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Abstract 

Research background: The paper deals with coaching as one of the 

methods of developing a manager's personality in many fields including the 

Horeca sector and academics. Academic field also faces challenges like 

decreasing number of applicants, little application of graduates in the studied 

fields and quality of education process too.  

Purpose of the article: The aim of the research was to analyze the 

awareness and interest in the coaching approach in the HoReCa sector. The 

purpose was to find out whether managers perceive the existence of 

coaching as one of the possible approaches to the development of a person's 

personality. Furthermore we wanted to show the possibilities to embody 

coaching approach also to academic field. 

Methods: Within the research for quantitative survey methods, a 

questionnaire is most often used, in which it is important to obtain the 

necessary number of answers from respondents. Other methods belonging 

to this group are experiment or observation. An interview was used in the 

article as well as analysis of current coaching activities in academia. 

Findings & Value added: From the achieved results of the questionnaire 

survey, it is possible to confirm several facts. It was found that the interest 

in coaching approach among managers in the HoReCa sector is present 

because more than half of the respondents answered in the affirmative, i.e. 

that they are interested in coaching. Respondents clearly think that coaching 

is a suitable method of developing a manager's personality. Some coaching 

activities e.g., workshops also took place in the academic field.  
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1 Introduction  
Global Coaching inspires managers and coaches to find meaningful and long-lasting results 

through an integrated approach, combining coaching strategies from physical, managerial, 

psychological, cultural, political and spiritual perspectives (Rosinski, 2010).  

The HoReCa sector is one of the sectors that was less supported by the state. In the current 

era of Covid-19, many surveys have been conducted, focusing on the functioning of hotels, 

catering facilities and tourism during this crisis. Many hotels and other facilities have had to 

lay off their employees or have been forced to close for some time.  

Agarwal (2021) in his study, which focused on the impact of the Covid-19 pandemic on the 

management of human resources in hotels and catering establishments, points to the current 

situation in these companies. He works with the idea of using this situation for a possible 

change in human resource management. The possibility of training aimed at increasing 

employee motivation, improving the psychological side of employees and many other factors 

proved to be a suitable alternative (Araujo et. al., 2016), (Ashraf et. al., 2020). 
In order for a device of this type to function properly, certain principles and rules must be 

observed Bartanen and Grissom, (2021). Effective business in catering and accommodation 

facilities is not possible without the application of effective management methods (Cilliers 

et. al., 2020), (Farkasova and Lizbetinova, 2016).  
To operate this type of facility, it is necessary to build a quality team of workers led by 

management, who can manage efficiently, thoroughly, accurately Feldman and Lankau, 

2005), (Stofkova et. al., 2014).  
. Management is a dynamic phenomenon; one-time knowledge is not enough. It is necessary 

for the entrepreneur to monitor the development and application of management to the 

company's systems (Haggard et. al., 2010), (Jensen, 2010). 
Accommodation, catering and service facilities will also progress according to the managers 

they will have (Kampa-Kokesch and Anderson, 2001). Certain skills are required to perform 

managerial activities. These skills are referred to as managerial skills (competencies) and 

directly affect the results of managerial work (Liu, Greenbaum et. al., 2021), (Stofkova and 

Stofkova, 2010).  
Traits, personality traits, skills and the very knowledge they have are an important factor 

(Ližbetinová et. al., 2020), (Lomas, 2019), (Lundin et. al., 2021).  

How they will lead their subordinates, their team and the team as a whole in the 

workplace. (Matsuo, 2018), (Micieta et. al. 2019).  
The way they will provide planning and organizing. Despite all these facts, the personality 

of the manager is dominant for the operation of the entire company. (Micieta et. al., 2019).  
(Nedeliakova, et. al., 2020), (Oreopoulos and Petronijevic, 2018), (Oreopoulos et. al., 2019). 

