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their individual characteristics remains insufficiently studied. In this regard, the definition of
minimum strength in schoolchildren represents both scientific and practical interest.

The article is aimed at substantiation and proof of the efficiency of the authors’
methodology of development of adolescents on the basis of minimum strength and in the
implementation of a differentiated approach.

In the course of the study, methods of theoretical analysis of scientific-methodological
literature, pedagogical testing, pedagogical experiment, methods of mathematical statistics
were used.

Scientific novelty lies in the fact that the minimum strength is investigated as a
starting indicator of further development of adolescent power capabilities taking into
account their individual characteristics. The differentiated approach in the development of
boys and girls of 10-11 years old has been applied. The authors’ methodology for the
development of adolescent’s power abilities, the essence of which is to use the means of
development of power abilities that were distributed to groups: with external resistance, with
its own weight, isometric and self-polluter exercises. The method of re-execution of exercises
with different resistance and method of circular training were applied. The results of testing
indicate that development of strength in adolescents is different and varies due to the
growth and development of the organism and is characterized by unevenness. When
choosing a power preparation, based on the pedagogical task, functional features and
minimum strength, you can achieve a significant increase in power abilities. Prolonged use of
one and the same exercises does not contribute to the effective development of adolescent
power capabilities, therefore, there is a periodic application of even less effective means, but
new ones, promotes effective development of force.

The results of the study have shown that the methodology provides with a possibility
for active planning of the strategy and using effective methods of strength development in
the lessons of physical cultur.

Key words: teenagers, minimal strength, power abilities, individual features,
differentiated approach, power loads, authors’” methodology.
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ON THE ISSUE OF KEY COACHING COMPETENCES OF THE ORGANIZATION
MANAGER

The article considers the theoretical provisions of the key coaching competences of
the organization manager. It has been found out that a modern manager must have certain
psychological qualities: empathy, directness, impartiality, willingness to apply a
fundamentally different approach to personnel management. The authoritarian and
debatable approaches are considered. It is determined that coaching provides the manager
with real control and the subordinate with real responsibility. In coaching, personal
effectiveness is linked to the awareness and responsibility of the manager and the
subordinate. It is established that the manager as a coach in his work is guided by the values
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of subject-subject relations. The integrated approach to the development of personal and
interpersonal effectiveness by S. Covey and the levels of principle-oriented leadership,
developed by him, are analyzed. The aspects of the “portrait of the ideal coach” developed by
A. Savkin and M. Danylova are considered.

Key words: coaching, technology, efficiency, personnel, competences, competence
approach, organization, management.

Introduction. Human resources have always been the most important
value of an organization. In the crisis conditions and increasing rates of
transformations, new technologies of personnel management become an
important condition for the viability and revival of organizations. Today in the
field of personnel management a new system of views is being formed, which is
focused on maximizing specialists’ potential, their unique specialized
knowledge and skills, communicative competences and creative abilities for
professional self-realization. Innovative coaching technology is a set of socio-
psychological and managerial technologies aimed at assessing competences,
identifying strengths and weaknesses, increasing motivation to achieve results,
improving the effectiveness of individual employees, senior executives
(individual coaching or coaching-consulting); structural units (group or team
coaching); organizations in general (organizational coaching).

Analysis of current research. M. Danylova, J. Gibner, T. Gallwey,
D. Goleman, T. J. Leonard, E. Parslow, R. Pryor, M. Ray, A. Savkin, J. Smart,
N. Smith, F. Stone, N. Tomaszek, J. Whitmore were engaged in research on
coaching technology, formation of its theoretical and practical bases. Among
domestic scientists, different aspects of coaching in the context of management
studied V. Huriievska, V.Zhukovska, V. Kulyk, N. Lev, Ye. Lohvynovskyi,
O. Martsinkovska, A. Mazaraky, M. Nahara, V. Pavlov, H. Peredalo, |. Petrovska,
N. Sychova.

