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ABSTRACT

This study develops a conceptual model based on the works of several authors in the fields of managerial coaching,
employee work engagement, and job satisfaction. The model is theoretically grounded in the Job Demands—Resources
(JD-R) model, Self-Determination Theory, and Social Exchange Theory (SET), providing a robust framework to
explain how coaching practices shape employee attitudes. It hypothesizes that managerial coaching is positively related
to employee work engagement (H1) and job satisfaction (H2). Furthermore, it proposes that work engagement mediates
the relationship between managerial coaching and job satisfaction (H3), such that coaching fosters higher engagement,
which subsequently enhances job satisfaction. By integrating insights from prior studies and established theoretical
perspectives, this research offers a comprehensive understanding of both the direct and indirect pathways linking
managerial coaching to positive employee outcomes. The findings are expected to be valuable for researchers in
management science and social science, as they advance theoretical development and offer evidence-based guidance for
organizational practice.
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1. Introduction

The concept of managerial coaching has attracted a great deal of interest from companies as a crucial
leadership and employee relations management tool. Indeed, the practice of coaching is becoming
increasingly common in modern corporate contexts [, With increasing pressure and competition, effective
human resources management has become a key success factor of any company 261,

Managers are confronted with an increasingly complex and demanding working environment, forcing
them to give priority to the excellence of their organization. Human resources management practices
including coaching, training, selection, reward, and participation play an important role in developing
employee skills and, consequently, in improving the organization's performance.

Coaching is one of the practices in the improvement of human resources that can assist companies
create a competitive advantage . In meta-analysis of the literature on this substance a range of positive
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outcomes (performance and skills, well-being, coping, work attitudes and goal-directed self-regulation) have

been described as being affected by work place coaching 3832,

Managers are increasingly acting as coaches for their direct reports as part of a renewed approach to
managing performance ..

According to %, his study explores the manager as a coach role, the optimal conditions for this type of

193321 In the context of

coaching and its benefits to individuals and organizations is called for in the literature
this complexity, we will try to measure the impact of managerial coaching on employee satisfaction and
commitment. The manager’s role as a coach can not only improve employees’ overall performance, but it

can also make it easier for organizations to persuade.

1.1. Problem statement

Managerial coaching is now seen as an important developmental interaction and a process of
empowering employees to exceed prior levels of performance. In the context of this developmental
interaction produced by managerial coaching and the process of employees surpassing their previous abilities,
we will attempt in this research to study how managerial coaching, or the manager's behavior as a coach, can
impact employee commitment and job satisfaction.

This reflection led us to ask ourselves the following question, which will be the subject of our study we
were thus able to formulate the following research question, which we will attempt to answer in this article.

Our research question is therefore as follows:

1.2. How does managerial coaching impact employee job satisfaction and work engagement?

This article begins by reviewing the literature on managerial coaching, employee work engagement, and
job satisfaction, highlighting prior contributions and theoretical foundations from the Job Demands—
Resources model, Self-Determination Theory, and Social Exchange Theory. It then presents the proposed
conceptual model and hypotheses, followed by the results section reports the direct and indirect relationships
tested, and the paper concludes with a discussion of theoretical contributions, implications for management
and social sciences, and recommendations for future research.

2. Literature Review and hypotheses development

The managers perform various activities as a coach such as clear communication of expectations to
subordinates, frequent feedback for increasing their performance, facilitate development for success,
acknowledge their achievement and fair rewards, provide useful instructions and role modeling, and provide

1737341 In this way the employees feel

learning opportunities to enhance their knowledge and skills !
obligation and responsibility to perform positive attitudes as well as behaviors for the benefit of organization

in exchange of perceived coaching behaviors exhibited by their managers.

The literature review here will focus on the role managerial coaching or the manager’s behavior as a
coach on employee commitment and job satisfaction. To do this we will first try to delimit and define the key
concepts that are the subject of this research.

2.1. Defining the manager as a coach or managerial coaching
A historical evolution of definitions and objectives of managerial coaching is presented in the literature

reviews [,

In 1987, managerial coaching was defined as day-to- day, hands on process of helping employees
recognize opportunities to improve their performance abilities. [°!, defined it as a helping and facilitating
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process that enables individuals, teams and organizations to acquire new skills, abilities and performance,
and to improve their personal effectiveness, personal development or personal fulfillment. *% According to
this author, the latter definition overlaps with team coaching and corporate coaching.

