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ABSTRACT

The article focuses on the description of the issues of interaction between the manager and
subordinates in higher education institutions. The leadership style largely depends on the level of culture
and value orientation of the manager, his focus on achieving pedagogical results. Increasing the role of
educational personnel in the activities of an educational institution determines the relevance of studying the
issues of interaction between subordinates and the manager. The subject of the research is the description of
the features of interaction between managers and subordinates in public and private institutions of Higher
Education. The aim of the article is to reveal the existing problems on the interaction of the manager and
subordinates in higher education institutions and providing recommendations for the formation of an
effective management style of an educational institution. The article deals with the problem of interaction
between the manager and subordinates in higher education institutions and gives recommendations for
improving the effectiveness of the leadership style (effective interaction of the manager with subordinates)
in public and private institutions of Higher Education. The results of the research can serve as a basis for
further study of the peculiarities of effective management of higher education institutions in the changing
conditions of our time in other countries.
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In the course of the educational process in an educational institution, there is a need for interaction
between subordinates and the manager. The staff of an educational institution will not be able to perform
its tasks successfully if it does not achieve proper interaction and well-coordinated work of the team both
vertically «<manager-subordinates» and horizontally «interaction of individuals and groups of the teamy. In
turn, team management is a creative matter, and depends on the person to whom this matter is entrusted, on
his temperament, worldview, competence, scale of thinking, communication skills and other important
qualities.

Each manager in the education system develops his own leadership style, which depends on a whole
set of his personal qualities: the level of Education, competence, character traits, the ability to find contact
with subordinates and students, and other important qualities.

Formulation of the problem. The relevance of the problem lies in the fact that there is a lack of the
research combined with issues of interaction between the manager and subordinates in higher education
institutions.

The object of the research is the interaction of the manager and subordinates in educational
institutions.

The subject of the research is the description of the features of interaction between managers and
subordinates in public and private institutions of Higher Education.

Analysis of recent research and publications. The methodological and theoretical basis of the
research was the work of such outstanding scientists as: O. V. Baieva, O. P. Bieliaieva, V. P. Bekh, O. I.
Marmaza, H. V. Sukhovii, Z. Udych, R. Tannenbaum, W. Schmidt and others.

American Scientists R. Tannenbaum and W. Schmidt studied how managers influence subordinates.
Within the framework of the considered management styles, in their opinion, the following options for
interaction between the manager and subordinates are possible: the manager makes a decision and gives
subordinates the command to execute the decision; the manager makes a decision, explaining it to
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subordinates; the manager makes a decision, consulting with subordinates; the manager corrects the
decision after consulting with subordinates; the manager consults with subordinates and makes decisions;
the manager sets the framework in which subordinates make their own decisions (Tannenbaum, Schmidt,
1978).

The aim of the article is to reveal the existing problems on the interaction of the manager and
subordinates in higher education institutions and providing recommendations for the formation of an
effective management style of an educational institution.

Presenting main material. Leadership style is most often associated with social and cultural
competence (Udych, 2019). Civic, social, and cultural competencies can influence how a manager
communicates with the team and takes into account individual differences in employees. Also, cultural
competence is important for interacting with different cultures, and social competence can be useful for
building internal team interaction and communicating with stakeholders.

Depending on the context and personal approach of the manager, cognitive competence may also be
important, which includes the ability to analyze and make informed decisions, or entrepreneurial
competence, which may be key to the development and implementation of innovative ideas and strategies
(Sukhovii, 2023).

Thus, the leadership style can reflect different aspects of these general competencies, depending on
how they interact in a particular context and field of activity of the institution.

According to O. |. Marmaza, each manager in the education system develops his own leadership
style, which depends on a whole set of his personal qualities: the level of Education, competence, character
traits, the ability to find contact with subordinates and students, and other important qualities (Marmaza,
2021).

