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INTERPERSONAL RELATIONSHIPS IN SHAPING THE
MANAGER'S COMPETENCIES IN AN ENTERPRISE —
THEORETICAL ANALYSIS OF THE RESEARCH
PROBLEM

Interpersonal relationships play a fundamental imkbe development of not only the people
(employees) but the whole organization. The qualitthese relationships affects the broadly
understood development potential of employees agahnizations. The aim of the study is to
conduct a theoretical analysis of the role of ipgéesonal relations in shaping the manager's
competencies in the organization. The followingeegsh hypothesis was adopted: (RH 1)
interpersonal relationships and managerial comp@teriorm theGeneral Interpersonal Re-
lationships of the Manager's Competenthis study is a review of the literature on the-s
ject. The study has a theoretical and conceptuabcier.

Keywords: managerial competencies, interpersonal relatipssigeneral interpersonal rela-
tions of the manager's competence.

1. INTRODUCTION

All managers (Léniewski, 2016) subscribe to the view that peopkthe foundation
of an enterprise. Efficient and effective functiogiof a person in an organization depends
on many factors, including interpersonal relatiand competences. From the point of view
of the management process execution, it is the ganaho is the source of interpersonal
relations that contribute to the creation of thenager's competences. Through interper-
sonal relationsmanagers create their competences which in tuntribate to the mana-
gers’ own development and the enterprise’s conipetitdvantage on the market. The ma-
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nager — subordinates as well as the subordinatemager types of relationships are very
important. Interpersonal relationships and manageompetences should form an inte-
grated system for shaping the development of enagleowf the entire organization. A ma-
nager with positive interpersonal relationshipslsaitd his own set of competences, thanks
to which he will influence subordinates and motvttem to strengthen and improve the
organization.

The research problem discussed in this study asstima¢ the value of the manager's
work is the value of his subordinates' work, e telationships that the manager maintains
with other people, which builds his competencesedch organization one can observe
a situation where the manager chooses to work thithke subordinates (co-workers) who
will build the value of the given manager and, aasequence, the value of the organi-
zation.

The aim of the study is to conduct a theoreticallygsis of the role of interpersonal
relations in shaping the manager's competencigeiarganization. The following research
hypothesis was adopted: (RH 1) interpersonal matiips and managerial competencies
form the General Interpersonal Relationships of the Manag€&@bmpetenceThis study
is a review of the literature on the subject. Thedg has a theoretical and conceptual
character.

2. THE MANAGER AS A DECISION MAKER

The significance of having a manager in the orgation is irrefutable from the point of
view of not only the implementation of the managaetmocess but also the shaping of its
development. A manager (supervisor) is a persorse/hwost important task is to carry out
the management process (Banaszak, 2005). The nmrasagepresentative of the manage-
ment team, therefore, should be characterizeddmnae of responsibility, anticipation and
strategic thinking. Implementation of the managetnpeacess is improved by the manager
through positive relations with subordinates - wdesr the so-calledmooth management
takes place, it is easier to achieve the set gufalke enterprise (of the people working
in it).

In practice, managers in organizations differ itiposition (place in the organisation’s
hierarchy) and specialization (field of activitfjaking into account the management level,
three groups of managers can be distinguishedBanaszak, 2005):

1. Top management a narrow group of managers who most often Hadddllowing
positions: president (CEO), general manager anel president. Their basic tasks
include defining strategic and operational goalseilation to the organization they
manage. Their most developed skill ought to be epnal skills, that is, creating
new ideas, solutions, etc.

2. Middle, semi-level managementesponsible for the implementation of the plans
developed within the enterprise and for work comatibn and control through levels
subordinate to them. An example of a middle-leva@inager is the manager of
a given department of the organization. Their ndesteloped skill ought to be their
social skills, that is, being able to exist in ambperate with a group of employees.

3. First-line, lower managementemployees coordinating and supervising workeLin
managers include a brigadier or shift manager.rfhest developed skills are tech-
nical skills.
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Managers can play different roles in organizatimggardless of their rank or their spe-
cialization. The classical model of managerial sol@as proposed by Mintzberg as a result
of his analyzing the actual work habits and timenageement of chief executive officers.
Mintzberg identified ten roles common to the woflkath managers. They are included in
three basic categories:

1.

2.