Competence approach, which serves as a resource in the crisis of the
traditional education system, is studied by modern scientists: I. Bekh, N. Bibik,
I. Yermakov, O.Kononko, V. Kraievskyi, O. Liebiediev, V. Luhovyi, L. Masol,
O. Ovcharuk, O.Pometun, O. Savchenko, A. Sbruieva, O. Sukhomlynska,
A. Khutorskyi.

The purpose of the article is to conduct a theoretical analysis of the key
coaching competences of the organization manager.

Research methods — analysis of scientific research of domestic and
foreign scientists on the problem of key coaching competences of the
organization manager.

Research results. Traditionally, competence approach is used in the
process of learning and preparing for coaching. First of all, the task of this
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approach is to expand the concept of a qualified specialist and create a
specialist of the “competence”, who does not only have a certain level of
knowledge, skills and abilities, but also is able to implement them. For a
coaching specialist it is crucial.

Professional training using a competence approach creates the necessary
key and secondary competences of the specialist and, as a result, forms the
required level of professional competence of the specialist. Competence
approach in education lies in defining the goals of education, organization of
the educational process and systematic evaluation of learning outcomes, which
guarantees the quality of education. The overall main value of the competence-
based approach is that it meets the demands of management as efficiently and
purposefully as possible.

The competence-based approach involves the growth of competences,
obtaining the desired quality, qualifications and professional competence of the
coach-manager. The ICM professional learning standard corresponds to four
functional trajectories and is based on four main competences: potential compe-
tence; corporate competence; communicative competence; subject competence.

1. Potential competence consists of the molding competences of the coach
on issues of personal potentiation, strengthening, promotion. It includes such
processes as training, professional development, self-development, customer
search, sales. Potential competence is based on such competences as personal
development, leadership, goal setting, potentiation, environmental friendliness,
neutrality (coach’s position), awareness, responsibility, commitment.

2. Corporate competence consists of organizational and administrative
coaching, which forms the competence of the entire coaching industry. The
coach relies on knowledge about the features of a professional corporation.
Corporate competence includes such areas as history, laws, norms, ethics,
values, rules, standards, qualifications, contracts, coaching and welfare.

3. Communicative competence consists of the molding competences of a
coach on human nature, it is based on knowledge about man. Communicative
competence includes the following competences: intelligence, active listening,
coaching questions, rhetoric, heuristics, sophistry, metaphor construction,
storytelling, coaching templates, sharing, tuning, working with trust.

4. Subject competence consists of the molding competences of the coach
regarding the professional content of coaching. The coach relies on knowledge of
the functional structure of coaching. Subject competence includes principles,
concepts, strategies, models, structures, technologies, techniques, techniques
(Cmapr, 2004).
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The theory of competences in coaching reveals learning as a four-stage
process that involves transition from unconscious incompetence to
unconscious competence. With unconscious incompetence, a person does not
know that he does not know or does not know how to do something. That is, a
person is at the level of “I do not know what | do not know”, perhaps he does
not feel the need to acquire this skill or knowledge and has not yet realized the
lack of his own competence.

With conscious incompetence, a person acquires knowledge of his
“ignorance”. This is usually due to a need or desire to take action. This level is “I
know what | don’t know”.

With conscious competence, a person needs to undergo training, either
formal or informal. Often at this stage a person accurately copies the actions of his
teacher (coach). Every moment a person realizes what he is doing because he
“knows what he knows”. In unconscious competence, human knowledge and
skills are used so often that they become “habits”. By performing the appropriate
actions, the individual no longer feels the need to think through each subsequent
step, because the algorithm of action is embedded in the unconscious (or
subconscious). Now a person can say, “l don’t know what | know”.

Thus, coaching as a process occurs when the subject is consciously or
unconsciously competent, but he needs to move to the next level of his
activity. Coaching helps people look at one aspect or another of their work
through informed, objective “leadership”. This method aims to help people
optimize performance, not to learn something new. The central task of
coaching is to use existing knowledge and skills (sometimes in combination
with a review of views and familiar approaches).