Undoubtedly, the leadership style also largely depends on the level of culture and value orientation
of the manager, his focus on achieving pedagogical results. Increasing the role of educational personnel in
the activities of an educational institution determines the relevance of studying the issues of interaction
between subordinates and the manager.

Let’s consider recommendations for improving the effectiveness of the leadership style (effective
interaction of the manager with subordinates) in the University.

1. Respect. Subordinates respect the manager when they feel the self-respect that comes from the
manager. Showing concern for the subordinate as a person will later help the manager in a difficult situation.

2. Trust and delegation. The employee expects support and trust from the manager, which increases
if the manager’s actions contribute to the promotion of employees. Trust disappears if the manager supports
the growth of incompetent people.

3. Training. The effectiveness of a manager is related to what you can learn from him/her. Therefore,
the manager needs to surpass his subordinates, he needs to be able to act as a teacher. The manager doesn’t
teach, the subordinates learn from him.

1. Respect._

To organize a management style that maximizes respect between the employee and the manager, the
manager needs to consider the following steps:

1) establishing open and transparent communication:; the manager should create an atmosphere in
which employees feel that their opinions are appreciated and taken into account; regular meetings,
discussion of issues and problems, encouraging employees to express their ideas and suggestions, and
paying attention to their opinions;

2) maintaining a culture of mutual respect: the manager must create an atmosphere in which respect
for employees comes from both the manager and the employees themselves (setting high standards of
interaction and professionalism, and encouraging them to adhere to them; paying attention to the behavior
and attitude of employees among themselves, and responding in a timely manner to any manifestations of
disrespect or conflicts);

3) providing opportunities for growth and development: the manager must support the development
of his employees by providing them with opportunities for training, professional development and career
growth (regularly assessing the needs of employees, conducting individual conversations and developing
training and development plans that are consistent with their goals and ambitions);

4) showing respect for the opinions and ideas of employees: the manager should show respect for the
opinions and ideas of his subordinates, actively listening, answering questions and giving them the
opportunity to express their thoughts and ideas (it is important to take into account the opinion of employees
when making decisions and give them the feeling that their contribution is appreciated and taken into
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account);

5) awareness of the affairs and achievements of employees: the manager should be aware of the
affairs of employees and their achievements; conduct regular individual conversations, review and analyze
the work of employees, and recognize their achievements publicly; express gratitude and appreciation for
their work and concrete results;

6) resolving conflicts and problems with respect: the manager must show respect and emotional
intelligence when resolving conflicts and problems, establish conflict resolution processes and ensure that
they are transparent and fair; conduct regular dialogues with employees so that their interaction is open,
honest and resolved taking into account their needs and interests.

Let’s consider what steps the manager should take to create such an atmosphere. Creating an
atmosphere in which employees feel that their opinions are appreciated and taken into account is an
important task for a supervisor in a higher education institution. This allows to increase motivation, improve
communication and collaboration, and promotes creativity and innovation. To achieve this goal, the
manager can apply the following approaches:

a) showing respect and support: the manager should actively express respect for employees and their
opinions (which can be done by welcoming each employee’s contribution to collective discussions and
taking steps to ensure that their ideas and suggestions are taken into account when making decisions);

b) creating a trusting atmosphere: the manager must create a trusting environment in which
employees feel free to express their opinions without fear of negative consequences (for which it is
necessary to be open to feedback, as well as maintain the confidentiality of the information provided);

c) creating regular communication: the manager must maintain regular communication with
employees in order to be aware of their ideas and opinions (meetings, briefings, feedback and individual
conversations can be used to exchange information and create an open dialogue);

d) goal setting and development: the manager should involve employees in the process of setting
goals and creating action plans (it is important to allow employees to make suggestions and ideas to improve
their work, as well as provide them with opportunities for professional development);

e) recognition and awards: the manager should recognize and reward employees for their positive
contributions and ideas (which can be achieved through public recognition, awards, or encouragement to
demonstrate to employees that their opinions and participation are valued);

f) opinion-based action: the manager should take action based on employees’ opinions to demonstrate
that their ideas are really important (implementing suggestions and ideas, feedback on results, and
expressing gratitude for their participation).

