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Based on a literature review, the nature and content of such a term as «the manager’s social competencer have been defined. The
Jollowing features characteristic of a successful leader in the field of interaction were substantiated and determined. the manager
communicates not only for formal reasons related to the organization s work process; supports emotional connection with a partner
shawing his or her persanal attitude to the parter; is aware of the particular features of the he/she works with; inspires confidence
and sympathy; is ahvays ready to commmicate and communicates with energy; establishes a network of mformal comections;
his/her ideas fascinate others and he/she wrges others to follow him/her; forms a group of like-minded people. The studv of
thearetical aspects related to the formation of social competence allowed to define its substantive featwres: relativity depending on
internal conditions and needs of the extenal environment, and compromise between the desires of the team and the manager’s
needs.

4 method to diagnose the condition of the manager & social competence is described, The 360 degrees method ivolving a three-




A method to diagnose the condition of the managers social competence is described. The 300 degrees method imvolving a three-
component assessment of the manager s characteristics: self-evaluation, evaluation by employees and lis/her supervisor. The
Jollowing key components of the managers social competence are suggested: cognitive, emotional and related to activities and
practice. The development of each component using training means provides the basis for the development of the manager § social
compefence.

Ha ocrosi auatiav Jimepannpli usHauexo CVINRICMb WA 3MICH NOKAMMA «COYIaTeHa ROMMEMENMHICL Mexedxepan,
Ofroyrmosari ma susvaex] puck, 1o NPUMEMAHNT YCHiUHIG! Kepiexuxar & oflacmi esaevodil, a cavie: MeHedXxcep CRITKVEMbCa
He nuime 3 GopuaTeHIY npusodis, H0e RAHIX 3 MEXHOTOZIEN PoDONI op2aHI3AYIT; MIOMPINYE eMOyTiHIL KONNAKM 3 NAPHEPON,
NDORETSHOYI CA0E OCOOUCTIICHE CINARTENNA d0 Hbozo; dodpe 34ae ocofugocmi Trodell, 3 AKIMN A0R0GHINBCA IPAYEANIL; EUKTURAE
dosipy 1 cimamio; saexcoi comogill do CHITKVEAHHA 1 eNepIIiKI ¥ CHITKVEANKT; 6CMAHOETIOE MEPEIY HehOPIATRIN 36 A3KTE,
avonToe ceoiiit idea, nepeRoYE CTIOVEam 3a KD, 30Upac Kaexono cebe kouardy odwodvijie. JocTidxceHHA MeopanMHIN
acnexmie OPMVEAKHA colfaToROT KONNEIMERMHOCNT J036011T0 USRI 1T 2NTCTOEHT 0COATUSOCINT: SIOHOCHIEN®, SUSHNAEMBCR
5 3Q1EXCHOCTI] 610 SHYMPIUEHTY VMo Ma Nomped 308KiuI¥b020 cepedoauIya, A XOMIPAVICHIENTS, 1O 108 A3AHA 3 KOMNpaMIcaM
MixC BaxcanraMI KoTekmugy ma nompeda KepieHuxa,

Hagedena xemoduxa diackocmuxie cmary coyiaisiol KovmemeNNHacmi kepigruxa. Janpononosao suxapucmosyaamu yemod
«300 cpadvcies, axuil nepeddariae olyixky axocmell Mexedxcepa 3 3 cimopiv: cavoolinka, oyisky nidneztix ma floco xepiaxixa,
IIponoxyemses guditamy maxi kI040el cKI008T coliaTbHOT KONTIEMERIIHOCI KepIgHIKA: KOSKIMuER, eMoliika nia diaTexicHo-
npaxmiEa. Poseumox xoxcHoi 31 CRIA0081Y 33 0OMOMOOK) MPEHIHIOSIY 3aV00is CMSOPIE OCHOZY DOIBUMKY coljiatbkol
KOMTIEINEHTTHOCHT KEDIgHIIKA.

