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Abstract

This study aimed at investigating thempact of perceived managerial coachingon
organisational commitmerdf local staff of ntermational developmentgencies working in

Gaza Strip.

150 local staff, in Gaza Stripjvere randomly selected to fill ia questionnaireincluded

managerial coachingheasuredeveloped byNicLean, Yang, Kuo, Tolbert & Larkin, 2005
and revised by (Park, 2007), aomdganisationalcommitmentmeasure that was based on
(Porter, Steers, Mowday & Boulian, 197#hodeland 15 quesionnaires were received with

response rate 84%

The study found thahanagerial coachinigvel wasaveragavhile organisational@ammitment

level was high there was a positive re¢ianship between the perceived managerial coaching
and organisationaloenmitment, however, it was stroagwith team pproach behaviouiThe
study found also that managerial coaching has a positive effecgansational ommitment

and team approachebaviour has an influence over organisational commitment more than

other manag#al coachingoehaviours.

Thestudy founds t at i st i c al significant differences,
perception ofmanagerial coachindue to their educational level in favour for secondary and
diploma. The study found alsot at i st i c al signi fi coBnamongthef f er er
r e s p o nolhanisdtien@d commitmermueto years of service with current manager and in

favour withstaffwho have from 2 to less than 4 ygaf service with current manager

The researcher presented some recommendati@atsaimed at eivelopingcoaching skills
among managers ofiternational agencies and will contribute to staff learning, development,

and commitment.
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Chapter One: ResearchGeneral Framework



1.1 Introduction

With rapid change in business environment characterized by accelerated technology and fierce
competition, talented staff becomes a high priority and important aspect of building
organisational capabilities to ensure sustained competitiveness. Tewdyng and attracting
valuable employees is a global challenge and it is organisation responsibility to create the
atmosphere that promote for employees development and improve employee performance

Employees are the real assets for the organizationhave become viewed crucial fasttr
organi zati on 0 s conapbteand eveglve toatinuguslyo Whe success of any
organization is dependent upordividualswho work for the organisation, includingdders

andemployeesand the amount of woiach individual puts into it (Sager, 2009).

The modern approach in human resource management stresses the crucial role of managers
and supervisorén supporting andnotivating employees and helping them to develop and
improve their talents and skills. fléttive and successful managers are those who assume the
role of teachers and play major rolesr@truiting assesag, assistingdevelopng, inspiring

andretainingtheir employees (Ajjour, 2012; Ellinger, Ellinger & Keller,d).

Empl oy e e s ont bdameeal cloaffenge for organisations within the constraints of time
and financial resourcet responsed challenges of developing the flexibility and creativity
of employees, organisations are changing their traditi@patoach in employee developmhe
with the implied philosophy of one size fits all &mother approackhat is more persen
centered and tailored to each individ(fillery-Travis & Lane, 2006)

Showing more effectiveness than other leadership styles in motivating and retaining
employees, Coaching has become prevalent and well accepted among managers. It is
considered to be an instrumesftsupport in times of organizational chang€saching has
grown in popularity as organisational and employee development strategiyatge the
relaionship between manager and employee and bejpnizations tosurvive and thrive
(Evers, Brouwers & Tomic2006; McLean, Yang, Kuo, Tolbert & Larkin, 2005)



Coaching has emerged as a strategy for improving the skills of the employee, and promoting
persoml and professional development. Coaching is viewed also as a strategy for enhancing
leadership skilland employee technical skilterough an interpersonal relationship between

the first line manager and employeghich results in organizational effeaivess and job
satisfactionBatson, 2012)

Coaching approach provislesupervisors and managevath the ability to controltheir
employees and, as a resu#ichieving their management goaM/hen supervisors and
managers developoaching relationshg which include motivation listening, counseling,
providing positive feedbackand being supportivenanagerscould build a strong base for
employee empowerment and development amdfoundation for organisatiorgoals

achievemen{Mosca, Fazzari, & Buzza, 2010

The concept of@aching is not a new phenomenarhumanity literaturend itwasdiscussed

in various fields. While psychology, youth and adult education, counseling, clinical
psychology, family therapy, management training, industrighnizationalpsychology, and
other areas have discussed this condepbriginal foundation in literature came from Sports
(Mclean et al., 2005)

It was during 1950s whetoaching first appeared in management literatM@nagersstarted

using coaching as itvas casidered a part of the supemord s r esponsi bility
e mp | o peef@nsadcehough varietyof mastedearnerrelationship.Coaching shaped the
relationship between two people; a boss and his subordinate and often took the form of the
supervisor caching an employee especially during the-gedr evaluationin the mid1970s

some articles started their attemptsatmssorb coaching from sport field and applying it to

manageriakituationgEvered, & Selman, 1989)

Coaching has been defined with bttldifferences of views of management damgman
resource dvelopment KIRD) practitioners and researcheréntonioni (2003) defined
coaching asa partnership between a manager andeamployee in which the manager
enhanceshe employeeability to releasdis potential In this partnership, the managdranges



his judgmental style and switch to a njudgmental style banalysisand teachingeveredand
Selman (1989have defined coaching as a process of empowering employeesrayvetheir
levels ofjob performanceand generate high resuliBhey view coaching not ass@anchof the

field of management, bthey view it aghe heart of management

Coaching haglained great consideratiam recent yearssamanagers handed thesponsibility
for e mp lamigge and develbpenerdnd for the apparent benefits associated with
coaching for employees and their organizatiiisnger et al.,2003 Evered & Selman, 1989;
Orth, Wilkinson, & Benfari, 198)¢

Coaching is increasingly becoming an important developah@pproach for producing long
lasting learning, contributing to high levels of motivation, and improving employee
performance, working relationships, job satisfaction, arghnisational commitmer(OC).
When good coaching is prevalent, the organisataongain new knowledge and therefore can
adapt to change more effectivelifor individuals, coaching has been linked to problem

identification, working out and applyingew solutions(Redshaw, 2000).

While employee development recognized as an asskfr the organisationemployee
commitment is increasingly becoming another valued asset for the organisation. With the
increasedchanging environment and organizational competjtitve employeecommiiment

has become aommon construct folinvestigation because of thesignificant impact a
committed worker can have on the organizatids. committed staff members believe in
organisation vision, mission and values, they will release their potential and increase their
ability to do the best and made theamore Ikely to achieve goals on behalf of their

organizationgSager, 209).

Organisational commitmens$ considered a desirable trait because of its positive impacts on
employee performance, satisfaction and innovati@mganisational commitmenis the
streng h o f an i ndividual 0s identificati on wi t

membership in a particular organization (Porter, Steers, Mowday & Boulian, 1974).



Organisational commitmenhcludes an attitudé¢hat links the identity of the person to the
organization, a process that unifies the goals of an organization and individual, an involvement
with a particular orgasation, andwillingnessto continue employment in an organization
(Meyer & Allen, 1997).

Organisational commitmetias significantimpact on e mp |l o yhasbseeh usede hav i
to investigate employees' absenteeism, performance, turnover, job involvement and job
satisfaction. Gaining a greater understanding of the processes relamdatasational
commitmenthas implications forindividuals, organizations, anadommunity as a whole

(Mowday, Porter, & Steers, 198Reichers, 19855teers, 1977

While managerial coaching amtganisationatommitment are important for organisation and
individuals as well, it appears that coaching eachmitment have a kind of connectiMihen
managergprovide employees with support and hedmployees feel more engaged with the
organization The empowerment that coaching brings to employrekl the base for trust

between supervisors and employeed@mhancesem|l oyees 6 feelings of «coc

adeterminant of organizational commitmékteyer & Allen, 1997 Park, 2007)

1.2 Problem Statement

With the evolution ofHuman Resource ManagemeitRM) functiors from traditional to
strategicand the growing importance of human capit®édRM roles have gained moreand
considerablattention.Every dayin every organization, people are being recruited, promoted,
or rotated from one place to another. People in every organisation need developayeant as

of their ongoing professional growth. Organisations apply training as one of the most effective
ways to give people skills and tools in organizations. tBaditionaltraining is only one way

torespond to challenges of employees6é develop

In recen years, there was an emphasis on the importangeonégerial coachingpwards the
development of employees in organizatio®s the contrary, the specific manner in which
managerial coachinig practiced in organizations and employee reactions to sachiog are
unclear (Ellinger et al., 2003; Evered & Selman, 1989; értl.,1987).



Many studies havearguedpotential outcomes ofmanagerial coachingEvered & Selman,
1989; Orth et al., 1987); howevdnere has been a paucitytboretical or empidal research
on the topic Ellinger et al., 2003Hamlin, Ellinger & Beattie, 2006; Mclean et al., 2005k,
2007). Although coaching has become an importaanagerialnstrument of support, there is
lack of research on its effectiveness (Evetrsl.,2006).Recently, Park (2007) examined the
relationships betweemanagerial coachingnd personal learning, organization commitment,
and turnover intentiorand before himEllinger et al. (2003) conducted one of the first
empirical outcomestudies onmanagemnl coaching More investigation is still needetd
explore he outcomes ofmanagerial coachingparticularly the relationships between
managerial coachingnd other employee responses in organizafidims, 2010).

While the benefits of coachingareimpre i ve i n todayds business w
neglected function in many organizations in the palestinian context. Managers may have many
reasons for not coaching their employees; they remain have more responsibilities and less time

to devote to emplyees development needs, they are not aware of coaching benefits for
organization development or they lack competencies or training necessary for performing
coaching.Therefore,the main problem that called for this study is to ascertain whétleer

manageal coachingaffects or influencee mpl oyeeds or gani s acouldn al c

be formulated in the following main question:

What is the impact of managerial coaching on the e mp | o yogyanssdiional

commitment in international development agenciesvorking in Gaza strip?

For better understandirtg research problem; the following sgjoestions weréerived from

the main question:

1.2.1 To what extent are managers in internatiomalelopment agencies in Gaza strip using
coaching to support and develop theinployees?

1.2.2 What is the level oforganisational commitmenbf local staff of nternational

developmentg@encies working in Gaza Strip?



1.3 ResearchVariables

Based on a careful review tfe existing literature on coaching, McLean et al., (2005) have
developed a framework for coaching that consists of four dimensibmsy have defined
coachi ng managériakkills éhat dembnstrate effective coaching characteristics in
terms of openly communicating with others, taking a team approach to vakkag people

over task, and accepting the ambiguous nature of the working environment for the purpose of

devel oping empl oyees nlf3).i mproving perfor man

McLean et al. (2005) proposed this coaching framework which consists of four components:
manager as coach, individuals working with the manager, task needs to be done, and the
working setting. Mclean et al (2005) study was revised in accordance with a study by Park
(2007) and this revision has created another dimension which may facilitdberfu

development.

Based on intensive revision for literature especially Mclean et al (2005) and Park (2007), the
researcher conceptualized a model for independent and dependent variables as illustrated in
figure (11).

1.3.1 Independent variable:

A Managerialcoachingwith its five dimensions that include open communication,
team approach, vatuemployees over taskambiguity acceptancend facilitation
of employeé &urther development.

A Demographicharacteristics: (gender, age, marital staédsication leel, job title,
years of service in theurrent organisation, years of service with the current
manager, and years of experience in general).

1.3.2 Dependent variable:

A Organisational commitment
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Figure (1.1) Conceptual Model
(Source: Conceptualizedyttheresearcher2019



1.4 Research Hypotheses

Based on problenmtatementthe followinghypotheses are formulated:

H1: Managerial coaching has astatistical significant positive effecton organisational
commitment at level U= 0.05 This hypothesis cabe divided intathe following sub
hypotheses:

H1.1: Open communicationhas a statistical significant positive effecbn
organisational commitmemtlevelU = .0. 05

H1.2: Fostering team workasa statistical significant pasie effecton organisational
commitmentatlevelU = .0. 05

H1.3: Valuing peopleover task has a statistical significant positive effeain
organisational commitmemtlevelU = .0. 05

H1.4: Ambiguity acceptancehas a statistical significant positive effiecon

organisational commitmetlevelU = .0. 05
H15:Faci |l i t at i o ndeveldpmeethapa stagisécal Gignificant positive
effecton organisational commitmesatlevelU = 0. 05

H2: There are statistical=085)gni &moagtthdef T fert
perception ofmanagerialcoaching and their organizational commitment dudemographic
characteristics such as gender, age, marital status, education level, job title, years of service in

the organisation, years of servicelwihe manager, and years of experience in general.

1.5 Research Objectives
The aim of this research is to determine the impaamnahagerial coachingn employee
organisational commitmentn order to achieve this aim, the following objectives of the
research are set:

1.5.1 To recognize the nature and level mfanagerial coachingnd organisational

commitment of stafin international development agencies working in Gaza Strip
1.5.2 To identify theimpact ofmanagerial coachingn organisational commitment
1.5.3 To determine the relationship of employ@®mographiccharacteristics with

managerial coachingndorganisational commitment



1.5.4 To provide recommendations and suggestions help in developamagerial
coachingcompetencies and facilitate the development emhmtment of the

employees ofriternational development agencies working in Gaza Strip.

16 Importance of the Study

The study will have implications on research, practice and researcher:

1 For research, thestudy will provide empirical evidence of the pisle benefits of
managerial coachindt also will identify specific coaching behavioesd provideclearer
picture o f how manageri al coaching i mpac:
behaviors

1 For practice, the studywill assist organizations workingn Palestine including
international development agencies to eliminate barriers that inhibit managers from
developing their staff and creating a positive changeaddition, the study willssist
managers to understand how their behaviors impact empbogagsisational commitment.

1 For researcher, the study will improve researcher capabiitidsknowledgédo carry out
further researchMoreover, the study is a good chance of a career development for the

researcher.

1.7 Definition of Terms

1 Manageri& coaching A collection of managerialskills that demonstrate effective
coaching characteristics in terms of openly communicating entployeestaking a
team approach to tasks, valuiremployeesover their tasks, and accepting the
ambiguous nature of ¢h working environment for the purpose of developing
employees and improving performandéc{ean et al., 2006 The extensive literature
review provided a framework of managerial coaching, including five dimensions of
managerial skillgor effective coachig (Park, 2007).
a) Open CommunicationThe echange of thoughts, feelings, and information as a

way to develop the interpersorm@@nnectiomecessary to influence others

b) Team ApproachFacilitation of team work, building partnership with employees,

respectigy empl oyeesd6 i deas and making deci si on

10



c) Value People over TaskAcknowledgement obothi ndi vi dual s6 needs
application to tasks.

d) Ambiguity AcceptanceThe ability tobe open to new ideasxplore multiple solutions
andconside multiple perspectives in decisionaking.

e) Facilitate DevelopmentTo provide resourcesand feedback, set goals, and utdiz

examples, scenari@ndrole playing for employees to think through

Organisational CommitmenA psychological connection betwe¢he individual and

his organisation, characterized by acceptance of the organization's goals and values,
willingness to exert considerable effort on behalf of the organization, and desire to
maintain membership in the organizati®orter et al., 1974).

For the purpose of this research, the researchesvimmagerial coaching as a process
where manager helps hesnployeego develop themselves and become more effective
using set ofskills in terms of open communicatioteam approachvaluing people

ove task, ambiguity acceptance and facilitation of employee further development
while the researcher viewsganisational commitment aspsychological connection

to the organization, characterized by an intention to stay; identification with the values

andgoals of the organization; and a willingness to exert extra effort on its behalf

11



Chapter Two: Theoretical Framework
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Section one:Managerial coachingConcept
2.1.1 Introduction

The majority of esearchthat addressedoaching inbusiness literature focused on external,
professional coaches, whose activities are directed toward improving the job performance of
managersn superior levelsind executiveOn the other hand, the research that addressed and
measured the cohing behavioursof first line managers omvestigatedthe relationship
between coaching behauis, from one side, anavork attributes, and employee outcomes
from another sidas limited (Batson, 2012Ellingeret al.,2003; Hamlinet al.,2006).

As the business environment became more competitivarganisations started to give more
attention to its human resource8s organizational attention become more focused on
employees, and competitive advantage, the managemestytddmodels of commaraid-

control have been replaced with team based, and empowering models. In these models, the
line manager acts as a teacher and facilitator where he adopts new behaviors of encouraging
and coaching (Ellingest al.,2003).

Coaching focuses on discoveringiaos and methods that enable and empower people to
contribute and develop more fully (Evered & Selmd®89). Coaching is not only an
employee development approach, but it is also regarded as an effective organization
development (OD) strategy. Coaching w&ewed as successful way to develop future

generations of managers and leaders in organizations (Met@hr2005).

Recently,managerial coachingas received more attention in human resource development
(HRD) literature in that coaching focuses amdividual and organization effectiveness,
performance improvement, behavior change, learning and management, human potential, and
personal growth (Ellinger et al., 2003; Hamdinal., 200%.

2.1.2 Historical Background of Managerial coaching
There is an eveincreasing number of books and articles on the topmasfagerial coaching
reflecting its increasing popularity among management scholars and practi{ieiiecger et

al., 2003) The concept ofaaching is not a new idea. It has been frequently disdusseany
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fields such as sport, psychology, education, counseling, family therapy, manag@amerd,
industriatorganizational psychology, and other areBM®wadays, a number of programs
teaching the coaching concept and techniques have been offeradnyyconsulting firms
(McLeanet al.,2005).

AccordingtoEveréd and Sel man (d®8M®J ,wd hef iwogtd wed i
a particular kind of carriage that carries a valued person from one place to other place he wants

to be in. Stern (24) was in agreement with this and stated that the word coach originated in
the 15006s to describe a particular type of
built in the Hungarian town of Kocs. The town was situated on the banks of the Darthiee on

main road between Budapest and Vienna. The quality of the carriage design spread throughout
Europe and the Hungarian term was translated into German as kutsche, then into French as
coche, and eventually adopted by the English as coach (Stern, 200Zel\\©00).

The word coach was first used in the educational sense in the 1840s, when it was adopted as a
colloquial term at Oxford University to refer to a private tutor who prepared students for
exams. In 1880s, coaching was used in sports to regetrtoner or leader for players and, in
general, having a coach in sports is understood as a means by which to produce performance
improvement (Evered & Selman, 1989; Wenzel, 2000).

Coaching emerged in the management literature from the work of Myles Mahe 1950s

when heconsideredcoaching as avell-meaningand acquirable management skill. It was
viewed as an approach to develop employees through a rapgrentice type of relationship.

In recent times and exactly during the 1970s, several artiglpeared that attemptitaerpret

athletic and sports coaching inbusinessframework. Finally, the year 1980 witnessed the
emergence of coaching as a training practice in the context of management development
(Evered & Selman, 1989).

The concept of sing coaching as an approadchimprove organizational performance through
employee learningxisted aftetthe publication of foundational work by Allenbaugh (1983)
and Orthet al. (1987). Bothagreedthat improvement of the organisation is linked with
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knowledge of its employees whereas more knowledge of employees means more improvement
and development in the organisation (Hagen, 2012).

The same concept was used again when researcbetsnded thatvherever coaching is
occurring effective managers arexisted. The researchers called for shiftirgm the
command control paradigm of management to that of knowledge and empowerment through
coachingwhichwould have the best business res(fgered & Selman, 1989).

The change in businesnvironmentbrings more demands on leaders and managers in
organizations and thdyave been required to takeore developmental responsibilities, work
that may have been reserved for human resource managers in tha ffastnew paradigm
coaching has been noted as aisoh for leaders and managers to develop their employees in

organizations (Wenzel, 2000).

Tracking literature of coaching revealed tma&nagerial coachingas become increasingly
popular in the context of business and management and from the 199Qsltheaterm

dnanagerial coachily has seen a rapid and widespread
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2.1.3 Definition of Managerial Coaching

Coaching is generally used tlescribe someone who takes people to their preferred place, and
therefore its main focus is building a helping relationship between the coach and the coachee.
Coaching in organizations has been defined from slightly different views of researchers and

Human ResourcedHR) practitioners.

Bennett (2006) argues that one obstacle to coaching research is the lack of agreement on a
definition of coaching. This observation is evidenced by the various conceptualizations of
coaching presented in tHegerature however competencies fananagerial coachingvere

agreed from the majority of scholars who studied this topic

Evered and Selman (198f)cused on coaching as a communication process thatsancar
contextwherethe manager creates an ongoing, commip@dnership with his employee and
empowers him to exceed prior levels of performa@aham, Wedman and Gawfesteret

(1994) focused on coadhg as a communication proceatso and added other relational
aspects such as mutuakpect, observation andefiback(Batson, 2012)The same approach

was adopted by (Mclean et al., 2005) when they emphasized open communication between

supervisors and subordinates as crucial factor to effective coaching.

Similarly, Antonioni (2000) emphasized the partnership betw a manager and his
subordinate when creating coaching procése effective coaching occurs whenmanager
focuses on helping the employee enhance his abilities, knowledge, and skills and optimize his

potential using a nejudgmentalapproach

On the other hand, Fournies (1987Qrth et al., (1987) and Popper and Lipshitz, (1992)
viewed coaching as a procesgmt helps employees recognize opportunif@simproving
problem work performancevhile Redshaw (2000), Burdett (1998peterson and Hicks
(1996, and Hargrove (1995)described Coaching with focus on value to employees, and
considered coaching a process of learning, development and empowerment. Detailed

definitionsand purposesf coaching are provided in Tal2.1).
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Table (2.1)Managerial Coaching Definitions

Author Definition and Purpose
Allenbaugh Coaching is defined as an ongoing, faadace process on influencirn
(1983) behavior by which the manager and employee collaborate to ac
increased knowledge; improved skills; job satisfatgtia strong and
positive relationship; and opportunities for growth.
Evered and Coaching refers to themanagerial activities of creating, by

Selman (1989)

communication only, the climate, environment, and context
empower individuals and teams to geate results.

Fournies (1987)

Coaching is a process for improving problem work performance.

Orth, Wilkinson

Coaching is a dato-day, handon process, of helping employe

& Benefari recognize opportunities to improve their performance.
(1987)
Popper ad Coaching is a process of creating a culture of developmen

Lipshitz (1992)

atmosphere of learning. It has two components: improving
performance at the skill level; and, establishing relations allowil
coach to enhance hldevelopmeati needs

Mink, Owen& | Coaching is the process by which one individual, the coach, creq
Mink (1993) relationship with others that makes it easier for them to learn.

Graham, Coachingis creating a climate of commigation, mutual respec
Wedman& ongoing observation, feedback, trust, and, and a focus on perforr

GavinKesteret
(1994)

objectives

Kalinauckas&
King (1994)

Coaching is a process by which a manager, through discussio
guided activity, helps a member of staff to solve a nobbr carry out ¢
task better. The focus is on practical improvement of performancg
the development of specific skills.
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Table (2.1) Continued

Author

Definition and Purpose

Hargrove (1995)

Coaching is interacting with people in a way that teaches ttee
produce spectacular results in their business.

Parsloe (1995)

Coaching is a process that enables learning and development to
and performance to improve.

Peterson &
Hicks (1996)

Coaching is the process of equipping people with the tools, kngeil
and opportunities to develop themselves and become effective.

Burdett (1998)

Coaching is a process focusing on enhanced performance.

Redshaw (2000)

Managerial coaching the process of giving guidance, encouragen
and support to the learner.

Hunt & Managerial coachindielps employeeso learn and develop throug
Weintraub creaing a workplace that makes learning amglowth possible, ang
(2002) combines leadership with a genuine interest in helpimployees.
Ellinger, Managerial coachings the development of a high performance w
Ellinger & environment through practices that value and supeaming

Keller (2003)

McLean, Yang,
Kuo, Tolbert, &
Larkin, 2005

Coaching is defined as a set ofanagerialskills that demonstrat
effective coachingcharacteristics in terms of open communicati
taking a team approach, valuing people over task, and acceptir
ambiguous nature of the working environment.

Hamlin, Ellinger
& Beattie (2009)

Coaching is a helping and facilitative process that enabtégiduals
and organizations acquire new skills, competence, and performang
enhance their personal effectiveness, personal development.

(Conceptualized by the researcher based on the literature r@dadg
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2.1.4 Context of Managerial Coaching

Whencoa hi ng emerged as a concept in t,heasmanage
linked with responsibility of managers to develop their employees through rapgtentice
relationship and took the form of theamaalager

review (Evered & Selman, 1989).

In that time, the process of coaching was described as a eordesiprescription paradigm,
and was focused on job skills developmedbdachingwas described more as a prescriptive

process than a supportivdatonship(Ellinger & Bostrom, 1999; Evered & Selman, 1989).

The management literature, during the 1970s, focused on utilizing sports coaching principles
and adapting it tananagerialsituations, but continued to operate within the cortrder
prescrigion paradigm of coaching Thi s paradigm was changed i
paradigm in which the coach encourages and motivates the emp(&jlesger & Bostrom,

1999; Evered & Selman, 1989).

Theory of the learning organization was found to be onhefignificant factors that led to
the evolving of the newcoaching paradigm. Bhagers in learning organizations were
considered as teachers and féaibrs of the learning process amssumedhe responsibility

to develop the réasset of the organizah; human capital (Ellinger & Bostrom, 1999).

Coaching behaviors were categorized as facilitating and empowering. Facilitating behaviors
are thosenecessary to facilitate the process of coaching and include establishing a coaching
relationship, clarifyig expectations, providing feedback, participating in goal setting, and
providing training. Empowering behaviors are those behaviors that promote empowerment
and include role modeling, promoting a sense of positive accountability, challenging and
broadeningperspectives, and removing obstacles (Batson, 2012; Ellinger & Bostrom, 1999).

2.1.5 Classification of Coaching
There has been considerable discussion among scholars regarding the differences between
managerial coachingnd other types of helping behaviorsclsuas training, mentoring
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counseling and executive coaching. Coaching is often used interchangeably with counseling

and mentoring, but many scholars differentiate these activities (Burdett, 1998; Evered &

Selman, 1989; Hargrove, 1995). In short, mostridins of managerial coachingevolve

around the concept of empowering people, releasing their potential, enabling learning, and

improving performance

2.1.5.1Coaching and Training

Training is structured process to provide employees with the knowledge andaéshills to

perform job tasks. Trainers typically operate in training rooms with groups of trainees (Meyer

& Fourie 2004).

Table (2.2)Comparison between Coaching and Training

Coaching

Training

Coaching is less formal and less structu
activity and is often provided on aj
individual needs basis

Training is a structured and form
organisational activity

Coaching occurs in any place where
manager and employee exist.

| Trainers typically operate in training roor

that equipped for training purpes

Coaching is provided in one to one basis

Training is conducted in large groups

Coaching is determined byamagershrough
observation and feedback

Individuals are not involved in the decisif
to train or in the selection of training topif

Timing of coaching should be appropriate |
both manager and employee

Timing of training may be not suitable fq

all trainees.

(Source: Krazmien and Berger, 1997)

Coaching does not replace formal training; rather, it supplements and supports more formal

efforts (Krazmien& Berger, 1997).

