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Kastoka H. ., Mayona M. M., Lekema €. t0., /lesandiecokuii O. T., [ymeHtok B. B.
OpeanizayiliHuli Koy4uHe | KOHCanmuHe y meHedxmeHmi IT-komnaniii: pono soft skills y nidsuweHHi ecpekmueHocmi Komaxo

Cmammio npucesyeHo 00CiOHeHHI0 Posi 0p2aHi3ayiliHo20 KoyvUuH2Yy Ma ynpasiHCbKo20 KOHCanMuUHay 8 cucmemi meHeoxmermy IT-komnaHili i eusHayeH-
Hio ix 8nausy Ha po3sumok soft skills npayigHuKie AK 8U3HA4YAAbHO20 AKMOPY W00 NIGBUWEHHSA eeKmuUBHOCMI KOMAHOHOI pobomu 8 yMoBax yupposoi
MpaHChoPMayii eKOHOMIKU. AKMYansHicme memu 3ymoeneHa CmpiMKUM po3sUMKOM iHopMayiliHux mexHonoeill, 3pOCMaHHAM poAi MoACbKo20 Kanimany
ma HeobXiOHiCMI0 (hOPMYBAHHS BUCOKONPOOYKMUBHUX KOMAHO, 30aMHUX WeudKo adanmysamucs 00 MexHOA02IYHUX 3MiH, MPAU08amu 8 yMosax HegusHa-
yeHocmi ma 3a6e3ne4ysamu KoHKypeHMocnpomoxcHicme IT-komnaHiti Ha 2nobansHomy puHKy. Memoto docnioxeHHa € 06rpyHMyBaHHA poni opeaHisayitiHozo
KOy4UH2y ma yrpaeniHCbKo20 KOHCAanMuHay 8 cucmemi meHedxmeHmy IT-komnaHili, BU3Ha4YeHHs ix enausy Ha po3sumok soft skills npauieHukie i po3pobner-
HA KOHYenmyasnsHo20 nioxody 0o iHMe2pauii 3a3HaYeHUX IHCMPyMeHmig y cucmemy ynpagniHHA AOCLKUM Kanimanom 045 nidsuuwjeHHs eghekmusHoCmi Ko-
MaHOHOI pobomu. MemodosoziyHor 0CHOBOK D0CNiOMHEeHHA Cmanu 302anbHOHAYKOBI Memoou aHani3y, CUHMe3y, Y3a2anbHeHHS, MOPIBHAHHA, cucmemamu-
3auii, cmpykmypHo-noai4Hoi iHmepnpemayii pesynemamis. Y pesynemami docnioxeHHa 30ilicHeHo cucmemamu3sayiio meopemuyHux nioxodie 0o 8U3HAYEH-
HA CYMHOCMI 0peaHi3ayiliHo2o Koy4uHey, ynpasniHcbKoeo KoHcaamuHay ma soft skills y cyqacHomy meredxmeHmi. Haykoea Hosu3Ha docnidxeHHs nons2ae
8 YOOCKOHA/IEHHI KOHUeNMyansHo20 nioxody 00 iHmezpayii opeaHi3ayiliHo2o Koy4uHey, ynpasiHCbKo20 KOHCAAMUHay ma po3sumey soft skills y cucmemy me-
HedxmeHmy IT-komnaill. [P aKMUYHa YiHHICMb OMPUMAHUX Pe3yabMamis MoaA2a€ y MOXAUBOCMI BUKOPUCMAHHA 3aPOMOHOBAHUX peKoMeHOayli KepiHUKa-
mu IT-komnaHiti, HR-meHedxepamu, opeaHi3ayiliHumu Koy4amu ma bi3Hec-KoHCYAbMaHmMamu nid vyac po3pobaerHHa cmpamezili po3sumKy A1OCLK020 Kanimany,
8MposaoXHeHHs npoepam po3sumky soft skills, ydockoHaneHHs KopnopamusHoi Kyasmypu ma peanizayii opeaHi3ayiliHux 3miH. OMpuMaHi 8UCHOBKU nidmeep-
Ocyloms, Wjo iHMe2payin opeaHi3ayiliHoeo KoyvuHay, ynpasniHCbKo20 KOHCaAMUHay ma cucmemHo20 po3sumky soft skills € saxcusoro nepedymosoro niosu-
WeHHs ehekmusHocMi KomaHOHoi pobomu, ycniwHoi peanizayii IT-npoekmie i 3a6e3neveHHs cmanozo po3sumky IT-KoMNaHIl 8 ymMosax Yugposoi eKOHOMIKU.