(281 explained the coaching process in their study and asserted that the ultimate objective of the coaching
process is to ensure the personal as well as professional development of employees within organization and

49" has studied in depth how managerial coaching can improve

improving their work performance 1.
employee performance; one year later Hargrove (1995) also asserted that coaching employees by their line
manager on various work-related issues enables employees to better manage difficult situations and problems,
because after so many work-related questions and discussions on the positive and negative aspects of various
alternative options, they know the implications and effectiveness of the given course of action ™8], asserted
that coaching helps to develop an effective relationship between manager and employee in the workplace
whereas traditional management approaches are directive and bureaucratic. Managerial coaching entails a
(111 theorized the concept of
team management coaching quality and drew on social cognition to examine the role of a team’s collective

knowledge of the business and the learning goal orientation of the line manager.

participative caring approach that empowers the organization’s employees.

According to research, if resources related to positive psychological behavior are available in the
workforce, they can adopt better and more innovative behavior (%!, however, according to **, coaching by
the managers had a significant impact on employee commitment to service quality and job satisfaction.
However, we will try to delimit and define the concept of work engagement.

2.2. Defining work engagement

In 1990 a definition of work engagement was proposed by Kahn for this author work engagement is
“the harnessing of organization members ‘selves to their work roles : in engagement , people employ and
express themselves physically, cognitively, emotionally and mentally during role performances. For !4, it is
seen as an affective-cognitive state with persuasive and persistent elements and will vary between
individuals depending on their dispositions 21, For other authors work engagement has also been associated
with an increase in organizational commitment 321,

Serval studies have been carried out aimed at identifying the work engagement of key organizational

and individual predictors, as well as their consequences [,

In this sense, independence, diversity of skills, feedback of growth and participation opportunities in
decision-making 71, are predictors of engagement that are positive 4. More specifically, as a condition,
autonomy, supervisor feedback and development opportunities were found to be positive weekly predictors
of work engagement, weekly predictors of work engagement, which were also linked to job performance in a
positive note*!

The working place could be nice place to be if there is work engagement 4. Communication at one
level affects communication at other levels as good communication is important to give a positive workplace
environment Y, Good communication leads to a positive environment . In their research, ! highlight
three dimensions of work engagement: first of all, vigor which refers to the feeling of personal energy for
work that employee possesses. In the second time we talk about dedication, which is the sense of pride the
employee has in his or her work and the challenges it presents. Finally, the third dimension is absorption,
which refers to the employee’s ability to be absorbed by his or her work and to experience a sense of fluidity
in what he or she does at work 4. After defining work engagement, we will attempt to demit the third
variable of our research, which job satisfaction, with a view to proposing a review of the general literature on
our subject.

3
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2.3. Defining job satisfaction

Job satisfaction refers to an individual's attitude towards their job and work environment. This concept
has attracted the attention of theorists, researchers, and practitioners for several decades. Numerous studies
have demonstrated that job satisfaction is closely linked to various work-related outcomes, including
employee performance, organizational commitment, organizational citizenship behavior, life satisfaction,
and individual health B% %3, These outcomes are also key objectives of the human resources function,
highlighting the importance of a positive work environment and a supportive organizational culture in
fostering employee satisfaction and, consequently, enhancing overall organizational performance *7.,

Moreover, research indicates that high levels of job satisfaction can lead to reduced turnover rates and
lower absenteeism, further contributing to organizational effectiveness. Organizations that prioritize
employee well-being not only enhance job satisfaction but also cultivate a more engaged and productive
workforce, ultimately driving better business results 2,

1331 proposed one of the most important definitions of job satisfaction: “a pleasant or positive emotional
state resulting from the individual's assessment of the work or work experience”.

The definition of job satisfaction that is the closest to the explanation of job satisfaction as an attitude is
the definition of . He defines job satisfaction as a positive (or negative) evaluation of the job or the job
situation.