Ha ocrose awatusa aumepanypsl onpederexa cyiuHachis i codepHariie NOKAMIA «COYUATOHAR XOMNENERMEACHT Mexedxepay.
Obocosawsi u onpederess ¥epimsi, NPUCYILE YCHEWHaI PYKOG0OUMETAM & obIaciu sqivodelicsus, a uMenko; Mexedxep
oDIaENICR He MOTBKO MO (OPMATORSN BONPOCAM, CEA3AMWRIE ¢ IMeYWolocuell pabominl OpIaMuzayin; moddepxcueasi
INOYHORATHRELT KOKMAKT € TIAPMIHEDOM, TPORETEA Ce0e TIHKOCTIKOE ONKONIER1E K HEWY; YOPolto 3kaem ocobenxocii Todel, ©
KOMOPLIN FDIN00IIICS PABOMEND; Shi3Wsaen doseple U CLNTAININO; ececda omiog k obleniio U Iepcikblil e obuenul;
JCIMaRaETHEaEM BedapaTskye cansell; aveambisaem Ca0IMl udeRNL, Yoexcdaem ciedogams 3a KiOK; cobupaen soxpve cedn
xonaHdy edumansluetexinos. Hectedosawiie meopemiMecky acnexmos (hopyUpOsaNIL CoaToHOI KOUNEMEHIKOCHI 03807110
onpedeniiny ee CoDEPHAMETEHEE OCODERHOCTIL: OIHOCUMETOROCTTY, ONPEdaTIENca & AsUCIVOCII M SHVIDEHKIN yeToeull u
nompebrocmerl exeumeil cpedul, 1 XOMIPOMIIC, CEA3ANHII ¢ XOMHPOMICCOM MEXAY HeIaHUAME KOTIEKMIEA 1 HOMPEGHOCIAAMI
pyKogodumes,

IIpedemagnena memoduka duackocmuxy CoCMOSHUR coyuaTaHOI KoymemexmHocm pyxosodumens. [Ipednoxceno ucnom3oeanio
Memod «360 cpadycoes, xomopwiil npedveMampusaem oyeNxy Xoyecms Mexwedxcepa © 3 cMOPON: caVOOUEHR, OyeHKl
noduiersex 1 pykosodumens. Ilpediacaemcs  ewidersmb  xTovesuie  COCMAIRON/UE COYUATOHON  KOMPEMENMHOCHI
LVKOS00UMETA; KOHUMIEHAR, IMOYUORATOHAR 1 GeameToro-Ipaxmimeckas. Passumiie Kaxeool u3 cocmaeisiominy ¢ naMolbia
MPERIHZ0SLIY MEDONDIAMIL CO30a21 0CHOS) DASSNINIA COYNATOHON RONNENERIHOCIIN DYROSOMETA.

Knwovosi caosa: coyiansna xomemexmyicing, Menedxcep, kepisuux, Memod « 360 zpadyeisn,
Key words: social competence, manager, the 360 degrees method.

Knouesvie cnosa: coyuiatonag koMmemerm1ocmy, Menedxcep, pykocodumeTs, Memod « 360 cpadveoss,

Introduction. The key to successful and effective work of a head 15 his ability to find & common language with subordinates, drvide responsibilities among them and
perform the control of their work. The head iz often forced to resolve conflicts in the team, to establish an emotional connection between subordinates. The effective
implementation of these responsibilities is provided by the social competence of the head. It 15 a set of social knowledge and skills that enable the individual to interact
effectively and responsibly in a team to solve their tasks. This competence is a key part of the professional activity of a manager. becavse his work 15 directly related to the
organization of interaction of subordinates for the formation and development of their total capacity.

Aim, On the basis of the matenal it i3 possible to formulate the task of the research, which 15 to determme the essence and content of soctal competence of the head

Studving methods for its diagnosts 15 also an important task.




et ——————
Studyimg methods for its diagnosis 15 also an wportant task.