2.1.5.2Coaching andCounselling

Counseling is distinguished from Coaching in that counsetirigisiness generally addresses

the employeebds emot.i
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Ellinger et al 2003).0n the other hand, Coaching is typically provided by someone who is
familiar with a particular job or task and it could d&dorm of onthejob or handson training

to help employees achieve higher levels of performance (Har,.2008)

Table (2.3)Comparison between Coaching and Counseling

Coaching Counselling

Coaching generallyaddressed the wor Counselling mainly addressed employ
performance issuesnd does not seek | psychological issueswhich affect their
resolve psychological problems performance

Coaching purposes are more developme Counselling is generally remedial
outcomes.

Coaching is provided as short terf Counsellingis a shortterm intervention |
interventions can last for longer time due to the brea
of issues addressed.

Coaching is provided by supervisors g Counselling may given by a professiona
managers credited counselarr advisor

(Conceptualized by the researchased on the literature revig2019

2.1.5.3Coaching and Mentoring

Similar to coaching, mentoring is aneto-one and a longefterm process that is
developmental and career focused relationship (Burdett, 1998; Ellinger et al., 200@)yer,
coaching occurs in a shagrm period, usually less than one year while mentoring is a long
term processOn the oher hand, mentoring linked employee with more senior experienced
employees in order for them to obtain information, good examples and advice as they advance
through the organizatiomentoring usedo provide career and psychosocial suppoxtsile
coachirg aimsto produce immediate performance improven{&mnn, 2010).
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Table (24) Comparison between Coaching and Mentoring

Coaching

Mentoring

Relationship generally has a set duratior

time

Ongoing relationship that can last for a Ig

period of time

Gererally more structured in nature a

meetings are scheduled on a regular bas

Can be more informal and meetings can t
place when the mentee needs some ad

guidance or support

Short

development areas/issues

term and focused on speci

More longterm and takes a broader view

the person

Coach is not generally have direct

experience of t heli

A

g

role, unless the coaching is specific

skills focused

Mentor is usually more experiencediten a
senior person in the organisatiovho can
pass on knowledge, experience and o

doors to out of reach opportunities

A

(e

Focus is generally on development

issues at work

Focus is on career and personal developm

The agenda is focused on achiev

specific and immediate goals

Agenda isset by the mentee, with the ment
providing support and guidance to prep

them for future roles

Coaching revolves more around spec

development areas/issues.

Mentoring revolves more around develop

the mentee professionally

Source: Jarvis (2004)

2.1.5.4Managerial Coachingand Executive Coaching.

Coachings practicel bythe manager# organizations oprofessional consultants (Ellinger et

al., 2003. There is a kind of Gachingthatoffered to lower and middle level employees and
other one tends toebprovided to senior and executive level employees in organizations. The
former is themanagerial coachingnd the latter is the executive coachingPark, 2007.
Organi zationso | i ne mamagedatcoahingnd exacatigsedcoathes p e r f
usudly come from external consulting firm® providea specialized learning and training

service, and protect the confidentiality of senior and executive teaehgers (Kim, 2010)
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2.1.6 Coaching Skills and Bzhaviours
Many scholars havaentified the skills andbo e havi or s t hat o&éd6coaching
some scholars have considered the skills of coaching as being different from the actual

coaching behaviors a manager may exhibit, but they seem to be closely related (Hagen, 2012).

Coaching skills and teciques have been frequently described in the literature and taught in
training programs.Both Allenbaugh (1983) and Orth et al. (1987) emphasized on
observational skills, analytical skills, interviewing skills, and feedback skills as desirable

characteristis for the successfulanagerial coachingractice.

Evered and Selman (1989) considered some skiiich make coachinglistinct from

anything else These skills are (1) creatingpnership and relationship, (2) commitment to

results, (3) nopudgmental acceptance, (4) speaking and listening for action, (5)
responsiveness of thadividualt o t he coachdés interpretation,
practice and preparation, (8) willingness to coach S@)sitivity, and (10illingness to go

beyond whats already achieved

Graham et al. (1994argued that effectivenanagerial coachingeeds to(1) Identify clear
performance expectations, (2) provide accurate feedback, (3) offer suggestions when working

with clients, and (4) developing warm working teaships with subordinates

Peterson and Hicks (1996) identified 10 skills and behaviours for coaching process. These
skills are (1) Listening, (2) building trust, (3) nrardgmental understanding, (4) patience, (5)
focusing, (6) adaptability and flexllty, (7) ability to learn, (8) willingness to learn, non
defensiveness, (9) developmental orientation andasafeness, and (10) understanding of

human behavior

Ellinger and Bostrom (1999) identified 1Bhanagerial coachingehaviours and these
behavious were categorized into two clusters; empowering cluster and facilitating cluster.
Empowering cluster includes questioning, being a resource, transferring ownership, and not

providing answers. Facilitating cluster includes providing feedback, solicitingb&ek,
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setting and communicating expectations, broadening employee perspectives, using scenarios

and examples, and promoting a learning environment.

Amongst scholarsthere is general agreement about coaching skills in the existing literature,
such as Btening, questioning, analytical approaches, interviewing, observation, giving and
receiving feedback, communicating and setting clear expectations, and creating a supportive

environment that encourage coach{Rark, 2007)

2.1.7 Managerial CoachingScales

Literature review revealed that there are several scales to measure skills and behaviours

associated with coaching in genetalit there are very few scales faranagerial coaching
skills in particular. Managerial coachindgehavior (Ellinger et al., 2003) andanagerial

coachingmodel (Mclean et al., 2005) were the two popular, validateghagerial coaching
scales which have been developed and are available within the literature (Hagen, 2012).

2.1.7.1Ellinger et al. (2003)Model
Ellinger and Basddrastndg ® exanir® ¢h8 9eve@lomultiple enethods in

which managers facilitate their employees' learning within learning organizations. The main

guestion the study addressed was: What are the types of behaviors that contribute to the role of

managers asuscessful facilitators of learning?

Ellinger and Bostrom (1999) used a descriptive qualitative approach using the Critical Incident
Technique and sensitructured interviews for data collection. The Critical Incident Technique
consists of systematic proageés for collecting data based on detailed incident observations
recalled from memory about human behavior. The technique involves a classification for the

behaviours in useful ways to solve problems and develop broad psychological principles.

Elinger andBa st r omoé s (1999) research r raamagerial e d
coachingoehaviours. These coaching behaviors were categorized into two clusters; facilitating
cluster and empowering clusters. Facilitating behaviors are those behaviors net®ssary
initiate the coaching process and include establishing a relationship, setting expectations,

providing feedback, setting goals, and providing training. Empowering behaviors are those
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behaviors that promote empowerment and include role modeling, prgmatisense of
positive accountability, challenging and broadening perspectives, and removing obstacles
(Batson & Yoder, 2012).

1. Facilitating behaviours: The quality of the relationship between the manager and his
employee in creating a context for emmeydevelopment was the main focus of the
definitions of managerial coachingrhis relationship should be based on mutual trust and
positive regard to maintain the quality of relationship and ensure its sustainability. As the
relationship is created, theamager should know what employee knowledge, skills, values and
motivations are. This will help manager assess employee abilities and understanding of what is
important to the employee. The manager should also provide clear information about
employee perfanance expectations that are linked with organization mission, vision, and
goals. On the other side, the employee shows interest with feedback and excellent work
performance to meet organization goals (Ellinger & Bostrom, 1898red & Selman, 1989;
Longerecker, 2010).

Employees are unable to improve job performance without having feedback. In their coaching
model, Ellinger and Bostrom (1999) identified three specific types of feedback; observational,
reflective, and third party feedback. Observationatlfeek was defined as direct observation

by the manager, and was the most common source of performance feedback provided to
employees. Managers provided observational feedback in terms of performance reviews about
observed strengths and areas for futurestigpment. Trust, credibility of the manager, and his

i nterest in employeebds welfare are cruci al 1
willingness to develop his work performance. Trust always positively influerganisational
commitmentand jd performance (Batson, 201Ellinger & Bostrom, 1999 Evered &

Selman, 1989).

Similar to observational feedback, reflective feedback is a form of providing feedback based

on observation. It is different in that employee is observing himself when the endrage

the ability to Ahol d t he mirroro SO empl oy
assessments about performance. This will encourageedlelftion about behaviors and is

l i nked with manager 6s ability t erspectmpabouer t he
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issues and develop a sense of positive accountability for decisions and performance (Batson,
2012; Ellinger & Bostrom, 1999).

The final category of feedback is third party feedback and it is consistent with the concept of
360 degree appaches but it is not limited to annual or biannual performance appraisals.
Third party feedback is usually achieved through soliciting feedback from the employee's
internal customers, or through anonymous survey feedback instruments that the manager and

empoyee would create together (Ellinger & Bostrom, 1999).

Soliciting meaningful and constructive feedback is vital in improving workplace relationships
and practices. Al t hough it ds commonpl ace f
receiving their ideasral input is equally important. Manager measures if his employee has
problems or comfortable performing his work related tasks through asking and soliciting
Feedback. Managers who encourage employee feedback not only build trust and loyalty but

inspire andnotivate employees to be the best they can be (Ellinger & Bostrom, 1999).

Setting goals is a step towards building coaching relationship between the managers and his
subordinate. Managers help their employees to close the gap between actual perfonchance a
intended performance through participation in goal setting. Managers must help their
subordinates prioritize goals, must explain the reasons for such priorities, and must make goals
and priorities a frequent focal point of their conversations. In tiserede of such help,
subordinates can be immobilized by conflicting goals or too many to accomplish in a limited
amount of time (Batson 2012; Ellinger & Bostrom, 1999; Longenecker & Neubert, 2005).

Providing resources for training and skill developmenhésfinal facilitating behavior on the

part of the manger. The manager, who sometimes has not enough time or skills to train and
develop employees, can involve people with expertise to assist the employee in improving
performance. The manager is resporestbl ensure that resources are available to provide the
employee with the necessary training. After training, feedback is necessary to ensure the

employee has incorporated new skills into performance (Batson, 2012).
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2. Empowering Behaviours aresupportiveactions and activitiehatenacted byhe manager
to promoteempowerment through development of sdffcacy aiming athelpingemployees
to learn and discovéBatson 2012Batson & Yoder, 2012; Ellinger & Bostrom, 1999).

Despite the fact that managenayassumehe role of facilitator of learning or by paradigm of
controlling their employees because of the position and authority power they possess, they
may facilitate their employees' learning by shifting to the empowerment paradigm that is

demonstreed by the empowering behaviors they erjgtitnger & Bostrom, 1999).

Managersuse four behaviours tencourage employees to assuateEountabilityfor their
actions and decision3 hesebehaviors thatintended to promote a sense of competence and
self-efficacy, are role modeling, promoting a sense of positive accountability for actions,

challenging to broaden perspectives and removing obstacles to goal attgidateon, 2012)

Communication is not verbal only but the actions of the managergpowerful messages

to the employee, which can be positive or negative (Batson, 2012; Burdett, 1998;
Longenecker, 2010Role modeling isone ofthe mostvital behaviar for any leaderEven
behaviours ofproviding a supportive relationshiguch astrust, intgrity, openness, and
honesty are essentials for coaching procg&urdett, 1998)but rle modelingis very
important for enployeesto draw inferences about the character of the managdech

influence attitudes and behaviors toward the man@ggson, 202).

When managers demonstrate poor role models, the impact will be negative on employees. In
contrast, wen supervisorsdemonstratesenses ofhonesty, trust, fairness, ammpenness
through role modellingtheimpact will extend positively fronemployeeto the organization
(Hamlin, Ellinger, & Beattie, 2007)

The second key empowering behavionépingemployees to create a sensaodountability.

Managers, who promote accountability among employees, help them to learn from their

mistakes and apply newolutions. Employees create more confidence when they take the
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accountability to evaluate their mistakes and learn from their errors as well as their successes
(Batson & Yoder, 2012; Ellinger & Bostrom 1999).

Helping employees to broaden their perspestiis the third empowering coaching behavior
Managers should help their employees to work out their difficult tasks and stretch them behind
what they used to do by practicing new skills and attituddse managers should encourage
employees to think thugh all aspects of the issaadexplore thesignificantimpact of their
duties(Ellinger & Bostrom, 1999

Effective coaches musemoving obstacles that employees perceive to be in the way of goal
attainment which is the fourth behaviour of empowermditey should providetheir
employeeswith the tools,and knowledge tgerform develop and succed®urdett, 1998;
Ellinger & Bostrom, 1999; Longenecker, 201The most important job of the manager and
sometimes not given the deserved attentiornisurirg that people have no obstacles to

performancélLongenecker, 20100

Based on irdepth review of the coaching literature to identify an appropriate measure of
coaching behavior within the context of business context, several coaching instruments have
beenfound within the field of sports and sports psychologyt not for use in Business
settings. On the other hand, the psychometric properties of coankingnents fobusiness

settingsare oftemot providedEllinger et al., 2003)

Based on previousesarchresultsof (Ellinger, 1997; Ellinger & Bostrom, 1999; Ellinger,
Watkins, & Bostrom, 1999)Ellinger et al. (2003xreated asingle dimension measure for
coaching behaviorThe eight items of the scale were designed based on the results of her
previows critical incident study, which investigated how effective managers coach their
employees in organizatioiigllinger, 1997 Kim, 2010.

Ellinger and her colleagues (2003) identified the essential coaching skills as personalizing
learning situations, broading employee perspectives, allowing employees to think through
issues, stepping into employee shoes, being a resource for employee development, and
providing and seeking feedback from employees (Kim, 2010; Park, 2007).
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The process of selecting the eigtems was verified by a review of the existing coaching
literature to eplore coaching skills and behaviors identified by other researchers and
practitioners. Principal component coefficients for the eight items rangedrérto .876. In

addition, thetemto-t ot al correlations ranged from . 704
multi-item measure was .93B addition,the goodness of fit index (GFI) at .93, comparative

fit index (CFI) at .96, and incremental fit index (IFI) at .96 supported thdiorensionality of

the instrument . th€muliritein emeabude svasad3Q(HEllimgerf ebat., 2003).

2.1.7.2Mclean et al. (2005) Model

Based on review of existing literature on coaching, Mclean et al., (2005) developed an
instrument ofmanagerial codtng skills, and it consisted of fotdimension framework. They
consideredmanagerial coachingas a set of skills that demonstrate effective coaching
characteristics in terms of openly communicating veihployeestaking a ¢am approach to
tasks, valuingemployeesover task, and accepting the ambiguous nature of the working

environment for the purpose of developing employees and improving performance.

Mclean et al. (2005) argued that the proposed framework consists of four major components:
manager as @th, employees, task needs to be accomplished, and the working environment.
This framewor k, suggests that the effective
managerialbehavior: the manager as coach should communicate openlyemigttoyees

needs toapply a team approacimstead of an individual approach with tasks, tends to value

people over tasks, and should accept the ambiguous nature of the working environment.
Mclean et al., (2005)dentified coaching as an Organization Development (OD) giraamd

considered managerial coachinga multidimensional construct, and it provides the

opportunities for researcher and practitioners to study and practice.
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Accept Ambiguity
Nature of Work

Figure (2.2) Theoretical Framework of Manager as a Coach
(Source: Conceptualized by Mclearaét 2005)

Some scholars responded to this work, and questioned whether the team approach is a primary
component of effective coaching since coaching is often considered-ename activity.

They also noted that other elements associated with coaskiltlgy and mentioned in the
literature should be considered such as: developing a partnership, effective listening skills,
providing feedback and facilitating developm@aéterson and Little, 2005).

Park (2007) responded to thenementsand conduct extnsive revision for thenstrumentin
particular andmanagerial coachintiterature in generalThe review revealed that there are
some differences among researchers regarmgiagagerial coachinthemes, although there

was agreement on some themes. Thdasi@v concluded thabne more dimension of
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developing employeshould be addetb the model in McLean et.al (2005), and confirmed the
revised model a reliable and valid. In the following section, five dimensions with the prior

literature are discussed, ambre detailed behavioral descriptions would also be involved.

1. Open Communication

Many scholars who studiechanagerial coachinggreed thactommunicationis one of the

most essential elemerttsat lead to effectiveoaching They considered communicatias the

basis for building a relationship and allows managers and employees to gain better
understanding of each oth@llinger, 1997; Ellinger & Bostrom, 1999; Ellinger et al., 2003;
Ellinger, Hamlin, & Beattie, 200&vered & Selman, 198%raham et al.1993;Peterson &
Hicks, 1996.

Communication is an important factor for coaching effectivenasg needsfurther
investigaion onthe qualities of speaking and listening between the manager as a coach and an
employeg((Evered & Selman, 1989In addition, opencommunication includeskills such as
setting clear expectation (Ellinger et al., 2003), providing and soliciting feedback (Ellinger &
Bostrom, 1999), sharing information and vajusople(Park, McLean, & Yang, 2008), and

gain clear understanding what others say (Ellinger et al., 2003).

Open communication allonsupervisorgo see the tasks differently than from the perspective
of action (Evered & Selman, 198%uild trust with their employees, exchange feelings and
ideas, develop mutual unde&sding, accepted goals as a basis of a interpersonal rapport
(Park, 2007)

2. Team Approach

In working with subordinates, supervisors should consider their subordinates as their partners
and work as a team. When managers apply a partnership relatioriekiptihan a control and
command relationship, employees become more empowered. The partnership relationship
should be applied in both omm#-one situations and team situations. The manager should
substitute his traditional role as a controleth anotherone in which hdacilitatesteamwork,
respecte mp | o gpmiensadid malksdecisions through discussi¢ark, 2007).
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Team approachs the preference for working with others when making decisions and
achieving resultsCoachingis a collaborative efforand team approach isot independent
form other coaching literatures but share the common grddadagers asoaches need the
skills to support employees and encourage their collaborative behabiars (McLean &
Yang, 2003. Team approach should be asgted with opennes8urdett (1998), and
coaching should beonnected with generating team performafioesred and Selman, 1989).

3. Value People over Task

Managing people is the most importaartd most difficultjob in the organisationGood

c o0 ac hes dvould kakriowledge the individual needs and at the same time the
accomplishment of tasks. So when dealing with employees, managers need to give balance
considerati on fsamdtabkgPak20p7¢ opl ebs need

Par k (200 7 Juingdpedplé ave tdskefiagtah e man a g e rcaénsiderhidi | ity
employeé need and apply the relation to task requiremBEm¢ manager who seeks respect,

trust, loyalty, commitment, and responsibility from his employees, he should show these
qualities first. The emplae should feel he is as human in the workplace instead of working
maching(Evered and Selman, 1989).

4. Ambiguity Acceptance

Opennessis one of the essentiatlements that coaching should enté@#lurdett, 1998)
Managersshould tolerate ew ideas andcceptmultiple solutions when working with their
employees.When a decision to be made, managers should draw ideas from others and

consider multiple perspectiveBdrk, McLean & Yang, 2008

In a rapid changéusiness environmenmanagers shouldiscovermary feasible answert
work related problemsather tharrepeating the same answer. Thidl e nhance manage

ability to deal with problemsndencourage employeesfiad creative answers (Park, 2007)

Aligned with the concept of flexibility and thinkgy complexity, rmnagersshould develop
behaviorto accept theincertainandactivenature of work environmen®hey should bepen
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with the differentviews and accept ambiguity about work plagehich might help tocreate
innovative ideas andecreaséevel of discomfort about uncertain{fPeterson & Hicks, 1996).

5. Facilitation of Development

In the past several years researchers have focsiggdficant attention onleaders and
managers role in building learning organizations. With this new apprdeaties and
managers will assume roles as teachieeaders and managers are algib serve as modelers

of to create cultures for learnirigllinger & Bostrom, 1999).

According to Hamlin et al., (2006), coaching is a new management paradigm calls for
facilitative behaviours that focus on employee learnidgvelopmentand empowerment
Behaviors associate with this dimension include suggesting, setting challenging goals,
providing feedback, utilizingcenariosand questioning for employees to think, and being a
resourcellinger & Bostrom, 1999Ellinger et al.,2003).

Managers, who act as learning facilitatggegmot high levels of mutual understanding, new
perspectives, and offered support and guidance to their employees to foster learning and
developmentEllinger & Bostrom, 1999).

2.1.8 Managerial CoachingOutcomes

At an extraordinary rapid pace, organizations changed, are changing, and will continue to
change. In order for organisations to adapt with these changes, continuous improvement is
essential to gethe results required for organizational success and personal development
(Longenecker & Neubert, 2005).

Traditional approaches of leadership and development are insufficient to provide -context
relevant learning that managers require to develop their dinbdes. In response,
organizations are experimenting with a host of new methods of leadership development
(HernezBroome & Hughes, 2004)
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The call formanagerial coachings a way of motivating, developing, and retaining employees
appeals from many sclak who demanded to place coaching at the heart of management
practice (Burdett, 1998; Evered & Selman, 1989, Gethal., 1987). Unlike prevailing
management paradigms focusing on control and order, coaching focuses on discovering
actions that enable anempower people to contribute fully, productively, and with less
alienation than the control model entails (Evered & Selman, 1989).

Organizations use coaching for performance improvenwneer developmenteadership
development, strategy deepiment, ad organization change.r@ of the main reasons for
using coaching is because organizations adaptcoachingfor individuals or teams in daily

organization contextd{m, 2010)

Coaching has apparent benefits associated with for both individual empboygder their
organizationgEllinger et al., 2003)Coaching provids a flexible schedule for learning and

development rather than traditional classroom training interve(iiom, 2010)

Coachingprovides employees with opportunities get support im managers to learn new
skills, solve workrelatedproblems, and to further organization effectiveness as a learning
organization (Ellinger & Bostrom, 1999; Peterson & Hicks, 1996).

The managerial coachingields a myriad of benefits for th@nployees with often include
improvements in motivatioearning,developmentcommitment to quality, job performance
and interest to stay itheir occupation Ellinger et al., 2003Eveared & Selman, 1989; Orth et
al., 1987;Park et al., 200&Redshaw, 2000)

For the organization, effective coaching can help create a residtsted culture, facilitate
organizational learning, accelerate problem solving, and also help create additional coaches
(Redshaw, 2000)Managerial coachinghas also great outcomes for orgatien which
include cost savingnd customer satisfaction and qualiggllinger, 1999) This climate of
coaching can increase the rate of learning and reduce the costs of alternate
inefficient/ineffective methods of development.
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Section Two: Organisational Commitment
2.2.1 Introduction

Over decades, organizatiorgenerally raed on committed employees wharovide extra
efforts supporting themEven it was studied by a wide range of scholars and researchers, the
concept of commitment in is still one of the madtallenging topics in the fields of
management, HRM and organisational behaviour (Cohen, 2007).

An increasing number of organisations are formulating HRM strategies that attempt to foster
adherence to an organisation's goals and values, so understéediregure of organisational
commitment and the factors associated with it has become crucial to informing HRM
strateges (Meyer and Allen, 1997)

2.2.2 Definition of Organisational Commitment

Organisational commitmers widely described in the management &etiavioural sciences
literature as a key factor in the relationship between individuals and organizations. The early
emergence of organisational commitment conceptualization is based on Howard Becker's
(1960) theory of the sideets. Becker (1960) arguedhat employees arewilling to be
commi tted because they want to-bemtas nd aismcls oc
promotion or a pay rise and this will be achieved by remaining in a given organization. The
t er m-biiestisdbe was used llgscrid® ¢heakcamulationl dobtddmes bro
investmentgained by employee artat would be lost if he leag¢he organization. Thask

of losing theseutcomesalong with a perceived lack of alternativeemmits the person to

the organizatioriBecker, 196; Cohen 2007)

The focus of commitment shifted by Porter, Steers, Mowday and Boulian (1974) from tangible
investments osidebets to the psychologicabnnectiorone had to the organizatioRorter et

al., (1974) built their theory on the attitudingpaoach which was defined laterthg relative
strength of an individual identification and engagement with a particular organization
(Mowday, Seers, & Porter, 1979
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Organisational commitmerttas been defined and measuredmany different ways The
several definitions and measurdgve the saméheme in that @anisationalCommitmentis
considered to ba bond that connecisdividuals to the organization. The definitions differ in

terms of how this bond is considered to have developed (Mathieu &, 28/2@).

Table (25) Organisational Commitment Definitions

Author Definition
Becker (196D Commitment ighetendency to engagin activity resulting from
recognition of the side bets associated with the discontinuan
that activity.
Kanter (1968 Theat t achment of a maffectingdnd\emotan

to the group

Sheldon (1971) fan orientation towards t he
the identity of theppP&rson

Hrebiniak & Allutto | Commitment isthe unwillingness to leave the organisation

(2973) increments in pay, statuss; for greater colleagueal friendship.
Buchanan (1974) i a partisan, affective attachment to the goals and values
organi zation, to oneé6s randte

the organization for its own sake, apart from its pu
i nstrumenp88). wortho

Porter et al (1974) The attachment to the organizatiahat characterized by a
intention to remain in it; an identification witits values andg
goals; and avillingness to exennoreeffort on its behalf

Salancik (1977) Commitment is a state in which an individual becomes boun
his actions to beliefs that sustain his involvement

Mowday, Steers & The relative strength of an individual'semification with and
Porter (1979) involvement in a particular organizatiolt is characterized by
three related factors: n(1l)
organization's goals and values; (2) a willingness to ¢
considerable effort on behalf of the angzation; and (3) a stron
desire to maintain membersh
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Table (2.5) Continued

Wiener (1982 At he t ot alsednprmaiife pressures to ac in a Vv
which meets organizati onalat
Aindividuals exhibit behavi
the fArightod42i)hing to doo (p

Reichers (1985) Aforgani sational commi t ment
organisational members are committed to existing groups w
the or g@nded.ati ono

O6Rei l l'y (Jhan i ndividual ' s psychol og

including a sense of job involvement, loyalty and belief in
values of t (pel7)organi sationo

Meyer and Allen (1991 A i s a psychol ohgractersédth s t & tme |
relationship with the organisation, and has implications for|
deci sion to continue mp®Mh)er

Morrow (1993) Organisational commitment as an attitude reflects feelings
as attachment, identification and &ty to the organisation as ¢
object of commitment.

Robbins (1998 fithe degree to which an employee identifies with a particula
organisation and its goals, and wishes to maintain membersi
the organisatiod(p. 142)

(Conceptualized by the reseherbased on the literature revie014

From the literature review it may be concluded that organisational commitment is

conceptualized and explored based on variety of apprgathese are the attitudinal

approach, the behavioural approach, the nowmatpproach and the multidimensional

approach (Sager, 2009).

A Attitudinal approach : Developed by Porter et al., (1974)etattitudinal approach tried to
describe commitment as a focused attitude which not associated by other constructs such
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as behavioralintentions. Consequentlycommitment was defined by Porter and his
supporters a s stréngth lfean inéiidaat'si ideatification with and

i nvol vement in a particul ar Poder,d%/9;ip.z286).i on é 0
They developedcommitnent as an alternative to job satisfaction aridimed that
commitment can sometimes predict turnover better than job satisfacoommitmentwas
characterized by three related factors: i
organization's goals andlues; (2) a willingness to exert considerable effort on behalf of

the organization; and ()&t r ong desire to maintain membe
(Mowday et al., 1979, p. 226).