Job satisfaction is conceptualized as an individual’s affective response to their work. Organ and Near
(1985) broadened the employee-satisfaction construct by distinguishing cognitive and affective components
and questioned whether earlier measures adequately captured both. In the 1990s these authors proposed a
more comprehensive, balanced account of job satisfaction. Consistent with an attitudinal perspective, .
defines job satisfaction as a positive or negative evaluation of one’s job or job situation B,

2.4. The theories used in examining the relationship between managerial coaching, employee
satisfaction, and engagement

2.4.1. Job Demands—Resources (JD-R) model

Within the Job Demands—Resources (JD-R) framework, job characteristics are classified as demands—
work elements that require sustained effort and incur physiological or psychological costs—or resources—
features instrumental for goal attainment, demand reduction, or personal growth. Managerial coaching
primarily increases job resources (role and goal clarification, task-relevant feedback, skills development,
instrumental and emotional support). By augmenting these resources, coaching activates motivational
processes that elevate vigor, dedication and absorption (work engagement) and buffers the deleterious effects
of job demands on affective job evaluations, thereby improving job satisfaction. Accordingly, perceived
resource gain is hypothesized to mediate the relationship between coaching behaviors and both engagement
and satisfaction; moreover, coaching effects are expected to be stronger under high-demand conditions
because resource provision mitigates strain and prevents resource depletion. To test these propositions,
multilevel and longitudinal designs are recommended, employing validated measures of perceived resources
and demands, work engagement, and job satisfaction, and assessing mediation and demand-dependent
moderation.

We can conclude that Managerial coaching functions as a proximal source of job resources ( goal and
role clarification, task-focused feedback, targeted development opportunities, and instrumental/emotional
support). By increasing employees’ perceived resources, coaching is theorized to enhance motivational
processes that manifest as greater vigor, dedication and absorption (work engagement), and buffer the
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adverse effects of job demands on well-being and affective job evaluations. These dual pathways produce
higher job satisfaction both directly (improved work experiences and goal attainment) and indirectly
(reduced strain and conserved personal resources). Empirically, perceived resource gain should mediate the
coaching — engagement/satisfaction relationship, and coaching effects are expected to be moderated by
demand levels and baseline resource endowments (stronger effects under high demands or low initial
resources). Rigorous tests require longitudinal or intervention designs, multilevel modelling when data are
nested, validated measures of perceived resources, demands, work engagement and job satisfaction, and
formal mediation/moderation analyses.

2.4.2. Self-Determination Theory (SDT)

Self-Determination Theory posits three basic psychological needs—autonomy, competence, and
relatedness—whose satisfaction is necessary for the emergence of autonomous motivation, sustained work
engagement, and psychological well-being; conversely, frustration of these needs’ fosters-controlled forms
of motivation, reduced engagement, and adverse mental-health outcomes. In organizational settings,
managerial coaching constitutes a set of interpersonal interventions that can directly influence the
satisfaction of these needs and, thereby, affect levels of work engagement and job satisfaction.

We can conclude that Self-Determination Theory provides a mechanistic framework explaining how
managerial coaching can increase work engagement and job satisfaction: by satisfying the basic
psychological needs for autonomy, competence and relatedness, coaching promotes autonomous motivation,
which in turn mediates observed behavioral (persistence, vigor, absorption) and evaluative ( job satisfaction)
outcomes. Empirical tests should assess need satisfaction as a mediator and consider moderators ( autonomy
orientation, organizational climate).

2.4.3. Social Exchange Theory (SET)

Theoretical proposition Social Exchange Theory posits that workplace relationships are sustained by
reciprocal exchanges of benefits and obligations. When managers furnish discretionary, valued resources
( time, attention, developmental support via coaching), employees interpret these actions as benefits that
create a perceived obligation to reciprocate. This perceived indebtedness motivates pro-organizational
attitudes and behaviors, manifesting as elevated work engagement and greater job satisfaction.

3. Methodology

The methodology adopted to address the research problem and aimed at synthesizing empirical and
theoretical evidence on the effects of managerial coaching on work engagement and job satisfaction and at
appraising the plausibility of the study hypotheses. We performed exhaustive searches in major academic
databases (Scopus, Web of Science, PsycINFO, Business Source) using predefined search strings combining
terms for managerial coaching, work engagement, job satisfaction, job resources, and mediation/moderation
(“managerial coaching,” “coaching behavior,” “work engagement” as “mediator*, and “job satisfaction,”
“job resources”). Inclusion criteria required peer-reviewed, English-language articles reporting empirical
results or substantive theoretical contributions relevant to the focal constructs; exclusion criteria removed
non-empirical grey literature and studies lacking construct validity. For each included study we extracted

sample characteristics, research design, measures, key findings and effect estimates, and study limitations.
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4. Results

