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Abstract
This study aimed at investigating the impact of perceived managerial coaching on
organisational commitment of local staff of international development agencies working in
Gaza Strip.
150 local staff, in Gaza Strip, were randomly selected to fill in a questionnaire included
managerial coaching measure developed by (McLean, Yang, Kuo, Tolbert & Larkin, 2005)
and revised by (Park, 2007), and organisational commitment measure, that was based on
(Porter, Steers, Mowday & Boulian, 1974) model and 126 questionnaires were received with
response rate 84%.
The study found that managerial coaching level was average while organisational commitment
level was high; there was a positive relationship between the perceived managerial coaching
and organisational commitment, however, it was stronger with team approach behaviour. The
study found also that managerial coaching has a positive effect on organisational commitment
and team approach behaviour has an influence over organisational commitment more than
other managerial coaching behaviours.
The study found statistical significant differences, at level (α = 0.05), among the respondents’
perception of managerial coaching due to their educational level in favour for secondary and
diploma. The study found also statistical significant differences, at level (α = 0.05), among the
respondents’ organisational commitment due to years of service with current manager and in
favour with staff who have from 2 to less than 4 years of service with current manager.
The researcher presented some recommendations that aimed at developing coaching skills
among managers of international agencies and will contribute to staff learning, development,
and commitment.
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ملخص الدراسة
هدفت هذه الدراسة إلى التعرف على تأثير التوجيه الوظيفي الذي يمارسه المدراء على االلتزام التنظيمي
كما يدركهما العاملون في مؤسسات التنمية الدولية العاملة في قطاع غزة.
اشتملت عينة الدراسة على  105موظف من قطاع غزة يعملون في مهام وظيفية مختلفة  ،ولقد قام
الموظفون بتعبئة استبانة تتضمن مقياس التوجيه الوظيفي الذي تم تطويره بواسطة (ماكلين  ،يانغ  ،كو ،
تولبيرت  ،الركينز  )5550 ،وتم مراجعته بواسطة (بارك  ، )5552 ،وكذلك مقياس االلتزام التنظيمي
حسب نموذج (بورتر  ،ستيرز  ،ماودي  ،باولن  )1721 ،وتم استرجاع  152استبانة بنسبة .%41
خلصت الدراسة إلى أن المدراء في منظمات التنمية الدولية في قطاع غزة  ،ومن وجهة نظر مرؤوسيهم ،
يمارسون التوجيه الوظيفي بدرجة متوسطة بينما يري المرؤوسين أنفسهم يمارسون درجات عالية من االلتزام
التنظيمي  ،وأن هناك عالقة موجبة بين التوجيه الوظيفي وااللتزام التنظيمي حيث كان نمط "تشجيع العمل
كفريق" هو األقوى ارتباطاً من بين أنماط التوجيه الوظيفي .كذلك أظهرت الدراسة وجود تأثير إيجابي
للتوجيه الوظيفي على االلتزام التنظيمي و كان نمط "تشجيع العمل كفريق" أيضاً هو األكثر تأثي اًر على
االلتزام التنظيمي من بين أنماط التوجيه الوظيفي الخمسة .كما أوضحت الدراسة وجود فروق في إدراك
الفئة المستهدفة للتوجيه الوظيفي وفقاً للمستوى التعليمي وذلك لصالح التعليم الثانوي والدبلوم  ،وكذلك
فروق في االلتزام التنظيمي وفقاً لسنوات العمل مع المدير وذلك لصالح من سنتين إلى أقل من  1سنوات.
ولقد قام الباحث بتقديم بعض التوصيات التي قد تساهم في تنمية مهارات التوجيه الوظيفي بين المدراء في
المنظمات الدولية وتساعد في زيادة تعلم وتطور والتزام الموظفين.
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Chapter One: Research General Framework
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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. Today, retaining 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 organization and have become viewed crucial factors to
organization’s ability to grow, compete and evolve continuously. The success of any
organization is dependent upon individuals who work for the organisation, including leaders
and employees, and the amount of work each individual puts into it (Saqer, 2009).