Knarovoei cnoea: opaaHisayitiHuli KoyyuHe; ynpasaiHceKuli KoHcanmuHe; meHedxmenm IT-komnanil; soft skills; ynpaeniHHa 3miHamu; KomaHOHa epekmus-
Hicmb, yugposa mpaHcopmauis; HR-meHedxmeHm e IT.
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Introduction. Modern IT companies operate in an en-
vironment of intense competition, rapid technological change,
and constantly evolving business models. In such conditions,
traditional approaches to human resources management are
gradually losing their effectiveness, giving way to more flexible
tools for human capital development. Among the most effec-
tive approaches today are organizational coaching and consult-
ing, which are aimed at improving employees’ professional and
personal effectiveness, developing teamwork, and supporting
organizational change.

A distinctive feature of the IT sector is that most busi-
ness processes are carried out through project-based work,

where the outcome depends on the level of coordination
among all team members. Even highly qualified specialists
may underperform in the absence of effective communication,
trust, and a shared vision of goals. That is why contemporary
IT companies are increasingly using coaching techniques to
create a supportive environment for employee development
and to foster their professional growth. At the same time,
the ongoing processes of accelerating the digital transforma-
tion of the economy, the spread of agile project management
methodologies, and the growing role of intellectual capital are
significantly changing approaches to managing IT companies.
In today’s environment, the competitiveness of companies is
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increasingly determined not only by the level of technological
development or employees’ professional (hard) skills, but also
by the effectiveness of human capital management, and teams’
ability to adapt quickly, collaborate productively, and engage in
continuous learning. That is why the development of soft skills
should be viewed as one of the key factors in improving the
performance of IT teams and ensuring the sustainable and in-
novative development of companies.

Modern management practices, including in the field of
information technology, demonstrate the active implementa-
tion of organizational coaching and management consulting
as tools for personnel development, supporting organizational
change, fostering a culture of collaboration, and developing
leadership potential. At the same time, most scientific research
focuses on individual aspects of these fields separately, while
the issue of their comprehensive integration into the manage-
ment systems of IT companies has not been sufficiently stud-
ied. In particular, there is a lack of scientifically grounded ap-
proaches to identifying the mechanisms through which orga-
nizational coaching and consulting influence the development
of employees’ behavioral competencies and enhance teamwork
effectiveness in the context of digital transformation.

Analysis of Recent Research and Publications. The
topics of organizational coaching, consulting, human resource
management, and the development of behavioral competen-
cies are covered quite comprehensively in the works of foreign
and domestic scholars. The theoretical foundations of coaching
were developed in the works of J. Whitmore [5], P. Hawkins,
N. Smith [2], D. Clutterbuck, D. Megginson [3] and A. Grant
[1], while issues of human capital management and person-
nel development were explored by D. Ulrich [10], S. Robbins,
T. Judge [9], P. Drucker [6], A. Edmondson [7], S. Jenkins [4] and
D. Goleman [8]. Among Ukrainian scholars, the following have
made significant contributions to the development of the the-
ory of personnel management, human capital, organizational
coaching, and development consulting: Y. Dubey, O. Usatenko,
Y. Papizh, V. Yudenko [11], M. Lymanets [14], O. Glazunova,
T. Voloshyna, and V. Korolchuk [15], Y. Yasenchuk, L. Bond-
archuk [16], O. Pryvezentsev [17], Y. Vedenina, L. Sakun,
L. Riznichenko, M. Kovalenko [18], M. Kopytko [19], O. Dya-
kiv [20], Y. Golovchuk, Y. Palamarenko, T. Rysinets, K. Gera-
syuk [21], M. Salun, V. Murakhovsky, V. Pedchenko [22]. At the
same time, most existing studies focus on individual aspects of
coaching, consulting, or the development of soft skills, while
the issue of their comprehensive integration into the manage-
ment systems of IT companies remains underdeveloped. Fur-
ther research is also needed to determine the comprehensive
impact of these elements on the effectiveness of teamwork, the
success of IT projects, the development of corporate culture,
and ensuring the competitiveness of enterprises in the context
of digital transformation.