A modern manager must have certain psychological qualities: empathy,
directness, impartiality, as well as good will to take a fundamentally different
approach to personnel management. He also has to choose his own path, as
there are several stereotypical role models he can follow, and he will even have
to overcome the initial resistance of some of his staff who do not want to
deviate from traditional management. Such employees may fear additional
personal responsibility as a result of a new style of management due to
coaching. These problems are predictable and are mostly easily remedied
through coaching (Yutmop, 2005).

According to J. Whitmore, traditional options for management or
communication style can be placed along some axis, where the autocratic
approach will be at one end of the spectrum, and the restriction of interference in
the work of subordinates — on the other. Most managers choose a position
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between the two extremes, but coaching lies in a completely different plane and
combines the merits of these extremes, without taking their risks. In response to
the manager’s questions asked according to the rules of coaching, the subordinate
is aware of all aspects of the tasks and necessary actions. This clarity allows him to
be confident in success and thus take responsibility for his actions (Yntmop, 2012).

Growing awareness of employees creates a need for them to be more
involved in decisions, affects development of their responsibilities. Managers
must understand that subordinates’ responsibility is not a cause for pressure,
but a capital on which the effectiveness of the entire team depends. Therefore,
it is necessary to involve in work so as not to stress subordinates with
responsibility, but to give them the opportunity to realize their inner
motivation, and not relying on it to develop a deep-level responsibility.

In coaching, personal effectiveness is associated with such concepts as
awareness and responsibility of the manager and subordinate.

The first key element of coaching is realization that it is the product of
focused attention, concentration and clarity. It is the concentration and clarity
of perception of relevant evidence and information, and the ability to
determine what exactly is relevant to the case. This ability will include an
understanding of the system, its dynamics, the relationship between things and
people, and an understanding of the management psychology. Awareness also
includes self-awareness, in particular understanding when and how emotions
or desires affect perception. The degree of awareness is characterized by the
feedback, both from other people, from the inner feeling, and from the
external environment, which is perceived and understood by man as a result of
his own activities. And the feedback is not evaluative, but meaningful.

Another key element of coaching is responsibility. Responsibility is the most
important property of a person and its content is analyzed in connection with the
study of the personality, his cognitive processes, psychology of management,
moral education and development. A sense of true responsibility invariably
includes choice. Instructing a subordinate that he is responsible for a case does
not mean that he has a sense of responsibility: he can perform tasks only because
in case of non-compliance he will be threatened by something unpleasant. But
doing something to avoid trouble does not mean optimizing performance. There
will be no effective activity until the person feels responsible. And it comes with a
choice, which, in turn, requires the right questions.

Thus, the manager as a coach in his work is based on completely
different values — the values of the subject-subject relations, in which the
position of subordinates changes; subordinates are transformed from a passive
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object of influence into an active, proactive, independent, responsible, with a
sense of self-worth, subject, partner, equal member of the management team.
It is the subject-subject relationships that form the basis of corporate
governance and its main component — corporate culture (Koy4yure, 2011).

According to the topic of our study, the concept of J. Whitmore, who
insists that the manager should be perceived as support, not as a threat, is
conceptually important. He believes that the fundamental basis for the
organization development is the chief executive, his personality, his
professional and personal development.

In coaching, there are different approaches to the professional and
personal development of the manager. The most famous is the integrated
approach to the development of personal and interpersonal effectiveness by S.
Covey. His method helps the leader to move forward on the axis of maturity from
dependence to independence, and from independence to interdependence.
Dependence is expressed by “you — paradigm”: you care about me; you want
something for me; you failed; | blame you for failure. Independence is expressed
by the “I — paradigm”: | can do it; | choose responsibility; | rely on myself; | can
choose. Interdependence is expressed by the “we — paradigm”: we can do it; we
can interact; we can, by combining our abilities and capabilities, create together
something more significant (Kosu, 2002).