The main part. . Goffee notes that subordinates' need for somethmg more, they need to see a man who 15 sincerely worred about the fate of the people and their
common cause [1]. The leader is perceived as a person having authonty and causes trust, which depends on several factors. Honesty and reliability ofthe person in the eyes of
the audience, his lovalty to his word 15 important. Emplovees have more confidence in the person with whom they straight communicate. People do not like to deal with
abstract leadership, they want to deal with a specific person. After all, the most effective communication 15 informal, face to face. Thus, we can tdentify a number of significant
features that charactenize a successful manager in the field of mteraction. They are:

- communication not only on busmess performance;

- support emotional contact with a partner. showing his personal attitude;

- gefting to know the people with whom he has to work; creating the atmosphere of trost and sympathy;

-readiness to communicate; establishing anetwork of informal relations;

- being convincing:

- putting together a team of like-minded people.

These signs of the head as the subject of interpersonal interactions are closely related to the concept of leadership. The problem of orzanization and regulation of
wterpersonal relations makes it necessary to study the qualities of the leader, because the leader i able to captivate people, cause their emotional response and enthusiasm in
achieving the organization’s goals using their personal resources. Developed by modem seience the notion of social competence allows to combine different approaches to the
analysts of professionally significant qualities of the manager. Scientists who examine social competence, ambiguously determine its contents. Thus, D. Pochebut considers
social competence of the manager as its ability to constructive vse of soctal knowledge and skills necessary for successfil establishment of a system of social relations, both
formal and informal, allowing to influence others, necessary to perform professional activities [2].

5. Krasnokutskaya believes that social competence is the possession of techniques of joint activities, communication and leadership. initiative and social
tesponsibility [3]. N. Bedenko emphasizes that social competence 15 a set of specific personal traits, abilities, social skills and knowledge, subjective readiness for self-
determination of a person, 1t provides the integration into soctety through the productive performance of various soctal roles [4]. Pedagogues percerve social competence as a
person’s ability to take responsibility and make decisions, participate m joint decision-making, productively interact with other cultures and religions. W. Pingsten, H.
Hershgen, B. Hinteh determine the manager situational spectficity, the ontentation of the target and purposive rational behavior as the most significant charactenstics of the
social competence. In essence, this means that social competence is based on the ability of the manager in some circvmstances and sitvations to achieve the goals and
implement plans tailored to the situational characteristics, needs and points of view of different subjects of professional activittes involved in the social and professional
wteraction [3]. We can distinguish two substantial features of soctal competence:

relativity - it can only be determined relatively. depending on the needs of the environment and the circumstances and potential of the head:

compromise nature - social competence 15 associated with a compromuse between the desires and needs ofthe head [6].

Takng nto account these features it can be argued that the soctal competence ofthe head on the one hand, 1s mastered manager for cerfain sttuations and it 15 often
difficult to transfer to other situations. On the other hand, it is associated with the personality of the manager and therefore has "suprasituational” character. W. Piingsten and R.
Hinteh offer to solve this contradiction, considering the soctal competence to be not only the vse of a certain capacity (total, not depending on the situation or personality
traits) but also the realization of social readiness, which is applied to specific sifuations.

Management activities are largely dependent on management’s ability to successfilly solve problems (business and personal) and conflicts among groups with
different socsal structure. In connection with this readiness of the manager to expand and develop their social competence gets special importance

In addition, it should be noted that social competence 15 not always assoctated with the socially onented concessions (assistance, administrative assistance, ete.) . On
the contrary the efficiency of social competence is related fo the individual objectives of subjects” work. It is cavsed by the ability of managers i certain conditions and
situations to achieve their goals, taking info account the features of the situation and needs of stakeholders. On the basts ofthese definitions taking into account the purpose of
the study the social competence of the head can be defined as a set of social knowledge, skills and abilities that allow managers to communicate effectively in a team
depending on the situation, m order to solve the tasks they face

In the literature, there are differant approaches to determining the structure of social competence of the head. So. 1 Zimniaya identifies the following components [7]:

willingness to exercise competence (motivational aspect) ; possession ofthe knowledge of the content of competence (cognitive aspect) :

experience i the manifestation of competence in different situations (behavioral aspect)

relevancy to the content of competence and its application object (valve-semantic aspect) :

emotional and volitional regulation of the process and the results of manifestation of competence (emotional and volitional aspect).