The existence of this research gap highlights the need
for a comprehensive study of the relationship between organi-
zational coaching, consulting, soft skills development, and the
performance of IT teams. The findings can be used to improve
human resource management systems, increase the productiv-
ity of project teams, strengthen companies’ innovative poten-
tial, and build their long-term competitive advantages in the
digital economy.

Identification of Previously Unresolved Parts of the
General Problem. Despite the significant number of scholarly
works devoted to human resource management, organization-
al coaching, management consulting, and the development of
soft skills, an analysis of the current scholarly literature reveals
a number of unresolved theoretical and practical issues. Most
studies focus on examining individual components of these
issues, while their comprehensive interrelationship within
the management systems of IT companies remains under-re-
searched.

In particular, the mechanisms for integrating organiza-
tional coaching and management consulting into the human
capital management system of IT companies, as well as their
impact on the development of employees’ behavioral compe-
tencies and the performance of project teams, require further
scientific justification. Issues related to determining the opti-
mal combination of coaching, consulting, and HR tools in the
process of shaping a modern corporate culture, developing
leadership potential, and managing organizational change in
the context of digital transformation remain under-explored.

The Aim of the Article. The Aim of this study is to sub-
stantiate the role of organizational coaching and management
consulting in the management systems of IT companies, to
examine their impact on the development of employees’ soft
skills, and to identify mechanisms for improving teamwork ef-
fectiveness in the context of digital transformation.

The research hypothesis is that the integration of or-
ganizational coaching and management consulting into the
management systems of IT companies ensures the systematic
development of employees’ soft skills, which positively affects
the quality of teamwork, the productivity of IT projects, the
organization’s innovative potential, and its competitiveness.

To test the proposed hypothesis, the following research
questions should be addressed: to determine the role of orga-
nizational coaching and management consulting in modern
IT company management; to identify the key soft skills that
most significantly influence the effectiveness of project teams;
to investigate the mechanisms for developing behavioral com-
petencies using coaching and consulting technologies; to sub-
stantiate a conceptual approach to integrating these tools into
the human capital management system of IT companies; and
to determine their practical significance for improving the ef-
fectiveness of business operations. The results of the study are
aimed at developing the theoretical foundations of modern
human capital management and formulating practical recom-
mendations for the implementation of coaching and consulting
technologies in the operations of IT companies to ensure their
sustainable development in the digital economy.

Methodology. The methodological foundation of this
study is a set of general scientific and specialized research
methods that enabled a comprehensive examination of the
role of organizational coaching and management consulting
in the management systems of IT companies and allowed us
to substantiate their impact on the development of soft skills
and the improvement of teamwork effectiveness. The following
methods were applied in the course of the study: the method
of systems analysis (to examine the interrelationship between
organizational coaching, consulting, the development of soft
skills, and the effectiveness of IT teams); the structural-logi-
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cal method (to construct a conceptual model for integrating
coaching and consulting technologies into the management
system of IT companies); analysis and synthesis methods (to
summarize contemporary theoretical approaches to soft skills
development, formulate the authors’ conclusions, and system-
atize the research results); the comparative analysis method
(to compare the functional characteristics of organizational
coaching and management consulting, as well as to determine
their roles in human capital development); the generalization
method (to formulate practical recommendations for imple-
menting coaching and consulting practices in the operations
of IT companies); graphical method (to visualize a conceptual
model of the interrelationship between organizational coach-
ing, consulting, the development of soft skills, and teamwork
effectiveness, as well as to present the research results in the
form of tables and schemes).