According to S. Covey’s study, such skills as activity, purposefulness, the
ability to set priorities, reflect a person’s ability to manage himself, allow him to
become independent, creating a basis for effective interdependence. Such aspects
as cooperation, co-creation and the ability to understand others lead to success in
interaction and communication, in teamwork. Researchers of the psychology of
coaching pay special attention to such a skill as the skill of renewal, regular,
balanced renewal of the basic components of human life. This determines the
motivation for continuous improvement, creates an upward spiral of growth,
raises a person to new levels of understanding of life and work (Kosu, 2002).

S. Covey emphasizes that the skill of renewal is similar to the method of
self-coaching by J. Luciani. Self-coaching is defined as “self-learning” or
“personal coaching”. In other words, it is a program of personal growth. J.
Luciani reveals the technology of human self-realization, which is based on
taking responsibility for one’s thoughts, actions, habits and entirely for one’s
personality. Self-realization in this sense is not so much a result as a continuous
process that lasts a lifetime (Kosu, 2002).

S. Covey introduced the idea of a principle-oriented learning
environment. He proposes the paradigm of the organization and distinguishes
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four levels of principle-oriented leadership: personal, interpersonal, managerial
and organizational (Kosu, 2002). Each level has its own key principle:

1. Reliability on a personal level.

2. Trust at the interpersonal level.

3. Expansion of legal capacity at the management level.

4. Establishment at the organizational level (Kosu, 2002).

If the level of trust is high, the structure of the organization will be
extremely flexible, and the control sector will be extremely broad, as
employees creatively organize their own activities. They do their job well and
without reminders, because they have a common perspective with the
organization, based on certain cornerstones and values. And the systematic
work of the coach in this sense is to update the organization’s staff mission.

Organizational coaching is an effective social technology for the
formation of work motivation, more productive socio-economic behavior of
employees of the organization. The organizational coach within the
organization must be able to implement the following tasks:

1. Targeted management of the company: the technique of setting goals
for enterprise development; hierarchy of goals in the organization; target
model of business construction; motivation through goal setting; definition of
areas of managers’ responsibility, including tasks-functions and tasks-projects;
areas of responsibility — a tool for targeted management of the organization.

2. Strategic planning: reasons for non-implementation of plans; definition of
own planning strategies; typical bases for planning strategies: on the purposes and
on available resources; advantages and limitations of each strategy; integrated
planning strategy; definition of strategic goals of the organization; verification of
strategic goals (SMART: specific, measurable, achievable, real, relevant over time);
development of the company’s strategic plan.

3. Tactical planning: definition of areas of responsibility for the
implementation of strategic goals (decomposition of goals); setting tasks for
performers; development of tactical plans by areas; system for monitoring the
implementation of plans; adjustment of goals.

4. Personal time management (time-coaching): identifying the causes of
time loss; determining the time available; effective organization of the
workspace; prioritization of features of strategic, project and operational
planning; creating calendar plans.

5. Management of professional growth of employees: identification of
employees’ values; development of employees’ initiative, willingness to take
responsibility for decision-making; determining the reasons and incentives for
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motivation and self-motivation of employees to professional growth; formation
of labor motivation; career management.

6. Development of corporate culture: search and formation of
interrelations between corporate and personal values of employees;
development of a coaching style of management aimed at optimizing the
achievement of the task and encouraging initiative; formation of corporate
behavior of employees (LLpareHxainm, 2016).

The use of coaching technology for the formation of effective socio-
economic behavior of employees of the organization allows to structure the
process of achieving certain management results. Modern management in the
style of coaching is a view of the company’s staff as a huge potential, where
each employee is a mature creative person able to solve problems, make
choices, make decisions, take responsibility.

Conclusions and prospects for further scientific research. Based on the
results of the study, we can state that the key coaching competences of the
organization manager are: knowledge of the principles of coaching sessions;
knowledge of the laws of organizational development; belief in one’s own
potential and the potential of the employee; respect for the personality and
values of the employee; strategic thinking; desire to improve in management. A
modern manager must have certain psychological qualities for implementation
of the coaching technology: empathy, directness, impartiality, good will.
Further study requires foreign experience of forming coaching competences in
future organization managers.
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PE3IOME

CKkopobaratckas OkcaHa, Ocbmyk Haranba. K Bonpocy O  KOYYMHIMBbIX
KOMMNETEHTHOCTAX MeHeaKepa OpraHn3aumnu.

