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Abstract  
This paper deals with the benefits of coaching in the development of human resources in 
organizations. The following approach is based on the finding that for contemporary managers it is not 
appropriate to use traditional forms of management and development. Educating and managing the x 
y z generation is a whole different story. Consequently, business managers of the future will mainly 
use coaching as the core competency for leading and developing their staff. The manager-coach will 
mainly coach informally, applying coaching skills and the processes. Job shadowing, individual and 
team coaching methods were used in the manufacturing enterprise with significant results. The 
covered topics of manager development were: own time management, managing time of 
subordinates, task delegation onto subordinates and others upon managers’ will. The paper discusses 
the process, systematic coaching and the results of such an approach to the manager development 
and learning. Amongst the impacts on managers were: improved organizing of priorities according to 
the importance and urgency, next saving and gaining some time for strategic and preventive actions 
and optimized manager-team effectiveness. The current study results are evaluated in 
comprehensible charts and comparisons of monitored indicators. 

Keywords: Modern management approach, individual and team coaching, innovations in manager 
development and learning. 

1 INTRODUCTION 
The most important benefit of coaching is cooperation with a client, support for him even later if the 
problems encounter, coach should stand by his client and help with the implementation of the intended 
changes or steps. [1] Any coaching process is only as good as the coach using it. We cannot say with 
any certainty that another coach using a similar process to ours would perform any better or worse 
than we did. The coach´s influence on the team is subject to the coach´s skills, manner and approach. 
Also, the team has an impact on the effectiveness and outcomes of the team coaching. [2] The coach 
will not let the coachee fall, but do his best to move the client on towards the solution [3], [4].  

Although coaching in organizational contexts in Slovakia is still in its infancy there is already a 
considerable variety of approaches and terminology surrounding this area of development activity. 
Writers in this area have identified several approaches to coaching; these range from executive 
coaching, business coaching to life coaching with many variations and permutations in-between [5], 
building on earlier studies conducted by Grant [6] and Joo [7], there were 37 different definitions of 
coaching identified in published studies that they reviewed.  

Whilst such a rich complexity is natural within an evolving approach to management practice; if 
managers involved in transformational change are to be convinced of the value of coaching, then 
some form of further elaboration and explanation of its potential and how its approach differs from 
more established forms of management practice is necessary [8], [9].  

Team coaching as a style of leadership is characterized by an emphasis on the development of 
members’ capabilities to attain higher levels of accomplishments. Specifically, team coaching implies 
that team leaders set clear expectations by clarifying team goals in terms of desired results (e.g. 
quality, productivity and delivery time), which increases team members’ understanding of the desired 
outcomes and raises their willingness to reach these outcomes. [10] 

The findings by Markus [11] suggest that Immunity-to-Change coaching may be an effective 
intervention for corporate employees seeking to make progress on their leadership development 
goals. 
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The systems approach is based on the view that managers should focus on the role that each part of 
an organization plays in the whole organization rather than dealing separately with each part. [12], 
[13], [14]. Coaching is one distinct strategy that implementation scientists have emphasized as a key 
contributor to successful implementation. [15], [16],    

Team intrinsic motivation as a shared motivational state within a team through which the members 
utilize their cognitive diversity to achieve team creativity. [17] When intrinsically motivated, a person is 
moved to act for the fun or challenge entailed rather than because of external prods, pressures, or 
rewards [18], [19]. 

The practical part will describe a development project in one company in Slovakia, where individual 
and team coaching were used in the period of several months and the impact on participating 
managers. 

2 COACHING METHODS IN LEARNING AND BUSINNESS AREAS 
In modern society the requirements for knowledge and skills of individuals are constantly changing, so 
people must constantly educate themselves. Developing skills becomes a lifelong process in modern 
society. For this purpose, several development activities can be used: 

• education and self-education - may take the form of learning knowledge, or practical training 
aimed at developing skills, 

• motivation - the use of motivational tools to increase efficiency and the development of 
employee, 

• coaching - individual development process conducted by another person, which mainly affects 
coachee’s ability and attitude. 

Coaching methods that are used in the different professions (for example in education) may or may 
not be different than methods that are used in managerial coaching environment. The following 
sections explains some examples of appropriate coaching methods that can be uses as in the learning 
environment as well as in business organisations. 

2.1 Wheel of balance - benefits of this method in education and management 
Wheel of balance is used in situations where a student or manager does not exactly know the 
coaching objective and is often used by professional life coaches. It helps to consider each area of life 
and in turn to assess what is off balance and helps identify areas that need more attention. On lines 
around the circle the important areas of life are written.  