Presentation of Main Materials and Results. The
digital transformation of the economy, the rapid development
of information technology, and intensifying global competi-
tion are driving the need to rethink traditional approaches
to managing IT companies. In today’s business environment,
competitive advantages are increasingly less determined by
technological resources alone and depend more and more on
an organization’s ability to effectively manage human capital,
build high-performing teams, and ensure their adaptation to

constant change. In this context, organizational coaching and
management consulting take on particular importance as mod-
ern tools for personnel development, supporting organization-
al change, and fostering a culture of continuous professional
improvement.

For IT companies whose operations are based on com-
prehensive collaboration, the use of project management tools,
innovation, and teamwork, the development of employees’
soft skills has become one of the key factors in success (Fig. 1).
A systematic analysis of a manager’s soft skills reveals that they
constitute not merely a set of individual characteristics, but a
holistic model of managerial behavior in which psychological
maturity, interpersonal communication skills, and emotional
leadership are harmoniously integrated — it is precisely this in-
terplay of competencies that ensures the adaptability of mana-
gerial decisions, builds trust within the team, and enhances the
effectiveness of organizational development [11].

Therefore, according to Glazunova O., Voloshyna T., and
Korolchuk V. [15, p. 95] and Yasenchuk Y. and Bondarchuk L.
[16], in order to run an IT business, it is necessary to develop
strategic skills in IT students; these include competencies in
strategic decision-making, which is crucial when using cutting-
edge technologies; the ability to work in high-risk environ-
ments, plan one’s own activities and those of a development
team, and the ability to delegate authority.

Soft Skills )
Development
J

Improved
Communication

Conflicts

=

Reduced Team ]

Increased Labor
Productivity

( Higher Level
of Trust
.

!

Successful )
Project Delivery
J

Higher
Customer Satisfaction

Fig. 1. Mechanism of the Influence of Soft Skills on IT Team Performance

Source: Compiled by the authors

The development of the information technology sector
and intense competition in today’s labor market underscore
a significant shift toward recognizing the need to integrate
soft skills into educational programs to develop well-rounded
professionals capable of meeting the demands of the modern
digital world - soft skills such as communication, teamwork,
empathy, problem-solving, and adaptability — are not merely
supplementary skills but central components for the success-
ful design and implementation of user interfaces that will ulti-
mately not only meet user expectations but also exceed them,
thereby providing a competitive advantage in today’s IT market
(17, p. 35].

Thus, it can be concluded that communication skills,
emotional intelligence, critical thinking, adaptability, leader-
ship qualities, and the ability to work in a team [13, p. 291]
significantly influence the quality of management decisions,
the effectiveness of project implementation, the speed of ad-
aptation to technological changes, and the competitiveness of
enterprises. This is precisely why modern management systems

are increasingly integrating coaching and consulting approach-
es as tools for human capital development.

In turn, organizational coaching is focused on unlock-
ing employees’ potential by encouraging self-reflection, ac-
countability, and independent problem-solving. Unlike tra-
ditional mentoring, coaching does not involve the transfer of
ready-made knowledge but rather fosters the development of
skills for independent decision-making and adaptation to new
operational conditions. Consulting, in turn, provides expert
support for management processes, helping companies imple-
ment innovations, improve their management structure, and
increase the efficiency of business processes.

In the context of digital transformation, integrating
coaching and consulting into the management system allows
IT companies not only to increase staff productivity but also
to foster an organizational culture of continuous development,
which becomes a key source of competitive advantage.