The personality of a person and at the same time a manager influences his work performance 

and the way of performing his profession (Stoermer et. al., 2021), (Belas et. al., 2020), 

(Bulanda et. al., 2020).  
 There are many models describing the characteristics and characteristics of a person's 

personality, but one of the most famous is The Five Factor Model (FFM) (Howard et. al., 

2020), (Malkawi and Khayrullina, 2021), (Scott et. al., 2020). (Zygmunt, 2020).  
FFM is a hierarchical taxonomy of personality traits organized around five broad 

dimensions. While the lower levels of this taxonomy are only partially explored, the highest 

order level is composed of the superordinate factors labelled Extraversion, Agreeableness, 

Conscientiousness, Emotional Stability (vs Neuroticism), and Intellect (or Openness). 
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2 Methods  
This section contains an analysis of awareness and interest in the coaching approach in the 

Horeca sector and a closer look at the methods used to determine the results of this analysis. 

Directors, managers in the Horeca sector had to take certain measures, such as suspend 

the work of most of its employees, suspend business partnerships or the supply of necessary 

raw materials and reduce their costs to the lowest possible level. Such decisions create 

pressure and stress for all employees, whether superiors or subordinates. 

The aim of the practical part was to analyse the awareness and interest in the coaching 

approach in the HoReCa sector. It was necessary to find out whether managers perceive the 

existence of coaching as one of the possible approaches to the development of a person's 

personality. The method we used in this section was a questionnaire survey designed for 

managers in the HoReCa sector and an online interview. 

The questionnaire is one of the methods used to analyse a particular issue. With the help 

of a questionnaire, it is possible to address a larger number of respondents and at the same 

time obtain the required number of answers. 

With the help of interviews, it is possible to penetrate together with the respondent into 

the depth of the given issue and thus to clarify more and focus on details. The interview can 

take various forms, e.g., in person, online or in some cases by phone. 

The sample of respondents consisted of managers of hotels, boarding houses and 

restaurants in the Žilina Region (Slovakia). It focused on higher category hotels, e.g., three-

star, four-star and five-star hotels, boarding houses, and restaurants. The questionnaire was 

intended for managers of these operations. Some of these operations have been suspended 

due to the current pandemic situation, which has been reflected in the number of responses 

received. 

3 Results 
The questionnaire consisted of a total of 19 questions. We contacted 85 companies. A total 

of 41 responses were returned to us, which in percentage terms represents 48.24%. One of 

the questions was focused on the respondents' opinion on whether coaching is a suitable 

method of developing a manager's personality. Most respondents expressed a positive 

opinion and considered coaching as a suitable method of developing a manager's personality 

in the HoReCa sector. 

 

Figure. 1. Coaching as suitable method for developing a manager’s personality. 

Source: Own Processing. 

In the next selected question, we were interested in what managers would expect from 

applying the coaching method in their companies or departments.  
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Figure. 2. Benefits that manager expect from the application of the coaching method. 

Source: Own Processing. 

Another question was with the choice of several options, where the respondents could 

choose more than one answer. The question was focused on specific management methods 

and their use in the company. 

 

Figure. 3. Benefits that manager expect from the application of the coaching method. 

Source: Own Processing. 

The most marked response (29) was the training response. The second most called (23) 

was teambuilding and the third most called (13) was self-education. It is trainings and 

trainings together with teambuilding that are among the most common forms of education, 

which has also been confirmed in our research. Coaching as one of the options has been 

identified nine times. Other options were marked 7 or less times. 

The mission of the Initiative for the Introduction of the Coaching Approach to Higher 

Education Institutions is to realize a long-term vision so that the coaching approach can be 

used consciously and purposefully at Slovak colleges and universities, i.e. j .: 

� To be used in democratized and empowered management of universities and 

colleges 

� to be used by teachers in teaching with enhanced pedagogical skills, 
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� to give students the opportunity to acquire coaching skills to use it directly in 

communication not only after graduation, 

� to enable teachers and students to be developed through coaching, 

� and part of the whole process is to strengthen awareness of SAKO and ICF SK as 

professional authorities in the field of coaching as guarantees of quality. 