4.1. Managerial coaching: definitions, dimensions, measurement

Managerial coaching is a deliberate, systematic set of dyadic supervisory behaviors and interactional
processes through which line managers facilitate subordinate learning, performance enhancement, and career
development. It encompasses routine practices—diagnostic and developmental feedback, collaborative goal
setting, guided reflection, skill instruction, and provision of instrumental and psychosocial support—
deployed to build employee competence, autonomy, and career capital. Mechanistically, managerial
coaching clarifies performance standards, identifies competence gaps, scaffolds practice via challenging
assignments, and fosters metacognitive reflection while sustaining motivation and self-efficacy through
empathic support and structured accountability. By enhancing perceived autonomy, competence, and
relationship quality, managerial coaching also promotes work engagement (vigor, dedication, absorption)
and job satisfaction, which can mediate its effects on performance and retention ['*¢1. As an applied form of
workplace learning and developmental leadership, its proximal outcomes include task performance, learning
behaviors, and self-regulated goal pursuit; distal outcomes include career progression, retention, and adaptive
capacity. Intervention effectiveness is contingent on coach skill, relational quality, autonomy-supportive
versus controlling intent, and organizational support for development 8,

4.2. Coaching — Work engagement

Manager coaching often feels like a supportive conversation rather than a formal intervention — a
manager notices struggles, asks curious questions, offers practical tips or a stretch assignment, and checks in
regularly. Research shows this everyday support is linked with higher work engagement: employees report
more energy and resilience (vigor), greater sense of purpose and pride (dedication), and deeper immersion in
tasks (absorption) after receiving coaching. These effects show up in correlational studies, controlled
intervention trials, and experience-sampling (daily diary) designs, suggesting coaching can lift both stable

engagement levels and day-to-day fluctuations 3823,

Mechanistically, coaching helps by clarifying goals and standards, closing skill gaps through guided
practice, and sustaining motivation via autonomy-supportive feedback and social support — all of which
boost perceived competence, autonomy, and relatedness that underlie engagement. In practice this means
simple, repeated acts (collaborative goal setting, focused feedback, timely resources, and short follow-ups)
often produce noticeable gains in energy, focus, and meaning at work.

Make coaching feel supportive and practical, and people engage more at work.

*  Autonomy-supportive coaching (asking open questions, offering choices, giving non-judgmental
feedback) helps people feel competent, autonomous and connected — which boosts energy,
commitment and deep focus 4,

¢  For employees who are low on skills, energy or support, coaching supplies concrete help (skill
practice, encouragement, problem-solving). That refill of resources restores their capacity to stay
energetic and concentrated (6],

*  When job demands are moderate to high, coaching acts like a buffer: it gives tools and perspective
that stop pressure from turning into exhaustion and disengagement [,

*  Who the person is and who the coach/manager is matters. People who prefer autonomy or learning
goals get more from coaching. Coaching works best when it comes from someone trusted and
respectful rather than from a controlling manager 4],

6
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*  Results vary because programs differ in length, quality and how engagement is measured — but
these principles explain when coaching is most likely to increase work engagement.

4.3. Coaching — Job satisfaction

Coaching increases job satisfaction through empirically supported psychological and social mechanisms.
First, autonomy-supportive coaching satisfies basic psychological needs for competence, autonomy and
relatedness, thereby enhancing intrinsic motivation and positive affect toward work 14331, Second, from a Job
Demands—Resources perspective, coaching supplies proximal resources (skill training, performance feedback,
social support, problem-solving strategies) that increase perceived control and self-efficacy, reduce strain,
and promote reappraisal of demands as challenges rather than threats—mechanisms linked to improved
well-being and job attitudes ©*], Third, coaching improves person—job and person—organization fit by
clarifying values, goals and strengths and enabling role or task adjustments, which is associated with higher

n 3338 Finally, coaching functions via relational and social-exchange processes: coaching

job satisfactio
delivered within a trusting, respectful leader—member relationship signals perceived organizational support
and elicits reciprocal positive attitudes and behaviours, strengthening affective job satisfaction 1614,
Moderators include individual differences (autonomy orientation, learning-goal orientation), baseline

resource levels, demand intensity, and coaching quality/intensity; effect magnitudes vary accordingly %,