The behavioural approach is conceptualized based on the view that employee
continues his employment with an organization because outcomes such as time spent in
the organization, promotion, friendships, pay rise and pension benefits, that link the
employee to the organization. Thus an employee becomes committed tgaaization
because of investments that are too costly to loose. This description is aligned with Becker
(1960) which arguedthat employee commitment is continued association with an
organization that occurs because of an employee's decision after egathaticosts of
leaving the organization. He emphasizes that this commitment only happens once the
employee has recognized the cost associated with discontinuing his association with the

organization.

The normative approachis the third approach, which args thatigreement oémployee

goals and values and organizational aims make the employee feel obligated to his
organization. From this point @iew, organisational commitmeifhias been defined &ise

total of affectednormative pressures to act in a whgt aligns withorganizational goals

and interests (Weindr982).

Multi -dimensional approach is relatively new approach and assumes énganisational
commitmentis not only emotional bond, perceived costs or moral obligation but it is more
complex, accating to this approachgrganisational commitmentevelops because of the
interaction of all these three components (Meyer & Allen, 1991).
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2.2.3 Stages of Organisational @mmitment

Organisational commitment is a spontaneous process, which develops throughrttaian

of individuals to the organisation. The development process can be described through stages,
which are outlined by O'Reilly (1989, p 12) as compliance, identification and internalisation.

These stages are described below:

A Compliance Sage which is the first stagethe lowest level of commitmerand focuses
on the employee accepting the influence of othexsause he wants to receive something
inretumsuch as compensati ons @trthisgtage ematureoon ( O0 R
organisatnal commitment is associated with the continuadiceension commitment,
where individuals arealculative with the need to stay in the organisationording to

rewardsevaluation and whahey receive (Meyer & Allen, 1997).

A Identification Stage which is the second stage and arises when employees accept the
influence of others in order to keep a satisfying -defining relationship with the
organisation and during this stage employees feel proud to be part of the organisation
( O6 Rei I)l At this 488e8 @ganisational commitment is based on the normative
dimensionand the individual stays because he should and is guided by a sense of loyalty

towards the organisatiqMeyer & Allen, 1997).

A Internali sation Stagewhich isthe last stage and occurs whiewlividuals find the values
of the organisation to be intrinsically rewarding and aligned with his personal values
(O6Rei I Iy, 1989) . At this stage, organi sa
dimension and individuals develop not only the sendeetdnging but passion to belong
to the organisatiorAt this stage, the values of the individual are therefore consistent with

those of the organisation (Meyer & Allen, 1997).
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2.2.4 Factors influencing Organisational Gmmitment
Literature review revealed thttere are several factors that affect organisational commitment
job-related factors, employment opportunities, personal characteristics, work environment,

positive relationships, organisational structure, and management style.

Steers (1977) identified the groups of factors that shape organisational commitment;
personal characteristics, job characteristics and work experi@nganisational commitment

could be affected by the employee's personal characteristics such as age, and gender. It seems
that older employees who developed satisfied levels of work performance tend to report higher
levels of organisational commitment. Organisational commitment is associated also with
gender. However, gender differences in commitment are due to different work ehstiast

and experiences that are linked to gender (Mathieu & Zajac, M@&r & Allen, 1997).

Steers (1977) found that organisational commitment is also influenced foglgddd factors
such as employmerautonomy, variety, feedback, task identity anteraction with others
This finding was also in line with Meyer and Allen, (1997), who found that employees that

have a good relationship with their immediate work group have higher levels of commitment.

2.2.5 Organisational Commitment Outcomes

Morrow (1993 argued that employees with a low level of organisational commitment tend to

be unproductive and some become loafers at work organisational commitment can result in a
stable and productive workforcéndividuals who are rated with high committed have no
tendency to leave the organisation because they are dissatisfied and assigned challenging work
activities. Committed employees are more likely to maintain organisational membership and
contribute to the success of the organisation (Meyer & Allen, 1997).n@ted employees

are usually accomplishment and innovative orientated with the ultimate aim of engaging in

and improving performance (Morrow, 1993).

2.2.6 Organisational Commitment M easures
Organisational commitment has been defined and measured in severandiffays due to

diverse definitions and measures in the scholarly literature. The bond between an individual
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and organization is recognizen the definition oforganisational commitmentiterature
review revealed that there are two leading constractadasure organisational commitment;
organisational commitment questionnaire (OCQ) of Porter and his colleét@é4) and
Meyer and Allen 1997).

226.1Por t er 0 s étganasdtional Cdmiidméenrt Questionnaire (OCQ)

The OCQ was developed by Porter and &ssociates because the earlier measures of OC
seem to have been createdapprior basisandlack systematic and comprehensive efforts to
determine theistability, consistency and prediatipower. Many of those measures failed to
report validity or rahbility (Mowday, et al., 1979).

The OCQthat developed to measu@C def i ned as 0 offareindvidublat i v e
identification with and i nv Mowdaynetalt1l970,qp. a pa
226). It consists of 15 statementsintendd t ap the three character.i
belief in and acceptance of the organization's goals and values; (2) a willingness to exert
considerable effort on behalf of the organization; and (3) a strong desire to maintain
membership in the orgai z a {Mowedaycet al., 1979, p. 226%ix statements are negatively

phrased and reverse scored to reduce responseshmasnarizing the results of nine different

studies in which OCQ was adopted on a wide range of samples, Mowday et al., (1979)

reportedthat the OCQ has reasonably strong internal consistency and reliability.

Developed by Porter et al. (1974) and based on their own definition, the OCQ can be used in
two ways, according to its authors: in its fullit®&m form or in its reduced-lem fom (items

1, 2, 4,5, 6, 8, 10, 13 and 14). Although the authors characterize affective commitment in
terms of three factors, they measure it in a-dineensional way, having tested the internal

consistency and reliability of the 1&nd 9item versions othe OCQ.

226.2Mey er & Al |Oegan&aionél tonMiment Questionnaire
Meyer & Allen (1984) initially proposed making distinctions between two types of
commitment: affective commitment and continuance commitment. Allen & Meyer (1990)

subsequently intragted a third component of commitment; normative commitment,
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Meyer and Allen (1991) argued tharganisational commitmenis a multidimensional

construct comprising three components: affective, continuance and normative. Affective
commitmentisthe indivlal 6 s emoti onal connection and i d
in the organization, and based on this definition, employees with a strong affective

commitment will remain in the organization because they want to.

Continuance commitment is associated t h oneds awareness of the
leaving the present organization. Based on this definition, employees whose commitment is in

the nature of continuance will remain in the organization because they have to. Normative
commitment, on the o#r hand, associated with feeling of obligations to the organization
based on oneds personal norms and values. Ac

in the organization simply because they believe they ought to.

While the earlier versions (Meyer &llen, 1984, 1991; Allen & Meyer, 1990) of the OCQ
contained 24 items (8 items for each scale), the later version by Meyer & Allen (1997) only
contained 18 items (6 items for each scale). Although the items were reduced, this change

primarily affected themormative scale, not the affective and continuance scales.
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Section Three:Relationship betweenCoaching andCommitment

Existing |iterature has provided some potent
manager so ef f e c tgiskille Sewesab studids haweo idemtlied na positive
relationship between coaching and other supporting behaviours, from one side, and
organizational commitmentrom another side. This relationship Hasen suggested more
indirectly than directlyPark, 207)

Coachingcontributed teenhanceent of theextent to which employees feel satisfied at work
thus strengthening their sense of attachment to the organizaifboen managers are
supportive of their employees, employees feel more engaged with thezatgam Coaching
may make an organization more attractive, further ecihg organizational commitment
(Allen & Meyer, 1990)

Managerial coaching enhances énmpy ees 6 f eel i ngs oéternmameofet en c
organizational commitmeniCoaching povides employees witempowerment that makes
employeesfeel trusted by their supervisomghich strengthen their relations and increase
commitment(Meyer & Allen, 1997).In addition, Mathieu and Zajac (199Cargued that
participative leadership, such as eppsory coaching, is related to organizational

commitment. In addition,

In his study, Park (2007yupported the conclusion that managerial coaching impacts
empl oyeesd organizational commi t menwhich Thi s
emphasized ht e i mportant rol e o f manager s i n i no
commitment(Mathieu & Zajac, 1990 Managerial coaching can bring trust and ownership to

empl oyees that wildl | ead t o.Whanemhpoyeespsréeiveo r g a n
that they receive support from their managers in their development, they are more likely to be
engaged with the organizatioRdrk, 2007) The results clearly support the conclusion that

manageri al coaching i mpacts employeesd organ
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SectionFour: International Development Agencies in Gaza Strip
2.4.1 Introduction

Development agenciesy in other worddNon-governmental organizations (NGOs), are now
recognized as key third sector actors on the landscapes of development, human rights,
humanitarian aan, environment, and many other areas of public action, after governmental
and private sectors. NGOs are active in a wide range of other specialized roles such as
democracy building, conflict resolution, human rights work, cultural preservation,

environmetal activism, policy analysis, research, and information provision.

NGOs have existed in various forms for centuries, but they rose to high prominence in
international development and increased their numbers dramatically in the 1980s and 1990s. It
is difficult to know exactlyhow many NGOs there are, becatisere no statisticare kept.

Some estimates the figure at a million organizations, if both formal and informal organizations
are included, while the number of registered NGOs receiving internat@ahas probably

closer to a few hundred thousanthe United Nations estimates that there were about 35,000
large established NGOs in 20QGwis, 2009)

2.4.2 Definition of Non-Governmental Organizations

The term NGO is broad and ambiguous. It covers a rahgeganizations within civil society,
from political groups to sports clubs. Its clear deion still remains disputeddowever, it can
be argued that all NGOs can be regarded as civil society organizations tratuagh civil

society organizations afdGOs. The concept of NGO came into use in 1#owing the
establishment of the United Nations Organizations which recognized the negpdeta

consultative role to organizations which were not classified as goverar\éfitett, 2002).

The roots ofNGOs are different according to the geographend historical context. They
have recently been r egar denmbtformofit prganitatiors.f t he
Although there is contestation of the definition of an NGO, wigely accepted thdhese are
organizations which pursue activities to relieve the suffegpngmote interests of the poor,
protect the environment, provide basic social servicesyaddrtake community development
(Cleary,1997).

44



NGOs are organisationprivately set up a sufficiently autmomous in its activity and
independent of direct governmental contfhey arenon-profit, which would clearly define

its voluntary characteand theycannot be considered a political party with an aim of attaining
political power.NGOs supportdevelopmenivhich demonstrate its public interest character
According to Turner and HtarédroeanizaioNG&@Bmuaity e g e
groups, professional associations, cooperate charity organizations whosécampiovethe
wellbeing of their members and of brdbldmee ar eas
1997: 200).

The Worl d Bank, on the ot hezations that pursuesaaigtiss NGOO
to relieve suffering, promote the interests of the poor, prétecenvironment, provide basic
social services, and/or dertake community developmeni this study, the termson

governmental organization addvelopment agencies will be used interchangeably

2.4.3 International Development Agencies in Palestine

In Pakstine, the international development agencies, called international NGOs, play a more
vital and important role than merely serving an intent group. Since 1967 when Israel occupied
the West Bank and Gaza Strip, International organisations have beenngavidide range

of basic services in health, education, culture, social welfare, agriculture, trade and human
rights. Following the signing of Oslo accord, NGOs assumed a far greater role in development

than previously.

These large amounts of foreign iatance played an important role in upgrading Palestinian
infrastructure facilities and reducing the destructive impact of the Israeli policies and practices

during the ten years following the Oslo Accords.

The impactof international assistance could &&sessely the extent to which the assistance

is effectively allocated across sectors in order to address the maximum number of
development priorities and to meet the needs of the Palestinian people. Measuring the benefits
of donor funding is extremely elienging, as it is not delivered through one central body with

a harmonized set of goals, objectives and priorities via a single set of processes
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Chapter 3 - Previous Studies
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Section One:Studies onManagerial coaching

3.1.1 Introduction

A number of published studies in certified journals are viewed for the purpose of this research,
focusing onManagerial coachingelationship in other areas of the world. Due the fact that
Palestinian and Arabic papers on tanagerial coadhg topic are rare, only one is being
cited that examined the application of coaching in Gaza strip NG@sresearch depends on

the foreign researches as the main source of quotation and comparison.

3.1.2 Local and Arabic Studies

1.Aj jour (201 23ation offiCbdctleng Rephpituescat Palestinian NGOs in the
Gaza Strip, Palestine, Based oManagerial P e r s p e The puvpesé of the study was to
investigate whether Palestinian NGOs in Gaza Strip apply coaching techniques or not and
highlight the vital roé of coaching that helps Palestinian NGOs to get things done successfully
in the most effective and efficient ways. The study surveyed the top and middle management
of Palestinian NGOsnd 129 questionnaires were distributed among fficty Palestinian

NGOs in the Gaza Strip to collect the primary data while 119 valid responses were received.

The study found thaPalestinian NGOs do not use coaching as an effective tool in developing
employee's skills, and as a technique to adjust employees with nemgwenkironment. The
study found alsoprganization culture, manager skills as a coach and coach's development
programs have a positive correlation with thepleation of coachingwhile Coach's
development practices are the strongest predictor for tHieam of coaching techniques

The study recommended upgradinpe existing organization culture in a way that
institutionalizes coaching culture as a orapart within Palestinian NGOs ane\eloping
written policies and coaching manuals that are chait easy to be understood by all
employeesbeside ahancement of team culture instead of emplay@@ager cultureThe
study also recommenddmlilding the capacity of managers in areas of using coaching tools,
styles, approaches and coaching skills.
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3.1.3 International Studies

1. Anderson (2013), AA Tr o] amandgerialsceaehingfone i mp |
| eader s hiTe purposeoof tigedstudy was to examine the behaviours associated with
managerial coachingdentify factors that affect the propensity managers to undertake

coaching; and discuss the implications of the manager as coach role for leadership theory.
Survey data obtained from 521 linganagers ir10 UK organisations.

The study found that wrkplace coaching is distinct from specialized atoag practices
Demographic characteristics of individual manageushsas their age and experiername

unlikely to affect propensity to undertakenagerial coachinglowever, eaderteam member
relationships and occupational sefficacy are predictie of managerial coachinigehaviours.

The study found also thédanagerial coachinghallenges traditional leadeentric models of

| eadership and requires an acknowl enhdke mgrmot C
and a di mi ni s h eldadégrsthndsdara meméeds. b et we e n

Thestudy recommended the consideratiomaidels of leadership and a corresponding review
of leadership developmembr effective managerial coachingnd applicatiorof managerial
coachingalongside with transformational or ethleadercentric practices

2. McCarthy & Milner (2013), " Managerial coaching challenges, opportunities and
training". The purpose of this study was to provide insights into the growing practice of
managerial coachingrhe study examined the literatuwe coaching managers and discussed

practical implications for coach training.

The study identified key differences in the issues faced by coaching managers and by
internal/external coachemdrecognized the importance of adequate training of managers in
coaching skills as an important issue for organizations to tatkle.study found that the
development of a supportive coaching culture should not be underestimated in facilitating

managers to apply their coaching skills on a daily basis.
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The study reommended thatcoaching manageshould haveconsiderable impact on
developing trust, awareness, responsibility and learning and ultimately on engagement and
performancehrough regular coaching conversatiombe study also recommended managers
considerCoaching as a way to implement many of the demands made on their leadarghip

to provide managers witinaining not only in coaching skills but in understanding how to use
coaching in their role and in their organisation

3. Bat son (Maagedal ,coadhing and staff nurse perceptions of work

environment, professional wor k satisthacti on

purpose of the study was to explore the rel

line manager coaching behaviasd nursing work environment characteristics, professional
work satisfaction, job satisfaction, and intent to stay. A-qdéstion survey was utilized to
collect data. The sample for the study was comprised of staff nurses who provided direct
patient careat one of 10 acute care hospitals in the Seton Healthcare Family. The total
population of staff nurses for recruitment purposes was estimated at 2,485 while the final

desired sample was 554 nurses.

The study found thahurse perceptions of coaching st line managers mean equals 113.88
with mean weight equals 71% which reflect the perceptiotigh levels of managerial
coachingbehaviors by first line managers an@nagerial coachingehaviors were positively
correlated with eight work environmenharacteristics which comprise professional work
satisfaction, with medium to large effect sizes notBlde study found also thaibaching

behaviors demonstrated positive relationships with job satisfaction and intent to stay.

The study recommendethanages to develop purpsdul coaching relationships order to
provide a better return on investment for career development and retention of newly graduated
o mid-career staff nursed’he study also recommendedaching as appropriateapproach

when assumingew job responsibilities to assure that performance is in alignment with the
goals of the new department and/or organizaéind to varytypes of developmental support

they provide to staff nurses
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4. Go me z & Gunn (2012) , nDo ma nter deaders? Anh at C
exploration into the relationship betweenmanagerial coachingand | eader devel o
The study purpose was to establish if there is a relatiobshigen managerial coachingnd

leader development from the perspective of the coachinggeanThe study also aimed to
understand the linkage between applyimgnagerial coachingkills and any resulting
perceived and/or actual leader developmertie Tauthor used mixed methodsr data

collection; a questionnaire and qualitative sstnucturel interviews. The sample included all
managers in Motorola Solutions Company in Cambodia.

The study found thatquantitative data supports a strong positive correlation between
managerial coachingnd leader developmenthe authors developed a new taxayofor
describing the components of thranagerial coachingleader development relationship. The
components consist of outcomes, pathways and mechanisms. The mechanisms identified help

explain why and how coaching outcomes occur.

The study recommendeghechanisms such as communication, relationship development, and
learning focusas essentials for coaching to occur confirmed the need for more research into

coaching mechanisms.

5Hagen & Aguil ar ( 2 tdn2ggrial cdachihgen leamipgaoattomes f
within the team c olhd parpadse of tAenstudy iwasl ty isvestigate the
relationship between coaching expertise, project difficulty, and team empowerment on team
learning outcomes within a higherformance work team. The authors usetine survey to
collect data from 167 leaders and 212 members of Six Sigma teams in 5 organisations.

The study found asignificant positive relationship between the level of coaching expertise
exhibited by a team leader and the team learning outcomesethdt from a projecta
significant positive relationship between a
within the team context, and the team learning outcomes that result from a prujeet
significant positive relationship between the peojgifficulty and the team learning outcomes

that result from that project.
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The study recommendedonsideringthe difficult and challenging work in order to improve
the learning outcomes of a projemtd the application ofoachingasa fAcor e acti vi
management and leadershifhe study also recommendeshin leaderso be povided with

extensive training and development in coaching as well as team empowerment.

6.Pan (2012), nThe Randgeriblicaachiagbkills, slob #enformapnce

and Trust wort hiness in the | ndhestudypurposds wdrdof e | n ¢
examine the linkage betweenanagerial coaching ki | | s and empl oyeeséb
including inrole performance, organizational citizenship behavior individual (OCBI), and
organzational citizenship behavior organization (OCBO), with the moderating effect of
manager 6 s t pewsivedvly remphoyeasebased on social exchange theory in the
industry of life insurance. The researcher used a questionnaire to collect data8bom 2

employees serving in a life insurance company.

The study found thamanagerial coachingieanwas4.5 with mean weight equal&5% which

suggest that employees perceive supervisors to be prounghgcoaching behaviorThe

study found also thananageal coachings ki | | s are positively rel a
and OCBOand there is gositive moderating effect of trustworthiness in the relationship

betweemrmanagerial coachingkills and OCBI or OCBO in the industrial context

The study recommended tenabling trust in coaching relationshigs critical factorto
subor di nat e 6amd maregefiab coathimps en approach thatontributes to

emp | oy e eotedehaviors in the industry of life insurance.

7.Fan ( 2Nabaggrial coéchingskills and job performance: The mediating role of

wor kK e n g aThe puegose of .the study was to investigate the relationship between
managerial coaching ki | | s and empl oyeesdé job perfor mar
mediator. The author used a questa@nm to collect data from 355 employees and managers

working in private and governmental organisations in Taiwan.

The study found thatmanagerial coachingneanwas 3.65 with mean weight equals 61%
which suggest that employees perceive their respectivergigprs to be providing moderate

coaching behaviorThe result suggested that the most influential aspectmafagerial
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coachingskills in this model are facilitating development and accepting ambiguity that both
have the mediating effect to task and testtual performancelhe study found also thatosk
engagement plays the full mediation in the relationship between facilitating development and
task performanceand gen communication is positively strong correlated with work
engagement, task performane@d contextual performance, but is not supported in the
mediating model.

The study recommended managersdevelop the capability to deal with the unstructured
information and be opeminded to diverse ideasnd change the minget that it is their
respomsibility to help employee learn and growhe study recommended also farture

studies to examine the structurenzdinagerial coaching

8Horne (2008), AAn Analysis of the Coaching
C a p dlte.aim of the study wase identify coaching values, knowledge and skills considered

to be essential for effective management performance. The study takes the form of a
guantitative research design where a survey questionnaire was used to gather fheedata.
research populatiopotentially consisted of all coaching managers in the Eastern Cape area in
South Africa and the sample is comprised of all managers who work for a national public
utility organisation in the Eastern Cape area that competes successfully on the African

continent and whose managers have been exposed to coaching interventions.

The study found thathte traditional values of trust, caring, helping and collaboradireg
identified as core competencies that promote rapport and a coaching friendly enviranchent
the basic communication skills of active listening, asking questions and giving feedback are
central to the facilitation processhe study found also thataodels of coaching all adopt a
problem solving approach to resolving performance defisitéch enables the coaching
manager to structure the coaching conversation by working with the employee through a

number of predetermined problem solving steps.

Thestudy recommendedmkplace coachingsa systematic process that shobé&part of the

performance m@agement systenand te coaching modebkhould bealigned with the
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A

organisab n 6 s strat egi ¢ phefaundatioma of dl coaghingucensersatibnsis et
the feeling of comfort and support felt between the coach and coachee.

9. Park et al. (2008), ARevision and Validati Managerfal an | n
coachingSki I I s i n OThg punpose aftthe stadg was to revise the instrument
developed by McLean et al. (2005) and to validate the revised instrument for better reliability

and vdidity. The study took the four essential steps for developing and validating an
instrument; planning for instrument, constructing the instrument, quantitatively conducting

item analysis and evaluating the reliability, and examining the validity of ttrenmsnt.

The study evised and provided additional validity evidende McLean et al. (2005)
instrument The studyidentified five dimensiondour dimensions in McLean et al. (200)d

addeda fifth dimensionwhich isf aci | i t at e e mp ldevglopreentdhe finalar ni n g
five factors were Open Communication, Team Approach, Valuing People, Accepting
Ambiguity, and Facilitating Development. The factor structure of the instrument was explored

and confirmed, ensuring the reliability and validity

The study recommended using the instrumentuture research omanagerial coaching he

study recommendedising the instrument as an assessment taoldd @ganizations can

admi ni ster the instrument to examinerantheir m
state of the organizationds | eadership, and
10. Noeretal. ( 2007) , AAn Anal ysi s oManage@alabachingr abi a |

B e h a v iTherpgrgose of the exploratory study was to compare coaching behavioey as
relate to the underlying cultural values of Saudi Arabian and U.S. managers. The Coaching
Behaviors Inventory was administered to 80 Saudi Arabian and 71 U.S. managers to measure
the frequency with which they exhibited assessing, challenging and réngpooaching

behaviors.

The study found thatSaudi leaders, due to their strong past, collectivist and hierarchical

orientations, are more homogeneous compared to U.S. leaders who, due to their individualistic
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culture, are morevaried in their coachingtyles, Saudi managers consistently demonstrate
more frequent behaviors across the broad general supporting dimandiSaudi managers

reported using more supportive coaching styles and behaviors than did the U.S. managers.

The study recommende8audiand U.S. managers to establish more authentic and productive
coaching and overall interpersonal relationshgrsl the fundamental Islamic values of
participation, equality, and respect for others are compatible with the values underlying U.S.

coaching apmaches.

11. Evers et al. ( 2006 ) , -dxgerimentalasdgudy on management coaching
ef f ect iTheepurposesob the study was to figure out whether coaching really leads to
presupposed individual goals. Sixty managers of the federal government wedesl diivtwo

groups: one group followed a coaching program, the other did not.

The study found thathe coached group scored significantly higher than the control group on

two variables: outcome expectancies to act in a balanced way asadfisalfy belids to set

oneds o wlhe studyarécemmended amagement coachings effective technique

regarding outcome expectations with respect to acting stably, and -@ifeai€y beliefs with
respect t o set t i Thg studyn redbremenoled nalsog mnadcts future
examinations among larger groups of managexsmanagers working in different positions

and to ask subordinates whether they experie
and after coachingshich may be conducive to the generaliaatof the results.

12. Hamlin etal. ( 2006 ) , A Co ac hi Napagerital EffettieenesselaGrass o f
Cultural Study of Managerial Be h a v i ®he pwpbdse of this study was search for

evidence that might demonstrate empirically the extent to Wiy an effective coach is an
essential feature of being an effective managemaawbhgerialeader. The studgreseneédthe

results of a crossultural comparison of the empirical findings from several previous
dmanagerial coaching f f ect i venmamgesatandnd eédader ship effect
completed by the authors in their three respective countries. Its specific aim is to demonstrate
empirically the extent to which being an effective coach is an essential feature of being an
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effective manageand/or managerialleader.All three researchers used the critical incident
technique as the primary research method for the initial data collection phase of their
respective studies, and similar methods with some variations for the subsequent data analysis
phase.Then, the researchers conduct a detailednii trilateral crossultural comparison

using data obtained from their studies mfnagerialbehaviours and coachirgpecific

manageriabehaviours.

Thestudy found aelatively high degree of simildyi exists between the coaching behaviours

that emerged in Ellingérand Beatti® mianagerial coachinigehavioural categorieBive of

El | i mgnagerdalkcoachinge havi our al categories sdndred si
similarly, the contentddgpct ed i n Hamlinds dempower ment and
nearly identical to the content of EIllingero

The study recommended that more specific reseatoh be done on coachingelated
manageriabehaviours along with cumulative work that compares @ntrasts the findings

from the existing base of empirical literatuiiehe behavioural categories that emerged may

provide managers amthanagerialeaders with evidenebased behaviours that can serve as
diagnostic tools to examine their own effectivenasscoaching managers and coaching

| eader s. Additiobasédgd békaei dervd dmage be in

training programmes developed by HRD professionals.

13. Mc | ean et al . (2005) , ADevel opment and I
Measuring Managerial coaching S k i [The@urpose of the study was to construct and
validate an instrument measuring managers?o
conducted two studies to develop and initially validate the final instrument. Thersported

on two previous studies that used three different samples (N= 644) to construct and validate a
multidimensional measure afanagerial coachingkill. The four dimensions of coaching skill

measured wergpencommunicationfeamapproachyaluepeople, andcceptambiguity.

The study found thamanagerial coachingkill is multidimensional construand areliable
measurement instrument can be developed to ass&sagerial coachingkill in business

adequatelyThe study results have led to tidentification of20 items for the measurement of
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coaching skill. Thes&€0 items have formed an adequate measurement model and have
demonstrated acceptable reliability estimates for each of the proposed four dimensions and the

overall scale.