The manager should be open and ready to cooperate with subordinates, show interest in their opinions
and suggestions, and actively use their ideas to improve the work of the higher educational institution.

It is important to understand that respect is a process that requires time, constant interaction and
constant effort. Following the above steps will help to create the basis for a management style that is
characterized by a high level of respect between the manager and employees.

2. Trust and delegation

The manager should show respect for subordinates by entrusting them with their tasks and
responsibilities; delegate responsibility, and devote time to mentoring and support to help employees grow
and develop in their role. Trust is mutual and contributes to the formation of respect.

Trusting and delegating tasks and powers by a manager to their subordinates means transferring
responsibility and authority to perform certain tasks and make decisions. This approach is based on the
principle that the manager shares some of his work and responsibility with subordinates in order to improve
the efficiency of the team and empower employees.

Task transfer assumes that the manager defines specific goals and tasks that need to be completed,
and transfers the assigned task to his subordinate. In this case, the subordinate gets a clear understanding of
what is expected of them, including the results, deadlines, and resources that are available to them. At the
same time, the manager tries to give the subordinate enough freedom in choosing ways to achieve their
goals, implement decisions and apply their professional skills.

Delegation of authority, in turn, involves transferring not only tasks, but also the corresponding
powers and resources for their implementation. This means that the manager trusts his subordinates to make
decisions, be able to participate in the planning process, and monitor the implementation of their goals. At
the same time, the manager must provide subordinates with the necessary information and access to
resources so that they can successfully perform their work.

Trust and delegation have a number of advantages. First, it helps to expand the team’s abilities, as
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each member has the opportunity to apply their knowledge and skills, as well as make their own decisions.
Secondly, it increases the motivation of employees, because they feel valuable and responsible for their
work. Third, it allows the manager to focus on more important tasks, as they can switch to strategic planning
and team development instead of performing operational tasks.

However, it is important to keep some aspects in mind when trusting and delegating tasks and
authority. The manager should be ready to support and accompany the subordinate during the task, promote
the development and growth of professional skills. It is also necessary to take into account the abilities and
experience of the subordinate when distributing tasks. In addition, the manager should monitor the results
of work to ensure that the goals set are achieved and take action if necessary.

To create an atmosphere of trust between the manager and subordinates, it is necessary to pay
attention to several aspects. Below are the detailed steps:

1) to be open and accessible (the manager should be accessible to his subordinates; listen to their
questions, ideas and problems, and be ready to provide assistance or guidance: regular meetings and
conversations with subordinates will help create an open and trusting atmosphere).

2) to respect and treat subordinates with understanding (it is important for a manager to show respect
and understanding for his subordinates, regardless of their professional level or experience; involve all
employees in decision-making and take their opinion into account).

3) to provide support and feedback (it is important for the manager to support his subordinates, help
them achieve their goals and encourage their success; regularly provide feedback on the work done, help
improve productivity and develop employee skills).

4) to be transparent and honest (the manager should be open and honest in his actions and
communication with his subordinates; share information about strategic plans, changes and take into
account the opinion of employees — transparency will help to create an atmosphere of trust and cooperation).

5) to encourage team spirit and cooperation (the manager should create conditions for cooperation
and mutual support: conducting team events, joint trainings, meetings and other forms of communication
that contribute to the development of team spirit and mutual understanding).

6) to admit mistakes and be ready to learn lessons (the manager must demonstrate his own openness,
willingness to admit his mistakes and change his working methods to create the impression that all team
members can equally admit mistakes and grow).

7). to maintain a work-life balance (the manager should show understanding of the needs of his
subordinates in their personal lives: increasing flexibility in work and providing vacations or flexible work
schedules can help build trust and respect).

It is important to remember that creating an atmosphere of trust requires constant work and effort.
The manager must show constant interest and care for his team, and this is the only way to achieve deep
trust and cooperation.