4.4. Mediation evidence: studies testing engagement as mediator in managerial coaching
research

Across cross-sectional, longitudinal, and intervention studies, work engagement consistently emerges as
a proximal psychological mechanism linking supervisory coaching or developmental leadership to
downstream job attitudes (job satisfaction, affective commitment) and performance outcomes. Empirically,
engagement often carries a substantial portion of the total effect—reflecting increased vigor, dedication, and
absorption following coaching interventions—but seldom fully mediates the relationship. Parallel or residual
direct pathways via perceived organizational/leader support (POS), leader—-member exchange (LMX), and

self-efficacy commonly persist, indicating multiple concurrent mechanisms 4231,

4.5. Integration and theoretical model

Supervisory coaching encompasses targeted feedback, skill enhancement, strategic goal-setting, and
behaviors that support autonomy, collectively augmenting employees' psychological resources, such as
competence, perceived support, and control. Evidence from experimental, longitudinal, and survey studies
consistently demonstrates that these resource enhancements significantly bolster motivational states critical
to work engagement, including vigor, dedication, and absorption %4, Work engagement reliably forecasts
positive job attitudes, as engaged employees tend to experience elevated levels of positive affect at work,
derive greater meaning from their tasks, and invest more deeply in their roles. These mechanisms
collectively enhance both specific facets and overall job satisfaction. Such engagement-driven outcomes
reflect the fundamental processes by which employees' subjective evaluations of their job experiences are
improved 13,

Furthermore, meta-analytic research and mediation studies indicate that employee engagement plays a
key role in how coaching positively influences workplace attitudes. However, mechanisms such as perceived
organizational support (POS), the quality of the leader-member exchange (LMX), and self-efficacy also
contribute. These social and cognitive factors often operate in parallel, resulting in partial mediation of
coaching's effects on professional attitudes *¥4,
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5. Conceptual model and hypotheses justification

5.1. Coaching — Engagement — Satisfaction

Coaching: According to ?! Coaching is like having a personal guide who provides feedback and
support tailored just for you. This personalized approach helps employees build their confidence and develop
their skills, ultimately leading to a more positive outlook on their work and improved performance.

Engagement: When coaching is done right, it often boosts how connected employees feel to their work.
According to ). Engagement is a lively psychological state where employees feel energized, committed,
and fully immersed in their tasks. This sense of engagement acts as a crucial bridge, linking the benefits of
coaching to wider organizational success.

Satisfaction: When coaching effectively increases engagement, it often leads to employees feeling more
satisfied with their jobs 331, describes job satisfaction as how positively people view their work, focusing on
whether they find their roles meaningful and rewarding. This is echoed in research of %, who looked at the
psychological factors that make work satisfying. Additionally, 3! noted that supportive environments, often
created through coaching, boost both commitment and satisfaction. Together, these insights highlight how
feeling fulfilled and valued at work is key to being happy in your job.

5.2. Hypotheses and conceptual model

Although this study takes the form of a literature review, we advance the following hypotheses as
follows:

The hypotheses of this research are stated as follows:
H1. Managerial coaching is positively related to employee work engagement.
H2. Managerial coaching is positively related to employee job satisfaction.

H3. Employee work engagement mediates the relationship between managerial coaching and job
satisfaction, such that coaching increases engagement, which in turn increases job satisfaction.

H1: Coaching interventions significantly enhance employee engagement, a conclusion supported by >
and further validated by %], who highlight the positive impact of coaching on employee performance and
well-being.

H2: Higher employee engagement strongly predicts increased job satisfaction, as demonstrated by [

127

and corroborated by ?7!, who found that engaged employees are more productive and satisfied.

H3: Engagement serves as a mediating factor between coaching and job satisfaction, as evidenced by ¥
and expanded upon by [+ who discuss the importance of intrinsic motivation in achieving satisfaction.

This model, grounded in robust empirical research, outlines the pathway through which coaching
impacts job satisfaction. By emphasizing engagement as a key mediator, it offers a deeper understanding of
the mechanisms through which coaching enhances employee well-being, providing a comprehensive
framework to grasp these complex dynamics.
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Conceptual Model

Work Engagement

{mediation)

LManageria(&ac—h—i—ngi— ———————————— ——————— —[—]e—lag.‘:'ﬁﬁsfaction]

Source: Authors

6. Discussion

H1: Coaching interventions significantly boost employee engagement.

e [21: Shows how coaching helps employees feel more focused and motivated by setting personal goals

and developing their skills. This makes them feel more connected to their work and eager to
contribute, boosting their overall engagement.

e B8¥: Demonstrates that when employees receive effective coaching, they feel more valued and
capable. This sense of validation and empowerment naturally leads them to be more engaged in their
daily tasks.