3.

interpersonal roleswvhich include the figurehead role, liaison rolee teader role
(these role predispose to make relationships),

informational roleswhich include the monitor role, disseminator ralgokesperson
role (these role are concerned with the informatispects),

decisional roleswhich include the entrepreneur role, disturbamaedler role, re-
source allocator role (these roles are concernddtihve manager’s process of deci-
sion making).

In order to fulfill specific management activitieffectively and achieve goals, a man-
ager must possess certain skills to maintain hffjbiency. According to Katz, there are
three types of skills that are essential for a essful management process (Listwan, 1997):

1.

Conceptual skills- the knowledge and ability for abstract thinkargd formulating
ideas (concepts) including coordination, integmratib interests and company activ-
ities; these skills allow the manager to see tigaization as a total entity, therefore
it helps the manager to effectively analyze, prediiagnose and find creative solu-
tions to possible problems and hurdles,

Human or interpersonal management skillsich present the managers’ ability to
interact and work effectively with people, commuai& with groups of employees
as well as individuals; these skills enable theagan to maintain good relationships,
understand and create motivation for his employees,

technical skillsthey concern the operational requirements of argilepartment or
the entire organization and involve their abilityuse the tools, methods and tech-
niques of the specific discipline

Theanalyticalanddiagnosticskills are also found in the literature on thejsab They
enable the manager to react appropriately in angsiteiation, eg in the context of diagnos-
ing and analyzing problems occurring in an enteghy examining their symptoms and
preparing appropriate solutions.

3. INTERPERSONAL RELATIONS IN BUILDING MANAGERIAL
COMPETENCE

Human capital represents the primary asset andréingt point in the development of
an enterprise. As a primary asset, people areotnes of interpersonal relationships in an
enterprise. Interpersonal relationships are onthetrucial factors in building competence
(Rzepka, 2017), not only for subordinates (subaidis' competences), but also for manag-
ers (managerial competencies). In a detailed vigerpersonal relationships in an organi-
zation are built on the basis of the work carriet] 0e. one can speak about the humaniza-
tion of these relationships (humanization of woM)kuta proposes that the essence of the
humanization of work should be understood as arerstanding of the factors that affect
people negatively or limit human rationality, ame tmethods that allow a person to gain
self-realization and satisfaction through his wivlikuta, 2009). Humanization of relation-
ships in the workplace takes place wherever eftoresmpower a working person are un-
dertaken, which influences the development of taland skills, results in work satisfaction
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and contributes to the development of competerities.essence of humanization is ex-
pressed through a positive attitude towards stadfappreciation of their unique individual
contribution to the functioning of the organizatiamd the creation of work conditions that
allow them to express themselves through their workhe manager-subordinate relation-
ship, this would apply to the attitude of managershe employees subordinate to them.
Managers come to the fore when it comes to theamphtation of the management pro-
cess. If they are in good relations with their sdliates, they constitute a team of devel-
opment prospects in the conditions of a competitinaeket. The manager (supervisor) and
the subordinate (executive worker) are the linkstrdtegic management and operational
management. What constitutes the manager's valie imanagement process are compe-
tences. The value of competence was acknowledg@&d McClelland who was the first to
use the definition of competence at the turn ofdixties and seventies of the twentieth
century. At the time, he proposed an researchtbtfie features he described as the com-
petences of an individual, and not the study ofpeality traits as had been suggested be-
fore. Nowadays, several meanings can be attridotedmpetence. Initially, they were un-
derstood as a formal right to deal with specifictterd and make decisions to a certain
extent, while representing the given organizatidowever, the individual's predispositions
for efficient and effective operation were assaatvith qualifications (Oleksyn, 2006).
Already in the eighties of the twentieth centurgmpetences began to be treated much
more broadly, namely as the scope of duties, rights responsibilities of the employee
assigned to a specific job. A fundamental breaktghoin the context of the discussed topic
was the formulation of the definition of competernmeR. Boyatzis. He described it as
a potential occurring in a human being that leadsethavior, which consequently contri-
butes to satisfying the requirements specifiedafgiven job position within the parameters
of the business environment, which in turn resulthie desired results (Armstrong, 2007).
Ultimately, however, an extended definition of catgnces was adopted, which at the
same time began to replace the term “qualificatioBempetences can also be applied to
knowledge, because in the practice of managingnizgons a competent person is iden-
tified with a man of knowledge. This means thabmpetent person has specific knowledge
about a given problem and is able to solve thelprolwith various methods.