The modern approach in human resource management stresses the crucial role of managers
and supervisors in supporting and motivating employees and helping them to develop and
improve their talents and skills. Effective and successful managers are those who assume the
role of teachers and play major roles in recruiting, assessing, assisting, developing, inspiring
and retaining their employees (Ajjour, 2012; Ellinger, Ellinger & Keller, 2003).
Employees’ development became a challenge for organisations within the constraints of time
and financial resources. In response to challenges of developing the flexibility and creativity
of employees, organisations are changing their traditional approach in employee development
with the implied philosophy of one size fits all to another approach that is more personcentered and tailored to each individual (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 instrument of support in times of organizational changes. Coaching has
grown in popularity as organisational and employee development strategy to change the
relationship between manager and employee and help organizations to survive and thrive
(Evers, Brouwers & Tomic, 2006; McLean, Yang, Kuo, Tolbert & Larkin, 2005)
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Coaching has emerged as a strategy for improving the skills of the employee, and promoting
personal and professional development. Coaching is viewed also as a strategy for enhancing
leadership skills and employee technical skills through an interpersonal relationship between
the first line manager and employee, which results in organizational effectiveness and job
satisfaction (Batson, 2012).

Coaching approach provides supervisors and managers with the ability to control their
employees and, as a result, achieving their management goals. When supervisors and
managers develop coaching relationships, which include motivation, listening, counseling,
providing positive feedback, and being supportive, managers could build a strong base for
employee empowerment and development and a foundation for organisation goals
achievement (Mosca, Fazzari, & Buzza, 2010).

The concept of coaching is not a new phenomenon in humanity literature and it was discussed
in various fields. While psychology, youth and adult education, counseling, clinical
psychology, family therapy, management training, industrial-organizational psychology, and
other areas have discussed this concept, its original foundation in literature came from Sports
(Mclean et al., 2005).

It was during 1950s when coaching first appeared in management literature. Managers started
using coaching as it was considered a part of the supervisor’s responsibility to develop
employees’ performance though variety of master-learner relationship. Coaching shaped the
relationship between two people; a boss and his subordinate and often took the form of the
supervisor coaching an employee especially during the end-year evaluation. In the mid-1970s
some articles started their attempts to absorb coaching from sport field and applying it to
managerial situations (Evered, & Selman, 1989).

Coaching has been defined with little differences of views of management and human
resource development (HRD) practitioners and researchers. Antonioni (2003) defined
coaching as a partnership between a manager and an employee, in which the manager
enhances the employee ability to release his potential. In this partnership, the manager changes
3

his judgmental style and switch to a non-judgmental style of analysis and teaching. Evered and
Selman (1989) have defined coaching as a process of empowering employees to improve their
levels of job performance and generate high results. They view coaching not as a branch of the
field of management, but they view it as the heart of management.

Coaching has gained great consideration in recent years as managers handed the responsibility
for employees’ learning and development and for the apparent benefits associated with
coaching for employees and their organizations (Ellinger et al., 2003; Evered & Selman, 1989;
Orth, Wilkinson, & Benfari, 1987).

Coaching is increasingly becoming an important developmental approach for producing longlasting learning, contributing to high levels of motivation, and improving employee
performance, working relationships, job satisfaction, and organisational commitment (OC).
When good coaching is prevalent, the organisation can gain new knowledge and therefore can
adapt to change more effectively. For individuals, coaching has been linked to problem
identification, working out and applying new solutions (Redshaw, 2000).

While employee development is recognized as an asset for the organisation, employee
commitment is increasingly becoming another valued asset for the organisation. With the
increased changing environment and organizational competition, the employee commitment
has become a common construct for investigation because of the significant impact a
committed worker can have on the organization. As 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 them more likely to achieve goals on behalf of their
organizations (Saqer, 2009).