The study reommended HRD professionals to use ith&trumentin developingmanagerial
coachingskills, to further valida¢ the instrument ando investigatethe real impacts of
coaching in busines3he study recommended managersige the instrument as a reflection

device to identify their strengths and weaknesses in the process of developing subordinates.

4 El 1l inger et al . (2003) , ASupervisory Coach
Warehouse Employee Performance: A Dyadic Perspective in the Distributionthu st r y o .
The purpose of the study was to examine the prevalence of supervisory coaching behavior in

an industrial context and the associations between such coaching behavior and warehouse
employee job satisfaction and performance. Using a newly developedume, a survey
methodology was used to develop two questionnaires to collect data from 438 employees and

67 supervisors working at eighteen distribution centers.

The study resultssuggest that the two versions of the coaching behavior measure have
intemally consistent and wadimensionally validand reliable characteristics anccardingly,

the measures were considered to be acceptable for use in analyses to address research
guestionsThe study found thaupervisors perceive they are serving in a bgveental role

and are engaging in coaching behaviotsle their respective employees only moderately
perceive that this is the casgupervisor coaching behavitound to bea highly significant

predictor variable of employee warehouse performasmog a positive association exists

bet ween empl oyeesd perceptions of their re s

supervi sloesdl gpeoemupepti ons of their subordina:

The study recommendedupervisors to develop their skills as effgeticoacheshile time
pressures, lack of rewards or recognition for assuming developmental roles, confusion about
their roles, lack of an organizational climate conducive to employee development, and

inadequate skills and competence may serve as baharinipede employee development.

56



The study recommended line managers tabelvedin developing a higlguality workforce

through coaching, team building, and employee involventerd i mprove empl
commitment The studyrecommended alsoesleloping supr vi sor sdé coaching
creating organizational environments conducive to coachimgch may increase the
prevalence of supervisory coachiramd so more significant impact on employee job

satisfaction and retention.

15. EIl'l i nger & B a sManagenial dodcBirg SDehavidis in learning

or gani z ahe puopose of.the study was to report specific findings from a qualitative
critical incident study that was designed to investigate the multiple ways exemplary managers
facilitate their employees' &ning in organizations considered to be learning organizations.
The design of the research study was a descriptive qualitative approach using the Critical

Incident Technique and sessiiructured interviews as the primary methods of data collection.

The study identified hirteen behavior sets that help to define the role of facilitator of learning.
These behaviours grouped in two clusters; the facilitating clustethaneinpowering cluster
and ollectively these behavior sets articulate how coaching mmempowerment paradigm
can be facilitated informally in organizations by managers.

The study recommended thahanagers' and leaders' rolskould continue to change in
organizations seeking to become more learning orieatetthese roles will include me

teaching, coaching, education, and development responsibiliiestudy also recommended
employee developmemd be amanageriaresponsibilitywhile thebehavior sets emerged in

the study could be used to develop diagnostic and assessment ingrianer@nagers.
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Section Two:Studies on Organisational Commitment

3.2.1 Local and Arabic Studies

1. Akd huwai hi (2013) , AThe influence of organ
organisational commitment and turnover intention: a study on the bankingsector in the
kingdom of S &hedurposk rofattei stidy was to investigate the influence of
organisational culture on job satisfaction, organisational commitment and employee turnover
intention in banks in the Kingdom of Saudi Arabia. The datghisrthesis was collected using

questionnaires from 258 frotihe employees in 12 banks in the Kingdom of Saudi Arabia.

The study foundthat market cultureis the dominant type of organisatial culture across
Saudi banks andutture types were positiye related to job satisfactioand organisational
commitment whileJob satisfaction and organisational commitment mediated the relationship

between types of organisational culture and turnover intention.

The study recommendedrganisations interested retaining their most valuable assethe
employees to find guidance in organisational cultuesd uture research might be able to
determine causal relationships using longitudinal data by establishing time sequences and

evaluating strength and consistg of relationships being researched.

2.A-kHawajreh (2011), AExpl oring the Relations
Organisational commitment a mo n g Nur ses i n Selectdme Jor d,.
purpose of the study was to explore the relationshipvd®t occupational stress and
organisational commitmenand measuring the level of occupational stress and the level of
organisational commitmeramong nurses in selected Jordanian hospitals in Amman. The
research population consisted of two governmergathing hospitals, and a systematic

random sample of 150 nursing personnel was selected. -Admaihistered questionnaire was

used for collecting data for this study.

The study found ocupational stres® be present among thirty percent of the nurdesty
percent of the nurses hadrganisational commitmenand in favour with male and
organisational commitmens statistically significantly negatively correlated to occupational
stress (P = 0.025, r0.18).
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The study recommended f@ppropriate recrtinent strategies in health care organizathat
focusing on recruitment of nurses who pose low levels of occupational stress and high level of
organisational commitmenMoreover, sice work environment and personal characteristics
contributed to occup@minal stress andrganisational commitmenhurses should be able to
assess these factors and give each other support in ordgréwe performance and nursing

care to their patientdn addition, mth nurses and nurse managers must be willing to work
together to develop a climate of mutual trust that fosters a genuine commitment to

organizational goals, to provide quality patient care.

3. Sager (2009) , AThe effects o f organisaiongh er c e i
commitment. an empirical study on UNRWVA s t aThd purpose of the study was to
investigate the effect of leadership style, in view of the Full Range Leadership Theory that
includes transformational, transactional and laifage styles, on organisational
commitment as a multidimensionalconstruct (affective, continuance and normative
commitment). 589 UNRWA local staff, located in Gaza, West Bank, Jordan, Syria and

Lebanon, completed a questionnaire of leadership styl®©egahisational commitment

The study found thatransformationaldadership style was not dominant behaviour exercised

by UNRWA supervisors, as perceived by their subordinatgesitive significant relationship

between the perceived transformational leadership style of UNRWA Field/Department
supervisors and their sullbr nat es 6 affective, nor mati ve a
insignificant with continuance commitment andete were varied patterns of difference
among the respondentsd per oggnisatiana commitméne ad e r s

due to their demogpdic characteristics

The study recommendedNRWA administrationto pay attention to the leadership behaviour

that supervisors exercise. Supervisors should be aware of the effect of such essential
management f act or omanisationad comitmentand alddional efforess 6
should be exerted to build a trust, empowerment of the staff, participative deueskimg

approach, to enhance the attachment of staff, and desire, to remain and excel in thEejobs
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study recommended also to studdadership style andrganisational commitmerftom a
comparison perspective; either among UNRWA five fields, or between UNRWA and other

similar organizations.

4. Abu Nada (2007) , AThe Rel ationship bet we
Leadership Types, and tle Organisational commitmenta nd Or gani zatThenal J
study purpose was to define the relationship between some personal variables and leadership
types, on one hand, and tleganisational commitmerdnd the feeling of organizational

justice, on theother hand, in some Palestinian ministries in Gaza Strip. The study has been
appliedon thelargest six ministries in Gaza Strip. The number of the sample included (652)

employees for whom questionnaires were distributed.

The study found he leadershipypes that dominate in the Palestinian ministries in Gaza Strip
are: Telling (indicative) type, persuasive (consultative) type, and participative type, and
delegated typandorganisational commitmemtf employees was 67%, distributed as follows:
loyalty, 64%; responsibility, 74%, affective commitment, 73%; believe in the ministry, 64%.
The study found a linbetween the level obrganisational commitmergnd the feeling of
organizational justice among the employees of Palestinian Ministries in Gazaa®trgp
positive significant relationship between the leadership types andothanisational

commitment

The study recommendedeconsidering the system of rewards, promotions in ranks and
evaluations of performance, in way that achieves objectivity anaguistithese systenand
training leaders how to build up positive work relationships between themselves and their
employees, taking into consideration the positive effects of these relationships on behavioural
variables which affedt in turni the organigtional commitmenand the level of performance

and productivity.

5. AIF-Ahmadi ( Qrgnlisatjonal cémmitment and its relationship to Personal
Characteristics and Desi r eThe purpdse @& thestulyovask and
to test the relatiomsp betweenorganisational commitmerand personal characteristics and
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desire to leave for nurses working in Riyadh hospital. The study society consisted of 5236
nurses, where the sample was 500, while only 366 questionnaires were retrieved.

The study found an average increase iorganisational commitmerfor nurses working in
Riyadh hospital The study foundhere is no difference inrganisational commitmemtue to
marital statusthere isno relationship between marital status and either desire toueakeor
desire to leave professiomere is a positive correlation between the monthly income and
organisational commitmenthere isno correlation between the monthly income and either
desire to leave work or desire to leave professioth here is a psitive correlation between
experience andrganisational commitmerniteside no correlation between experience and
either desire to leave work or desire to leave profesdioraddition, there is a negative
correlation between educational level amdjaniséional commitment negative correlation
between education level and desire to leave ywamklno correlation between education level
and desire to leave profession.

The study recommendedlaospitals, in order to keep efficient continuous waxk,send
workers for further studies to raise their efficiency and possess higher certifiodtésrun
short courses concerning the effecbgjanisational commitmewin patient satisfaction.

6. Al-Fahdawi & AlI-Qat awnah (2004) , iThe Hiukteeconthe of t h
Organisational commitment The purpose of the study was to examine the impact of the
organizational justice on therganisational commitmenbf employees of the central
administrative departments in three Governorates in Jordan. Farodlatetion, questionnaires

dispatched to 700 persons and 631 questionnaires were returned.

The study found hereis a strong and significant correlation between the organizational justice

and the organisational commitmenta statistical significant diffence between the
respondent sé6 per egagsationalvcensmitneattiwilbuted to demdgeaphic

factors (qualifications, experience, salary and ag®) no statistical significant difference

bet ween the r esponde n brgadisatipralrcenpnitroenaitribdesl tot o wa r ¢

sex and occupation.
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The study recommended thataterial and nomaterial rewards to be connected directly with
organizational justiceprocedures related to the employees performance assessment to be
reviewedand epartnents should enhance organizational justice and commitment in the mind

of its members and to develop such concepts to a higher level.

3.2.2 International Studies
1.Ts ai & Riveros (2011) , Orgatsatior@lecomm{eenmimiot-me nt a
Profit and non-Prof i t S eTbd studysaomed to compare the career commitment and
organisational commitmenin both forprofit and norprofit sectors. The study sample
included 73 persons who work in the sector ofgdnofit organization, and 40 persons who

work in the on-profit sector in BoliviaThe data collected using questionnaire.

The study foundno signi fi cant di fference between e
organisational commitmetm both forprofit and norprofit sectorswvhile career commitment

has a strog positive relationship with affective and continuance organisational commitment.

The study recommended organisations toa k e i n consideration
developmenandto open spaces where employees can actually put in practice what they like
to do and what they can do bettegcause mployees who are career focused might develop

strong involvement with the organization and would probably increase their desire to remain

in the company

2. Malk etal.( 2010) , iJob Grganisasohahocormhmitment ofalmidersity
Teachers in Publ i cThéSpumpdse of the studyPvakto deteanm® the

i mpact of teachersdé sat i sf aadanisationalveommiimento b d i
in public sector universities of Pakistafibout 650survey questionnaires were distributed

while 331 were valid.

The study found thasatisfaction with worktself, quality of supervision and pay satisfaction

had significant positive influence oorganisational commitmendf faculty membersvho
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actually had high degree obrganisational commitmerdnd satisfaction with worktself,

supervision, salary, coworkers and opportunities for promotion.

The study recommendedoficy makers and academic administratdes take necessary
measures for the optimal proms of intrinsic and extrinsic job rewardshile for future
research, it isdvisable that representative sample of the faculty in public sector universities to

be taken to ensuring external validity of the study findings satisfied and committed.

3.Dale& Fox (2008), i L eCaghresatisnali commidtent IMediatangy d
Ef fect of Rhe Ipwepose bfrthés sstaidy was to investigate the impact of leader
behaviour on role stress characteristics and ultimatelprganisational commitmeniThe
reearcherused questionnaire to collect data fron204 full time employees of a large

manufacturing cooperation in Midwest.

The study foundpositive linkage between leader style ardanisational commitmenthile
subordinates perceive higher felt respbitisy and have higher affective commitment when
superior exhibits a high lel of initiating structure.The study also found that negative
relationship between ldar style and role stress

The study recommended supervisors to considerk environmentthat can both enhance
wor kersé emoti onal elopmentdobspcialanvolvenehtd whikeslership e d e v
style may play a more important role in enhancing or reducing the impact that may stressful

work situation present and this, in turn, is whetermines commitment to the organization.

4. Chang et al. (2007) , ARTesting the R e {campdanentncf h i p b
Organizational/Occupational Commitment and Organizational/ Occupational Turnover

I nt e n tThisostudy purpose was to explore ttedationship between thremmponent
organizational/occupational commitment and organizational/occupational turnover intention,

and the reciprocal relationship between organizational and occupational turnover intention

with a nonrecursive model in colleéwist cultural settings. The study selected 177 nursing
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staffs out of 30 hospitals in Taiwan as a sample, and structural equation modelling analysis
was conducted to test hypotheses.

The study found that normative organisational commitmenhegatively corelates with
organizational turnover intention mostrongly and affective occupational commitment
negatively correlates with occupationairiover intention most strongly. The study found also
that aganizational turnover intention plays a mediating rimiethe relationship between
normativeorganisational commitmeiaind occupational turnover intention, while occupational
turnover intention mediates the relationship between affective occupational commitment and

organizational turnover intention.

The stuly recommended further research to explore additional moderators to further classify

the boundary conditions of the threemponent obrganisational commitmemtodels.

5.Abdul Karim & Noor (2006) AEval uating the
Meyer 6 @rganisational commitment Scale: A Cross Cultural Application Among

Mal aysi an Ac ad e mhiscstudy iplrpose rwasatm establish construct validity
(convergent and divergent validity) and int
organsational commitmenscale (affective, continuance and normative), among Malaysian
academic librarians. Altogether 17 items comprising the measures for both affective and
continuance commitment were incorporated in the questionnaire. The survey was adedinist

on 222 academic librarians from all the nine university libraries in West Malaysia. Findings
were based on the responses from 139 usable questionnaires.

The study found tha®llen and Meyer construct was reliable, where they concluded Alpha
Cronbachcoefficient for affective commitment and continuance committnat .81, .78,
respectively whilewo measures (affective and continuance) to be distinguishable from one

another i.e. the measures exhibited convergent as well as divergent validity.

Thestudy recommended thé&t| | e n a n @rgaMsatyoeal cOnsmitmemieasures can be
extended to an international setting: a Malaysian academic library seftitey Malaysian
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academic l' i brary managers who wish to exam

commitment to their libraries could confidently apply these measures

6.Steers (1977), iAnt eogaidadoma commnitmehd dhe pucposme s o f
of the study was to propose and test a preliminary model concerning the antecedents and
outcomes bemployee commitment to organisations using a evafisation framework. The

study was carried out among 382 hospital employees and 119 scientists and engineers.

The study found thatpersonal characteristics, job characteristics and work experience
influenced commitmeniThe study found also thabmmitment is strongly related to intent
and desire to remain for both samples and moderately related to attendance and turn over for

one samplevhile performance was generally unrelated to commitment.

The resarcher recommerad developing and testing in the future concerning the behavioural

outcomes o mp | o gommaitnént in organisations.

Section Three:Studies onManagerial coachingand Organisational Commitment

1.Chang (2011) , A Per c efpartead a Meditarnof IMamdgerial n a | S
coachingSki I I s and Occup a Thepurppde ofthe study wamte exanine

managerial coachingkills as an empirical study; second, understand the impacaégerial
coachingskills and perceived organizatial support on occupational commitment. The author
used a questionnaire to collect data from 209 employees serving in a company.

The study found thamanagerial coachingkills aresignificantly associated with occupational
commitment. In addition, persed organizational support had a full mediated effect on
naffectivedo and Anor mati veoO occupational co

empl oyeeds faccumul ated costs fiand Alimited

The study recommended thatanagerial coachingkills and organizational support could be
the resource of emotional and normative committed to occupation. Thus, to persuade manager

to practice coaching skills could help employee be more emotional attached to their
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occupation.The stidy recommended organisations to provide supportive culture and value
empl oyeeso ef f or tmployea rdelvelopmentsctben wshole erganisation

responsibility nobnlyma n a gdety. 6 s

2.Ki m ( 2 Mdnf@ggrial caaching behavior and employee outcmes: a structural
equation mod e The puposa ofahe ptedy was .to examine the relationships
between perceivethanagerial coachingehavior and employee setported affective and
performanceelated outcomes based on perceptions of selecyedhiaation employees\. 36-

item survey including seven existing instruments was utilized to collect data. The sample

included 431rom a population of 1,399 employees in a governmental organisation.

The study found thamanagerial coachingad a direcimpact on employee satisfaction with
work and role clarityand indirect impact on satisfaction with work, career commitment, job
performance, and organization commitmdrtie study found also thable clarity, as a direct
outcome ofmanagerial coachingnfluenced job performanesuch mediation was consistent

with the hypothesized model for the study.

The study recommended researcherdudher explore and examine the areantdnagerial
coachingmore research is needed from both quantitative and guaditgpproacheand nore
studies are needed to establish the convergent and discriminant validitynahagerial

coachingconstruct.

3. Har (2008) , il nvest Mgnagerialngachindien | Erpmlcdy eafs
Organisational commitmentand Turnover Intent i on i n TReastudypwpose was

to investigatethe impact ofmanagerial coaching n e mp lorganisationa commitment

and turnover intention in Malaysia. A survey wranagerial coachinggas conducted mainly

by sending email of the questionmaito MBA Students in University of Malaya, HR
Practitioners and working adults. A total of 208 respondents were obtained from the survey
conducted which aimed to determine manager S

organisational commitmemind turmover intention.
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The study found thamanagerial coaching positively related t@rganisational commitment

of employeesmore effectivemanagerial coachingehavior and skills would predict higher
organisational commitmerndf employees in organization©n the other handmanagerial
coachingvas foundtob@eegat i vely rel ated toawewpl!l oyees®d® t

organisational commitmerg negatively related with turnover intentions.

The study recommendedR practitioners in Malaysito consderformulating comprehensive
leadership development program suchnaanagerial coachingrogram to gain employees
organisational commitmemind reduce turnover intention of employees in organizatigms.

effective leadership development program couldhgecatalyst for staff retention

4. Park et al. (200&) Bxamination of Relationships betweerManagerial coaching

and Employee Developmerit The study investigated the relationships amangnagerial
coachingand empl oyeesd @ganisgtional acbommitmerd and itunngver
intentions The sample of this study was drawn from a technology organization headquartered
in the United States. Of 500 employees randomly selected for the study, the total respondents

who finished the entire survey werg7lfor a response rate of 37.4%.

The study found thathere is a positive association betweesmnagerial coachingnd personal
learning, managerial coachingias highly significant andhe onlypr edi ct or f or em
organisational commitmen24% of thevariance inorganisational commitmentas explained
by the variance imanagerial coachingnd managerial coachingasa predictor of turnover

i ntentions, reducing .employeesd intentions t

The research recommended expanding the populationndtude different types of
organizations and increase the sample aimHuture research can focus on the antecedents of

managerial coachinig organizations

5. Park (2007), A R erhaaagerial caadhinginsorganizatiang and the
outcomes of persoal learning, organisational commitment and t ur novilker i nt e

purpose of the study was to investigate the impachahagerial coachingn employees to
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provide a clearer understanding of havanagerial coachingffects employees' attitudes and
behavors, particularly their personal learningrganisational commitmentand turnover
intentions. From a technology organization in the United States, 187 people completed the

survey which was developed based on existing framework developed by Mcleg2@d%).

Thestudy found thatite measure achieved reasonable reliability and validity. Five dimensions
of managerial coachingskills were identified including Open Communication, Team
Approach, Valuing People, Accepting Ambiguity, and Facilitating Dguwalent. The study
found also gositive relationship betweenanagerial coachingnd both personal learning and
organisational commitmerdand a egative relationship betweemanagerial coachingnd
turnover intention Managerial coachindound to havea direct impact on personal learning

andorganisational commitmeipbositively.

The study recommended anagers and organisatiotts supportmanagerial coachings a
| eadership strategy for t hei and asked Ifoogtleere s 6 | e
researcho extend the current studies wranagerial coachinghere pb performanceould be

an outcome variable that future research can focus on.

The previous studies presented in this chapter could be summarized in table (3.1) and

commentary on these studieslwe followed.

Table (3.1) Summary of Previous Studies

Studies onManagerial coaching

Author/s Independent Variable/s Dependent Variable/s

Anderson (2013) Managerial coaching -

McCarthy & Milner (2013) | Managerial coaching -

Organizatio culture, Manage
Ajjour (2012), skills as a coach, Coach'’s,
development programs

Application of coaching
techniques

Perceptions of work
environment, professional
work satisfaction, job
satisfaction, and intent to sta

Batson (2012) Managerial coaching
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Table (3.1) Cortinued

Studies onManagerial coaching

Research Name

Independent Variable/s

Dependent Variable/s

Gomez & Gunn (2012)

Managerial coaching

Leader Development

Hagen & Aguilar (2012)

Managerial coaching

Learning Outcomes

Pan (2012)

Managerial coaching

Empobyeesd job
including inrole
performance, organizational
citizenship behavior
individual (OCBI), and
organizational citizenship
behavior organization

(OCBO)

Fan (2010)

Managerial coaching

Job Performance

Horne (2008)

Managerial coaching

Pak, Mclean & Yang (2008)

Managerial coaching

Noer, Leupold & Valle
(2007)

Managerial coaching

Evers, Brouwers & Tomic
(2006)

Managerial coaching

act in a balanced way and
selt-efficacy beliefs to set
oneds own goa4d

Hamlin, Ellinger & Beattie
(2006)

Managerial coaching

Mclean et al. (2005)

Managerial coaching

Ellinger et al. (2003)

Managerial coaching

Employee Satisfaction and
Employee Performance

Ellinger & Bastrom (1999)

Managerial coaching

Studies on Organisational Commitment

Al-dhuwaih (2013)

organisational culture

job satisfaction,
organisational commitment
and turnover intention

Al-Hawajreh (2011)

Occupational Stress

Organisational Commitment

Tsai & Riveros (2011)

Career Commitment and
Organisational commitment

Malik, Nawab, Naem, &

Danish (2010)

Job Satisfaction

Organisational Commitment
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Table (3.1) Continued

Studies on Organisational Commitment

Research Name

Independent Variable/s

Dependent Variable/s

Sager (2009)

leadership style

Organisational Commitment

Dale & Fox (208)

Leadership Style

Role stress and
Organisational commitment

Abu Nada (2007)

Personal Variables and
Leadership Types

Organisational Commitment
and Organizational Justice

Chang, Chi & Miao (2007)

Organizational/Occupational
Commitment

Organizational/ Oagpational
Turnover Intention

Abdul Karim & Noor (2006)

Organisational commitment

Al-Ahmadi (2004)

Organisational commitment

Desire to Leave Work and
Profession

Al-Fahdawi & AlQatawnah
(2004)

Organizational Justice

Organisational Commitment

Steers (197)

Organisational commitment

Studies onManagerial coachingand Organisational Commitment

Chang (2011)

Managerial coachingnd
perceived organizational
support

Organisational Commitment

Satisfaction with Work, Role|
Ambiguity, Satisfaction with
Manager, Career

Kim (2010) Managerial coaching Commitment, Job
Performance, Organisationa
Commitment

Har (2008) Managerial coaching Organisational commitment

and Turnover Intention

Park, Yang & Mclean (2008

Managerial coaching

Employee Development
(Organiséional
Commitment)

Park (2007)

Managerial coaching

Personal Learning,
Organisational commitment
and Turnover Intention

Section Four: Generalcommentary onreviewedstudies

Coaching has become an importamdnageriainstrument of support. However, tieeis lack

of research on its effectiveness (Ellinger et al., 2003, Evers et al., 2006). As a result, the

limited published research that examines the relationship betwaeagerial coachingn
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one hand, and improved performance and learning outcometheonther hand, at the
individual, group, and organizational levels have been presented here.

The review of studies presented tims chapter revealed that the recent years witnessed
increase instudieson the topic ofmanagerial coachingeflecting itsincreasing popularity
among management scholars and practitiorigng was not the case in tigab world of
business and researdrhe review of previous studies revealed tBaaching gainegery little

attention from Palestinian and Arab researchersesearcher information

Coaching is a popular organization development strategy that can improve the relationship
between the manager and his subordinates (McLean et al.,, 2005). Given the increase
awareness of its importance and benefits, themre ®me efforts to construct instruments that
measuresmanagerial coachingn business settingsTwo instruments were developed,
validated and tested. The first one was developed by Ellinger and Bostrom (1999) and tested
in Ellinger et al. (2003). The Coachimghaviors Inventory is an eigitem scale developed
based on the results of qualitative researchmanagerial coachingehaviorsThe second was
developed by McLeast al.(2005) and further validated by Pagkal.(2008). The scale has

five dimensions open communication, team approach, value people, accept ambiguity, and

facilitate development.

A number of studies explored the specific skills and behaviordgvthataigerial coachinghay
entail. The review oHorne (2008), Park et al. (2008), Hamlinat (2006) Mclean et al.
(2005), Ellinger et al. (2003) and Ellinger and Bostrom (1999) revealedntaaagerial
coachingskills and competencies are relatatt theseskills and behaviors found to be used
within the management literature to describe gdeddership. These skillsnclude
communication skills of active listening, asking questions and giving feedback, caring,

informing, advising, assessing, empowering, collaborating, facilitating and guiding

Some studies found a positive relationship betwmanagerial coachingind employee
outcomes in an organisatiowhen managers coach, employees often find improvements in
(a) job satisfaction (Batson, 2012, Ellinger et al., 2003), (b) Employee development
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learning (Gomez & Gunn, 2012, Hagen & Aguil2012), ¢) work engagement and work
performance (Ellinger et al., 2003, Fan, 2010).

Other studies explored the relationship betweeanagerial coachin@nd organisational
commitment Chang, 2011; Kim, 20x(Har, 2008, Park et al., 200Bark, 200y andfound
thatpracticingcoaching with employeaesill increasetheir degree of commitment.

This study is aligned witliChang, 2011; Pan, 201Fan, 2010; Har, 200&ark, 2007) in
utilizing the same measure foranagerial coachingith its five dimensionand with (Abu-
Nada, 2007; AlAhmadi, 2004) in utilizing the organisational commitment measure as one
dimension and differ from other studies ttetoptedthe measureas a multidimensional
construct (comprising affective, continuance and normative commiifpas recommended by
Mayer and Allen (1997)This study alsalignedwith the majority of research that studied
managerial coachings independent variablend studied @anisationalCommitment as

dependent variable.