B cmamee paccmompeHsl meopemuyecKue rOoAOHEHUA K/AK4Ye8biX KOYyYUH208UX
KomnemeHmHocmel MeHeoOxXepa op2aHU3ayuu. BeiACHEHO, Ymo cospeMeHHbIl MeHeodxep
dosmKeH umemb orpeodesneHHble MCUxXos02udYeckue Kayecmea: cornepexusaHue, npamomy,
Hernpeods3aAmMocmb, 20MOBHOCMb K MPUMEHEHUI0 MMPUHUYUNMUAaAbHO UHO20 1100x00a K
nepcoHany. PaccmompeHsl asmopumapHsili U OUCKYCCUOHHbIU Mo0xo0sl. BeiacHeHO, umo
Koy4yuHz obecrieyusaem meHeodHepa pPeasnbHbIM KOHMpPosaem, a no04UHeHHo20 — peasnbHol
omeemcmeeHHOCMbIO. B Koy4uHee — AUYHOCMHAA  3hheKmusHOCMb  CB8A3AHA
0CO3HAHHOCMbIO U OMBEMCMBEHHOCMbIO MEHEOHEPA U MOOYUHEHHO20. YCMaHO08/1eHOo, YmMo
MeHeOXep KaK Koyy 8 ceoeli OeamesibHOCMU oOnupaemca HA UeHHocmu cybvekm-
cybvekmHbix omHoweHul. [1poaHanuU3uUpPoB8aHs! UHMeE2PUPOB8AHHbLIU MOOX00 K pa3sumuro
nepcoHanbHol u mexcauyHocmuol agpgpekmusHocmu C. Kosu, pa3pabomaHHble UM yposHU
MPUHYUNUAALHO-OPUEHMUPOBAHHO20 pyKosodcmea. PaccmompeHsl acnekmsi «nopmpema
udeanbHo2o Koyua», padpabomaHHoz20 A. CasKuHbim u M. [JaHunosodl.

Knioyesble cnoea: KoyvyuHe, MexXHOM02UA,  3GHeKmMuUuBHOCMb,  epCcoHan,
KommnemeHyuu, KoMrnemeHmMHOCMHbIl No0xo0, 0p2aHU3aUUA, MEHEOHMeEHM.

AHOTALUIA

CKkopobaratcbka OKcaHa, OcbmyK Hartania. [Jo nNUTaHHA NpO K/OYOBi KOYYMHrOBI
KOMMNEeTeHTHOCTIi MeHeKepa opraHisadii.