Organisational commitment is considered a desirable trait because of its positive impacts on
employee performance, satisfaction and innovation. Organisational commitment is the
strength of an individual’s identification with, involvement in and desire to maintain
membership in a particular organization (Porter, Steers, Mowday & Boulian, 1974).
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Organisational commitment includes an attitude that 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 organisation, and willingness to continue employment in an organization
(Meyer & Allen, 1997).
Organisational commitment has significant impact on employees’ behavior and has been used
to investigate employees' absenteeism, performance, turnover, job involvement and job
satisfaction. Gaining a greater understanding of the processes related to organisational
commitment has implications for individuals, organizations, and community as a whole
(Mowday, Porter, & Steers, 1982; Reichers, 1985; Steers, 1977).

While managerial coaching and organisational commitment are important for organisation and
individuals as well, it appears that coaching and commitment have a kind of connection. When
managers provide employees with support and help, employees feel more engaged with the
organization. The empowerment that coaching brings to employees build the base for trust
between supervisors and employees and enhances employees’ feelings of competence which is
a determinant of organizational commitment (Meyer & Allen, 1997; Park, 2007)

1.2

Problem Statement

With the evolution of Human Resource Management (HRM) functions from traditional to
strategic and the growing importance of human capital, HRM roles have gained more and
considerable attention. Every day in every organization, people are being recruited, promoted,
or rotated from one place to another. People in every organisation need development as a part
of their ongoing professional growth. Organisations apply training as one of the most effective
ways to give people skills and tools in organizations. But traditional training is only one way
to respond to challenges of employees’ development.

In recent years, there was an emphasis on the importance of managerial coaching towards the
development of employees in organizations. On the contrary, the specific manner in which
managerial coaching is practiced in organizations and employee reactions to such coaching are
unclear (Ellinger et al., 2003; Evered & Selman, 1989; Orth et al., 1987).
5

Many studies have argued potential outcomes of managerial coaching (Evered & Selman,
1989; Orth et al., 1987); however, there has been a paucity of theoretical or empirical research
on the topic (Ellinger et al., 2003; Hamlin, Ellinger & Beattie, 2006; Mclean et al., 2005; Park,
2007). Although coaching has become an important managerial instrument of support, there is
lack of research on its effectiveness (Evers et al., 2006). Recently, Park (2007) examined the
relationships between managerial coaching and personal learning, organization commitment,
and turnover intention and before him Ellinger et al. (2003) conducted one of the first
empirical outcome studies on managerial coaching. More investigation is still needed to
explore the outcomes of managerial coaching, particularly the relationships between
managerial coaching and other employee responses in organizations (Kim, 2010).
While the benefits of coaching are impressive in today’s business world, coaching remains a
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 employees 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 whether the
managerial coaching affects or influences employee’s organisational commitmnet which could
be formulated in the following main question:
What is the impact of managerial coaching on the employees‘ organisational
commitment in international development agencies working in Gaza strip?
For better understanding to research problem; the following sub-questions were derived from
the main question:
1.2.1 To what extent are managers in international development agencies in Gaza strip using
coaching to support and develop their employees?
1.2.2 What is the level of organisational commitment of local staff of international
development agencies working in Gaza Strip?
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1.3

Research Variables

Based on a careful review of the existing literature on coaching, McLean et al., (2005) have
developed a framework for coaching that consists of four dimensions. They have defined
coaching as “a set of managerial skills that demonstrate effective coaching characteristics in
terms of openly communicating with others, taking a team approach to tasks, valuing people
over task, and accepting the ambiguous nature of the working environment for the purpose of
developing employees and improving performance” (p. 163).

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 facilitate further
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 (1.1).
1.3.1 Independent variable:


Managerial coaching with its five dimensions that include open communication,
team approach, value employees over tasks, ambiguity acceptance and facilitation
of employee’s further development.



Demographic characteristics: (gender, age, marital status, education level, job title,
years of service in the current organisation, years of service with the current
manager, and years of experience in general).