The studyfound to beinconsistentwith previous researcliAnderson, 2013Ellinger &
Bastrom 1999 Hamlin, Ellinger & Beattie 2006 Horne 2008 McCarthy & Milner, 2013
Mclean et al.2005 Noer, Leupold & Valle 2007 Park, Mclean & Yang2008)that studied
managerial coachingsing dscriptive qualitative approach itovestigatemanagerial coaching

competencies and skills without testing relations with other outcomes as dependent variable

Many researchers and writers mianagerial coachingave suggested that there is a scautity
studies that discussed this field. The common recommendation among all studies was to
further explore the impact ehanagerial coachingn employee outcomes in the organisation.
While very few studies discussed the relationship betwewmmagerial coachg and
organisational commitment, ith study will be the first, to researcher information,ttha
discussednanagerial coachinigp the Arabic or local Palestinian conteXthile other studies
discussed the relationship between the ovearahagerial coaching@nd other employee

outcomes, this study will test the relation between each single behaviauaraigerial
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coaching from one side, and organisational commitment from other side. In addition, the
researcher will test the impact of each behaviour on sgaonal commitment.

While previous studies helped the researcher in selecting the appropriate research
methodology, stisticaltools and analysis andonceptualizing the frameork of the thesis
reviewing previous studies provides the researcheringiight into the concept ahanagerial
coachingand its related behaviours and facilitates researcher mission by providing tested and
validated construct to measuneanagerial coachingnd organisational commitment which

definitely save time and efforts.
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Chapter 47 ResearchMethodology
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4.1 Research Methodology

The research follows the descriptive methodology approach to describe the basic features of
the data in a research and associated the descriptive techagpibet with quantitative
analysis. A descriptive study is one in which information is collected without changing the
environment and it is the best methodology to be used because itéexpenmmental in that it

deals with the relationships existed imatural, rather than artificial setting. Since the events

or conditions of the research interest have already existed and practiced, the researcher focuses

and selectthe relevant variables to anatythe hypotheses.

4.2 Research Design and Procedure
The fllowings are the steps the researcher followed in the research design and
implementation:

A. The first step was preparing a thesis proposal that included identifying and defining the
problems and establishing objectives of the study and developing thecheskear.

B. The second step, after receiving approval on the proposal, was reviewing the literature
on managerial coachingorganisational commitment, and history of International
Development Agencies in Gaza striprevious studies omanagerial coachingnd
organisational commitment were also reviewed.

C. The third step was the modification of questionnairesm@amagerial coachingnd
organisational commitment for local staff working International Development
Agencies in Gaza strip. Then, the questionnams reviewed and evaluated.

D. The forth step was testing the questionnaire design by distributing the questionnaire in
a pilot study. The purpose of the pilot study was to test and prove that the
guestionnaire questions are clear and answered in a way that e achieve the
target of the study.

E. The fifth step focused on distributing questionnaire. This questionnaire was used to
collect the required data in order to achieve the research objeld&vguestionnaires
were distributed to the research popuwlatiandl 26 questionnairesverereceived.

F. The final step was data analysis and discussion. Statistical Package for the Social
Sciences (SPSS) was used to perform the required analysis. Based on the results,

conclusions and recommendations were driven.
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4.3 Research Population

The research populatiprior this study,includes all local staff working for international
development gencies in Gaza Strip in different areas awiving different sectorsand
according to specific criteria, the population is counted to be IB8&national évdopment
agencies for the purpose of this studgre agencies that represented in d@gociation for
internationaldevelopmentagencies(AIDA) and have significantdevelopment projectand
residential offices in Gaza StripDue to restriction imposed by some international

development agencies that prevent staff from filling research questionrthgesesearcher
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agreed with supervisor todd research support as another criterion to agencies selection.
Based on the selection criteria, research population is composed of 21 agensiesvamnth
table (4.1):

Table (4.1)International Development Agencies in Gaza Strip

S/IN International Development Agencies in Gaza Strip
1 | AmericanMideast Educational and Training Services (AMIDEAST)
2 | American Friends Services Committee (Quakers)
3 | Handicap international
4 | Help Age International
5 |IHHT Turkey
6 | International cooperation south (ciss)

7 | Interpal
8 | Irfan Canada
9 | Islamic reliefi UK

10 | Islamic reliefi France
11 | MapT UK
12 | Muslim Hands
13 | Norwegian People's Aid
14 | Mercy Corps international
15 | Oxfam GB
16 | Qatar Charity
17 | Reyada CHF
18 | Terres Des Hommes
19 | Welfare association
20 | World Vision International

21 | Yardimeli Dernegi Turkey

(Source: illustrated by the researcher, 2014)
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4.4The Research Sample
The researclsimple randonsampleused for this studys calculated to bd44 of local staff
who work for international devgbment @encies in Gaza Striffhe research sample was

calculated according to the followirigrmula

{ z ¥
n={-—
2m
Z=1.96 am=4065 0. 05,
1.96
n={——1"2384
2% 005
ni

nmodified = ———

N+n—1

384 % 230

nmodified = &~ 144

230+384-1

The selection of the sample was according to different criteria discussed and agreed from the
superviso and the researcher. The criteria was set carefully to make sure that each one of the
staff selected to assess his manager in terms of managerial coaching had enough time to know
his manager and make realistic view towards his manager and towards hiy.abea
supervisor and researcher agreed that the questionnaire respondent should have at least two
years in his current agency, at least one year with his current manager, and at least two years
of experienceBased on supervisor recommendation to distalguestionnaires more than the
calculated sample to achieve high number of returned questionnairegal aof 150
guestionnaires as seen in appendix (cjyere distributed to employees from different
management and technical levels, 126 questionnaiees gollected, with response r&é%.

Also, 5 questionnaires were excluded because they did not meet the selection criteria, resulting

in a total number of 121 questionnaires for analysis
4.5Sources of Data

The researcher used both secondary and prinesgurces for collecting data, which is as

follows:
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a. Secondary data: Secondary data was obtained from Human Resource Management
books and journals, universities electronic theses and dissertations, and publications
related to international development ageac

b. Primary Data: Primary data was collected from the field by questiosndite
guestionnaire was designed and distributed to get responses from target group of the
research. Respondents were asked to provide opinions on the variables of this research,
such as manager's approach in coaching his employees and their feeling towards

working with their current organisation.

4.6 Questionnaire Design

Considering its ability to collect data from various locations with minimal cost, compared to
other data colleabin tool, the searcher adopted questionnaire as data collection method. The
questionnaire included 64 multiple choice questions which were used widely in the
questionnaire. The variety in these questions aims first to meet the research objectives, and to
cdlect all the necessary data that can support the discussion, results and recommendations in
the research. The questionnaire was provided with a cover letter explaining the purpose of the
study, the way of responding, the aim of the research and thetgeaxfuttie information in

order to encourage a high response. The questionnaire was mainly in English as the majority
of people who are working for international developmegeraeies are familiar with English.

The questionnaire was translated to Arabicytpass the English language challenge for some
respondents. The sections in the questionnaire verified the objectives in this research related to
managerial coachings perceived by local staff in international development agencies and its
impact on employe organisational commitment. The questionnaire included -eloded

guestions to facilitate the data collection process and was divided into three parts.

4.6.1 Demographicinformation

This part includes 8 paragraphs aimed at identifying the demographic chatiaste®f the

sampl e. I't was designed to check respondent 6
years of service with the current organisation, years of service with current manager, and years

of service in general.
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4.6.2 Measuring Managerial Coaching

The instrument selected to measure coaching skills of managers in International Development
Agencies was developed by McLean et al. (2005). Through a series of revisions and validation
processes, the instrument was found to have four dimensiamaradgerial coachingkills,

each measured with five items, for a total 26f items. The four dimensions wempen
communicationteamapproachyaluepeople, andcceptambiguity. The20items are reported

to have a reasonable fit structure with the Goedré Fit Index (GFI) 00.87, the Root Mean
Square Residual (RMR) dd.075, and The Root Mean Square Error of Approximation
(RMSEA) of .076. The overall reliability coefficient alpha w84, and the overall reliability
estimate in congeneric model wa83. The coefficient alphas ranged fr@%9 t00.76, and

the reliability estimates in the congeneric model ranged f0ofid to 0.89 (McLean et al.,
2005). The statistically rigorous approach supported the instrument as a valid and reliable tool

to measureoaching skills in organizations.

In their invited reaction, Peterson and Little (2005) claimed that he instrument missed several
factors frequently mentioned in the coaching literature, such as effective listening skills,
providing feedback, and develogi a partnership as well as the techniques for facilitating

empl oyeesd devel opment .

Park (2007) and the original authors of the instrument started a process for instrument revision
and improvement. During rounds of item revision, the original items weamieed, some
were changed, and some new items were added. The review identified the four factors in
McLean et al. (2005) and one additional farti¥acilitate Learning and Development

Through this revision process, 41 items were determined to measnagerial coaching

The pilot study revealed that the revised coaching instrument was reliable. With the results of
the pilot test, Cronbachdés al phas were cal ci
compared with the original version: overatiefficient of 0.96, compared witl0.84 in the

original; 0.89 in ggen communication, compared wiitv6; 0.90 in team pproach, compared

with 0.71;0.86 in value pople, compared witB.75;0.76 inambiguity acceptancecompared

with 0.69; and0.90 in &evebpmentpeople. The reliability oBmbiguity acceptancevas still
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relatively lower than the other scales, even though it was still in the acceptable range (Park,

2007).

The measurement model afianagerial coachingkill was examined using Confirmatory

Facory Analysis (CFA). The results revealed that the fit indices were:
(p<.01), the Comparative Fit Index (CFl) w892, and Standardized ReleanSquare
Residual (SRMSR) wa8.088. This analysis represented a reasonable fit to the data with

factor loadings fron®.20 t00.86 (Park, 2007).

Due to its sthility and proven reliability, the reviseshanagerial coachingistrument was

utilized in different studies (Chang, 2011; Fan, 2010; Har, 2Pa8, 201}

Table (4.2) key of Managerial Coaching Dimensions

(7609)

Facilitaion of Development

Managerial coachingDimensions ltems
Open Commurgiation 179
Team Approach 107 17
Value People over Task 1871 23
Ambiguity Acceptance 2471 30

3171 41

4.6.3 Measuring Organisational Commitment

This part of the questionnaire was design to examiner@nisational commitmermf local

staff of International Agencies in Gaza Strip. Porter et al. (1974) model was utilized tseanaly
the organisational commitmenas one dimension. Developed by Porter et al. (1974),

organisational commitment questionnaire (OCQ) could be used invaye according to its

224

authors. The instrument has 15 items in its full form and also it could be used in its short

version of 9 items. The instrument authors considered this model as one dimension and tested

the internal consistency and reliability of ttweo versions; full and short versions. Reliability

and validity has been evidenced by Porter et al., (1974), Steers (1977), Steers and Spencer

(1977), and Stone and Porter (1975). The coefficient alpha is consistently high in the studies,

ranging from 0.2 to 0.93 with a median of 0.90. It has been claimed that (OCQ) developed by
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Porter et al. (1974), has become an approacbrdanisational commitmer(Brown 1996
Mathieu & Zajac 1990Reichers 1985). OCQ was also translated to Arabic by Al Qattan

(1979)and was widely used in Arabic context.

4.7 Data Measurement

In an attempt to get more realistic resudtsix-point Likerttype scale is used for respondents

to rate their responsek.i k e r t 0 @ints tena ko give@he discrimination araliability

ch hscaletb @ointst H ann atdhde t Lioker tL6 kK er t

scale spreads responses slightly and forces respondents to choose either fair ¢n good.

val ues whi ar e
addition, this scale encourages participants to make views regardileg discussed rather
than to be neutral and this provide more credit to the sthtyeover, Faculty Senate
Advancement of Teaching (AOT) Committee in Oregon State, a leading research university in
the United Statesrecommendedising 6 point Likert scale The ratingsfor the scaleare

definedas follows

ltem Strongly Agree Slightly S_Ilghtly Disagree S_trongly
agree agree disagree disagree
Scale 6 5 4 3 2 1

The minimum and maximum scorégr managerial coachinganged from 41 t@46 while for
organisatioal commitment ranged from 15 to 90. Thevel of managerial coaching
organisational commitment, and their domassonsidered low whethe meanranges from

(1 - 2.66), moderate for mean ranges from (2.8733) and high for mean ranges (4-3).

4.8 Statistical Analysis Tools
To achieve the research goal, the statistical package for the Social Sciencel (S 3f&as
used for manipulating and analyg the data. The researcher used quantitative data analysis

methods and utilized the following statistitabls:

1. Frequency and descriptive analysis.
2. Cronbach's alpha for reliability of the questionnaire.

3. Pearson coefficient correlation for testing the relationship among variables.
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4. One sample dest was used to determine if the mean of a paragraph is sigtiifica
different from the hypothesized valube middle valu®f the scale

5. Simple linear regressiowas usedor determining howorganisational commitmeris
affected by changes managerial coaching

6. The Independent Samplegett was used to see if twieeans are significantly different
from each other.

7. The oneway analysis of variance (ANOVA) was used test if any of several means are
significantly different from each other.

8. LSDtest is used for multiple comparisons between the means.

4.9 Validity and Reliability

The validity of an instrument is a determination of the extent to which the instrument actually
reflects the abshct construct being examinedalidity refers to the degree to which an
instrument measures what it is supposed to be measuring gH#aingler, 1985), while
reliability is the degree of consistency with which it measures the attributes it is supposed to

measure.

Although the tool was developed, commented on, revised and used in several ttedaas,
translation from English to Arab made it is necessary to test validity and reliability.
Therefore gilot study for the questionnaire was conducted before collecting the results of the
sample. It provides a trialin for the questionnaire, which involves testing the wordings of
guestia, identifying ambiguous questions, testing the techniques that used to collect data, and

measuring the effectiveness of standard invitation to respondents.

4.9.1 External Validity

High validity is the absence of systematic errors in the measuring instruméen ¥nh
instrument is valid; it truly reflects the concept it is supposed to meassirtheinstrument

was revisedhroughs er i es of revision process included
qualitative evaluation with doctoral students, and qtetnte validation from the data
collectedwhich made the instrumenkternaly valid, several reviews by the supervisamd

the researchawmere conducted also evaluate and identify whether the questions agreed with
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the scope of the items and the extientvhich these items reflect the concept of the research
problem.

4.9.2 Internal Validity

Internal consistency and validity of the questionnaire was measured by a scouting sample,
which consisted of 30 questionnaires through measuring the questionnaire validity
reliability. Validity refers to the degree an instrument measures what it was supposed to (Pilot
& Hungler, 1985). Statistical validity tests include criteriefated validity, construct validity

and reliability of the instrument.

4.9.2.1 Criterion Related Validity

To insure the internal validity and consistency of the paragraphs, the Criteladed validity

test was used, which measures the correlation coefficient between each paragraph in one field
and the whole field

Table (4.3) Correlation Coefficient of "Open Communication” Paragraphs

Pearson

S/N Paragraphs coefficient

p-value

When | share my feelings with my manager, my man

*
! appears to be comfortable. 0.798 0.000

In difficult work situations, my manager is open with his/

2 - 0.841 0.000*
opinion
In conversations with me, my manager shares his/her \

3 0.652 0.000*
openly.

When communication with me, my manager openly sh

4 , 0.536 0.000*
his/her personal values.

When a situation needs my

° willin gly discusses them with me, including the mistakes. 0.606 0.000

In facing new problems, my manager would rather liste

6 L 0.820 0.000*
my opinion first.

In conversations with me, my manager tends to ask queg

" | to verify what | say. 0.792 | 0.000
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Table (4.3)Continued

When | talk to my manager, he/she seldom interry

*
8 ensuring that | get a full chance to share my views. 0.881 0.000

When | work with my manager, he/she discusses hig

9 : , 0.720 0.000*
expectations with me.

*, Correlation is gynificant at the 0.05 level

Table 4.3y presents the correlation coefficient
and the total of this part. Thevalues for all paragraphs are less than 0.05, so the correlation
coefficients ofthis field are sigrficant ~ a(.05. Whrerefore, it can be said that the paragraphs

of this style are consistent and valid to measure what they were set for.

Table (4.4) Correlation Coefficient of "Team Approach" Paragraphs

No. Statement Pea.rs.on p-value
coefficient

When thereis a workrelated project, my manager usua

1 . 0.748 0.000*
assigns team tasks.

My manager would rather work with others to complete

2 0.813 0.000*
tasks.

As part of a workplace group, my manager prefers to v

3 0.797 0.000*
based on group agreement.

When a decision is to be made, my manager prefel

4 participate with others to determine the outcome. 0.895 0.000

To achieve performance goals, my manager seeks input

5 0.817 0.000*
others.
When analging a problem, my manager tends rely on

6 . 0.809 0.000*
group ideas.
In a team setting, my manager wants all team members

7 , 0.578 0.000*
recognized.

My manager generally emphasizes creating a partne

8 0.573 0.000*
among all team members.

*_ Correlation is significant at ¢10.05 level
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Table @.4) presents the correlation co

efficient 1

the total of this part. The-palues for all paragraphs are less than 0.05, so the correlation

coefficients of this field are gini f i cant at U

= 0.

05. Ther ef

paragraphs of this style are consistent and valid to measure what they were set for.

Table (4.5) Correlation Coefficient of "Value People over Task" Paragraphs

No. Statement Pearson P-
coefficient | value
In decisiommaking, my manager emphasizes individ
1 . 0.784 0.000*
concerns over logic
In discussions with me, my manager focuses on
2 | .. 0.842 0.000*
individual needs.
When facilitating business meetings, my manager le
*
3 time for relationshp building. 0871 0.000
In facing conflict between individual needs and tasks,
4 . . 0.853 0.000*
manager puts priority on
When managing team projects, my manager tend
5 . R 0.766 0.000*
emphasi zes peopl ebs needs
In dailywo r k , my manager consi
6 0.581 0.000*
the workplace.

*_ Correlation is significant at the 0.05 level

Table 4.5 presents the <correlati
Tasko and t he t o-aues foo all pardgraphs apedesd than 0.05,eso the

correlation coefficients of this field are signdimt a't U

on coefficient

= 0.0

5. Ther ef o

the paragraphs of this style are consistent and valid to measure what they were set for.

Table (4.6) Correlation Codficient of "TAmbiguity Acceptancé P aragraphs

No. Statement Pea_rs_on p-value
coefficient
1 | My manager views differences of opinion as constructive g g45 0.000*
When | am making career decisions, my manager str¢
2 : . 0.704 0.000*
risk-taking.
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Table (4.6) Continued

When my manager seeks solutions to problems, he/she

3 . 0.917 0.000*
to try new solutios.

My manager finds disagreement in the workpl

4 . . 0.711 0.000*
exhilarating.
When working with others, my manager seeks many fea

5 0.842 0.000*
answers.

When dealing with a work problem, my manager want

6 : 0.782 0.000*
explore several altertiges.

In resolving a workplace issue, my manager tends

7 . 0.864 0.000*
(tolerate operended solutions.

*, Correlation is significant at the 0.05 level

Table @.6) presents the correlation coefficient for each paragrapmbiguity accepanceand
the total of this part. The-palues for all paragraphs are less than 0.05, so the correlation
coefficients of this field &@# si gni fi cant at U = 0.05. Ther

paragraphs of this style are consistent and valid to measure what they were set for.

Table (4.7) Correlation Coefficient of "Facilitat ion of Developrent" Paragraphs

Pearson

No. Statement coefficient P-
value

When | discuss problems with my manager, he/she encou

1 : 0.757 0.000*
me to explore solutions

2 | My manager encourages me to develop new skills 0.695 | 0.000*

My manager appears to view learning and development a

3 | of his/her majoresponsibilities 0.821 | 0.000

When | want to get input from my manager, he/she

4 , 0.613 0.000*
questions
In order to improve my performance, my manager serves

5 0.791 0.000*
role model

6 | My manager helps me see the big picture of the orgaoieati gg1 0.000*
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Table (4.7) Continued

In conducting performance appraisals, my manager encou

7 . : . . 0.707 0.000*
me to give suggestions for improving my work

My manager actively provides opportunities for me to t

8 - 0.827 0.000*
more responsibility

My manager often assigns challenging work for me to str

*
9 beyond what | have been doing. 0.818 0.000

To improve work performance, my manager consta

10 provides feedback 0.753 0.000

When | face challenges, my manager usually offers to prg

11 . 0.724 0.000*
me with resources

*, Correlation is significant at the 0.05 level

Table @.7) presents t he correl ati on Facildagoh fofi ci ent
Developmend and t he t ot avalues for alt paragsaphp are less thaibfse p
the correlation coefficet s of this field are significant

that the paragraphs of this style are consistent and valid to measure what they were set for.

Table (4.8) Correlation Coefficient of "Organisational Commitment" P aragraphs

Pearson p-

No. Statement L
coefficient | value

I am willing to put in a great deal of effort beyond that norm

1 expected in order to help my organisation be successful. 0.837 1 0.000

| talk up my organisation to my friends as a great organisati

2 0.864 0.000*
work for.

3 | | feel very little loyalty to this organisation. 0751 | 0.000*

| would accept almost any type of job assignment in ordg

*
4 keep working for this organisation. 0.914 0.000

I find that my values and

5 . 0.739 0.000*
similar.

6 | | am proud to tell others that | am part of this organisation. 0.889 | 0.000*
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Table (4.8) Continued

| could just as well be working for a different organisation

*
! long as the type of work was similar. 0.874 1 0.000

This organisatio really inspires the very best in me in the v

8 . 0.902 | 0.000*
of job performance.

It would take very little change in my present circumstance

9 : L 0.837 | 0.000*
cause me to leave this organisation.

| am extremely glad that | chose this organisatiomvéok for,

10 over others | was considering at the time | joined. 0.876 0.000

There is not much to be gained by sticking with this organisg

11 indefinitely. 0.835 0.000%
Of t en, | find di fficult to a
*
12 important matters relating to its employees. 0.810 0.000
13 | | really care about the fate of this organisation. 0.760 0.000*
For me this is the best of all possible organisations for whig
14 0.820 0.000*
work.
15 | Deciding to work for this organisation waslefinite mistake. 0.778 | 0.000*

*. Correlation is significant at the 0.05 level

Table @.9 presents t he correlation coefficient
Commi t ment 0 and t h e-valuestoadll pacafiraphstaie tess phd&s0so0. The
the correlation coeffieEnt s of this field are significant

that the paragraphs of this style are consistent and valid to measure what they were set for.

4.9.2.2 Structural Validity of the Questionnaire

Structure validity is the second ssdital test that was used to examine the soundness of the
guestionnaire structure by testing the validity of each field and the validity of the whole
guestionnaire. It measures the correlation coefficient between one field and all the fields of the

questimnaire.
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Table (4.9) Correlation coefficient of each field and the whole of questionnaire

No. Field CE:;EZE,[ p-value
1 | Open Communication 0.830 0.000*
2 | Team Approach 0912 0.000*
3 | Value People over Task 0.844 0.000*
4 | Ambiguity Acceptance 0.836 0.000*
5 | Facilitaion of Development 0.915 0.000*
6 | OrganisationaCommitment 0.915 0.000*

* Correlation is significant at the 0.05 level

Table @.9) clarifies the correlation coefficient for each filed and the whole questionnaire. The
p-values(Sig.) areless than 0.05, so the correlation coefficients of all the fields are significant
at U = 0.05, so it can be said that the fiel

the main aim of the study.

4.9.2.3 Reliability of Questionnaire

The reliablity of an instrument is the degree of consistency which measures the attribute, that

is supposed to evaluate (Polit & Hung#®85). Reliability can be equated with the stability,
consi stency, or dependabil ity oientmethaodenas ur i nc
used to measure the reliability of the questionnaire between each field and the mean of the
whole fields of the questionnaire. The nor ma
between 0.0 and + 1.0; and a higher value reflept®minent degree of internal consistency

(Polit & Hunger,1985).

Table (4.10 Cronbach's Alpha (Reliability) of the Questionnaire

No. Field Cronbach's Alpha

1 | Open Communication 0.885
2 | Team Approach 0.895
3 | value People over Task 0.869
4 | Ambiguity Acceptance 0.910
S | Facilitaion of Development 0.925
6 | Organisational commitment 0.968

All statements of the questionnaire 0.980
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Reviewing table 4.10 reveals that the values of Cronbach's alphaof@n communication

field equal 0.885, foteamapproat equal 0.895, fovalue people ove task equal 0.869, for
ambiguity acceptanceequal 0.910, forfacilitate development equal 0.925 and for
Organisational commitment equal 0.968. The results were in the range from 0.869 and 0.968
and the general relialt¥i for all items equal 0.980. This range is considered high; the result

ensures the reliability of the questionnaire.

I n conclusion, the alpha Cronbachds coeffici
is very close to +1.00, and thus, the whagiestionnaire is considered reliable. Thereby, the
researcher ensured the validity, reliability and stability of both instrumemsiagerial
coachingquestionnaire andrganisational commitmenjuestionnaire (OCQ), before their

distribution to the sample
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Chapter five: Data Analysis and Discussion
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Section one:Profile of the Study Sample
Table (5.1): Respomoilent sé6 P

Male Female Total
69 (G7%) 52 (43%) N =121 (%)
Age
from 20 to less 30 17 (24.6) 14 (26.9) 31 (25.6)
from 30 to less 40 34 (49.3) 34 (65.4) 68 (56.2)
from 40 to less 50 12 (17.4) 4(7.7) 16 (13.2)
from 50 to less 60 6 (8.7) - 6 (5.0)
Marital Status
Married 60 (87.0) 44 (84.6) 104 (86.0)
Single 9 (13.0) 8 (15.4) 17(14.0)
Education
Secondary School 4 (5.8) - 4 (3.3)
Diploma 2 (2.9) 3(5.8) 5(4.1)
B.A 53 (76.8) 42 (80.8) 95 (78.5)
Master 8 (11.6) 7 (13.5) 15 (12.4)
PhD 2(2.9) - 2(1.7)
Job Title
Management 11 (15.9) 3(5.8) 14 (11.6)
Operation and ield 30 (43.5) 28 (53.8) 58 (47.9)
Finance and Accounting 7 (10.1) 1(1.9) 8 (6.6)
Administration and secretary 16 (23.2) 18 (34.6) 34 (28.1)
Professionals and technical 5 (7.2) 2 (3.8) 7 (5.8)
Years of service within the current organization
from 2 to less than 4 years 35 (50.7) 27 (51.9) 62 (51.2)
from 4 to less than 8 years 19 (27.5) 20 (38.5) 39 (32.2)
from 8 to less than 12 12 (17.4) 5 (9.6) 17 (14.0)
15 years and more 3 (4.3) - 3 (2.5)
Years of service with your current manager
from 1 to less than 2 years 8 (11.6) 13 (25.0) 21 (17.4)
from 2 to less than 4 year 46 (66.7) 24 (46.2) 70 (57.9)
from 4 to less than 8 years 9 (13.0) 12 (23.1) 21 (17.4)
from 8 to less than 15 years 5(7.2) 3(5.8) 8 (6.6)
15 years and more 1(1.4) - 1 (0.8)
Years of Experience in general
from 2 to less than 4 years 14 (20.3) 15 (28.8) 29 (24.0)
from 4 to less than 8 years 29 (42.0) 20 (38.5) 49 (40.5)
from 8 to less than 12 years 16 (23.2) 16 (30.8) 32 (26.4)
from 12 to less than 15 years 4 (5.8) - 4 (3.3)
15 years and more 6 (8.7) 1(1.9 7 (5.8)
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5.1.1 Gender

Table (5.1) shows that abo6i®6 of the respondents were male, while abé8¥% were
female. Itis worth noting that the distribution of percentage between male faméle
corresponds to thHGOs policies of equal opportunities for both gender. NGOs are trying to
some extent to have equal opportunities in employment; it is one of the NGOs operation
principles and one main requirement of the donors to promote gender equality.