Advances in information technology have led to signifi-
cant changes in the requirements for IT professionals. Where-
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Table 1

Key Soft Skills of IT Company Employees and Their Impact on Team Performance

Soft Skill Description

Impact on Team Performance

Communication

Ability to exchange information effectively

Reduces communication errors and improves
coordination

Emotional intelligence

Ability to understand and manage emotions

Improves team climate and collaboration

Leadership

Ability to motivate and guide team members

Increases productivity and responsibility

Adaptability

Ability to respond quickly to changes

Accelerates adaptation to new working conditions

Critical thinking informed decisions

Ability to analyze information and make

Improves decision quality

Teamwork
colleagues

Ability to collaborate effectively with

Enhances project implementation efficiency

Conflict management

Ability to resolve disagreements constructively

Reduces interpersonal conflicts

Source: compiled by the authors based on [11; 13; 15; 17]

as previously the main criterion for a specialist’s success was
exclusively technical competence (hard skills), today employ-
ers are paying increasing attention to the development of soft
skills—versatile interpersonal skills that ensure effective team-
work and the ability to adapt to change. Thus, soft skills such as
communication skills, emotional intelligence, critical thinking,
leadership, adaptability, creativity, the ability to collaborate,
and conflict resolution skills are becoming particularly impor-
tant for I'T companies.

It is precisely these competencies that ensure success-
ful interaction among team members, facilitate the effective
exchange of knowledge, and improve management decision-
making processes.

In most modern IT projects, teams work using the Agile
or Scrum methodology, which requires a high degree of au-
tonomy and constant communication among team members.
Under these conditions, a lack of soft skills can lead to con-
flicts, lost productivity, and delays in completing project tasks.
Conversely, a high level of interpersonal skills helps foster an
atmosphere of trust, boosts employee motivation, and leads to
a more effective use of the team’s intellectual potential.

An important feature of soft skills is their versatility and
long-term impact on employees’ professional activities [12,
p. 164]. That is why modern IT companies are increasingly in-
corporating the development of these competencies into their
corporate training and professional development programs.

Coaching is one of the most effective tools for developing
soft skills in modern organizations. Its use not only helps build
specific competencies but also ensures the comprehensive per-
sonal development of employees. Coaching is a promising ap-
proach to ensuring an organization’s effective performance; it
contributes to the professional development of organizational
staff, facilitates learning, professional adaptation, and increased
labor productivity, and helps maximize the work potential of
each employee and develop their abilities directly in the course
of their work [18, p. 35].

According to O. Dyakiv [20, p. 69], coaching not only en-
ables managers to improve work performance (Fig. 2), but also

ensures the development and continuous enhancement of their
own competence (competence is an employee’s ability to effec-
tively perform their job duties within an organization thanks
to their possession of the necessary knowledge, skills, practi-
cal abilities, work experience, individual aptitudes, appropriate
health, motivation, and work-related and social-communica-
tive behavior).

Coaching programs in IT companies are often aimed
at developing leadership potential, improving communica-
tion skills, and building emotional resilience in high-pressure
work environments. Strategically oriented coaching helps staff
develop critical thinking, flexibility, and a creative approach to
problem-solving — skills that are critically important in times
of crisis [19, p. 36].

Through the use of specialized questioning techniques,
reflection, and individualized support, employees gain the op-
portunity to recognize their own strengths, identify areas for
growth, and develop effective strategies for achieving their pro-
fessional goals.

The application of coaching approaches is particularly
important for team leaders. IT project leaders have to not
only coordinate employees’ activities but also foster a positive
psychological climate, motivate staff, and support teamwork.
Coaching helps develop skills in situational leadership, emo-
tional intelligence, and strategic thinking, which positively
impacts the performance of the entire team. In addition to
individual coaching, team coaching is becoming increasingly
widespread, as it focuses on improving collaboration among
project members. This approach helps improve internal com-
munication, build trust, and establish a shared vision of the
team’s goals.

