UWEHHA echeKMUBHOCMI Ma pe3yAbmamusHOCcmi, Momuseayii crnispobimHukis,
nocuneHHA ocobucmoi 8idnosioansHocMI. 3’AC0BAHO OCHOBHI acrekmMu ynpassiHHA npoyecamu
8 KOHMeKCMi Koy4Y-mexHosoeii: nocmaHosKka uinell, susHa4eHHs HeobXxiOHUX pecypcie 0ns
0ocAz2HeHHA Memu; CMBopeHHA CMOCYHKI8, AKi 0onomazaroms niompumysamu MpuxuabHiCme
0o memu ma 00 yiHHocmell, 32i0HO 3 AKUMU 6Yys10 ChopMys1b0BAHO Memy; aHAI3 pe3yabmamy.
BusuyeHo po3pobrieHi 302a7bHi NMOs0HEHHA WO00 NOCMAHOBKU Yinell y KOyYUH2y, a MAKOM
nioxoou 0o ¢popmyntosaHHsA yineli. MpoaHanizoseaHo cucmemy numarHe «GROW», po3pobeHy
LxcoHom Yimmopom ma Epikom lNapcnoy. Po32naHymo iHcmpymeHmasnsHy OCHO8Y KOY4YUH2y —
cucmemy OCHOBHUX — eeKmusHUX MUMAHb, Wo 00380A410Mb OomMpuUMamMu iHgopmayito,
HeobXiOHy 0518 0ocA2HEHHA pe3ynbmamig. Po3eaaHymo 2inomesy npo no3umusHy KopenAayito
MDK  YPaXy8AHHAM <MeHManbHoi Kapmu» yiHHocmel Al0uHU ma momusayiero 00
npodyKkmueHoi npogpeciliHoi pobomu. Bu3sHa4yeHO HeObXiOHICMb YC8IOOMAEHHA CYyMHOCMI
npogpecioHaniamy, io2o Kpumepiie ma nepedymos y KOHMEKCMi NMoCMaHOBKU KOYyYUH208UX
yineli. Po3ansHymo nioxio P. Quamca wjo00 susHa4eHHA ocobausocmeli cucmemu yiHHocmedl i
NMepeKoHaHb MoOUHU (cucmema nUMAHL, WO aKmyaniaylomoe ycgidOMAEHHA UYiHHICHUX
npiopumemig AOOUHU), 0 MAKOX MOOenb «CnipanbHoi OUHAMIKU», noby0osaHa Ha
opueiHaneHux idesx 0okmopa K.[lpeliez («3pocmaroya, YuKaiyHa O8OXCMipanbHA Modessb
pO38UMKY 6iO-NCUXO-COYianbHUX cucmem 00el»).

Knwoyoesi cnoea:. Koy4uHz, mexHos02if, egekmusHicmb, NepcoHas, OpP2aHI3auis,
MeHeOoMMeHm.
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CYYACHI YMOBMU YNPABJIHHA AKICTIO OCBITU: TEOPETUYHUIA ACMEKT

Y cmammi po3enaHymo meopemuyHull acnekm ynpaeniHHA sAKicmio oceimu 8
Cy4acHuUX ymosax. BuokpemseHo aHaniz npakmu4Hoi OignbHocmi 8im4yu3HAHUX 3aKnaodie
suwoi oceimu, sAKkul 0o380a58€ s8udinumu HalibinbWw 4Yacmo 8uHUKar4i npobaemu.
OxapaKkmepu308aHO BUWIBCbKY cucmemy ynpassniHHA AKicmio oceimu. 38epHeHHs 00 idel
nidsuweHHa AKocmi oceimu nid Yyac aHasizy cy4acHux nioxodie 003680/us0 cchopmynosamu
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