1.3.2 Dependent variable:


Organisational commitment
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Personal and Professional
Characteristics









Gender
Age
Marital status
Education level
Job Title
Years of service in the
organisation
Years of service with
current manager
Years of experience in
general

Managerial coaching
Behaviours






Open communication
Team approach
Value people over
tasks
Ambiguity acceptance
Facilitation of employee
development

Figure (1.1) Conceptual Model
(Source: Conceptualized by the researcher, 2014)
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Employee
Organisational
commitment

1.4

Research Hypotheses

Based on problem statement, the following hypotheses are formulated:
H1: Managerial coaching has a statistical significant positive effect on organisational
commitment at level α = 0.05. This hypothesis can be divided into the following subhypotheses:
H1.1: Open communication has a statistical significant positive effect on
organisational commitment at level α = 0.05.
H1.2: Fostering team work has a statistical significant positive effect on organisational
commitment at level α = 0.05.
H1.3: Valuing people over task has a statistical significant positive effect on
organisational commitment at level α = 0.05.
H1.4: Ambiguity acceptance has a statistical significant positive effect on
organisational commitment at level α = 0.05.
H1.5: Facilitation of employee’s development has a statistical significant positive
effect on organisational commitment at level α = 0.05
H2: There are statistical significant differences, at level (α = 0.05), among the respondents’
perception of managerial coaching and their organizational commitment due to demographic
characteristics such as gender, age, marital status, education level, job title, years of service in
the organisation, years of service with the manager, and years of experience in general.

1.5

Research Objectives

The aim of this research is to determine the impact of managerial coaching on employee
organisational commitment. In order to achieve this aim, the following objectives of the
research are set:
1.5.1

To recognize the nature and level of managerial coaching and organisational
commitment of staff in international development agencies working in Gaza Strip

1.5.2

To identify the impact of managerial coaching on organisational commitment.

1.5.3

To determine the relationship of employee demographic characteristics with
managerial coaching and organisational commitment.

9

1.5.4

To provide recommendations and suggestions help in developing managerial
coaching competencies and facilitate the development and commitment of the
employees of international development agencies working in Gaza Strip.

1.6

Importance of the Study

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


For research, the study will provide empirical evidence of the possible benefits of
managerial coaching. It also will identify specific coaching behaviors and provide clearer
picture of how managerial coaching impacts individual employees’ attitudes and
behaviors.



For practice, the study will assist organizations working in Palestine including
international development agencies to eliminate barriers that inhibit managers from
developing their staff and creating a positive change. In addition, the study will assist
managers to understand how their behaviors impact employee organisational commitment.



For researcher, the study will improve researcher capabilities and knowledge to carry out
further research. Moreover, the study is a good chance of a career development for the
researcher.

1.7


Definition of Terms
Managerial coaching: A collection of managerial skills that demonstrate effective
coaching characteristics in terms of openly communicating with employees, taking a
team approach to tasks, valuing employees over their tasks, and accepting the
ambiguous nature of the working environment for the purpose of developing
employees and improving performance (McLean et al., 2005). The extensive literature
review provided a framework of managerial coaching, including five dimensions of
managerial skills for effective coaching (Park, 2007).
a) Open Communication: The exchange of thoughts, feelings, and information as a
way to develop the interpersonal connection necessary to influence others.
b) Team Approach: Facilitation of team work, building partnership with employees,
respecting employees’ ideas and making decisions through discussion.
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c) Value People over Task: Acknowledgement of both individuals’ needs and their
application to tasks.

d) Ambiguity Acceptance: The ability to be open to new ideas, explore multiple solutions
and consider multiple perspectives in decision-making.

e) Facilitate Development: To provide resources and feedback, set goals, and utilize
examples, scenarios and role playing for employees to think through.



Organisational Commitment: A psychological connection between the 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 organization (Porter et al., 1974).