As a result, trust and delegation of tasks and powers by the manager to their subordinates create a
favorable working environment, contribute to team development and improve work efficiency. This allows
the manager to make better use of resources, expand opportunities, and achieve his goals.

3.Training_

In order to act as a teacher and enable subordinates to learn from a supervisor, the following measures
should be taken:

1) to be available and open to communication and feedback (subordinates should be able to contact
the manager with questions, problems and ideas at any time; the manager should maintain an open and
trusting atmosphere so that subordinates feel comfortable expressing their thoughts and ideas);

2) to invest in the training and development of their subordinates (the manager can conduct trainings,
seminars and master classes on various skills and competencies necessary for the performance of work;
provide access to educational resources, books and online courses);

3) to delegate authority and provide independence (the manager should give subordinates the
opportunity to solve tasks and make decisions independently; to delegate responsibility and trust their
employees; to be ready to support them, offer assistance and guidance if necessary);

4) to provide feedback on the work of their subordinates actively (so that they can learn what aspects
they need to pay attention to for further development; feedback can also be adapted to the subordinate’s
style, so that they better perceive and understand the advice offered to them);

5) to act as a mentor or coach (the manager can act as a mentor or coach for subordinates, provide
them with guidance and support in the process of training and development; to hold individual meetings
during which the goals, achievements and problems of subordinates are discussed, and the manager offers
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his advice and implements a development plan with them).

To organize mentoring successfully, a manager needs to take into account the following steps:

a) defining goals and expectations (the manager must define mentoring goals and develop
expectations for the learning and development process of subordinates, which may include specific skills
or knowledge that needs to be developed, or the achievement of certain professional goals);

b) assessment of the needs of subordinates (the manager should find out what skills and knowledge
are lacking in subordinates and what support they need for their training and development, which can be
done through questionnaires, interviews or reviewing the results of past assessments);

c) setting specific tasks and responsibilities (the manager should define specific tasks and
responsibilities that subordinates should perform as part of the learning and development process, which
will help to have objective criteria for evaluating progress and success);

d) development of an individual training and development plan (the manager should develop an
individual training and development plan for each subordinate, which will include specific steps and
measures necessary to achieve the goals set; the plan can take into account the timing of tasks and the
regularity of progress assessments);

e) regular meetings and feedback (the manager should set up regular meetings with subordinates to
assess their progress, discuss problems and provide feedback on completing tasks; it is important to create
an open and supportive atmosphere in which subordinates can ask questions, share their successes and
insecurities);

f) delegation of responsibility and reliability (the manager must demonstrate trust in subordinates,
delegate responsibility to them and provide sufficient support in the learning and development process;
teach subordinates independence and self-confidence);

g) assessment and recognition of progress (the manager should regularly evaluate the progress of
subordinates and recognize their achievements: awards, incentives or public recognition of successful
results).

It is important to remember that mentoring is a long and systematic process that requires an individual
approach and patience. A supervisor should be willing to invest time and resources in training and
developing their subordinates to help them achieve their potential and professional goals:

1) define goals and develop plans (the manager should set clear goals for each subordinate and
develop individual development plans; motivate and guide his subordinates to achieve these goals,
providing them with the necessary tools and resources);

2) develop team spirit (the manager must create a team culture in which each team member feels
valuable and important; conduct team trainings and events to strengthen team spirit and collaboration in the
team).

In general, the manager should show interest in the development and success of his subordinates, be
ready to support them and provide the necessary training and development opportunities. As a result, acting
as a teacher, the manager is able to significantly increase the effectiveness of his team and achieve high
results.

Developing team spirit in a team means the ability and willingness of team members to work
together, strive for a common goal, and collaborate to achieve success. This includes building trust,
communication, leadership, and interaction between team members.

To develop team spirit in the team, it is necessary to create conditions that promote cooperation and
cooperation. This can be achieved by setting clear goals and roles for each team member, ensuring openness
and transparency in communication, encouraging participation and initiative of each team member, and
developing effective team interaction skills.