The line that goes from the centre of a circle to the circumference represents the satisfaction scale. On 
the edge of the ring is the number 10 - a maximum of satisfaction. This is repeated for all 8 areas. Fig. 
1 below shows wheels of life template with an example of dimensions and keys to work-life balance. 

 
Fig. 1 The example of wheel of life template [20] 

The Wheel of life is powerful because it gives a coachee a vivid visual representation of the way 
his/her life currently is, compared with the way you he/she would ideally like it to be. [20] 
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Benefits of work-life balance in organisation, learning environment, for managers and in common life 
are shown in Tab. 1.  

Table 1.  Benefits of work life balance 

Benefits of work life balance (Educating and managing the x y z generation) 

Organisations Individual (Learning 
environment) 

Manager In life 

Measured increase 
in productivity, 
commitment 

More value and balance 
in life 

Feeling more rested 
and energized 

Improving relationships 
with family and friends 

Measured increase in 
accountability 

Understanding best 
work-life balance 

Working more productively 
and getting more 

accomplished, leading to 
greater success 

Better physical 
and mental health 

Better teamwork 
and communication 

Increased productivity More fulfilment from work Making choices about 
priorities, rather than 

sacrifices among them 

Improved morale Better relationships both 
on and off the job 

More leisure time for 
yourself 

Less negative 
organisational stress 

Reduced stress 

3 TEAM COACHING METHODOLOGY 
The team coaching process and its associated questionnaire illustrate a moment in time. The team 
coaching model [20] and area, what we can influence with coaching are shown in Fig. 4. 

 
Fig. 4 Team coaching model [21] 

4 CASE STUDY-SHADOWING, COACHING TO IMPROVE TIME MANAGEMENT 
The aim of this manager development project was to improve given areas of top 5 managers via 
shadowing, coaching and other tools. 

6421



The selected organisation focuses on the manufacture of parts and accessories for motor vehicles 
namely: exhaust gas radiator (EGR) and of the oil cooling devices. The first meeting in this 
organisation was devoted to the project assignment, drafting priorities, analysing the current status 
and determination of objectives of the coaching of the team of top managers. The first step has been 
given to improve the abilities and skills focused on: 

− Time management,  
− Managing time of the subordinates, 
− Assigning tasks to subordinates. 

These topics were specified by the General Director of this organisation. The target group was middle 
management in the count of 5 people. The process was realised as follows: Team coaching at the 
beginning, individual shadowing and coaching (meetings at approximately one-hour-long, one coach 
with one manager face to face), team coaching II appx in the middle of project progress, more 
shadowing and coaching sessions, and finally the last team coaching connected with the feedback 
and closing of the program. 

4.1 Team coaching process I 
First meeting: The managers constructed a chart where they identified eight priorities based on those 
3 suggested by the general manager. Selected areas and their closer specifications by participating 
managers’ team are shown in Tab. 2. 

Table 2.  Priorities and their specification 

1. Clear project / plan -  overall goal of company and departments: 

• clear definition and monitoring of goal 
• overcoming obstacles, 

• sticking to the topic, 
• persistence and consistency in achieving the goal, 

• building principle of self-discipline. 

2. Clear priority – they dedicate time, address the challenges, develop themselves: 

• willingly clearly and understandably shared information, 
• clarification, building the understanding, 
• natural respect and authority, persuasiveness. 

3. Decision - Stop-Time – upon  importance / urgency: 

• the speed and adequacy of decision - job scheduling, 
• knowledge of their "thieves of time" and their elimination, 

• prioritization, 

• ability to work under pressure, stressed out. 

4. Definition of time - Freedom - efficiency, clean head, the will: 

• ability to work intentionally until the outcome is achieved, 
• efficiency, clarity and understanding in communication, 

• active listening to subordinates, increased empathy rate, 

• the perception of the consequences of their behaviour. 

5. Designated details - Time framework of tasks: 

• prioritization, 
• a clear timetable of tasks. 

6422



 

6. Formulation and presentation of business goals, imposing tasks to subordinates, objective and 
plan: 

• the ability to formulate and present the objectives of the company to subordinates. 

7. Transfer of competencies –watch the deadlines, and not collect job for yourself: 

• ability to attract and draw in subordinated to the objectives and tasks of the company, 
• the ability to assess the capacity of your team, 

• the ability to use different methods to motivate subordinates. 

8. The involvement of subordinates - tasks acceptance, motivation, facilitation, visualization: 

• their ability to pass on the motivation onto a subordinate, 
• the ability to inspire subordinates and motivate them, 

• the ability to give and receive feedback. 