For the purpose of this research, the researcher views managerial coaching as a process
where manager helps his employees to develop themselves and become more effective
using set of skills in terms of open communication, team approach, valuing people
over task, ambiguity acceptance and facilitation of employee further development
while the researcher views organisational commitment as a psychological connection
to the organization, characterized by an intention to stay; identification with the values
and goals of the organization; and a willingness to exert extra effort on its behalf
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Chapter Two: Theoretical Framework
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Section one: Managerial coaching Concept
2.1.1 Introduction
The majority of research that addressed coaching in business literature focused on external,
professional coaches, whose activities are directed toward improving the job performance of
managers in superior levels and executives. On the other hand, the research that addressed and
measured the coaching behaviours of first line managers or investigated the relationship
between coaching behaviours, from one side, and work attributes, and employee outcomes,
from another side, is limited (Batson, 2012; Ellinger et al., 2003; Hamlin et al., 2006).

As the business environment became more competitive, the organisations started to give more
attention to its human resources. As organizational attention become more focused on
employees, and competitive advantage, the management old-style models of command-andcontrol 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 (Ellinger et al., 2003).

Coaching focuses on discovering actions and methods that enable and empower people to
contribute and develop more fully (Evered & Selman, 1989). Coaching is not only an
employee development approach, but it is also regarded as an effective organization
development (OD) strategy. Coaching is viewed as successful way to develop future
generations of managers and leaders in organizations (McLean et al., 2005).

Recently, managerial coaching has received more attention in human resource development
(HRD) literature in that coaching focuses on individual and organization effectiveness,
performance improvement, behavior change, learning and management, human potential, and
personal growth (Ellinger et al., 2003; Hamlin et al., 2006).

2.1.2 Historical Background of Managerial coaching
There is an ever-increasing number of books and articles on the topic of managerial coaching,
reflecting its increasing popularity among management scholars and practitioners (Ellinger et
al., 2003). The concept of coaching is not a new idea. It has been frequently discussed in many
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fields such as sport, psychology, education, counseling, family therapy, management training,
industrial-organizational psychology, and other areas. Nowadays, a number of programs
teaching the coaching concept and techniques have been offered by many consulting firms
(McLean et al., 2005).
According to Evered and Selman (1989), the word “Coach” was first used in 1500s to describe
a particular kind of carriage that carries a valued person from one place to other place he wants
to be in. Stern (2004) was in agreement with this and stated that the word coach originated in
the 1500’s to describe a particular type of horse drawn carriage, called a koczi, which was
built in the Hungarian town of Kocs. The town was situated on the banks of the Danube on the
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, 2004; Wenzel, 2000).

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 refer to a trainer 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 Mace in the 1950s
when he considered coaching as a well-meaning and acquirable management skill. It was
viewed as an approach to develop employees through a master-apprentice type of relationship.
In recent times and exactly during the 1970s, several articles appeared that attempt to interpret
athletic and sports coaching into business framework. 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 using coaching as an approach to improve organizational performance through
employee learning existed after the publication of foundational work by Allenbaugh (1983)
and Orth et al. (1987). Both agreed that 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 researchers contended that wherever coaching is
occurring, effective managers are existed. The researchers called for shifting from the
command control paradigm of management to that of knowledge and empowerment through
coaching which would have the best business results (Evered & Selman, 1989).

The change in business environment brings more demands on leaders and managers in
organizations and they have been required to take more developmental responsibilities, work
that may have been reserved for human resource managers in the past. In this new paradigm,
coaching has been noted as a solution for leaders and managers to develop their employees in
organizations (Wenzel, 2000).

Tracking literature of coaching revealed that managerial coaching has become increasingly
popular in the context of business and management and from the 1990s onwards the term
‘managerial coaching’ has seen a rapid and widespread usage.

Figure (2.1) Results of “Managerial coaching” appearance on Google
(Source: Conceptualized by the researcher, 2014)
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2.1.3 Definition of Managerial Coaching
Coaching is generally used to describe 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 Resources (HR) 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 the literature; however competencies for managerial coaching were
agreed from the majority of scholars who studied this topic.