Why introduce coaching approach to universities? The possibilities of using the coaching 

approach in practice are extensive: 

� vision, mission and strategic planning, implementation of changes, 

� specification, preparation and implementation of projects, 

� search and selection of employees, 

� adaptation and development of employees' competencies, 

� meeting management, delegation of tasks, setting priorities, 

� evaluation and development interviews, motivation, education, 

� teamwork, people management, leadership, 

� communication in the company (passing on information, constructive solutions, 

improving relationships and corporate culture), 

� external communication (specification of requirements, negotiation of contractual 

conditions, maintenance of relations, resolution of complaints), etc. 

For school management, school staff, students of all levels, it is possible to implement in 

following ways: 

� Informative workshop (leadership members, coaching demonstrations and the use 

of the coaching approach in practice), 

� Lecture, workshop (teachers and students of a suitable target group), 

� Training of coaching skills (for staff, college teachers), 

� Coaching dedicated subject (creation of cross school subject syllabi to support the 

coaching competence of students / graduates), 

� Coaching zone (individual development coaching for school staff or students). 

Teachers can use the coaching approach to: 

� Increase involvement of students in the learning and discussion process, 

� bringing experiential elements into teaching, 

� better integration of knowledge, skills and practical use, 

� creating a space for students to independently discover solutions and responsibilities 

for their own development, 

� facilitate the pedagogical and consultation process, 

� greater self-confidence and professionalism. 

The coaching approach allows students to: 

� greater involvement of students in the issues addressed, 

� context, decision making and critical thinking, 

� setting goals, discovering one's own procedures, 

� ability to communicate in an appropriate way, 

� taking responsibility for their knowledge and results, 

� strengthening project and strategic thinking, 

� development of practical leadership skills and projects, 

� greater focus in learning. 

4 Discussion and Conclusions 
In this section are summarized possibilities of application of coaching to the development 

of managers in the Horeca sector and field of academics. 
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4.1 Summary of the questionnaire survey 

Based on the questionnaire survey, it can be concluded that there is an awareness of the 

coaching approach among managers in the HoReCa sector. Most of the respondents who 

completed the questionnaire have in some way already encountered a coaching approach. 

Whether it was based on reviews or recommendations from colleagues and acquaintances, or 

they encountered the term during their studies, or they have already acted in one of the roles 

of coach or coachee. The survey also shows that more than half of the respondents would be 

interested in a coaching approach. 

Every manager included in survey is aware of the essence of development and training 

even during his career, and therefore unanimously agreed that continuous education and 

development of work potential is important for the proper implementation of a managerial 

position. 

The survey clearly shows that each of the respondents who experienced coaching in 

person has only a positive experience. They have achieved visible results in management 

process, which they consider to be much more effective, in improving communication as well 

as in solving problems. 

There are several possibilities to use coaching in Slovakia. It can be individual coaching 

as well as group and team coaching. There are several organizations of professional coaches 

operating in our territory, which organize various events, "tastings" of coaching, sessions or 

webinars, in which the manager can participate without a binding consent to experience the 

coaching approach. Therefore, we propose to participate in such an event, where it is possible 

to obtain all the necessary information for the future decision to utilise this method, which 

managers can apply in the field of improving working relationships, communication or 

meeting goals. 

4.2 Summary of the interview 

During the interview, we addressed a selected coach and at the same time a manager working 

in the HoReCa sector. The meeting took place online. This manager (coach) is a graduated 

hotelier and has been working in the HoReCa sector for several years. He also acts as a 

professional coach. Before returning to the hotel industry, she worked in other jobs, which 

enabled her to apply other, new processes from other industries in hotel management. One 

such process is the coaching approach. Thanks to coaching, they were able to change and 

create new strategies, gain new perspectives on the matter, they were able to connect their 

experiences with each other. 