Team culture in an educational institution refers to a set of values, norms and practices that contribute
to the formation and development of team spirit among students and employees. It serves as the basis for
creating a supportive educational environment where team members can work together as effectively as
possible.

The team culture in an educational institution encompasses aspects such as interaction and
collaboration between students and teachers, fostering mutual respect, supporting and facilitating the
development of leadership skills in learners, the ability to collaborate and collaborate.

To develop a team culture in an educational institution, it is necessary to create conditions that
promote cooperation and cooperation. Activities may include organizing group projects and tasks that
require collaboration, conducting trainings and seminars on teamwork, establishing mentoring to support
students in developing team skills and creating forums and platforms for sharing experiences and ideas.

The development of team spirit and team culture in an educational institution is essential for
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improving the overall educational environment and ensuring successful student learning. The team
approach promotes the creation of strong and effective teams, which in turn contributes to higher
productivity and better results in education.

Conclusions. The twenty-first century in Ukraine has been marked by significant political, economic
and social changes. The management of higher education institutions has changed significantly under the
influence of many factors in recent years (due to quarantine restrictions, martial law, the transition to
distance and mixed learning).

The security component of managing higher education institutions has changed. More urgent is the
need to conduct scientific research in order to ensure the gap in the effective management of higher
education institutions in the changing conditions of our time in Ukraine.

The prospect of further research is to find out the peculiarities of effective management of higher
education institutions in the changing conditions of our time in other countries.
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AHOTANIA

Cmamms npucesuena Onucy NumaHv 63AeEMOOIi Kepi6HUKA ma nione2iux y GUUX HABUALbHUX
saxnadax. Cmuab KepisHuymea 06a2amo 8 4OMy 3aieHCUums GI0 PI6HA KYLbmypu i YIHHICHUX OpieHmayiu
KepigHuKa, 1020 HayineHocmi Ha 00CACHEeHHA nedaz2ociunux peyromamis. Ilioguwenns poni neda2o2iunozo
nepcouany 8 OIIbHOCMI O0CBIMHbO2O 3aKNA0Y BUHAYAE AKMYALbHICMb GUBYEHHS NUMAHL B83AEMOOIT
nionez2nux i kepignuxa. lIpeomemom 00CniodcenHs € ORUC 0COOIUBOCMEN 83AEMOOTT KEPIBHUKIB T NiOAe2IUX )
0epoICasHUX i NPUBAMHUX BUWUX HAGUATLHUX 3aKaadax. Memoio cmammi € 6uasnenus icHylouux npoonem
83a€MO0II Kepi6HUKA mMa NioNe2nux y SUWUX HABUAIbHUX 3AKIA0AX MA HAOAHHA PEeKOMeHOayitl ujo0o
Gopmysannsa eghekmusHo20 CMUNIO YNPAGNiHHA OC8IMHIM 3aKAa0oM. ¥ cmammi pozensidacmucs npobrema
63a€MO0II Kepi6HUKA mMa NiOne2iuxX )y SUWUX HABYAILHUX 3AKIA0AX MA OAOmMbCs peKoMeHoayii ujooo
nioguweH s epeKmueHocmi cmunio aidepcmea (epekmusHoi 83aemo0ii KepigHuka 3 nione2numu) y
0epIIcasHuX ma NPUSAMHUX BUWUX HABUATLHUX 3aK1a0ax. Pezynomamu 00cniodicenns Moxcyms nOCIyHcumu
OCHOB010 014 NOOANbUIO20 BUBYEHHS O0COOIUGOCTEU epEeKMUBHO20 YNPAGNIHHA GUWUMU HAGUATLHUMU
3aK1aA0aMU 8 MIHIUBUX YMOBAX CYYACHOCHI 8 IHULUX KPATHAX.

Knrouoei cnosa: oceimuiii 3axk1ao0, 0c8immill npoyec, 63aemMo0is, KepieHUK, nioneai.