The Appreciative Inquiry, as a method of team coaching was used to generate eight mentioned 
priorities and their specification. The process of this method is shown in Fig. 5 

 
Fig. 5. Appreciative Inquiry  

4.2 Process of individual manager shadowing and coaching 
From the second to sixth meetings, individual manager shadowing and individual coaching was 
implemented. In the morning, coaches observed the managers during the morning meetings, walks 
through the production halls, talks to subordinates and other occasions. The highlighted topics and 
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behaviours were observed. Usually in the afternoon, individual coaching took place also including 
constructive feedback from observations regarding the coaching goals.  

4.3 Team coaching process II 
The Walt Disney method was implemented at the sixth meeting. By using this three coachee roles- 
view angles (the dreamer, the realist and the critic), managers looked at themselves as a team, their 
team goals, and implications in regarding of general coaching project goals.  

4.4 Individual shadowing and coaching process II 
The following meetings were similar as in the point 4.2, except for, the general manager allowed 
managers to adjust coaching topics closer to their own needs, not only hold on to the “official” topics. 
This freedom unleashed more trust in the coach- coachee conversation and more useful managerial 
problems were addressed. 

4.5 Team coaching process III 
The method of Colleague coaching was used at the last group meeting. It is a process in which two or 
more colleagues work together to think about existing practices. Colleague coaching is an effective 
way to increase feedback through an educational strategy and to discuss results amongst colleagues. 
The process of colleague coaching was realized as follows: 

• Each manager has created timeline throughout the coaching process based on three basic 
coaching topics. The timeline included what the manager has achieved, what changes have 
occurred and what steps they will do in the future. Finally, this whole process of development 
was presented to colleagues in the team. 

• The colleagues gave explanatory and verifying questions for example whether they correctly 
understood the course and benefits of coaching from the presented timeline. 

• Then the speaking manager turned aside and listened to what other managers- eammemers 
had to say. The colleagues appreciated and apprised the willingness to develop and progress of 
the manager. Colleague managers had the opportunity to get the different practices and ideas 
that their colleague applied in their personal strategy. Colleagues inspired each other and 
gained new useful practices. The colleagues performed the so called “constructive gossiping” 
which the originally speaking manager heard and inspired himself from. 

• The final step was about the manager who presented the progress from the timeline. The role of 
the manager was to express what was inspiring and useful to him from the colleagues’ 
“gossiping” conversation. 

The last meeting was also focused on feedback from managers who evaluated the coaching process. 
Managers were asked to fill out a self-evaluation form, which consisted of two stages - team coaching 
evaluation and individual coaching evaluation. The form also includes tasks that the manager 
committed to at the start of the coaching process and the value on which it was based, the target 
values for September 2016 and the value it reached in November 2016. 

5 RESULTS  

5.1 Results of the self-evaluation performed by the managers 
This sub-section aims to select the best activities according to specific questions. Managers consider 
learning activities from a variety of aspects, such as: 

• the degree of use of acquired skills,  

• the level of received information,  

• satisfaction with the benefits.  

The Tab. 3 shows which manager rated the activity as the best, based on the identified questions. We 
can also assess what activities have been the most beneficial for managers. These are activities: 
coaching, leadership training, and shop floor management meeting. 
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Table 3.  Selection of the best activity by department managers 

Selection of the best activity by 
department managers  

Soft skills – 
feedback 

Soft skills – 
team

building  

Team
building  

C
oaching  

Leadership 
training  

Lean 
production  

Shop floor 
m

anagem
ent 

m
eeting  

The activity that most increased the 
efficiency at work 

  PO PRO  LO MT 
Q 

The activity that best met your expectations   LO 
Q 

PO MT 
PRO 

  

The activity that has the greatest use of the 
acquired skills at work 

PRO 
MT 

   PO Q  LO 

The activity that had the highest level of 
information 

   LO Q PO MT 
PRO 

The activity that had the greatest satisfaction 
with the benefits 

   PO 
MT 

LO  PRO 
Q 

The activity that left the biggest impact on 
your position 

  
 

 
 

LO 
PRO 

PO Q MT  

The activity that had the greatest impact on 
your team 

  LO 
 

PO 
PRO 

Q  MT 

Where:  

− PRO – Department manager - Production  
− PO – Department manager - Optimization process 
− MT –  Department Manager - Maintenance  
− LO –  Department Manager - Logistics  
− Q –  Department Manager - Quality and Control 

5.2 Comparison of results self-evaluation performed by the managers  
The following Tab. 4 illustrates the comparison of state before coaching (March 2016) and current 
state (April 2017) performed by the managers who participated in the development activities. At the 
beginning of the coaching process, managers committed themselves to the tasks and then evaluated 
them at a certain stage of the process on a scale they identified as being subjectively aware of the 
respective topic in their own development. The values on the scale are numbers 1-10, where 10 
means the highest value, the highest satisfaction. In the fourth column in the table 8, managers filled 
the values in April 2017. The managers in the self-evaluation reported values for April 2017 mostly the 
same as in November 2016. 