H2: Higher employee engagement strongly predicts increased job satisfaction.

[451: Highlights the straightforward link between being engaged at work and feeling satisfied. When

[ ]
employees are truly engaged, they tend to enjoy their work more, leading to greater happiness and
fulfillment.

e [271: Reinforces that when employees are engaged, they don't just perform better—they also feel more

satisfied with their jobs. Engagement is a key ingredient in making work life more enjoyable and
rewarding.

H3: Engagement acts as a bridge between coaching and job satisfaction.

e 1 Points out that engagement is the key that connects the dots between coaching and job
satisfaction. By enhancing intrinsic motivation, engagement makes work feel more meaningful and
enjoyable.

e 4 Emphasize that when employees are motivated from within, thanks to being engaged, they find
more joy and satisfaction in their jobs. This intrinsic motivation acts as the bridge linking the
benefits of coaching to feeling truly satisfied at work.

7. Conclusion

Our journey through the literature on coaching’s influence on employee engagement and job satisfaction
uncovers its substantial promise but also points out some gaps in our understanding. The phenomenon of
publication bias, where studies with positive findings are more likely to be highlighted.

To truly grasp coaching's impact, future research should delve into longitudinal studies. These studies
can reveal how coaching affects employees over the long haul, providing a clearer picture of its sustained
benefits. Furthermore, implementing experimental designs, such as randomized controlled trials championed
by 12 Can help establish a direct causal link between coaching and improvements in engagement and
satisfaction.
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By addressing these limitations and adopting robust research methodologies, future studies can provide
deeper, more actionable insights into how coaching can enhance employee engagement and satisfaction. This

will empower organizations to refine their coaching strategies, ultimately fostering a work environment

where employees feel more motivated, satisfied, and aligned with their organizational goals.

7.1. Theoretical contributions: Humanizing the science with references

1.

Coaching as a Spark for Engagement: Coaching is like a catalyst that lights up employee

engagement, as explored by [,

By giving personalized feedback and growth opportunities,
coaching helps employees connect their personal dreams with the company’s mission. This

connection boosts their sense of purpose and dedication, making work more meaningful.

Engagement as the Bridge: Engagement acts as the crucial bridge linking coaching to job
satisfaction, as noted by . It’s through engagement that employees discover intrinsic motivation
and emotional investment, turning coaching efforts into genuine job satisfaction.

Intrinsic Motivation’s Role: [ emphasize that intrinsic motivation, which is nurtured through
engagement, makes work truly rewarding. It transforms everyday tasks into fulfilling experiences,
directly linking the benefits of coaching to increased job satisfaction.

7.2. Exploring boundary conditions

L.

Cultural Impact: The effect of coaching on engagement is significantly influenced by the
organization’s culture, as suggested by 8. Cultures that foster open communication and trust tend
to enhance the positive impacts of coaching, making it more effective.

Leadership Influence: The style of leadership is crucial in determining coaching outcomes.
Transformational leaders, who inspire and motivate, can amplify the effectiveness of coaching far
more than transactional leaders, as highlighted by 7,

Employee Readiness: Y highlight that an employee’s willingness to embrace change is vital.
Employees who are open to learning and development are more likely to experience increased
engagement from coaching efforts.

Environmental Factors: Factors such as job security and work-life balance can shape how

engagement leads to job satisfaction. A supportive work environment strengthens this connection,

while a stressful one may weaken it, as shown in studies like [°].

In essence, this comprehensive perspective, supported by scientific research, showcases how coaching

effectively enhances engagement and satisfaction. By understanding these mechanisms and boundary
conditions, organizations can better tailor their coaching strategies to enhance employee well-being and

performance.

7.3. Suggestions for future research

L.

Longitudinal Studies: We should aim for longitudinal research to capture the long-term effects of
coaching. The following participants over time could reveal how coaching influences engagement
and satisfaction in the long run, providing a clearer picture of its true impact.