Y cmammi po3enaHymo meopemuyHi MOAOIEHHA KAY0B8UX KOYYUH208UX
KomnemeHyili meHeOxcepa opeaaHizauii. [poaHanizo8aHo KomnemeHmMHiIcHuUll nidxio ma
OCHOBHi KomnemeHmHocmi: nomeHuyjitiHa KomnemeHmHicme; KopriopamugeHa
KOMMemeHmMHicmob, KOMYHIKAMUBHA KOMMAEeMeHMHicmo, npeomMemHa KomMremeHmHicmeo.
3’acoeaHo, wo cy4yacHuli meHedxcep MNOBUHEH MAaMU EBHi [CUX0A02i4YHi AKOCMI:
criignepexcUsaHHsA, npamomy, HeynepeodxeHicms, 006py 600, Wob 3acmocosysamu
npuHyunoso iHwul nidxi0 6o nepcoHany. PosznaHymo asmopumapHuli ma OucKyciliHuli
nioxodu. 3’acosaHo, WO Koy4yuHe 3abe3rnevyye MeHeoHepa PedsbHUM, d He iA30pHUM
KOHMposaem, a nidneano2o0 — peasnbHoK, a He in30pHoK 8idnosidanbHicmio. OCKinbKu
KOy4YUHe — ue cmusab MeHeOXtMeHmMy mpaHCcGOopMOBAHOI Kyabmypu, mo AKW,0 cmusab byde
3mMiHo8amucsa 8i0 OupeKkmusHo20 00 KOy4uH208020, MO | Op2aHi3ayiliHa Kynemypa mex
no4yHe 3miHoe8amucsa. lepapxia nocmynaemeca micuem nidompumyi; ocyod 3aMiHHEMbCA
YeCHOK OUiHKOK; 308HIWHI Momueayii 3aMiHIHMbCA CaMOMOMUBAUi€E0; 3axXuUcHi bap’epu
nadarome 3 ymeopeHHAM KOMAHOU; 3MiH binbwe He 6osmecs, a npulimarome ix; memoro
CMae He 300080/1€HHSA OYiKY8AHb KEPIBHUKA, 0 HAOAHHSA 10Cay2 3AMOBHUKY; CEKpemHicme i
UeH3ypa 3amiHIMbCA HA 8i0Kpumicme i YyecHicms;, MUCK pobomu rnepemeoproeMbsCa Y
BUKMAUK 8i0 pobomu; cmpecosa peakyis 8 asmopumapHOMy cmunai rnocmynaemsocs
00820CMPOKOBOMY cmpameziuHomy mucneHHro. [NidKpecneHo, wo 3pocmaroya obi3HaHICMb
cnispobimHuKie Nopooxcye 8 HUX nompeby bymu binbw 3aay4eHUMU 8 PillleHHSA, 8M/AUBAE HA
po38UMoOK ix eidnosioanbHocmi. Buxods4u 3 ybo2o, MeHeox(epu rnoeuHHI po3ymimu, wo
8i0nogidanbHicmMb nidaeanux — ye He NPUYUHA 078 MUCKY, d Kanimasi, 8i0 K020 3aa1exumeb
epekmusHicmb pobomu 6cbo2o Konekmusy. Tomy nompibHo 3any4yarodu 0o pobomu,
dasamu MoMIuUBICMb  MepcoHany ycsidomaweamu SHYMPpIiWHIO Momuseauyito, ma
cruparoYuce He Hei, s8upobaamu 8i0nNosidanbHicmb 2AUBUHHO20 PpiBHA. Y Koy4yuHey
ocobucmicHa egekmusHicmb Mo8’a3aHa 3 MAaxkuMu MOHAMMAMU, AK yceioomMsaeHicmeo i
8i0nosidanbHicmb MeHedxepa i nidneanozo. 3’Ac08aHO, WO MeHeoxep AK Koy4 y c8oili
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0ifnbHOCMI CcNUpaemMosca HA 308CiM HWI UiHHOCmi — uiHHocmi cy6’ekm-cy6’ekmHux
BIOHOCUH, y AKUX 3MIHIOEMbCA NO3uUyisa nidaeanux; nidaneasni nepemesopromMsCa 3 MNACUBHO20
0b6’ekma enausie HA AKMUBHOR20, iHiyiamusHo2o, camocmiliHo2o, 8i0nosidasnbHO20, 3
noyymmsm 8naacHoi eidHocmi cyb6’ekma, napmHepa, PieHONPABHO20 YaeHa yrnpassaiHCbKoi
KomaHOu. [lidkpecneHo, wWo cy6’eKkm-cy6’eKmHi  8iOHOCUHU  CKAAOaHOMb  OCHO8Y
KoprnopamueHo20 yrnpasniHHA | io20 0OCHOBHO20 KOMIMOHEHMA — KOPopamueHoi Kyaemypu.
lMpoaHanizosaHo iHMezposaHull nNioxid 00 po38UMKY MepCoOHAMNbHOI Mma mixocobucmicHoi
eppekmusHocmi C. Kosi, po3pobsaeHi HUM pieHi nMpuHYUno8o-opiEeHMOBAHO20 KepisHUYmMaa:
ocobucmicHull, mixcocobucmicHuli, ynpasniHcekuli ma opeaHizayiliHuli. Po3easaHymo
acnekmu «nopmpemy i0eanbHo20 Koy4a», po3pobaeHozo O. CaskiHum i M. [JaHunosoro.