V. Myastschev believes that soctal competence of the manager is to be considered on three interrelated levels (aspects) [$]:

their interaction — emotional and volitional regulation of the manager:

colleagues (group) interaction - commmumicative abilities ofthe manager;

staff (community) nteraction - sociall responsibility of the manager

H. Hershgen in his study proves that it 15 suffictent to distinguish three interrelated levels (aspect) in the strueture of social competence, which can be described as the
suhstmctore:

coznitive - reflects a realistic perception of oneselfand the environment. the efficient collection and processing of information. ete.:




cogmitive — reflects a realistic perception of oneself and the environment. the efficient collection and processing of mformation. ete.:

emotional - adequate formation and expression of feelings:

connotative — verbal and nonverbal abilities and their use [9].

D. Pochebut also uses such classification [2]. He identifies:

sensval component, which synthesizes identity and self-control as the ability to recognize and understand vour own moods, emotions, and desire and the ability to
manage them, steering destructive impulses and emotions into the necessary channel:

intellectual component that reproduces the ability to understand the relationship between emotional reactions of individuals and events in their lives;

social skills, which are manifested in a timely and adequate response to emotional reactions of people. the ability to find svitable contact and rapport with
communication partner, to organize human relations.

Generalizing these approaches it is possible to distinguish the following classification:

Intellectnal (cognitive) 1s manifested in the vnderstanding of the canses and consequences of certain actions. The head 13 important to be able to recognize if the
internal causes, for example. prevented subordinate from performing tasks, whether it were objective reasons (lack of time, resources. etc.) or subjective (laziness, inability to
concentrate on the job) , and. on this basis, to butld him forther interaction.

Emotional and volitional (sensual) component manifests as the ability to manage thewr emotions and understand the emotions of others and to vse them to achieve the
result. It also jomns empathy as the ability to feel the emotional state of another person and feel the reasons for this sitnation.

Interactive (actrvities and practical) component 15 mamfested m practical communieation skills, ability to interact with others, to orgamze communieation and
dialogue, and the like. In addition. it provides the motrvation and ability to the head to cause desire and enthustasm of subordmates. destre to move towards the goals. both for
himself and subordinates.

These components are closely linked, that's why several components may occur in certain management skills. For example, the ability to form and work as a team
include: knowledge ofthe rules ofteam building and organization of wotk i it (cognitive component) , vnderstanding emotions of the tezm members and the ability to show
adequately his own (emotional component) and possession of skills of teammwork., promote mutual trust and team (interactive component) .

To diagnose the state of social competence of the head i3 advisable to use the survey method. namely the survey. in which the evaluation of the following
characteristic 13 proposed:

the ability to delegate authority and responsibility;

the ability to gather information;

the head authoritativeness extent:

the ability to captivate people:

the ability to build a team and work in it; the ability to motivate and encourage:

the ability to manage conflicts.

These charactersstics malze 1t possible to assess the ability of the manager to perform the admmistrative work. To merease objectivity of the diagnoss, it 15 advisable to
evaluate the proposed quality by the method of "360 degrees”. The head ofthe collective estimates these charactenstics, hus subordmates evaluate him and his head evaluates
him. For the development of social competence within the designated structures 1t 15 necessary to focus on solving problems i the followmg areas:

Cogmitive - developent of knowledge m the field of social relations and social psychology:

Emotional - the formation of evaluative and emotional attitude to oneself the object of interaction and communication i professional activities

Active and practical — the practical splementation of the models and methods of communication and interaction.

Generalization of the literature has shown that for the development of social competence ofthe manager it 15 advisable to implement a variety of training programs for
the development of cognitive, emotional, cultural and interactive components of social competence. Positive results are also provided by professionally organized discussions.
team senunars, varous techniques ammed at the development of self-regulation and other mteractive methods.

Conclusion. Social competence of the head is a set of social knowledge, skills and abilities that allow him to interact effectively with employees m a particular
situation to solve their tasks. In the structure of social competence can be distinguished intellectual (cognitive) , emotional and volitional (sensval) , interactive (active and
practical) components. Training programs generate the basis of development ofthe team leader competence in the field of social relations and social psychology, formation of
evaluative and emotional relations, ability to practically implementation the models and methods of subordinate communication.
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