Her first meeting with coaching was when she took up a new job. Until then, she had not 

encountered coaching, and it was thanks to this job position that she came into contact with 

this concept for the first time. Firstly, she had no idea what coaching was all about. She 

completed basic training in order to get acquainted with the coaching approach. After 

completing the training, her main task was to ask "strong" open-ended questions and 

interview her subordinate employee, who was in the position of salesman. The way in which 

the manager conducted these interviews led to the fact that traders began to perceive more 

the possibilities of how things can be done, they perceived the essence of products, services, 

but especially the communication itself. And all this has led to her interest in coaching also 

increasing. 

As she claims, the coaching approach as a manager gave her a lot. The position of 

manager in the HoReCa sector is associated with a number of responsibilities for leading and 

managing employees, taking care of the hotel, customers and their needs and much more. 

This is indicated by the fact, which she herself confirmed, that this sector is to a large extent 

connected with emotions. And it was the coaching approach that helped her in managing 

emotions. You can also serve food from common ingredients on a cheaper plate, but in a way 
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that reveals the emotion of joy, enthusiasm and interest in the guest. It follows to me that it 

is important to show people the true emotion of service, to teach them how to deal with 

obstacles. And service is ultimately the emotions you can convey. 

Based on the manager's record, the manager should be able to work with the emotions of 

his employees, helping them to understand what it is all about. And it is precisely when it 

comes to managing emotions that applying a coaching approach is the right choice. 

Working with people is one of the hardest jobs. In order to perform their work thoroughly 

and professionally, it is necessary to motivate employees in the right way. And here is another 

advantage of coaching. 

4.3 Suggestions and recommendations 

There are a large number of hotels in the Žilina Region, which, despite the problems they 
have had to face as a result of the situation surrounding the Covid-19 pandemic, plan to 

reopen their businesses. We assume that after the resumption of operations of hotels and 

services, 

hotels and guesthouses will be able to set aside staff who will be able to take a coaching 

course. From the point of view of the current pandemic situation, it is not easy to organize 

coaching courses and sessions in person. When managers take the step to allow employees 

to express themselves, they also increase employees' motivation to do what they have 

proposed under the supervision of managers. And for managers, this means they will have 

more time for strategic tasks and less attention to operational management and micro-

management. 

The company would save money on job interviews, vacancy notices, and training that 

new employee would have to undergo. In this way, the company would keep its employees 

in the jobs. 

Based on the interest of managers working in the HoReCa sector and the manager's 

experience with a coaching approach in this sector, we would recommend hotels, guesthouses 

and restaurants to be interested in how to learn how to use the coaching approach. 

The benefits of the coaching approach are, in particular, the greater potential of 

employees, greater degree of independence and personal responsibility, streamlining the 

planning process, greater commitment to achieving goals, promoting high work performance 

in the team, improving communication and working relationships. 

� The reasons that require changes in the business environment are in particular: 

� Shift from long-term employment to short-term projects, 

� Project teams of specialists with qualifications and experience, 

� Changing the role of leaders, agile approach 

There are demands for change to higher education: 

� Development of practical abilities and skills of academic managers, could lead to 

more effective leadership, open communication, and faster accommodation to the 

needs of the target (job market) 

� Improving the teacher skills with the use of coaching approach could result to more 

enjoyable lectures and more close cooperation between students and teachers based 

on a principle of partnership. 

� Providing these unique coaching skills to students could lead to completely new 

communication and leadership style especially applicable yet during the study 

period in their problem solving on school projects, temporary jobs, student 

organizations activity etc. This concept is mostly usable for the students of 

management field; however each field could profit out of this new set of skills. The 

students will once join the managers who utilise coaching in their work in HoReCa 
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and other fields, could possess the skills yet at school and use them from the very 

beginning of their managerial career. 

There is a high potential in bringing the coaching approach, and coaching skills in the 

academic environment and The University of Zilina is at the beginning of this path along 

with lots of colleges and universities in Slovakia involved in the project “Because we care” 
by the Slovak Association of Coaches, and the Slovak chapter of the International Coach 

Federation.  
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