Experimental Designs: Implementing experimental designs, like randomized controlled trials,
could help us understand the real effectiveness of coaching. ' highlight that these trials can clearly
show whether changes in engagement or satisfaction are directly due to coaching efforts.

10
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3. Multilevel Analysis: By employing multilevel analysis, researchers can explore how individual,
team, and organizational factors all play a role in coaching outcomes. This approach helps us see
the bigger picture, revealing how different layers within an organization interact to influence results.

4. Validated Scales: Using validated scales for measuring coaching effectiveness and related
outcomes ensures the reliability of research findings.

Indeed, future studies can offer clearer, more actionable insights into how coaching truly affects

employee engagement and satisfaction, ultimately guiding organizations to make more informed decisions.

Conflict of interest

The authors declare no conflict of interest

References

1.

2.

10.
11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Abbas, M., & Khattak, A. (2024). Innovative behavior in organizations: The role of resources and support. Journal
of Innovation & Knowledge, 9(1), 45-58.

Akhtar, R., Khan, M. A., & Suleman, N. (2018). Positive psychological behavior and its effects on organizational
outcomes. Journal of Organizational Behavior, 39(2), 235-248.

Ali, M., Lodhi, S. A., Orangzab, & Raza, B., & Ali, W. (2018). Examining the impact of managerial coaching on
employee job performance: Mediating role of work engagement, leader-member-exchange quality, job satisfaction,
and turnover intentions. Pakistan Journal of Commerce and Social Sciences, 12(1), 253-282.

Baard, P. P, Deci, E. L., & Ryan, R. M. (2004). Intrinsic need satisfaction: A motivational basis of performance
and well-being in two work settings. Journal of Applied Social Psychology, 34(10), 2045-2068.

Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: State of the art. Journal of Managerial
Psychology, 22(3), 309-328.

Bakker, A. B., & Demerouti, E. (2008). Towards a model of work engagement. Career Development International,
13(3), 209-223.

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and looking forward. Journal
of Occupational Health Psychology, 22(3), 273-285.

Baron, R. M., & Kenny, D. A. (1986). The moderator—mediator variable distinction in social psychological
research: Conceptual, strategic, and statistical considerations. Journal of Personality and Social Psychology, 51(6),
1173-1182.

Beattie, R. S., Kim, S., Hagen, M., Egan, T. M., Ellinger, A. D., & Hamlin, R. G. (2014). Managerial coaching: A
review of the empirical literature and development of a model to guide future practice. Advances in Developing
Human Resources, 16(2), 184-201.

Blau, P. M. (1964). Exchange and Power in Social Life. Wiley.

Boyatzis, R. E., & Howard, A. (2006). The complete manager: Integrating leadership, performance, and creativity.
Organizational Dynamics, 35(1), 98-109.

Cook, T. D., & Campbell, D. T. (1979). Quasi-Experimentation: Design & Analysis Issues for Field Settings.
Houghton-Mifflin.

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. Journal of
Management, 31(6), 874-900.

Deci, E. L., & Ryan, R. M. (2000). The “what” and “why” of goal pursuits: Human needs and the self-
determination of behavior. Psychological Inquiry, 11(4), 227-268.

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-resources model of
burnout. Journal of Applied Psychology, 86(3), 499-512.

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support. Journal of
Applied Psychology, 71(3), 500-507.

Ellinger, A. D., & Bostrom, R. P. (1999). Managerial coaching behaviors in learning organizations. Journal of
Management Development, 18(9), 752-771.

Ellinger, A. D., Ellinger, A. E., & Keller, S. B. (2003). Supervisory coaching behavior, employee satisfaction, and
warehouse employee performance. Human Resource Development Quarterly, 14(4), 435-458.
https://doi.org/10.1002/hrdq.1072

Gagné, M., & Deci, E. L. (2005). Self-determination theory and work motivation. Journal of Organizational
Behavior, 26(4), 331-362.

Gallup. (2016). State of the American Workplace. Gallup Press.

11



Environment and Social Psychology | doi: 10.59429/esp.v10i9.4084

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.
35.

36.

37.
38.

39.

40.

41.

42.

43.

44,

45.