5.1.2 Age
Table(5.1) shows thaR5.8% of the samplage is "less than 30 year§6.246 of the sample
age is "from 30 to less than 40 years3,26 of the samplege is "from 40 to less than 50

years",5.0% of the samplage is " 50years and above ".

The age group less thd0 years constitute81.8% of the sample, whicheinforce the role of
youth in international institutions which considered a vital place for job opportunities for
young graduates and qualified as well. This reflects that the international institutiongngperat
in the Gaza Strip have the workforce in praitut age, a feature that helps to introduce the

concepts of development and enhance the development of skills and expertise of employees.

5.1.3 Marital Status

Reviewing table (8) reveals thaB6% of the samplever e fAmarri edo, foll o
with 14%. This indicatesthat the majority of respondents haaerelative stabilityin their

personal life andheir engagement witmiernational NGOs made them aldeestablish and

raise familiean terms of financibresources

5.1.4 Education Level

Table(5.1) illustrates thaB.3% of thesurvey respondents are holdiogly"'s e condar y s c h
certificate 4.1% of the survey respondents are holdifiBiploma"”, 78.86 of the survey
respondents are holdin@achelor Degree”, 24% of the survey respondents are holding

"Master Degree", and finally 7% of thesurvey respondents are holditRhD". It is clear that

the majority of the sample has a bachel or 6s
educated employees. Inchd t i on t hat some of the sample ha
reflects that those individuals are making financial investments to develop their career by
obtaining higher education.
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5.1.5 Job title:

Table (5.1) shows thatl1.6% of the survey respondengése holding management positions,
47.96 of the respondentre working in the operations and fieGl6% of therespondentare
working in finance department28.1% of therespondents are working in administrative and
support jobsand 58% of the responents are working as professionals and technitaé
majority of the sample isn operationaland field staff such as project coordinators, field

monitors, field assistants and social workers. This is consistent with sample age distribution as

field and ogration work suit employees agieds thamO.

5.1.6 Years of service in the current organisation

Table 6.1) show that51.2 % of the respondentsave "less thand years" ofservice in the
organisation32.2%6 of the respondents haVfom 4 to less tham8 years"of service 14.1% of
the respondents hayem A8 to less tharl2 years" ofservice and 25% of the respondents

have"15 and above" years akrvice with the current organisatidh can be seen thatore

half of the sample has e s s tydas ofsefidc e wi t h t he ¢ uvhichent or
means thathe majority of the sample used to work on short project pe¢hadcharaarize

the projects operated by internationgkacies

5.1.7 Years of service with the current manager

Table (51) show that 172 % o the respondents have "less than 2 years" of service with the
current manager, 3% of the respondents have "from 2 to less than 4 years1%l13t the
respondents have from A4 to | ess than 8 year
than 12"years, and 0.8% of the respondents have "12 and above" years of service with the
current manager

5.1.8 Years of experience in general

Table (51) show that 2.0 % of the respondents have "less than 4 years" of experience in
general, 40.5% of the respondentséhdivom 4 to less than 8 years" of service, 26.4% of the
respondents have from A8 to | ess than 12 ye

“from 12 to less than 15" years of service, ar@¥bof the respondents have "15 and above"
years of experier It can be seen that the majority of the sample hnas@ium period of

experience that suit field jobs such as coordinators and field monitors

95



Section Two: Statistical Analysis of the study Variables

This section is designed to verify the nature and noéamanagerial coachingehavioursand
organisational commitmento identify the relationship between the study variables, and
analyse their trend and strength, in light of the previous stulliesfiSample KS Te st 0

used to identify whether or nohd data follows normal distribution. This assessment was

wa s

necessary in case testing hypotheses as most parametric test stipulate data to be normality

distributed and this test used when the size of the sample is greater than 50.

Table (52) One- Sample K-S Test

SIN Dimensions Il\tlgr.nc;f Stzéi)stic Sig.
1. | Open Communication 9 1.146 0.145
2. | Team Approach 8 1.219 0.102
3. | Value People over Task 6 1.1%4 0.13®
4. | Ambiguity Acceptance 7 0.861 0.48
5. | Facilitation ofEmployee Development 11 1.072 0.2
6. | Organisational Commitment 15 1.159 0.136

Total 56 0.787 0.566

Test results, as shown in table2)5 clarifies that the calculatedvalue is greater than the
significant lewel which is equal 0.05 {palue> 0.05), this in turn denotes that dé&dflows

normal distribution, and so parametric tests must be used.

5.2.1 Managerial Coaching

To

development agencies in Gaza strip using coaching to support and develop their
employee®0 managerial coaching studied, assessed aadaly®d using five behaviours;

open communication,team approach, value people overtask ambiguity acceptance and

answer t he

s tTo dvigat eiktent aré magagerss ihinternational

facilitaion of employeedevelopment.
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5.2.1.10pen Communication

Opencommunication is one of theignificantfactors leading tactual coachingprocessin
much of the literaturevherean open exchange of thoughts, feelings, and informaéisra
way to develop the interpersor@nnectionjs necessary to influence otheline paragraphs

wereusedto assess opinion of the respondent towards this constndcine samplet-testwas

used to analysdatatable (53) shows the results.

Table (5.3) Open Communication Behaviour

M

N

R .

SIN ltems M (%) SD T Sig. | Ra
When | share my feelings with m

1. | manager, mymanager appears to | 3.45|57.58| 1.17| -0.43 | 0.670| 9
comfortable.

p. | In difficult work situations, my managd , 14| g9 70| 1.15| 6.50* | 0.000| 5
is open with his/her opinion.

3, |In conversations with me, my manag 5 g7 | 64 46| 1.22| 3.30% | 0.001| 8
shares his/her views openly.
When communication with me, m

4. | manager openly shares his/her persq 4.40| 73.42| 1.03| 9.67* | 0.000 | 2
values.
Wh e n a situation

5. | experiences, he/she willingly discusy 4.26 | 71.07| 1.15| 7.34* | 0.000 | 4
them with me, including the mistakes.

6. | N facing new problems, my manag ; g4 oo 39| 1 24| 4.30¢ | 0.000| 7
would rather listen to my opinion first.
In conversations with me, my manag

7. |tends to ask questions to verify wha| 4.30 | 71.63| 1.17| 7.47* | 0.000| 3
say.
When | talk to my manager, he/skt

8. | seldom interrupts, ensuring that | gel 4.07| 67.91| 1.24| 5.10* | 0.000| 6
full chance to share my views.

g, | When | work with my manager, he/s| , 41| 73 55| 1 16| 8.66* | 0.000| 1
discusses his/her expectations with me|

Total Degree 410|68.41| 0.96| 6.95* | 0.000
*Indicates to significant Diff between the Mean value andstede midpoint valueat 5% | evel .
R = fiRelative weighto, SbDestfigabhodardRBPewi aRnaoakopfTI t

Reviewing table (8) reveakd the following:

M

Item No. @) recorded the highest meavhich equals to4.41 with mean weighted
73.55% ad the pvalue equks "0.000" which is less than 0.05, meaning survey

97



respondents agreed thahen they work with their managerghe managersliscuss

what the employee exped to do and whahe results could b&ecording the highest

mean may denoted t ¢o theanpataneerotedfectiveeaand dpenat i o r
exchange of information with employees. Managers may also realizeoh¢hedised
productivity and the effectiveness to reach outcomes is contingent with openness,
clarification,anddiscussioowi t h empl oyees, | nunderdtahdirtgi on t

to tasks and how these tasks could be performed.

1 Item No. (1) comes as the last and reear the lowesmean which equal8.45 with
mean weighted 57.58%and the pvalue equals "®70" which is greaterthan 0.05,

meaning survey respondemtsuld not conceptualize a clear view on this paragraph

1 The results for all items of the fieJdn generh show that the average mean egqual
4.10 with mean weighte®8.41% which is greater than "60%". Thalue oft-test
equas to 6.95which isalso greater than the critical value, equaling8 and the p
value equaling 0.000 which is less than 0.05jificantat! e v & 0.05,0vhich means
thatthe local staff of the international development ageraigseed angberceive their
respective supervisors to hgracticing open communication behavion moderate

level

The findings for this dimensiomre cosistent with (Fan, 2010)and (Park, 2007);both
revealed that employee perceive their respective supervisors tprdmicing fopen
communication behaviour. For (Fan, 2010), open communication is considered onejobthe
resources that help employeesdarify what could be improved in goal achievement and
build mutual trust that creates a safe environment for employees to perform extré&oasks.
(Park, 2007), open communicationoise of the key factorsf effective coachinghat leads to
cultivation a culture of open exchange and el develop interpersonal rapport with
employeesilt is noted that the averageeanfor this study is less than (Fan, 201@}h mean
weight 74%and (Park, 200Ayith mean weigh?1.7%andthis little difference infavourwith
(Fan, 2010) and (Park 2007) may be referred to differences in culture and work environment
which encourage open communication between managers and their suboahntiesvork

level and personal level
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5.2.1.2Team Approach

Team approach is another key deor in coaching process where managers treat their

employees as partners rather than try to control them. Managers need to be fadailitator

t eamwor k,

respectin

g

empl oyeesd

i deas

and

applies not only for we-on-one situations, but also in team situations. Eight paragraphs were

usedto assess opinion of the respondent towards this conatrdohe samplet-testwas used
to analyge datatable (54) shows the results.

Table (54) Team Approach Behaviour

SIN Items M |R(%)| SD T Sig. | Ra
When there is a workelated project

1. | my manager usually assigns te{ 5.35| 89.12| 0.81 | 24.98* | 0.000| 1
tasks.

2. | My manager would rather work Wit 4 44 | 73 55| 1.22| g.22* | 0.000| 6
others to complete his tasks.
As part of a wrkplace group, m\

3. | manager prefers to work based | 5.25| 87.47 | 0.83 | 23.18* | 0.000| 2
group agreement.
When a decision is to be made, 1

4. | manager prefers to participate w| 5.22 | 87.05| 0.95| 19.89* | 0.000 | 3
others to determine the outcome.

5, | 1o achieve pdormance goals, M) , o5 7590 | 103| 11.23* | 0.000| 5
manager seeks input from others.

g. | When analgng ~a problem, my , .1 21 94| 120| 7.31% | 0.000| 7
manager tends to rely on group idea

7. In & team setting, my manager wa 3.51| 5854|177 0.08 |0939| 8
all team members to be recogridze
My manager generally emphasiz

8. | creating a partnership among all te{ 4.64 | 77.27 | 1.46 | 8.56* | 0.000| 4
members.

Total Degree 4.66 | 77.60| 0.66 | 19.28* | 0.000
*Indicates to significant Diff between the Mean value dmel scée mid-point valueat 5% | evel .

R

Reviewing table (5l) revealed the following:

1 Item No. (1) recorded the highest meamnch equal$.35with mean weghted89.124

ARel ative weighto,

M

N

Shbestin$babhodar dRBewvi aRaakoOopf TI E

and the pvalue equals "0.000" which is less than 0.05, meaning survey respondents

agreed thatvhen there is a workelated project, the managers usually assigns team
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tasks Recording the highest mean may be relatethsk performancstylesin the

NGOs sector which characterised by teamwork, consensus, and participation.

1 Item No. ) recorded the lowesheanwhich equals H1 with mean weighted®54%,
and the pvalue equals "®39' which isgreaterthan 0.05, meaning survey respondents

could not conceptualize a clear view on this paragraph.

1 The results for all items of the figlth generalshow that the average mean egual
4.66 and the weighted mean eqgsitd 77.6% which is greater than "60%Thevalue of
t-test equa to 19.28which is also greater than the critical value, equalir@8 and
the pvalue equal 0.000 which is less than 0.05, significatt e v e 0.050which
means thatthe local staff of the international development agencigeeed and

perceive their respective supisors to bdostering team approach high level

Thefindings for this dimension are consistent wifan, 2010and (Park, 200oth revealed

that employee perceive their supervisors tddséeringteam approach{Fan, 2010) found that
decision makrs allow employees to feel a sense of significance by engaging them in decision
making, and (Park, 2007jound thatr e s pe ct empl oyees6 ideas and
will empower employees and make thara likely to learn moreThe total mean fofiteam
approach behaviour in (Fan, 2010) was04.with mean weighdd 66.8%while (Park. 2007)

oteam approaahbehaviourmean was3.7 with mean weighdd61.7% Thefindingsrevealed a
difference in the level of team approach behaviour practiced in favourigosttidy, which

may referred to emphasis imposed by NGOs on their managers to encourage collaboration,
coordination and partnership among all employees including the supervisors, in addition to the
belief that the success of a project is a result to d¢oleefforts from all team players.

5.2.1.3Value People over Task

Coaching process needs manager erfarmingtasasn si der
needsThe persoror i ent ed approach emphasizes the ack
and their applicationo tasks.Six paragraphs werasedto assess opinion of the respondent
towards this construct ammhe samplet-testwas used to anadg data; table (5) shows the

results.
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Table (55) Value People over TaskBehaviour

R ,

SIN ltems M (%) SD T Sig. | Ra
In decisionmaking, my manage

1. | emphasizes individual concerns oy 3.60 | 60.06 | 1.27 | 0.90 | 0.372| 4
logic.

p. | In discussions with me, my manag 5 24 | g9 g5| 47| 1.58 | 0.117| 3
focuses on my individual needs.
When facilitating business meeting

3. | my manager leaas time for relationshij 4.09 | 68.18 | 1.30 | 4.99* | 0.000| 1
building.
In facing conflict between individug

4. | needs and tasks, my manager g 3.51| 58.54| 1.32| 0.10 | 0.918| 5
priority on meet.
When managing team projects, T

5. | manager tendsot e mp hasi z| 3.78| 62.95| 1.19| 2.55* | 0.012| 2
needs.

6. | In daily work, my manager conside 5,7 | 5,55 114 -2.19%| 0.030| 6
peopl ebs needs ou

Total Degree 3.66 | 61.02| 0.99| 1.79 | 0.076
*Indicates to significant Diff between theédn value and thecale midpoint valueat 5% levelM = fi Meano,

R =

ARel ative weight o,

Reviewing table (%) revealed the following:

Item No. (3) recorded the highest mednch equat 4.09 with mean weighted 68.18%

T

Sbhbesti®babhodar dRBewvi @&RAakROpf TI E

and the pvalue equals "0.000" which is less than 0.05, meaning survey respondents

agreed that their managers leave time for personal relationship building when there are

business meetingRecording the higheshean may beeferred to the culture where

the staff work and socialization is considered one of the characteristics among

employees in the same department.

Item No. @) recorded théowest mearequals3.27with mean weighte®4.53%, the p

value equals "08D" which is less than 0.05and thet-sign is negativemeaning

respondentdisagreed that managerensidere mp |l oy ees 0

needs

out si c

The results for all items of the figlth generalshow that the average mean equals to

3.66 and the weighted meaquas to 61.026 which is greater than "60%". The value

of t-test equals td..79which islessthan the critical value, equalifrg98 and the p

value equal 0.076 which is greaterthan 0.05,nonsignificantat | e v e=l 0.03)

101



meaningthatlocal staff of international development agen@esld not conceptualize

a clear view on thislimension This result suggests thatt er nat i on al

di dnot

per cei v eonsidersgheir needspaeail asiwarioneesls. a s

The findings of this dimensioare consistent witfFan, 2010¥ound that the total mean was
2.47 with mean weighted 41.7%ot significant,and (Park, 2007§ound that the total mean

was 2.87 with mean weighted 47.8%, significant, nmearthat employee perceive their

respective supervisors to be providiggylow levelofi v al ui ng

5.2.1.4Ambiguity Acceptance

Ambiguity acceptanca s

rel ated

t o

manager so

peopl e

behaviour

exploration of multiplesolutions when working with their employees. Seven paragraphs were

usedto assess opinion of the respondent towards this construochasdmplet-testwas used

to analyge data; table (6) shows the results.

Table (56) Ambiguity AcceptanceBehaviour

R .
SN ltems M (%) SD T Sig. | Ra
1. Mymanager_wewsdlﬁerencesofoplnu 346! 57711 1.23| -0.33 | 0.740| 6
as constructive
p. | When | am making career decisions, | 5 g3 | g3 91| 1.38| 2.67* | 0.009| 3
manager stresses riskking
When my manager seeks solutiots
3. | problems, he/she tends to try n{ 4.14| 69.01| 1.29| 5.48* | 0.000| 2
solutions
4. My manager flnds. disagreement in { 352 | 5868| 1.30 017 |0.862| 5
workplace exhilarating
5. | When working with others, my manag 5 g5 | 63 77| 1.17| 3.08* | 0,003 4
seeks many feasible answers
When dealing with a work problem, n
6. | manager wants to explore seve 3.30| 54.96| 1.11|-2.01* | 0.047| 7
alternatives.
In resolving a workplace issue, n
7. | manager tends to (tolerate opemded| 4.40| 73.28 | 1.03 | 9.59* | 0.000| 1
solutions
Total Degree 3.78 | 63.05| 0.92 | 3.38* | 0.001
*Indicates to significant Diff between the Mean value dmel scale migoint valueat 5% levelM = fiMeano,

R

AiRel ative weighto,
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Reviewing tabé (56) revealed the following:
1 Item No. (7) recorded the highest medmnch equalst.40 with mean weighted 73.28%
and the pvalue equals "0.000" which is less than 0.05, meaning survey respondents
agreed that their managers tolerate epeded solutions khen resolving work issues.
Recording the highest score may be refer
subordinates in problem solvingrocess and transparency which characterize

international NGOs work.

1 Item No. (6) ranked as the last with lowesmeanequals3.30 with mean weighted
54.96%, the pvalue equals "047" which is less than 0.0%nd thet-sign is negative
meaning survey respondents disagreed that their marexqose several alternatives

for work problems

1 The resllts for all items othe field, in generalshow that the average mean equals to
3.78and the weighted mean eqgsitd 63.05% which is greater than "60%". The value
of t-test equals t@.38which is also greater than the critical value, equalirgg and
the pvalue equalind.001 which is less than 0.05, significaat! e v & 0.05,Uvhich
means thathe staff agreed angerceive their respective supervisarg open to new
ideas and explore multiple solutions when working with their employeesoderate

level

The average mean for this dimension in this study isistams with (Fan, 2010) and (Park,

2007); both revealed that employee perceive their respective supervisors to ioéngrov
moder at e ambiguieylacceptdnae i b eohuav.i The t o tarabiguityme a n f
acceptanace b ehaviour i n ( Fmaean weldht 610/% whia ®ark32007) wi t h
behaviour mean was 3.45 with mean weight 57.5%.

5.2.1.5Facilitation of Employee Development

Facilitate employees development is one of the main skills in coaching process where
managers equip their employees with tools andwkedge to facilitate their development.
Eleven paragraphs wersedto assess opinion of the respondent towards this construct and

onesamplet-test wvas used to anadg data; table (%) shows the results.
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Table (5.7) Facilitation of Employee Development

R .
SIN ltems M (%) SD T Sig. | Ra

When | discuss problems with n
1. | manager, he/she encourages me| 3.47 | 57.85| 1.27 | -0.25 | 0.802| 10
explore solutions

My manager encourages me to deve

. 3.9 |6143| 151 | 136 | 0177 | 6
new skills

My manager appears toiew learning
3. | and development as one of his/lher mg 4.12 | 6867 | 1.36 | 505 | 0.000| 3
responsibilities

When | want to get input from m

4. . 3.51 |5850( 1.37| 0.9 | 0.921| 8
manager, he/she asks questions

5 In order to improve my performance, n 380 | 6333 118 | 281* | 0.006 | 4
manager servesa role model

6. | My manager helps me see the big pict 5 53| 53 86| 1 15 | -2.58¢| 0.011| 11

of the organization

In conducting performance appraisg
7. | my manager encourages me to g 3.68|61.29| 1.52| 1.29 | 0.200| 7
suggestions for improving my work

My  manager actively  provide
8. | opportunities for me to take mo| 4.13 |68.87| 1.35| 5.14* | 0.000| 2
responsibility

My manager often assigns challengi
9. | work for me to stretch beyond what| 3.50 | 58.26| 1.37 | -0.03 | 0.974 | 9
have been doing.

To improve work performance, m

10. manager constantly provides feedback

3.79|63.09] 1.21 | 2.60* | 0.010| 5

When | face challenges, my manag
11. | usually offers to provide me wit 4.22|70.39| 1.37 | 5.81* | 0.000| 1

resources
Total Degree 3.74 1 62.28| 1.03 | 2.53* | 0.011
*Indicates to significant Diff between the Mean value andsitede midpoint valueat 5% level M = fi Mean o,
R = fARelative weighto, SDestin8abhodar dRBRewi aRanakopf TI E

Reviewing table () revealed the followng:

1 Item No. (11) recorded the highest meahich equals4.22 with mean weighted
70.39% and the -palue equals "0.000" which is less than 0.05, meaning survey
respondents agreed that their managessally offer to provide employees with
resources when &y face challengefecording the highest mean may be referred to
NGOs emphasisinvestment ine mpl oyees 6 ahe \grevtro pnohethist

responsibility was assumed to direct supervisdise fact that supervisors are
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accountable for achieving results makesm more likely to provide help, support and

resources for employees un challenging situations.

1 Item No. @) ranked as #he last with the lowest meaguals 23 with mean weighted
53.86%, the pvalue equals "0D1" which is less than 0.0%nd thet-sign is negative
meaning survey respondents disagréed their managerselp employees to see the

big picture of the organization

1 The results for all items of the fielth generalshow that the average mean equals to
3.74and the weighted mean egsitd 62.28% which is greater than "60%". The value
of t-test equals t@.53which is also greater than the critical value, equalirgg and
the pvalue equaling 011 which is less than 0.05, significaat! e v e 0.05,Uvhich
means thathe local staff of the international development agencies perceive their
respective supervisoesr e f aci | i t devdlopngentrermgelraie leweEhss 6
referred to NGOs work environment where managers are encoutagedviding
resources, giving feedback, setting goals, and utilizing examples, scenarios, role playing,

and questioning for employees to think through.

The findings of this dimension acensistent with(Fan, 2010) and (Park, 2007); both revealed
that managers arencouragingemployeego go beyond what has already been achieVéaeé

tot al nfiecibtate dévelopmedt behavi our i n63Wwith amean weyghtl 0 )
60.5% while (Park. 2007)mean was &8 with mean weight 61.3%Table (58) below
summarizes the mean weigtior this study compared witfi-an, 2010and(Park. 2007)

Table (58) Comparison between the mean weights of managerial coaching behaviours

Managerial Coaching Fan, 2010 Park, 2007 Current Study
Behaviours
Open Communication 74.0% 71.7% 68.4%
Team Approach 66.8% 61.7% 77.6%
Value People over Task 41.7% 47.8% 61.0%
Ambiguity Acceptance 61.7% 57.5% 63.0%
Facilitation ofDevelopment 60.5% 61.3%. 62.3%
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5.2.1.60verall Managerial coachingBehaviours
Figure 6.1) provide visual illustrabn of the five behaviours ghanagerial coachingogether

with an overall view of the perceivédanagerial coaching

Managerial Coaching Beahviours as Perceived by Employees in
International Development Agencies
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Figure (5.1)Managerial coachingBehaviours as Perceived by local staff of the
International Development Agencies in Gaza Strip
(Source, Conceptualized by the researcher, 2014)

Analysing figure (6.1), the research concluded that local staffirdérnationaldevelopment

agencies perceived their supervisors as hatigt level offteam approaakh moderate level

of fAopen communicatiay A a mbadcapptande y and ion fofacce Md@ltaagment o
behaviours Ther espondent s could not conceptualize

behaviour

The overall mean of the five constructs that form rienagerial coaching/ias greater than
60% Manager s 0 bperrcanmunication wasf exercisdyy 68.4%, teamapproach
was 77.68%, value people overtask was1%, ambiguityacceptancevas 63% and &cilitaton

of development was exerciség 62.3% as perceived by their subordies.
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Table (5.9) Overall managerial coachingbehaviour

Dimensions M R(%) SD T Sig. | Ra

Team Approach 466 | 77.60| 0.66 | 19.28* | .000 1

Open Communication 410 | 68.41| 0.96 | 6.95* | .000 2

Ambiguity Acceptance 3.78 | 63.05| 0.92 | 3.38* | .001 3

Facilitation of Develgment 3.74 | 62.28| 1.03 | 2.53* | .01 4

Value People 3.66 | 61.02 | 0.99 1.79 .076 5

Managerial coaching 3.99 | 66.56| 0.81 | 6.71* .000
*Indicates to significant Diff between the Mean value andsttedemid-pointv al ue at 5% | evel . M
R = fiRelgdatioyve SWei= NSt andtesdt Deali a¢d onka T FRAGAKk of 1t

The results shown in table @.reveal that while respondents perceive their managers
providing fourof coaching behaviours with levels ranged between higH@mdrespondents
co d neither conceptualize their view on the

supervisors, as supportive, caring, persaented orconsidemgp e opl e6s needs

The overallmanagerial coachingehaviour mean equals 3.99, and the weighted maasaiseq
to 66.56% which is greater than "60%". The valué-tefst equals t6.71which is also greater
than the critical value, equaling 1.98, and theafue equalingd.000 which is less than 0.05,
significantat! e v e | nikanthgth@tJocal staff of th international development agencies

perceive their respective supervisorbéoproviding moderate level of managerial coaching

Thefindings of this studyredifferent from(Ajjour, 2012) which foundPalestinian NGOs do

not use coaching as an effectisaml in developing employee's skillBatosn, 2012) which
found that theananagerial coachingnean equalto 113.88 with mean weight 71.2%, which
suggest that employees perceive their respective supervisors to be providing high levels of
coaching behavior(Chang, 2011) which found that tiheanagerial coachingnean equalto

3.35 with mean weight 55.8%, which suggest that employees perceive their respective
supervisors to be providing low coaching behavi&illiner, 2003) which found that the
managerial caching mean equal to 3.75 with mean weight 58%, which suggest hat
employees perceive their respective supervisors to be providing low coaching heliianor
2008) which found that themanagerial coachinghean equalto 123.42 with mean weight
50.8%, suggesting that employees perceive their respective supervisors to be providing low
coaching behavioi(Kim, 2010) which found that thenanagerial coachingiean equalto 5.3

with mean weight 75.7%, which suggest that employees perceive their respepevasors
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to be providing high level of coaching behayiand (Park et al., 2068which found that the
managerial coachingnean equal to 358 with mean weight59.®6, which suggest that

employees perceive their respective supervisors to be providingplaehing behavior

The findings, to some extent, are consisted \##mn, 2010)which found that thenanagerial
coachingmean equalto 3.65with mean weight 60.1%suggesting that employees perceive
their supervisors providing moderate level of coacluelgavior and(Park 2007)which found
that themanagerial coachingnean equalto 3.6 with mean weight 60%suggesting that

employees perceive their respective supervisors to be providing moderate coaching.behavior

The level of coaching behaviour pengsd by international development agencies staff is less
than that found ir(Ajjour, 2012), (Batosn, 2012) and (Kim, 2010), egsi& that found in

(Fan, 2010) and (Park, 2007), and more thamthragerial coachingerceived by employees

in (Ellinger, 2003, (Chang, 2011)(Har, 2008)and Park et al., 20a8. Table (5.10) below
summarizes the mean weight results for this study compared with others that studied

managerial coaching and mentioned above.