53


https://pdf4pro.com/view/how-to-choose-a-leadership-pattern-ae251.html

	Козирєва О. В., Ковальова В. І., Глєбова Н. В. Управління персоналом. Навчальний посібник. Х. : Видавництво Іванченка, 2021. 126 с.
	Baieva O. V. (2017). Menedzhment i administruvannia: v 2 ch. Menedzhment: navch. posib. Ch. II. / [O. V. Baieva, N. I. Novalska, L. O. Zghalat-Lozynska]; za red. O. V. Baievoi, N. I. Novalskoi. K.: DP Vyd. dim Personal. 326 р. [in Ukrainian].
	Bekh V.P. (2014). Derzhavno-hromadske upravlinnia universytetom: ukrainskyi kontekst. Fenomen universytetu v konteksti «suspilstva znan»: monohrafiia (rukopys) / V.P. Andrushchenko, I.M. Predborska, Ye.A. Pinchuk, I.V. Stepanenko ta in.]. K., 2014. Р....
	Bludova Yu. (2022). Styl kerivnytstva yak faktor efektyvnoho upravlinnia osvitnymy systemamy. Collection of Scientific Papers «SCIENTIA» (October 7, 2022; Chicago, USA). Р. 84-85. [in Ukrainian].
	Bovdyr O. (2021). Styl upravlinnia: vzaiemodiia kerivnyka i pidlehlykh. /Osoblyvosti suchasnoho menedzhmentu ta ekonomiky: spivvidnoshennia teorii ta praktyky: Materialy VIII Vseukrainskoi naukovo-praktychnoi konferentsii. Vyp. VIII / za red. O.M.Fudo...
	Kobal V.I., Mysko M.I. (2021). Styl vzaiemodii kerivnyka ta pidlehlykh u zakladakh osvity: postanovka problemy. Suchasni tendentsii rozvytku nauky y osvity v umovakh pohlyblennia yevrointehratsiinykh protsesiv : zb. tez dopovidei za materialamy VI Vse...
	Kozyrieva O. V., Kovalova V. I., Hliebova N. V. (2021). Upravlinnia personalom. Navchalnyi posibnyk. Kh.: Vydavnytstvo Ivanchenka. 126 р. [in Ukrainian].
	Marmaza O. I. (2019). Innovatsii v menedzhmenti osvity: monohrafiia. Kharkiv : Osnova. 128 s. [in Ukrainian].
	Marmaza O. I. (2021). Humanistychnyi kontent udoskonalennia vzaiemodii kerivnyka zakladu osvity z personalom / Dzherelo pedahohichnykh innovatsii. Formuiemo partnersku vzaiemodiiu. Naukovo-metodychnyi zhurnal. Kharkiv. Vyp. № 2. 2021. [in Ukrainian].
	Martynets L. A. (2018). Upravlinska diialnist kerivnyka navchalnoho zakladu : navch. posibn. Vinnytsia. 196 р. [in Ukrainian].
	Myronova S.P., Buiniak M.H., Plokhotniuk N.S. (2018). Profesiina kompetentnist kerivnyka yak umova stvorennia inkliuzyvnoho prostoru zakladu. Aktualni pytannia korektsiinoi osvity (pedahohichni nauky). Vyp. №11. T 2. Kam’ianets-Podilskyi. Р. 233-241. ...
	Sukhovii H. V., Hrechanyk N. I. (2023). Upravlinska kultura kerivnyka zakladu osvity yak pedahohichna problema. / Topical aspects of modern scientific research. Proceedings of the 1st International scientific and practical conference. CPN Publishing G...
	Udych Z. (2019). Paradyhmalna model kerivnyka sfery osvity u konteksti yevrointehratsiinykh protsesiv: Materialy Mizhnarodnyi forum upravlinskoi diialnosti (18-19 travnia 2019 roku, m. Ternopil). Ternopil : KROK. Р. 273-278. [in Ukrainian].