Gharrafi, M., Fellah, 1. B., Loubna, A., Mahouat, N., & Abderrahim, B. E. N. L. A. K. O. U. I. R. 1. (2024).
Exploring the external factors affecting the effectiveness of internal audit in Moroccan public enterprises with
commercial activities: A qualitative approach. Edelweiss Applied Science and Technology, 8(6), 7419-7429.
Graen, G. B., & Uhl-Bien, M. (1995). Development of leader—-member exchange theory. Leadership Quarterly,
6(2), 219-247.

Grant, A. M., & Cavanagh, M. (2007). Evidence-based coaching: Flourishing or languishing? Australian
Psychologist, 42(4), 239-254. Taylor & Francis Online+1

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (2006). Burnout and work engagement among teachers. Journal
of School Psychology, 43(6), 495-513.

Hamlin, R. G, Ellinger, A. D., & Beattie, R. S. (2009). Toward a profession of coaching? A definitional
examination of ‘coaching,” ‘organization development,” and ‘human resource development’. International Journal
of Evidence Based Coaching and Mentoring, 7(1), 13-38.

Haryanto, B. (2021). Coaching for performance management: The role of motivation and commitment in the
workplace. International Journal of Social and Management Studies, 2(4), 36-42.
https://doi.org/10.5555/ijosmas.v2i4.49

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between employee
satisfaction, employee engagement, and business outcomes: A meta-analysis. Journal of Applied Psychology, 87(2),
268-279.

Heslin, P. A., Vandewalle, D., & Latham, G. P. (2006). Keen to help? Managers’ implicit person theories and their
subsequent employee coaching. Personnel Psychology, 59(4), 871-902.

Hunter, J. E., & Schmidt, F. L. (2004). Methods of Meta-Analysis: Correcting Error and Bias in Research Findings.
Sage Publications.

Judge, T. A., & Bono, J. E. (2001). Relationship of core self-evaluations traits—self-esteem, generalized self-
efficacy, locus of control, and emotional stability—with job satisfaction and job performance: A meta-analysis.
Journal of Applied Psychology, 86(1), 80-92.

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Academy of
Management Journal, 33(4), 692-724.

Ladyshewsky, R. K., & Taplin, R. (2018). The interplay between organisational learning culture, the manager as
coach, self-efficacy and workload on employee work engagement. International Journal of Evidence Based
Coaching and Mentoring, 16(2), 3-19.

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.), Handbook of Industrial
and Organizational Psychology (Vol. 1, pp. 1297-1349). Rand McNally.

McLean, G., et al. (2005). [Title of article]. [Journal Name], [Volume](Issue), pages.

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. Human
Resource Management Review, 1(1), 61-89.

Nyfoudi, M. (2017). Team management coaching quality: The role of team’s collective knowledge and manager’s
learning goal orientation. Journal of Business Research, 79, 147-156.

Park, S., McLean, G., & Yang, B. (2008). [Title of article]. [Journal Name], [Volume](Issue), pages.

Theeboom, T., Beersma, B., & van Vianen, A. E. M. (2014). Does coaching work? A meta-analysis on the effects
of coaching on individual level outcomes in an organizational context. Journal of Positive Psychology, 9(1), 1-18.
Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs, and affective experiences.
Human Resource Management Review, 12(2), 173-194.

Whitmore, J. (1994). Coaching for Performance: Growing People, Performance and Purpose. Nicholas Brealey
Publishing.

Williams, A., Palmer, D., & Edgerton, R. (2014). [Title of article]. [Journal Name], [Volume](Issue), pages.
Wissal, H., Mohammed, K., Mahouat, N., & Souad, H. (2024). Emergence of psycho-cognitive and socio-political
perspectives during the dashboard appropriation process: The case of industrial SMEs in Morocco. Edelweiss
Applied Science and Technology, 8(6), 2085-2105.

Wright, T. A., & Cropanzano, R. (2000). Psychological well-being and job satisfaction as predictors of job
performance. Journal of Occupational Health Psychology, 5(1), 84-94.

Zainal Abidin, N., Rahmat, M., Razali, R., & Awang, A. (2021). The impact of work engagement on
organizational performance. International Journal of Business and Society, 22(1), 45-60.

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement with a short
questionnaire: A cross-national study. Educational and psychological measurement, 66(4), 701-716.

12


https://www.tandfonline.com/doi/abs/10.1080/00050060701648175?utm_source=chatgpt.com
https://doi.org/10.5555/ijosmas.v2i4.49