It followed that the managers are trying to maintain the same value and use all the knowledge that 
they have acquired in the process of coaching. In some cases, managers rated their role one step 
higher than in November 2016, indicating continuous improvement and progress. 
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Table 4.  Comparison of results: self-evaluation performed by the managers in April 2017 

 
Tasks of the manager  

03/18/2016 09/30/2016 11/30/2016 04/01/2017  
Progress 

- 
April 
2017 

Previous 
value – 
March 
2016 

Target value 
– September 

2016 

Value - 
November 

2016 

Value - 
April 
2017 

PRO – DEPARTMENT MANAGER - PRODUCTION 
Assigning tasks to subordinates: 
a) Assigning tasks: Mentoring  4 7 9 9 +5 
Assigning tasks to subordinates: 
a) Delegation of competences 2 5 8 9 +7 
Assigning tasks to subordinates: 
a) Involvement 3 7 8 8 +5 

PO – DEPARTMENT MANAGER - OPTIMIZATION PROCESS 
Managing time of the subordinates: 
a) Goal – plan 3 7 7 7 +4 
Managing time of the subordinates: 
a) Increasing demands 4 9 8 8 +4 
Managing time of the subordinates: 
a) Team interviews 3 7 7 7 +4 

MT –  DEPARTMENT MANAGER - MAINTENANCE 
Time management: 
a) Degrade unimportant things 3 7 8 8 +5 
Assigning tasks to subordinates: 
a) Degrade unimportant things 5 8 8 9 +4 
Managing time of the subordinates: 
a) I know and I want - 
Sense of belonging 

3 7 8 9 +6 

LO –  DEPARTMENT MANAGER - LOGISTICS 
Time management: 
a) Self-management  5 6 6 6 +1 
Time management – clear priority: 
a) Make time to standardize the 
process 

3 6 7 7 +4 

Delegation of competences: 
a) Assess the capacity of 
subordinate 

4 5 6 7 +3 

Q –  DEPARTMENT MANAGER - QUALITY AND CONTROL 
Time management: 
a) Clear goals  5 8 8 8 +3 
Managing time of the subordinates: 
a) Improved teamwork 2 6 6 7 +5 
Managing time of the subordinates: 
a) Bring activities on goals 5 8 7 7 +2 

6426



From these values follows the impact of coaching as a long-term education program on manager 
development. We can presume that the shift in values in the Tab. 4 shows how managers are trying to 
use the methods and knowledge gained from the entire coaching process to improve selected areas - 
Time management, managing time of the subordinates and assigning tasks to subordinates. 

6 CONCLUSIONS 
In the following section, the conclusions from the implementation of individual coaching are presented: 
Nine meetings at approximately one-hour intervals – one coach with one manager. There are also 
conclusions of manager shadowing, team coaching (4 hours per team session), feedback and closing 
of the program in the selected organisation: 

First presumption that long-term development activities have greater benefits for managers 
than single intervention. 

• The results of the case study show that greater benefits for managers have leadership training, 
coaching for mangers, as well as two-day intervention as shop floor management meeting and 
teambuilding management meeting. 

The first presumption has been confirmed partly, because managers also benefit from single 
intervention such as soft skills or shop floor. 

Second presumption that coaching had greater impact of manager’s skills than other 
development activities. 

• Coaching for mangers is one of the most productive activities. The case study results show that 
managers use the methods and knowledge gained by coaching.  

Finally, coaching for mangers had greater impact of manager’s skills than other development activities. 
This presumption has been confirmed. 

Third presumption that coaching for mangers has caused permanent changes in managers' 
practices.  

• Managers were encouraged to fill out a self- evaluation forms. These previous values and new 
values that the manager filled in April 2017 helped us confirm, that the coaching processes 
made permanent changes to managers' habits. 

All managers have sustained values achieved in November 2016 and even some of the priority tasks 
have even increased by one grade. The third presumption has also been confirmed. Coaching for 
managers has caused permanent changes in managers' practices. Coaching for managers is an 
effective way to assist leaders and managers to succeed at and exceed their goals and helps 
individuals grow as professionals and contribute fully to the success of an organization. Done well, it 
can turn performance management into a collaborative process that benefits everyone. 
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