Table (510) Comparison between the mean weights @iverall managerial coaching

Study Mean Weight

Current Study 66.56%
Batosn, 2012 71.2%
Chang, 2011 55.8%
Kim, 2010 75.7%
Fan, 2010 60.1%
Har, 2008 50.8%
Park et al., 2008b 59.7%
Park, 2007 60.0%

Ellinger, 2003 53.5%
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5.2.2 Organisational Commitment

To answer thestudysecond questiofiwhat is the level oforganisational commitment of

local staff of international developmentagencies working in Gaza Strip® the researcher
examinedorganisational commitmeibncept as proposed by Porded his colleagusg(1974)
model.Fifteen paragraphs were used to assess local staff's identification with and involvement
in theiragencies andne samplet-testwas used to anadg data; table (31) shows the results.

Table (511) Organisational Commitment

R .
SIN ltems M (%) SD T Sig. | Ra

| am willing to put in a great deal of effo
1. | beyond that normally expected in order] 4.97 | 82.78| 1.04 | 15.5F% | 0.000| 5
help my organization be successful.

| talk up my organization to my friends |
a great organization to work for

| feel wvery little loyalty to this
organisation.

| would accept almost any type of jc
4. | assignment in order to keep working 1 4.64 | 77.27| 1.23| 10.15 | 0.000| 10
this organization.

| find that my values and th
organi zationds val
| am proud to tell others that | am part
this organization.

| could just as well be working for

7. | different organiation as long as the tyg 4.06 | 67.63| 1.31| 4.68* | 0.000| 15
of work was similar.

This organization really inspires the ve
best in me in the way of job performanc
It would take very little change in m
9. | present circuntances to cause me | 431 | 71.76| 1.27| 6.98* | 0.000| 13
leave this organisation.

| am extremely glad that | chose tf
10. | organization to work for, over others| 4.89 | 81.54| 1.04 | 14.74*| 0.000| 7
was considering at the time | joined.

There is not much tde gained by sticking

11. with this organisation indefinitely. 4.34|72.31) 1.26| 7.35* | 0.000| 12

4.80|80.03| 0.82| 17.40 | 0.000| 8

5.01|83.47| 1.07| 15.53 | 0.000| 4

4.77179.48| 0.96| 14.48 | 0.000| 9

5.15| 85.81| 0.93| 19.55 | 0.000| 2

4.60 | 76.58| 1.25| 9.65* | 0.000| 11

Often, | find difficult to agree with this

12.|0rganisationds poli|g29|71.49|1.23| 7.03*|0.000| 14
relating to its employees.
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Table (5.11)Continued

13.|! really care about the fate of th g4 g6 64| 093 20.14%| 0.000| 1
organization.

14, | For me this is the best of all possit , o, | g1 gg| 1,00 15.36*| 0.000| 6
organizations for which to work.

15, | Deciding to work for this organisalid g g | g4 71| 0,82 21.17%| 0.000| 3
was adefinite mistake.

Total Degree 4.73|78.88| 0.72] 18.89*| 0.000
*Indicates to significant Diff between the Mean value #mel scale miepoint valueat 5% level M = f Meano,

R =

iRel ative weighto, TS-besitiTi8abhnedar dRPewvi @&Rrakoof

Reviewing table (5.1) reveaéd the following:

T

[tem No. (B) recorded the highest meavhich equals5.20 with mean weighted

86.6446 and the pvalue equals "0.000" which is less than 0.05, meaning survey

responderst agreed thahey really care about the fate of their organisati®esording

the highest me an

with the fate of their organisations.

referred

t o

empl oyeesod

Item No. () ranked aghe last with the lowest meaequals4.06 with mean weighted

67.63%6 and the pvalue equals "0.000" which is less than 0.05, meaning survey

respondents agreed ththkey could not be working for different organisation even the

type of work was similar.

In general the results for alkeiins of the field show that the average mean equals/g&and

the weighted mean equab 78.88% which is geater than "60%". The value efdst equals to

18.89which is also greater than the critical value, equalif®® and the pralue equa 0.000

which is less than 0.05, significaat| e v e |

U=0.05,

whi

c h

means

international development agencibsve good level of organisational commitment®he

acceptedevel of organisational commitment masferto high rate of unemployment in Gaza

Strip especially among gduatesvhich makes employees sticking to their organisations. The

findings may relate alsoto other benefits associated from engagement with International

agencies such as compensations

The average meafor this variablein this studyis different from(Al-dhuwaihi, 2013), which

found that the organisational commitmevds significantlyandemployee®f banking system
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in Saudi Arabiahave moderate level of organisational commitméFte findings also
consistent with (AbtNada, 2007; AFahdawi & AlAI-Qaawnah, 2004; AAhmadi, 2004,
Chang, 2011 Kim, 2010; Park, 2007; Park et al., 200Baqer, 2009) whictall found

organisational commitment is significant.

Theaverage meafor this variable is different from (Adlhuwaihi, 2013), which found that the
organisational commitment mean weight 63.8%hang, 2011) with mean weight 62.4%,
(Har, 2008) with mean weight 46.6%nd(Sager, 2009) with mean weight 60%

The average mean for this variable in this sfudysome extent, close {&im, 2010) which
foundthat the organisational commitment mean weight 70(®%rk, 2007) with mean weight

80%, and Park et al., 2008which found that the organisational commitment mean weight
81.4%, suggesting that employees have great level of organisational commiTiaiaga(5.12)

below summarizes the mean weight results for this study compared with others that studied

organisational commitmemind mentioned above.

Table (512) Comparison between the mean weights @frganisational commitment

Study Mean Weight
Curent Stug 78.88%
Al-dhuwaihi, 2013 63.80%,
Chang, 2011 62.40%,
Kim, 2010 70.90%,
Sager, 2009 60.0%
Har, 2008 46.6%,
Park et al., 2008 81.40%,
Park, 2007 80.00%
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Section Three: HypothesisTesting

In order totest thefirst main hypothesisiManagerial coaching has a significant effect on
organisational commitmenb, the researcher tested the fsuhb-hypotheseslerived from the

main one using simple liner regression

The researchedivided this section intsevendivisions. The first five divisiongestedthe

effect of managerial coachingehaviouron aganisational commitmenthe sixth onestudied

the effect of overall managerial coachingn organisational commitmengenerally; and the

| ast one examined the differ enutsedue to therany,

demographicharacteristics.

5.3.1 Open Communication andOrganisational Commitment.
H1.1: Open communication has a statistical significant positive effect on organisational

commi t ment at | evel U = 0.05.

Table (5.13): Regression forOpen Communication and Organizational Commitment

R- .
Bo B. R | square| F T Sig.

3.19* 0.37* | 0.498| 0.25 39.31 6.27 | 0.000

Open
Communication

To test thefirst subhypothesisthe researcher performsumple linear regression to determine

if the independent variablepen communicatiorhas aneffect on the dependent variable
organisational commitment, and can accurafehdict it. The results shown in tabl&.(3)
illustrates that the-palue is0.000which islessthan 0.05, thealue of Pearson correlati¢R)

is 0.498 meaning thathere isa moderate positive relationship between open communication
and aganisationa commitment The Rsquarevalue was0.25 which suggestghat open
communication has positiveeffect on organisational commitmeamidapproximately 3% of

the variance of organizational commitment is accounted by the model, in this casaerior
communcation. Proving this hypothesis revealed thapiortance of open communication

between managers and their subordinates in fostering their organisational commitment.
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5.3.2 Team Approach andOrganisational Commitment.
H1.2: Fostering team work has a statisticagyrsiicant positive effect on organisational
U = 0.05.

commit ment at |l evel

Table (5.14): Regression forTeamApproach and Organisational Commitment

R- .
Bo B: R square F t Sig.
Team Approach 0.99* 0.80* | 0.737 | 0.54 141.6 11.90 | 0.000

To test thesecondsubhypothesis, the researcher performed simple linear regression to
determine if the independent varialtleam approacghas an effect on the dependent variable,
organisational commitment, and can accurately predict it. The results shown in tathle (5.1
illustrates that the-palue is 0.000 which is less than 0.05, the value of Pearson corré¢Rion

is 0737, meaning thatthere is a strong positive relationship betwéeam approach and
organisationatommitment The R-squarevalue was0.54 which suggests #tteam approach

has apositiveeffect on organisational commitment and approximaid®o of the variance of
organizational commitment is accounted by the model, in this casdedor approach
Proving this hypothesis revealed the importantdosteringteam workand it is a crucial
factorwith high impacton fostering thee mp | o grgamisatidonal commitment.

5.3.3 Value Peopleand Organisational Commitment.
H1.3: Valuing people over task has a statistical significant positive effect on organisational
U = 0.05.

commitmen t at |l evel

Table (5.15): Regression forValue People andOrganisational Commitment

R- .
Bo B1 R square F t Sig.
Value people 4.08* 0.18* 0.246 0.06 7.68 2.77 0.006

To test thethird subhypothesis, the researcher performed simple linear regmese
determine if the independent variabl@Jue people over taskas an effect on the dependent
variable, organisational commitment, and can accurately predict it. The results shown in table
(5.15) illustrates that the palue is 0.06 which is less ltan 0.05, the value of Pearson
correlation(R) is 0246, that means there is a weak positive relationship betwalele people

and organisationalcommitment The R-squarevalue was0.06 which suggest thataluing
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people over taskas apositiveeffect on eganisational commitment and approximatédy of

the variance of organizational commitment is accounted by the model, in this casduéor
people over taskProving this hypthesis indicates that staff of internationgéacies view the
consideration oftheir needs as well as tasks one of the factors that strengthen their

organisational commitment but this factors is not crucial or on high degree of importance.

5.3.4 Ambiguity Acceptanceand Organisational Commitment.
H1.4: Ambiguity acceptance has a statiaticsignificant positive effect on organisational

commi t ment at | evel U = 0.05.

Table (5.16): Regression forAmbiguity Acceptanceand Organisational Commitment

R- .
Bo B1 R square F t Sig.

3.72* 0.27* | 0.345| 0.12 16.10 4.01 | 0.000

Ambiguity
Acceptance

To testthe fourth subhypothesis, the researcher performed simple linear regression to
determine if the independent variabdanbiguity acceptancdias an effect on the dependent
variable, organisational commitment, and can accurately predict it. The resuits ishiable

(5.16) illustrates that the -palue is 0.00 which is less than 0.05, the value of Pearson
correlation(R) is 0345 that means there is a weak positive relationship betwedrguity
acceptance and organisationairanitment The R-squarevaluewas0.12 which suggests that
ambiguity acceptanceas apositive effect on organisational commitment and approximately
12% of the variance of organizational commitment is accounted by the model, in thikocase,
ambiguity acceptancdProving this hypthesis indicates that staff of internationajesacies
view the managersod6 openness and his acceptar
strengthen their organisational commitment but this factors is not crucial or on high degree of

importance.

5.3.5 Facilitation of EmployeesDevelopment andOrganisational Commitment.
Hl15:Faci litation of empl oyeebs devel opment h a

organi sational commitment at | evel Uu = 0.
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Table (5.17): Regression forFacilitation of Devebpment andOrganisational
Commitment

R- .
Bo B. R | square| F t Sig.

3.78* 0.26* | 0.368| 0.14 18.680 4.31 | 0.000

Facilitation of
Development

To test the ifth subhypothesis, the researcher performed simple linear regression to
determine if the independent vairiebfacilitation of developmenthas an effect on the
dependent variable, organisational commitment, and can accurately predict it. The results
shown in table (5.3) illustrates that the-galue is 0.000 which is less than 0.05, the value of
Pearson corration (R) is 0.3%8, that means there is a wegksitive relationship between

facilitate employee development and organisationatraitment.The value ofR-squarewas

0.14 which suggest that aci | i t ati on of ehaspdpasiyive efféecs ond e v e | ¢
organisational commitment and approximately%l of the variance of organizational
commitment is accounted by the model, in this cdse r facilitation 0
developmentProving this hypthesis indicates that staff of internationgkeacies view thei
manager sdé caring about their | earning and de

organisanal commitment but this factes not crucial or on high degree of importance.

Table (5.18): Summary of Regressionfor CoachingDimensions

Bo B R-square F t Sig.

Team Approach 0.99* 0.80* 0.54 141.6 11.90 0.000
Open Communication 3.19* 0.37* 0.25 39.31 6.27 0.000
Facilitate Development | 3.78* 0.26* 0.14 18.80 4.31 0.000
Ambiguity Acceptance 3.72* 0.27* 0.12 16.10 4.01 0.000
Value people 4.08* 0.18* 0.06 7.68 2.77 0.006

The results shown in table (81 r eveal ed tplpatoatheée di emamsiaon
strongest influence ongrani sati onal comme d pnleend dvdsntidere s ifiovna

least influence amongstanagerial coaching dimensions.
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5.3.6 Overall Managerial Coachingand Organisational Commitment
H1: Managerial coaching has a statistical significant posigfect on organisational

commi t ment at |l evel U = 0.05

Table (5.19): Regressionfor M anagerial Coachingand Organisational Commitment

R- .
Bo B. R | square| F T Sig.

3.03 043 0.483| 0.23 36.15 6.01 | 0.000

Managerial
coaching

To test the first main hypothesé@&Managerial coaching has a statistical significant positive
effect on organi sat i onaathe researcheriperfor@sthiplelimdar | e v e |
regressiorio determine if the independent varialheanagerial coachingas an impact on the

dependent variableorganisational commitmerdndcan accurately predidt

The results shown in tabl&.19) illustratethat the pvalue equab.000which is less than 0.05,
and the value of Pearson correlat{®) is 0.483. This means th#tere is anoderatepositive
relationship betweemanagerial coachingnd organisationalcommitment The Rsquare is
0.23 meaning thamanagerial coachinbas a positive effect on organisational commitment
and approximately 3% of thevariance oforganisational commitrme is accounted by the
model, in this casdor managerial coachingThe ttest for Managerial coachingquals to
6.01, and is statisticallysignificant, meaning thate regression coefficient fdvlanagerial
coachings significantlydifferent from zeroTable (5.B) revealsheregression equation

Organisational Commitment = Bo + B1 * Managerial coaching
Bo =3.03 and B1 =0.43

The findings araligned with the literature. Many studies have emphasized the contribution of
managers in enhancing and irere i n g e mmangaliana sothmitmeniThe study s
consistent with (Chang, 2011) which found th@nagerial coachingkills and occupational
commitment, was positively relatednd consistentand (Har, 200§ which found that
managerial coachinig positively related toorganisational commitmentith correlation value

equals 0.8 andmore effectivamnanagerial coachinigehaviourand skills would predict higher

116



organisational commitmeiaf employees in organizationspproximately 25% of theariance

of organisational commitmeit accounted fomanagerial coaching

The findingsfound to beconsistentalso with (Kim, 2010 which found thatmanagerial
coachingaffects work and organizatienelated variables, satisfaction with work, role clarity,
career conmitment, job performance, and organization commitméaark, 200J which
found that correlation coefficient betweemmanagerial coachingand organisational
commitmentwas 0.51 which support the hypothesis thaitanagerial coaching positively
related toorganisational commitmemindaffect it; with 28% of the variance iarganisational
commitmentexplained by the variance managerial coachingkills and Park et al., 2008
which revealed thamanagerial coachingias highly significant and predictor fermp | oy e e s 0
organisational commitmentind indicated that 24% of the variance iorganisational
commitmentwas explained by the variance managerial coachingThe studyis also
consistent with (Sager, 2009) which concluded that there is a significanvg@aeslationship
between the perceived leadership style @amggnisational commitment

117



5.3.7 Managerial Coaching, Organisational Commitment and Demographic

Characteristics
To testthe second hypothesd¥ here are statistical significant differe n c e s , at | eve
0.05), among t he respondent so perception

organizational commitment due to demographic characteristics such as gender, age,
marital status, education level, job title, years of service in the organisatip years of
service with the manager, and years of experience in genebathe independent sample T

Test was performed to test if there is any significant difference of perception of managerial
coachingand organisational commitmedtie tot h e r e s peoderdaachmastdl status
while ANOVA test was performed to test differences due to other demographic variables

5.3.7.1Gender

The independlest 0s avap! e T or med t o diffeende i f t
of the r es pon dmeanagealbcoaphangad@nganisatiomal aorihmitmedtue to

their genderResults are presented in table2(¥.

Table (520) The Independent Samples ATesti Gender

Male (N=69) Female (N=52) T- P-
Mean (%) | SD | Mean (%) | sp | Value| Value
Managerial Coaching 4.01(802) | 0.79 | 3.98 (79.6) 0.83 | -0.19 | 0.851
Organisational Commitment | 4.72 (78.8) | 0.68 | 4.75 (79.3) 0.77 | -0.23 | 0.820

Reviewing table (20) shows thathe calculated significant level for managerial coaching and
organisational commitment is higher than 0.05, $i§.851 and 0.820 respectively, which
indicates there are no statistical significant differences in the answers of the respondents

concerning managerial coaching and orgameal commitment due to gender.

The findings revealed that both male and female enployed and treated equally in

international developmentganciesand have the same view towards engaging with their

organisationsvhich promote for women empowerment throughout staffing and programming.

This finding is inconsistent withQhang, 2011yvhich found asignificant relationship between

gender and accumulated costs occupational commitarghtemale had less accumulated

costs occupational commitmetiBager, 2009) which fourgignificant difference between the
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respondent s fdeadershipstyles due tooheir gendem and (Dale & Fox, 2008)
who found a difference on the perception and practice of leadership style between male and

female staff.

5.3.7.2Age
The ANOVA-test was carried out to test if there is any significant difference of the
respondent s dnanpgemalcceaghingnd arganssétional commitmerue to their

age.Results are presented in table2(5.

Table (521): ANOVA Testi Age

Age Mean (%) SD F-test Sig

from 20 to less 30 3.82 (76.4) 0.93
Managerial from 30 to less 40 4.14 (82.8) 0.72 237 | 0074
Coaching from 40 to less 50 3.65 (73.0) 0.88

from 50 to less 60 4.15 (83.0) 0.62

from 20 to less 30 4.63 (77.3) 0.79
Organi-sational from 30 to less 40 4.73 (78.9) 0.75 067 | 0571
Commitment from 40 to les 50 4.83 (80.7) 0.50

from 50 to less 60 5.04 (84.2) 0.12

Reviewing table (21) shows thathe calculated significant levédr managerial coaching and
organisational commitment isigher than 0.05, Sig = @/4 and 0.571 respectivelwhich
indicaies there are no statistical significant differenceghm answers of the respondents

concerningnanagerial coachingnd organisational commitmeahtie toage groups.

The findingsr ef erred t o r e s p omahagemers dctivities arealinkeddna t | o n

organi zation procedure and policies rather tha
equallyin international developmenganciesThis finding is inconsistent withQhang, 2011)
which found thatthe limited alternatives occupationalnemitment of above 35 year was

higher than below 35 year old

The findings are contradicts wifAbu-Nada, 2007), (AFahdawi & Qatawna2004)(Chang,
2011) and (Sager, 2009) which fouttdt therea r e

organisationatommitment due to their age.

di fferences in the r
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5.3.7.3Marital Status
Thei nd e pende ntt e sgaadapidd eut td tEst if there is any significant difference of

ther es pondent s dmaragerakt cegehingra orgamishtional commitmerdue to

their marital statusResults are presented in tabled®):

Table (522) The Independent Samples ATesti Marital Status

Marital Status Mean (%) SD T-test Sig
i Married 3.99 (79.8) 0.81
Managerial 0.08 0.934
Coaching Single 3.98(79.6) | 0.86
isati Married 4.71 (78.7 0.72
Organ|§at|onal ( ) .0.66 0.512
Commitment Single 4.83(80.7) | 0.71

Reviewing table (22) showsthat the calculated significant level foranagerial coachingnd

organisational commitment is higher than 0.05, Sig339and 0512respectively. Therefore,

thereisnos i gni fi cant

organisational commitmerd u e

Nada, 2007).

5.3.7.4Education level

The ANOVA-test was carried out to test if there asy significant difference of the

respondent s dnanpgenmalcceaghingnd organssétional commitmerue to their

di f f er e rmpereeivebheanageeat aoachingnel
e mp | status.€his gesuih diffeis fram (Abu

t o

education levelResults are presented in table2@.

Table (523) ANOVA Test i Education Level

Education level Mean (%) SD F-ted Sig
' Sec& Diploma 4.45 (89.0) 0.74
Managerial B.A 401(80.2) | 0.77 3.25 0.042
Coaching
Master & PhD 3.64 (72.8) 0.95
o Sec& Diploma 5.15 (86.0) 0.57
Organisational B.A 4.72(78.8) | 0.70 232 0.103
Commitment
Master & PhD 4.52 (75.5) 0.81

respoc

Note: Master & PhD were merged in one category, also secondary & Diploma were merged in one category,
because the numbers of responders in this levels were little.
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Reviewing table (23) reveals that respondents viéoy managerial coaching wasatisticaly
significant, U =edwatiéndevelFer the dganisatiomad commitmenthes i r
p-value is greater than thei gni fi cance, U = 0. foSignificant e | t

differencebetween theespondents due to the&ducation level

As ANOVA-test shows thatanagerial coaching wasatistically significantL. SD test was
performedo check where these differences weResults are presented in table2f:

Table (524) LSD Test- Education Level for Managerial Coaching

Mean Difference .
I J (1-J) Sig.
. B.A 0.44 0.117
Sec& Diploma
P Master & PhD 0.81 0.014
B.A Master & PhD 0.37 0.073

According PosHoc test (LSD) in table5(24) the diffeences were between (Secondary &
Diploma) And (Master & PhDand theFavourwas for(Secondary &Diploma).

The findings are consistent with (Sager, 2009) foandelationship between academic
gualifications and respondentsd perception
(Abu-Nada, 2007 Al-Ahmadi, 2004; AlFahdawi& Al-Qatawnah, 2004Chang, 2011) found
arelationship between acadenewel andorganisational commitment.

5.3.7.5Job Title
The ANOVA-test was carried out to test if there is any significant difference of the
respondent s dnanpgenalcceaphingnd arganisétional commitmeérue to their

job title. Results are presented in table2g).

Table (5.25) ANOVA Test i Job Title

Job Title Mean (%) SD F-test Sig
Management 3.87(77.4) | 0.83
Operation and Field 3.89 (77.8) 0.79
Managerial Finance and Accain
Coaching g 3.68 (73.6) 0.76 1.60 | 0.178
Administration and secretary| 4.24 (84.8) 0.86
Professionals and technical | 4.24 (84.8) 0.49
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Table (5.25) Continued

Job Title Mean (%) SD F-test Sig
Management 4.79 (79.9) 0.49
Operdion and Field 4.71 (78.7) 0.76
Organisational| _. .
Finance and Accounting 4.40 (73.5) 0.52 0.593 | 0.668

Commitment
Administration and secretary| 4.82 (80.5) 0.78

Professionals and technical | 4.73 (78.9) 0.55

Reviewing table (25) reveals thathe calculated significant level fananagrial coaching
and organisational commitment is higher than 0.05, Sid Z8&and 0668 respectively, which
indicates there are no statistical significant differences in the answers of the respondents

concerningnanagerial coachingnd organisational comtment due taespondents job titles.

5.3.7.6Years of service in the current organisation
The ANOVA-test was carried out to test if there is any significant difference of the
respondent s dnanpgenalcceaphingnd arganisétional commitmertdue to their

years of service in the current organisatiRasults are presented in table26).

Table (5.26) ANOVA i Years of service in the organisation

Years in the organisation Mean (%) SD F-test| Sig
from 2 to less than 4 years | 396 (79.2)| 0.87

Managerial
from 4 to less than 8 years

Caching Y 4.13 (82.6)| 0.78 1.05 | 0.354

*8 years and more 3.83 (76.6) 0.66
from 2 to less than 4 years | 461 (76.9) 0.88

from 4 to less than 8 years | 485 (80.9)| 0.46 1.79 | 0.170
"8 years and more 486 (81.2)| 0.43

* From 8 to less than 12 years and 15 and more years were merged in one category, because were three
respondents in 15 years or more.

Organisational
Commitment

Reviewing table (26) reveals thathe calculated significant level fananagerial coaching

and orgarsational commitment is higher than 0.05, Sig 35d.and 0170respectively, which
indicates there are no statistical significant differences in the answers of the respondents
concerningmanagerial coachingnd organisational commitment dueytars of sevice in the

current organisation.
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The findings contradict with (Ajjour, 2012) which fougdars of operation of the organization
has effect on # application of coaching in NGOs in Gaza strip, and (Sager, 20090 which
found there is a positive relationghbetween experience with the current organisation and

both affective and normative commitment.

5.3.7.7Years of service with the current manager
The ANOVA-test was carried out to test if there is any significant difference of the
respondent s dnanpgeal coachimgand arganisétional commitmerdue to their

years of service with the current manadresults are presented in table2{@:

Table (5.27) ANOVA i Years of service with current manager

Years with manager Mean (%) SD F-test | Sig

from 1 to less than 2 years | 37g (75.6)| 0.88

Managerial from 2 to lessthan 4 year | 405 (81.0)| 0.83

Coaching from 4 to less than 8 years | 405 (81.0)| 0.71 0.7710.512
*8 years and more 3.84 (76.8)| 0.74
from 1 to less than 2 years | 435 (72.6)| 1.22

Organisational ~ [rom 2tolessthan4year | 485 (80.9)| 0.56

Commitment from 4 to less than 8 years | 4 67 (77.9)| 0.44 2.82 1 0.042
*8 years and more 4.77 (79.7)| 0.47

* From 8 to less than 15 years and 15 and more years were merged in one category, beaneeespsndent
15 years or more.

Reviewing table (27) reveals thathe calculated significant level fonanagerial coachinig
higher than 0.05, Sig =®12which indicates there are no statistical significant differences in
the answers of the respondeironcerningnanagerial coachindue toyears of service with
the current manager whikke calculated significant level fmrganisational commitment is
lessthan 0.05, Sig = 042 which indicates there are statistical significant differences in the
ansvers of the respondents concernagrganisational commitmeilue to years of service with

the current manager

As ANOVA-test shows thatrganisational commitmentas statistically significant, LSD test

was performed to check where these differences wesgsullR are presented in table2@:
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Table (5.28) LSD Testi Years of service with manager fororganisational commitment

Mean Difference .
I J (1-J) Sig.
from 2 to less than 4 0.50 0.005
ear

from 1 to less than 2 ]Y oy than 8

years rom 4 o fess than 0.32- 0.141
years
8 years and more 0.41- 0.141
f 4to | th

from 2 to less than 4 fom 4 1o less than 8 0.18 0.300
years

year
8 years and more 0.08 0.725

from 4 to less than 8 8 years and more 0.09 0.737

years

According Post Hoc test (LSD) in tablg.Z8) the difference were between responders who
have (from 1 to less than 2 years) with current managgmwho have (from 2 to less than 4

year) with current managand in favaur with who have (from 2 to less than 4 year).