Management consulting plays an important role in the
development of modern IT companies by providing expert
support for organizational change processes and improving
staff performance. Consulting projects are often aimed at op-
timizing the organizational structure, improving the human
resources management system, implementing new work meth-
ods, and fostering a modern corporate culture.
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Fig. 2. Recommended Coaching and Consulting Tools for Developing Soft Skills in IT Companies

Source: compiled by the authors

Consulting becomes particularly relevant during the
scaling of IT companies [21; 22, p. 532], when rapid growth in
staff numbers creates additional challenges for management. In
such situations, consultants help identify problematic aspects
of interaction between departments, assess the level of devel-
opment of corporate competencies, and propose ways to im-
prove the management system. One of the key areas of consult-
ing is the implementation of change management practices [23,
p. 140], and in the context of digital transformation, organiza-
tions are forced to constantly adapt to new technologies, mar-
ket demands, and customer expectations [24, p. 212]. Consult-
ing support helps minimize resistance to change, ensure effec-
tive communication, and increase staff readiness to implement
innovations. Consulting complements coaching by providing
a systematic approach to organizational development and lay-
ing the groundwork for long-term improvements in teamwork
effectiveness. The effectiveness of modern IT companies is
largely determined by their ability to integrate various staff de-
velopment tools into a unified human capital management sys-
tem. The combination of organizational coaching, consulting,
and soft skills development programs creates a comprehensive
mechanism for improving team performance.

Through coaching, employees have the opportunity to
develop their personal and professional competencies and to
build skills in self-development and responsible decision-mak-

ing (Fig. 3). Consulting provides the organizational framework
for developing these competencies by improving business pro-
cesses and management practices. The result is a highly effec-
tive team capable of responding quickly to change, collaborat-
ing effectively, and achieving the company’s strategic goals.

Thus, the practices of leading IT companies show that
implementing coaching programs and systematic soft skills de-
velopment increases employee engagement, reduces turnover,
improves the quality of teamwork, and boosts productivity.
Furthermore, the development of interpersonal competencies
contributes to the creation of an innovative environment that
stimulates the generation of new ideas and enhances the orga-
nization’s ability to adapt in the digital economy.

Conclusions. In today’s environment of digital transfor-
mation and intensifying competition in the global information
technology market, human capital is becoming one of the key
strategic resources for IT companies. The study confirmed that
the effectiveness of project teams depends to a large extent
not only on the level of employees’ professional (hard skills)
competencies but also on the development of soft skills, which
ensure high-quality communication, productive interaction,
adaptability to change, and the ability to make joint decisions.
It has been established that organizational coaching is an ef-
fective tool for developing human capital, which contributes to
the formation of leadership qualities, emotional intelligence,
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Fig. 3. Conceptual Model of the Impact of Organizational Coaching and Consulting on IT Team Effectiveness

Source: compiled by the authors

teamwork skills, critical thinking, and employees’ accountabil-
ity for the results of their work. The use of coaching techniques
creates conditions for employees’ professional and personal
growth, while increasing their motivation and commitment to
achieving the organization’s strategic goals.

Management consulting serves as a key mechanism for
improving the management systems of IT companies, ensur-
ing the implementation of modern management practices, the
optimization of business processes, the development of corpo-
rate culture, and support for organizational change. Consulting
support allows for the timely identification of problems in team
management and the development of effective solutions to im-
prove team performance. It has been demonstrated that the
greatest impact can be achieved by integrating organizational
coaching, consulting, and soft skills development programs
into a unified human resources management system. This ap-
proach helps build highly productive teams, improve internal
communication, boost employees’ innovative activity, and cre-
ate a supportive environment for implementing complex IT
projects.

The practical significance of the study’s findings lies in
the potential to use the proposed approaches to improve hu-
man resource management systems in I'T companies, increase

team effectiveness, and ensure sustainable competitive advan-
tages in the digital economy.

Prospects for further research should focus on develop-
ing methodological approaches to evaluating the effectiveness
of coaching programs, studying the impact of digital coaching
platforms and artificial intelligence technologies on the devel-
opment of employees’ soft skills, as well as developing models
for integrating organizational coaching and consulting into the
strategic management systems of I'T companies.
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