Knaro4vosi cnoea: Koy4yuHz, mMexHOs02is, epeKkmueHicme, MepcoHas, KomrnemeHuyil,
KomnemeHmHicHull nioxid, opaaHi3ayis, MeHeOHMeHm.
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HABYAHHA ICTOPIi TA MPOB/IEMA r'YMAHI3ALLIT OCBITU

Memoro 0docnionceHHA 8ucmynae 8u3HAYeHHA CcymHocmi ma ocobaugocmeli
npobaemu 2ymaHizayii 8 mexcax icmopu4vyHoi ocgimu. Aemopu, BUKOPUCMOBYOYU WKIiNbHY
npakmuky, 00800AmMs, WO icmopia He Moxe bymu ¢pazmeHmapHoOO ma po3Mmumoro 3
02170y HA 3HAYEHHA (CMOPUYHO20 3HAHHA 0714 iHMenekmyasnbHo20 U MOpasnabHO20
cmaHosneHHa ocobucmocmi, po3sumky ii camoycsioomneHHA U nompeb y 2poMadaHCbKili
camopeanizayii. Hemoxcauso gpopmysamu 8 y4Hie UinicHy KapmuHy ceimy, po3yMiHHA posi
ma 8s10CHO20 MiCYs 8 HbOMY M03A iICMOPUYHUM KOHMEKCMOM.

Y pesynomami 0ocnionceHHs, asmopu npuliwau 00 BUCHOBKY, WO WUPOKe
BUKOPUCMAHHA Mnpobaem 2yMaHiCMu4yHO20 Mi0Xo0y 8 O0C8IMHbLOMY rpoueci sucmynae
nompeboto cy4acHocmi. B ocHosy 3micmy icmopu4Hoi oceimu rokaadeHo Halicymmesiwi
019 umms AOUHU 3HAHHA: KOMYHIKAUIf, MOWYK i onpauto8aHHsA iHhopmayii; po3e’a3aHHA
Ha2anbHUX ¥ummesux npobsaem; nisHaHHA cebe, iHWuUx Aooel, npupoou, ii 3Ha4yeHHA 01
wumms; 6n1acHuUll camopo3eUMOK. Take pPo3yMiHHA ceimy 3aKnadae ¢yHOameHm
bepexHo20 cmaeneHHA 00 AwOCcMEad, Oepxasu, Hauii, 008Kinasa, yceidomaeHHA cebe
O0pP2aHIYHO YACMUHOK NPUPOoOU, MiIKPOKOCMOCY.

Knwyoei cnoea: 2ymadizauis, 2yMaHimapHa Kynemypa, 2yMaHizayis oceimu,
BUKAAOAHHSA icmopii, Ha84aHHA icmopii, oceima.

MocraHoBKa npobnemu. CborogHi A0CBIA, NPOBIAHUX EBPOMNENCHKMX KpaiH
CBiYMTDb, O HABYAHHSA ICTOPIT PO3rNAAAETLCA K BaXKAMBUMN YNHHUK CTabINbHOCTI,
€AHOCTI CyCninbCTBa, YTBEPAXKEHHA HALiOHANbHOI CamocBigomocTi. N'ymaHisauia —
Le npoLec oayxOoTBOPEHHA, ONOAHEHHA BCIX YMOB XUTTA Ta Npau,i, yCbOoro 3micty
HaBYa/IbHO-BMXOBHOI AiANbHOCTI, BCiX BUAIB i pOPM BiIHOCKH, LLLO CKNaAal0TbCA B
OCBITAHCbKUX 3aKnagax. [lpouecn rymaHisauii 3Ha4yHO MacwTabHiwi, 3HAYHO
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