In the literature on the subject, two trends caidkatified concerning the definition of
competencesThe first trendconcerns competences that are related to theid@iNs po-
tential. They are often referred to in the literatof the subject as personal competences,
which are broadly understood as the scope of skiltkknowledge as well as responsibility
and authority to act. They are identified with aafebehaviors that certain people perform
and master better than others. The result of thiat®n is that in certain circumstances
these people act and perform more efficiently (6lemdkowska, 2006). Abilities, inter-
ests and personality traits are not without sigaifice in terms of personal competences —
these are exemplary parameters that differentiad@lp from one another (Levy-Leboyer,
1997).The second trenid a group of terms that refer to competenciesetated with the
job or occupational position. In the literaturegythare referred to as employee competen-
cies. They should be understood as the scope ehtiatin the area of work performed by
the individual, which consists of a set of charasties such as motivation, skills, person-
ality traits, self-esteem related to the functignaf the team as well as the knowledge that
the individual has acquired and used (Whiddett)\yfimide, 2003). Employee competencies
are the dispositions of the individual in termsknbwledge, attitudes, and skills that allow
them to perform their professional tasks at theayppate level (Léniewski, 2015).
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The key difference between the above-mentionedigreefers to the treatment of com-
petences in an independent, absolute context {ffinstl) and relativization of competences
to the organization's goals (the second one) amdesulting tasks to be carried out. Ac-
cordingly, when talking about competences in thekwocess, it is necessary to take into
account the demands made by it. At the same timeenéed to achieve specific goals and
objectives relating to the organization in the @edimension should be taken into account.

Competence is understood as the ability to useagptly knowledge in professional
aspects. It is a cluster of an individual's alafitto work effectively, to achieve goals and to
comply with the required performance standards.

Regardless of the differences in the aforementiamedtrends, the vast majority of
authors struggle with the need to define competenogonents. They ultimately make up
the general potential that characterizes each ishat that is observable in his work and
allows him to perform his work at the right levélrinstrong, 2007). The potential of a
human being can be identified with competencies theble people to achieve the
goals/goals and the organization in which they watks can be understood by the follow-
ing motto: the quality of the employees shows thality of the enterprise. These words
illustrate not only competence but the functionafgan employee in the enterprise. Con-
ducting competence analysis is part of the softpmiitiveness of enterprises and soft
management (Lsmiewski, 2015).

An appropriate point of reference for specifyingaplized competence components is
the following typology (Sajkiewicz, 2002):

1. talents,or the condition of the individual's capital theflect his development po-
tential. These include, among others, acquiring aeevimproving the existing com-
petences,.

2. skills —knowledge of specific issues and proficiency imtedl tasks. These include
communication, conceptual, technical, organizaficarad business skills, staff's
attitudes towards clients, their attitude to woals, well as leadership skills and
managing the staff,

3. knowledge #nsight into and understanding of theories, procesiufacts concerning
the specificity of a given position, occupatiorg.et

4. physical condition physical requirements for a specific position. héxlude,
among other things, good physical condition, psyghgsical ability or sharpness
of the senses,

5. work style -competences that relate to the way the tasks e¢edrtis the employee
are performed. Work styles are divided into the leyge and managerial ones,

6. personality -a collection of individual characteristics of a hammbeing,

7. values and principles beliefs of the individual influencing determinardf his
behavior at the workplace,

8. interests -individual preferences of employees that influetigr chosen educa-
tional and professional career path.

Considering the currently existing market realttye development of competences is

a process forced on the present day enterprisesréfated to the synchronization of inter-
nal policy, strategic and operational goals, dioers of expansion, taking into account
external and internal conditions. Undoubtedly, dnganization shaping and verifying its

mission and strategy is obliged to recognize pésgitmblems in a very dynamically chang-

ing environment and to adapt the competences — gritemther assets — of persons em-
ployed to the existing conditions.



60 A. Rzepka, M.A. Léniewski

In order for competences to bring benefits to peapid organizations, they must be
associated with various aspects of the organizataevelopment. Competencies are asso-
ciated not only with finance, marketing, logistastechnology, but also with competitive-
ness, where, thanks to employees' competencies;amereate such a potential that will
allow one to achieve a competitive advantage. irtkebletween competences and compet-
itiveness is reflected in the soft competitiverrasslel by Michat Adam L&niewski (2015).