5.3.7.8Years ofexperience in general
The ANOVA-test wascarried out to test if there is any significant difference of the
respondent s dnanpgenalcceaphingnd arganisétional commitmerdue to their

years of experience in genemdkesults are presented in table2@.

Table (5.29) ANOVA T Years d Experience in general

Years of Experience | Mean (%) SD F-test Sig

from 2 to less than 4 yearg 4 14 (82.8 0.95

Managerial from 4 to less than 8 yeary 3 99 (79.8]  0.72

Coaching from 8 to less than 12 4.01 (80.2 0.81 147 10.226
12 years and mer 3.55 (710 0.76
from 2 to less than 4 yearg 4 go (80.5 0.91

Organisational from 4 to less than 8 yeary4 g1 (76.9]  0.61

Commitment from 8 to less than 12 4.81(80.3 0.73 0.79 | 0.501
12 years and more 4.80 (80.2 0.45

* From 12 to lesshan 15 years and 15 and more years were merged in one category, because the numbers of
responders in each category were little.
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Reviewing table (29) reveals thathe calculated significant level fananagerial coaching
and organisational commitment igher than 0.05, Sig =2ZR6and 0501 respectively, which
indicates there are no statistical significant differences in the answers of the respondents

concerningnanagerial coachingnd organisational commitment dueytars of experience.

Table (530) bdow summarises the results of the second hypothesis that test ifateere

statistical significant differencesmong t he respondentsd percept

and their organizational commitment due to demographic characteristics

Table (5.30) summary of demographic characteristics tests

Demographic Characteristics

Managerial Coaching

Organisational
Commitment

Gender

No statistical differences

No statistical differences

Age

No statistical differences

No statistical differences

Marital Status

No statistical differences

No statistical differences

Educational Level

Statistical differences exis
for secondary and diplomza

No statistical differences

Job Title

No statistical differences

No statistical differences

years of service in the current

=y +

No statistical differences

No statistical differences

Y ears of service with the curren
manager

No statistical differences

Statistical differences exis
for staff haverom 2 to less
than 4 year

Y ears of experience in general

No statistical diferences

No statistical differences
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Chapter 61 Summary and Recommendatiors

126



Section One:Summary of findings

6.1.1 Demographic Characteristics

Based ordemographicharacteristicsthe sample represents a varietiyage groups from @
years to more thaB0 years The largest respondemgroup was ranged between-30 and
represented 56.2% of the sam@ad based on the reseaclxperience in development field,
this reflects the real distribution of workforce hyeain international development agencies in
Gaza StripThesample also represeristh gender57% male andt3% female which aligned
with international agencies direction to recruit from both gender and provide equal
opportunities for male and female asliwThe respondents were frastifferent marital status,
anddifferent educatioal levels. The majority of respondents8.3%, were holding BA degree
which represents the real distribution of workforce by academic qualifisafidgre sample
was also variedn terns of job titles, years of sergé in the current organisatiogears of

service with the current manager and years of experiargeneral

The researcher believed that the sample is well representing the study society, and therefore,
the studyresults could be generalized to all local employees in international development
agencies in Gaza Strip

6.1.2 Prevalence ofManagerial Coachingin International Development Agencies

1. The overall managerial coachingvas average.Analysing the five dimensions of
managerial coachinghowed that the strongestanagerial coachingehaviourwasteam
approach followed by open communication then ambiguity acceptancefollowed by
facilitaon of developmentand finally value people overask which was the only
insignificant behavioua t = 0W5.These results were as follow
1 Open ommunicationmean weightwas 68.4%0. The mean weighsuggest that
employees perceive their respective supervisors to be providing modtmrakeof
coaching behavioin terms of sharing feelgs and values, openness, listenigking
guestions for clarificatioand setting expectations.

1 Team @proachmean weightwas 77.6%. The mean weightsuggest that employees
perceive their respective supervisors to be providing leigél of coaching beaviour

in terms of partnership, collaboration, building teamwork and empowerment.
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1 Value people overask mean weightwas 61.02%,but was insignificant t U,= 0.05
which suggestthat employeesould not conceptualize view regarding this behaviour
1 Ambiguity acceptancemean weightwas 63.0%. The mean weightsuggest that
employees perceive their respective supervisors to be provaingevel of coachng
behaviour in terms afpenness to different opinions, adaptability, and flexibility.
1 Facilitate Developmentmean weightwas 62.28%6. The mean weightsuggest that
employees perceive their respective supervisors farddading low level ofcoaching
behavour in terms of questioning, providing feedback, offering suggestianagg

beyond what already done;,ldoadeni ng empl oyeesd perspect.i

2. The resilts revealed that managers in internatiorg@reies perfornsomebehavious of
managerl coachingnmuch more than the other behaviours

1 Team @proachbehaviour is practiceoh high levels and this referred to international
agencies preference of team work, and building partnership among staff. International
agencies stress the role of ragars as supporter and facilitators for temork that

recognize all team actors equally.

1 Open communication behavioig practicedin moderate levelsand this referred to
modern approach in management that stresses the open communication channels
betweenmanagers and sta#nsuring the understanding of each other and helping
employeedecome more open to each ott&pecific skills thatelpin communication
i nclude manager so sharing i whfclo ermhantei o n ,

relationships and conbruite to work achievement.

3. The resultgshatshowed managers highly perform somenainagerial coachinigehaviours
and neglect other behaviours miaglicate that superviso not have a complete view of
the coaching conceptr they do not perform coachimg its complete style with their full
awareness of its approaches and benefits due to some reBsemsasons for this could
be inadequate skills and competersigrtterm demands on line managéis)e burdens
lack of recognition for assuming developntal roles, lack of organizational climate
encouragingemployee development may senas barriers that impedeerforming

coaching.
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4. This study asked empl oyeesd perceptions of
appropriate because employees mayrba better position to evaluate their managers than
the managers to evaluate themselves. This is also the approach recommended by Peterson
and Little (2005) and Wenzel (2000). The study of (Ellinger, 2003) showed differences in
perceivingmanagerialvhen the study testechanagerial coachinfjom both views. While
managers considered themselves providing high levels of coaching, their employees

perceive them providing low to moderate levels of coaching.

6.1.3 The Prevalenceof Organisational Commitment

1. The oveall organisational commitmemtashighands i g ni f i c¢ a.nThisidicatel = 0.
that local employees in international development agencies have high levels identification
with and involvement in their respective organisations. They ks&oag belief in and
acceptance of the organization's goals and values; besat willingness to exert
considerable effort on behalf of the organization; and hi#needesire to maintain
membership in the organizatioithe findings come from good conditions in which
empbyeesareworking which include high compensations, health insurance, staff care and
opportunities of learning and developmastwell

2. The situation in Gaza strip including closure, unemployment, lack of business initiative
and scarcity in job opportuinds may contribute to the findings and make employees more

commitment to their organisation because they have no other choices for employment.

6.1.4 Impact of Managerial Coachingon Organisational Commitment

1. Managerial Coaching behaviour of open communicatias dpositive significantimpact
on organisational commitmerd t | ev el. Thelindmgs Suggess dhat perceived
managerial coachindehaviour, in terms of sharing feelings and values, openness,
listening, asking questions for clarification and setting expectations, is positively related to
and affectspsychol@ical connectionbetween the individual and his organisation that

strengthen higlentification and engagement witiis organisation.

2. Managerial coaching behavior of fostering team wuak apositive significanimpacton
organisational commitmenat lewe | ( U . Fhe @ndifgS suggest that perceived

managerial coachingehaviour, in terms gbartnership, collaboration, building teamwork
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and empowerment, is positively relatedatod affectspsychological connectiobhetween
the individual and his orgasation that strengthen hidentification and engagement with

his organisation.

. Managerial coaching behavior of valuing peoplas a positive significanimpact on
organisational commitmena t | ev el . Thelfindings GugeSt)that perceived
managem’l coachingb e havi our , i n toecernmteward employeen reegde r 6 s
being sipportive and caring, and being perswiented is positively relatetd and affects
psychological connectiohetween the individual and his organisation that strengthen his

identification and engagement witis organisation.

. Managerialcoaching behavior ofrabiguity acceptance has positive significantmpact
on organisational commitmerd t | ev el . Ttelindings Suggess that perceived
managerial coachingehaviour, in terms ofma n a g @enfess with informatign
adaptability and cognitive flexibilitytoward employeeand tolerating other viewss
positively related tand affectgpsychological connectiobhetween the individual and his

organisation that strengthen kdentification and engagement witls organisation

. Managerial coaching behavior of facilitating employee developniasta positive
significantimpact onorganisabnal commitmenait | e v e |. Thé fihdings s0ggests )
that perceivedmanagerial coachingpehaviour, in terms ofclarifying, questioning
providing feedback, offering suggestions, help employees to see the big picture and
stretching employee beyond their routine task positively related toand affects
psychological connectiohetween the individual and his organisation that strengthen his

identification and engagement wiiis organisation

. Overall managerial coachingnas a positive significant impact on organisatioal
commitmentand approximately 23% of the variance of organisational commitment is
accounted by the model, in this case, for Managerial coachirgyfindings suggest that
manager so t eempleyres gevelop themselvgs and become more effective
using set ofmanageriakkills in terms of openly communicating with others, taking a team
approach to tasksjaluing people over task, and accepting the ambiguous nature of the

working environment for the purpose of developing employees and improving
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perfamanceis positively relatedto and affectspsychological connectiobetween the
individual and his organisation that strengthenitientification and engagement wikins

organisation

6.1.5 Relationship between Demographic Characteristics andanagerial Coaching,
and Organisational Commitment

1. Therearemost at i sti cal significant differences,
perception ofmanagerial coachinglue todemographiccharacteristiceof gender, age,
marital status, Job title, years of servioethe organisation, years of service with the

manager, and years of experience in general

2. There are no statistical signi fireasmptondientft e
organisational commitmerdue to demographic characteristics of gendee, marital
status, Education level, Job title, years of service in the organisation, and years of

experience in general

3. The study found statistical significant d
respondent s dmamegeriat @ghing doento their educational levelind in

favourfor secondary and diploma.

4. The study found statistical significant d
respondent sé organisational commi t ment due

favourwith staff who havérom 2 to less than 4 year service with the current manager.
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Section Two: Recommendations
Based on the study analysis, findings and conclusions, the researcher proposes the following

recommendations:

1. Recommendations forinternational developmentagencies:
T Organi zations can adopt the instrument t o
identify the areas for improvement. It can also be used as an evaluation tool of training

programs on leadership and coaching skills.

1 Direct personal interaction and respect for subordinates as human beings should be an
approach that adopted in all organisations. Managers who made an effort to communicate

directly with individuals in meetings or informal settings were highly appreciated.

1 Human resource managers should give more #tianto employee development by

facilitating the development of learning conditions that emphasize the value of coaching.

1 Organizations should ensure that tools and motivators are in place to encourage managers

practicing coaching as employee development strategy.

1 This study provides international NGOs in particular and organisations in general with
rationale and motivation to useanagerial coachings learning and development strategy
which contribute to enhancirgmployee engagement with the organisation and strengthen
individual development and commitmeiihe following recommendations are proposed to

help NGOsdevelop managerial coaching competenaias behaviours:

Open Communication:

1 Managers should react indndly manner and show comfort when their subordinates
share their feelings with them.

1 NGOs should encourage managers to share their views openly with their subordinates
and emphasizan open exchange of thoughts, feelings, and information as a way to
dewelop the interpersonahpport necessary to influence others

1 Managers should listen to subordinates opinions and provide them with the full chance

to express their views especially when they face problems and challenges.
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Team approach

T

In team settingdNGOs should encourage managers to recognize all team members not
only key players which makes amployeedeel that they are treated equally and so

their commitment enhanced.

Value people over task

T

In their approach to work, managers need to take inte cod er at i on both
needs and tasks. Bbusiness world that focuses on task accomplishment rather than

on peopleds needs, there is a need to sh
coaching needs both t he acsandtheir @pligaBome nt o
to tasks.| t is recommended to give priority t.
between individual needs and tasks.

NGOs should emphasize the relationship building between managers and employees
and it isma n a grespangibiliy to leave time for personal relationships with
employees.

Besidesconsideringe mp | o yeedsétsat related to performing tasks, manager

should consider also employee needs outside the workplace.

Ambiguity acceptance

T

T

Managersshould encourage dialoguétitvemployees andeed to be open to new ideas
and explore multiple solutions when working with their employees. This is
characterized by a willingness to draw ideas fleemployeesand a desire to consider
multiple perspectives in decisianaking.

Ambiguity acceptances aligned with adaptability and cognitive flexibilignd when
dealing with the complex and changing business environnmeahagers should

explore feasible answers rather than being stuck on one answer

Facilitation of employee development

M

Using various ways davelopmeatcsiadffectiva coachirgskgll oy e e
and nanagers need to be equipped with spegifactices o f aci | i tate thei

development.These practices includeroviding resources, giving feedback, setting
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goals, and utilizing examples, scenarios, role playing, and questioning for eeploy
to think through.

1 Managers should also assign challenging task so that employees explore solutions,
stretch beyond their routinely tasks and see the big picture ofghrisation.

. Recommendation for Future Research

As stated earlier, there was a scarcity of studies existing that discoss®aerial
coaching To further explore and examine the areanahagerial coachingnore research

is needed from both quantitatiead qualitative approaches.

Future researchers can employ other correlates or outcomes such as learning organisation,
turnover intention, staff performance, staff development, leadership, work environment

and job satisfaction.

Managerial coachingppearsd be more popular in the U.S. and European context and it is

recommended that researchers conduct future studies in Arab and Eastern contexts.

This study adopted McLean e tmamderiabcoaching 00 5)
skills and provided additiomaevidence for validity and reliability. Throughout an
extensive literature review, the five dimensions wfanagerial coachingskills,
quantitatively validated, wilbring clearer understanding aretluce the confusion around

what constitutes effective colaing in organizations.

The population of this study was employees from different organisations, the extension of
the population to different types of organizaticarsd increasing the sample sindll

expand the generalizability of the study results.
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Appendices

Appendix (A): Email exchange with Professors Mclean, Ellinger and Park

Re: FWManagerial coachingMeasuring Scale

. (spark0322@inje.ac.ky Add to contacts 2/10/14 Documents
To: HISHAM
From: (spark032®inje.ac.kr)

Sent: Mon 2/10/14 3:18 AM
To: HISHAM (hisham_tartouri@hotmail.com)
2 attachments[)ownload all as zi§1491.9 KB)

Coaching InstrumenPark McLean Yang_08.p@166.8 KB)View
online, Park_Dissertation_1.5.pd£325.1 KB)View online

Parts of this message have been blocked for your safety.
Show conterjt trust spark0322@inje.ac.kr. Always show content.

'HeIIo!
This is Sohee Park.

| have attached a couple of files here. One is my doctoral dissertagion will be able to find
the 41 items in Appendix F(#tl) and the final 20 items in Appendix H.

Also, the other file is a manuscript that | presented at the conference in 2008 ¢tefy of
Human Resource Development) this questionnaire development. Hope it will help, too.

Good luck on your dissertation!
Regards,
Sohee

--- Original Message-

From :HISHAM< hisham_tartouri@hotmail.com >
To :spark0322@inje.ac.kr< spark0322@iac.kr >
CC:

Sent :201401-28 18:33:54

Subject :FW:Managerial coachinlyleasuring Scale

Dear Madam
Hope this finds you well
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| am a MBA student at Al Azhar Universiaza and | am currently working on my dissertation
that focus on the relationgp betweenmanagerial coachingnd organisational commitment. |

am interested in your developedanagerial coachingcale of 41 items but | could not find it
published. | seek your help to send me the scale in order to use in my dissertation and yau will b
referenced as a source.

Thanks in advance
Hisham Tartouri

Re:Managerial coachingMeasuring Instrument
To see messages related to this onegroup messages by conversation
Gary McLean(gary.mclean@mcleanglobal.con) Add to contacts 1/28/14

Documents
To: HISHAM

Outlook Active View

3 attachments (total 281.3 KB)

Coaching Park Instrument_Employee.docView online

Coaching Park Instrument_Manager version.docView online

Coaching and Employee Development AHRD 08.docView online
Download all as zip

We don't yet have our article written to provide you with all of this information. Do you have
access to dissertations completed in the U.S.? If so, you could check & Batk, University of
Minnesota, to find the necessary information. The conference proceedings paper might also be
helpful.
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In the meantime, here are the two forms of the questionnaire. By thisad, | provide you with
permission to use these ONLY @NE research project, and not for any consultation useuf y
wish to use it a second time, | would ask you to contact me again.

Good luck in your research. Gary

On Jan 21, 2014, at 7:13 AM, HISHAM wrote:

Dear Professor Mclean
Hope this finds you wk

I am doing a research about the relationship between percemadagerial coachingnd
organisational commitment in International Development Agencies in Paledtiearned that

you have developed an instrument measurmgnagerial coachinig busiress context and | am
interested in using this instrument in my research. | seek your help to send me the last modified,
validated, and tested instrument to measumeanagerial coachingith its five dimensions.

Thanks in advance

Hisham Tartouri
Al Azhamuniversity- Gaza Palestine

Re: coaching and job performance

To see messages related to this onegroup messages by conversation
Gary Mclean

8/03/10

To: HISHAM TARTOURI

Sorry for the delay in getting this feedback to you. Here are ways that
| think you could strengthen your proposal:

1. You don't make a case for why organisational commitment is the
important dependent variable. Why isn't performance the important

out come? Of learning? Or job staisfaction? Your proposal doesn't address

this question.
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2. Usually, the literature review comes before the Methods section.

3. You have a section labeled "Methodology." This section is not
"methodology," but should be labeled "Methods."

4. The methods section does not address Data Analysis, and that is
necessary to know whether everything else you have outlined is acceptable.
5. Your hypotheses need to have literature to support why you think this
hypotehsis would be support ed.

6. | found many sections to be light on information.

7. I'd especially like to hear more about why English is appropriate.

All of these suggestions are intended to strengthen your proposal. You
are definitely on the right track, and, with the appropr iate responses
to these questions, it could be a very strong proposal.

If you have further questions, feel free to ask. Good luck. Hope this is
helpful. Gary

HISHAM TARTOURI wrote:
Dear Professor McLean

Thank you very much for your support. | know you r schedule is busy but hope
you have time to devote to comment on my proposal. Your comments are highly
appreciated to achieve good job. This proposal will be presented to the

facu Ity by next week to defend it.

Thanks again

Hisham Tartouri

MBA Student

Al Azhar University - Gaza

From: mclea0 02@umn.edu

To: hisham_tartouri@hotmail.com

Subject: Re: ¢ oaching and job performance
Date: Mon , 28 Jun 2010 22:34:59 - 0500

Here it is. Good luck with your research. I'd love to see your work.
Gary

On Jun 20 2010, HISHA M TARTQJRI wrote:

Dear Sir
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Hope this finds you well

Kindly be informed that | am currently worki ng on a research proposal

entitled " manager's role as a coach and its impact on job performance".
During literature review, i was interested with your articl e "Development
and initial validation of an instrument measuring coaching behavior" as

it was a reference to many studies. unfortun ately, i could not find a

full text for the article for free. So | ASK FOR YOUR HELP IF IT IS

ok TO SEND ME THE ARTICLE.

Thanks in advance
Hisham Tartouri

MBA student
Al Azhar university T Gaza

Re: research proposal coaching
To see messages related to this onegroup messages by conversation
Andrea Ellinger (aellinger@uttyler.edu) Add to contacts 7/01/10

To: HISHAM TARTOURI

Thanks for your email, Hisham. Best wishes with your research. Kind regards, Andrea
Sent from my iPhone

On Jul 1, 2010, at 2:32 AM, "HISHAM TARTOURHam tartouri@hotmail.com wrote:

Dear Professor Ellinger
Hope you are well

I would like to thank/ou very much for your prompt response and your kind assistaDneel
finished the proposal, i will send you a copy and hope you have time to comméint on

Thanks again

Hisham Tartouri
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MBA student
Al Azhar UniversityGaza

From:aellinger@uttyler.edu

To:hisham _tartouri@hotmail.com
CCaellinger@uttyler.eduaellinge@cba.ua.edu
Date: Wed, 30 Jun 2010 13:46:%%00

Subject: RE: research proposabaching

Dear Hisham:

Many thanks for your interest in our research. | am attaching a PDF of the article that
you requested along with another study that my colleagues and | published that may be
of interest to you. This is a great topic and | wish you much success with your research
proposal. My best, Andrea

Andrea DEllinger, Ph.D., PHR

Professor of Human Resource Development

Department of Human Resource Development and Technology

College of Business and Technology

The University of Texas at Tyler

Email: andrea ellinger@uttyler.edu
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Appendix (B): Data Collection Instrument
Part |: Personal information:

| 1 | Gender | (1) Male ( 2) Female |
> | Age ( 1 )from 20 to less 30 ( 2 ) from 30 to less 40
9 (3 ) fran 40 to less 50 ( 4 ) from 50 to less 60
| 3 | Marital Status | ( 1) Married ( 2 ) Single |
( 1 ) Secondary School ( 2 ) Diploma
4 | Education (3)BA (4 ) Master
(5)PhD
( 1 ) Management ( 2 ) Operation and Field
5 | Job Title ( 3 ) Finance and Accounting ( 4 ) Administration and secre
( 5 ) Professionals and technical

Years of service ( 1 )lessthan 2 years ( 2 )from 2 to less than 4
6 | within the current ( 3 )from4tolessthan 8 years ( 4 ) from 8 to less than 12
organisation ( 5 )from 12 to less than 15 ( 6 )15 years and more

Years of service with | ( 1 ) less than 1 year (2 )from1to lessthan 2
7 | your current ( 3 )from2tolessthan 4 year ( 4 )from4tolessthan 8y
manager ( 5 ) from 8 to less than 15 years (6 ) 15 years and more

less than 2 years ( 2 )from 2 to less than 4
from 4 to less than 8 years ( 4 ) from 8 to less than 12
from 12 to less than 15 years ( 6 ) 15 years and more

Years of Experience El3 g
in general (5)

Part 1I: Managerial coaching
This part of the questionnaire is to describe your perception of leadership of your direct

manager in the workplace. Please place (X) in the box that best describes your view.

() () @

= g © >0 | >0 O >0

2o o |Eo| E5 > | 25

No. Item S o o) Ooo| O @ o ®
s} | < |2 | 52| 2 |59

n 2 n s © " T

1. Open Communication

When | share my feelings with my

1 | manager, my manager appears to be
comfortable.

In difficult work situations, my manager
2 | is open with his/her opinion.
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No.

Item

Strongly
agree

Agree

Slightly
Agree

Slightly

disagree

disagree

Strongly

disagree

In conversations with me, my manager
shares g/her views openly.

When communication with me, my
manager openly shares his/her person
values.

When a situation
experiences, he/she willingly discusses
them with me, including the mistakes.

In facing new prblems, my manager
would rather listen to my opinion first.

In conversations with me, my manager
tends to ask questions to verify what |
say.

When | talk to my manager, he/she
seldom interrupts, ensuring that | get a
full chance to share yviews.

When | work with my manager, he/she
discusses his/her expectations with me

2.

Team Approach

10

When there is a workelated project, my|
manager usually assigns team tasks.

11

My manager would rather work with
others to comple his tasks.

12

As part of a workplace group, my
manager prefers to work based on grol
agreement.

13

When a decision is to be made, my
manager prefers to participate with oth
to determine the outcome.

14

To achieve performance deamy
manager seeks input from others.

15

When analging a problem, my manage
tends to rely on group ideas.
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58| ¢ |2g| 28| & |3
No. ltem S > > |25 28 g |58
0 < ot o3| 5 |6BD
In a team setting, my manager wants a
16 | team members to be recognized.

17

My manager generally emphasizes
creating a pargrship among all team
members.

3.

Value People

18

In decisioamaking, my manager
emphasizes individual concerns over
logic.

19

In discussions with me, my manager
focuses on my individual needs.

20

When facilitating business meetings, m
manager leaves time for relationship
building.

21

In facing conflict between individual
needs and tasks, my manager puts
priority on meet.

22

When managing team projects, my
manager tends to

needs.
In daily work, my manager considers
23 peoplebs needs oul
4. Ambiguity Acceptance
My manager views differences of
24

opinion as constructive

When | am making career decisions,

25 | manager stresses riskking
When my manager seeks solutions to
problems, he/she tends to try new
26 | solutions
My manager finds disagreement in the
27

workplace exhilarating
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When working with others, my manage
28 | seeks many feasible answers
When dealing with a worgroblem, my
og | Manager wants to explore several
alternatives.
In resolving a workplace issue, my
30 | Manager tends to (tolerate opemded

solutions

Facilitate Development

31

When | discuss problems with my
manager, he/she encourages me to
explore solutions

32

My manager encourages me to develo
new skills

33

My manager appears to view learning
and development as one of his/her maj
responsibilities

34

When | want to get input from my
manager, he/she asks questions

35

In order to improve my performance, m
manager serves as a role model

36

My manager helps me see the big picty
of the organization

37

In conducting performance appraisals,
my manager encourages me to give
suggestions for improving my wark

38

My manager actively provides
opportunities for me to take more
responsibility

39

My manager often assigns challenging
work for me to stretch beyond what |
have been doing.

40

To improve work performance, my
manager constantly gvides feedback
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No. Item

Strongly
agree
Agree

Slightly
Agree
Slightly
disagree
disagree

Strongly

disagree

When | face challenges, my manager
usually offers to provide me with
resources

41

Part lll: Organisational commitment

This part of the questionnaire is to examine your feeling towards working with your current

organisation. lease read carefully and answer each item as better suiting your own views.

[¢)] [¢D] (0]
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I am willing to put in a great deal ¢

effort beyond that normally expected

! order b help my organisation b
successful.

5 | talk up my organisation to my friends
a great organisation to work for.

3 | feel very little loyalty to thig

organization®.

I would accept almost any type of ¢
4 | assignment in order to keep working 1

this organisation.

| find that my values and th

organi sationés val

| am proud to tell others that | am part

6 | this organisation.

| could just as well be working for
7 | different organisation as long as the ty

of work was similar®.
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8 This organisation really inspires the ve
best in me in the way of job performang
It would take very little change in m
g | presentcircumstances to cause me
leave thisorganizatiof®.
| am extremely glad that | chose tf
10 | organisation to work for, over others
was considering at the time | joined.
There is not much to be gained by
11 | sticking with this organisatio
indefinitely®.
Often, | find difficult to agree with thi
12|organi sati onoés p O
matters relating to its employé®s
13 | really care about the fate of th
organisation.
14 For me this is the best of all possil
organisations for which to work.
Deciding to work for this organisatio
15

was a definite mistak®.
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