The development of competences is associated, aothags, with the methodology of
designing competence models. The portfolio of caempaes should be understood as a set
of competences selected in such a way that theiatsork could maximize the probability
of effective, effective and appropriate performantéasks by employees, and fulfill their
functions in the organization and their positiomp@nding on the organization, competen-
cies should be shaped in different ways so that tiemsider the specificity of the work.
For example, a scientist should demonstrate competi@ creating concepts and ideas, and
should publish his work results in various publigas (in monographs, articles etc.). How-
ever, a person working in the company as a marstgmrld demonstrate competence in
assessment, should help subordinates and shoualdi®éo cooperate within the structures
of the enterprise, etc. Depending on the orgaminatiompetences are shaped in a way that
they find their recognition in the specifics ofigen economic entity. Figure 1 presents the
general interpersonal relationships of the managermpetences.

Figure 1. General Interpersonal Relationships efMlanager's Competencies
Ogolne Relacje Midzyludzkie Kompetencji Menegdra — a conceptual model

Manager’s knowledge Manager’s experience Managartswvledge of the
organization's resources

Manager-subordinate| Relationships with other| External relations of the mana-

relationship managers ger with other organizations
Manager’s intellectual| Manager’s behaviorality Manager’s abilities
abilities
Manager’s perception Manager’s assertiveness Manrageach

General Interpersonal Relationships of the Manages Competencies (ORMKM) |

Legend: Vertical double-sided outward arrows méwa &ll the factors of the model must be synergiomple-
mentary to each other and constitute a compactewhol

Source: own study.

The model presented in Figure 1 looks at the imtesgnal relationships and the man-
ager's competencies in an integrated manner. Ttherawof the model distinguish between
two categories of interpersonal relationshipgeneral interpersonal relationshigsdre-
lationships with other peopl&eneral interpersonal relationshigre interactions main-
tained by employees within the organization andidetof it. They fall into the broadly-
understood category of relationships. On the dtlaad, the category oélationships with
other peopléncludes detailed forms of relationships sucthasmhanager's relationship with



Interpersonal relationships in shaping... 61

subordinates, relations with other managers, theager's external relations with other or-
ganizations. Yet another approach that has begutedion Figure 1 is the joint approach to
interpersonal relationships and managerial compéterin the form of general interper-
sonal relationships of the manager's competenterplersonal relations that shape mana-
gerial skills are the starting point of the preseinnodel. The general interpersonal relations
of the manager's competences are developed byetiera factors that were presented in
the model in Figure 1. The order of the factorgrislevant. There should be interaction
between the factors to achieve the effectivenedsitiency of the presented model. The
factors of the model should be considered in tesfrguality, because the quality of these
factors determines the success in developing thidetn No organization is about the num-
ber of relationships, but about their quality besmathey result from quality. The quality of
model factors is visible, for example, in the gtyadif knowledge, the quality of experience,
the quality of relationships or the quality of thrganization's resources. The word “quality”
can be added to every factor of the model: thenessef the word is hidden in the structure
of the given factor The authors of the model assthaethe quality of each factor is the
starting point for the development of the organaatEach model can be interpreted, which
means that the success or failure of the implentientaf this model depends on the quality
of the manager. In the opinion of the authorsjitiq@ementation of this model requires the
implementation of a qualitative approach becausethployee's quality is the starting point
for any changes.

4. SUMMARY

Interpersonal relationships are the basis for anpdn-initiated action in and outside
the enterprise. The development of the organizatanbe seen through relationships ex-
isting between people. These relationships cartemssitive bonds — and these have been
the subject of this study — as well as negativesolbe manager must create positive inter-
personal relationships, not only with other manadert also with subordinates. Positive
interpersonal relationships between the managetrendubordinates are at the root of the
enterprise’s development. The analysis of inteigeabrelationships supports the view that
these relationships tend to change their characgedynamic way. Although relationships
can be built quickly, they can be destroyed jushatantly by the wrong approach to the
employee. As previously stated, interpersonal icahips are the basis of various activi-
ties of the organization and contribute to shagiogpetences. In this study, interpersonal
relations are focused on the manager's competefcgise managers will always listen to
employees and will draw conclusions that will affeis decisions. Literature review along
with logical thinking confirms the adopted resedngpothesis, which takes the form of the
following thesis: (T1) interpersonal relationshigusd managerial competencies form the
Interpersonal Relationships of the Manager’'s Compeés. The research problem formu-
lated in this paper may serve as the basis fondurtheoretical or empirical research (the-
oretical-empirical) and strengthen the processuafity management of human resources
in the enterprise.
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