Evered and Selman (1989) focused on coaching as a communication process that occurs in a
context where the manager creates an ongoing, committed partnership with his employee and
empowers him to exceed prior levels of performance. Graham, Wedman and Gavin-Kesteret
(1994) focused on coaching as a communication process also and added other relational
aspects such as mutual respect, observation and feedback (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 between a manager and his
subordinate when creating coaching process. The effective coaching occurs when a manager
focuses on helping the employee enhance his abilities, knowledge, and skills and optimize his
potential using a non-judgmental approach.

On the other hand, Fournies (1987), Orth et al., (1987) and Popper and Lipshitz, (1992)
viewed coaching as a process that helps employees recognize opportunities for improving
problem work performance while Redshaw (2000), Burdett (1998), Peterson 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
definitions and purposes of coaching are provided in Table (2.1).
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Table (2.1) Managerial Coaching Definitions
Author

Definition and Purpose

Allenbaugh
(1983)

Coaching is defined as an ongoing, face-to-face process on influencing
behavior by which the manager and employee collaborate to achieve:
increased knowledge; improved skills; job satisfaction; a strong and
positive relationship; and opportunities for growth.

Evered and
Selman (1989)

Coaching refers to the managerial activities of creating, by
communication only, the climate, environment, and context that
empower individuals and teams to generate results.

Fournies (1987)

Coaching is a process for improving problem work performance.

Orth, Wilkinson Coaching is a day-to-day, hands-on process, of helping employees
& Benefari
recognize opportunities to improve their performance.
(1987)
Popper and
Lipshitz (1992)

Coaching is a process of creating a culture of development, an
atmosphere of learning. It has two components: improving of
performance at the skill level; and, establishing relations allowing a
coach to enhance his trainee’s psychological development.

Mink, Owen &
Mink (1993)

Coaching is the process by which one individual, the coach, creates a
relationship with others that makes it easier for them to learn.

Graham,
Wedman &
Gavin-Kesteret
(1994)

Coaching is creating a climate of communication, mutual respect,
ongoing observation, feedback, trust, and, and a focus on performance
objectives.

Kalinauckas &
King (1994)

Coaching is a process by which a manager, through discussion and
guided activity, helps a member of staff to solve a problem or carry out a
task better. The focus is on practical improvement of performance and
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 them to
produce spectacular results in their business.
Parsloe (1995)

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

Peterson &
Hicks (1996)

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

Burdett (1998)

Coaching is a process focusing on enhanced performance.

Redshaw (2000)

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

Hunt &
Weintraub
(2002)

Managerial coaching helps employees to learn and develop through
creating a workplace that makes learning and growth possible, and
combines leadership with a genuine interest in helping employees.

Ellinger,
Ellinger &
Keller (2003)

Managerial coaching is the development of a high performance work
environment through practices that value and support learning.

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

Coaching is defined as a set of managerial skills that demonstrate
effective coaching characteristics in terms of open communication,
taking a team approach, valuing people over task, and accepting the
ambiguous nature of the working environment.

Hamlin, Ellinger Coaching is a helping and facilitative process that enables individuals
& Beattie (2009) and organizations acquire new skills, competence, and performance, and
enhance their personal effectiveness, personal development.
(Conceptualized by the researcher based on the literature review, 2014)
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2.1.4 Context of Managerial Coaching
When coaching emerged as a concept in the management literature during the 1950’s, it was
linked with responsibility of managers to develop their employees through master-apprentice
relationship and took the form of a manager “coaching” his employee at the time of the annual
review (Evered & Selman, 1989).

In that time, the process of coaching was described as a control-order-prescription paradigm,
and was focused on job skills development. Coaching was described more as a prescriptive
process than a supportive relationship (Ellinger & Bostrom, 1999; Evered & Selman, 1989).

The management literature, during the 1970s, focused on utilizing sports coaching principles
and adapting it to managerial situations, but continued to operate within the control-orderprescription paradigm of coaching. This paradigm was changed in 1980’s to empowerment
paradigm in which the coach encourages and motivates the employees (Ellinger & Bostrom,
1999; Evered & Selman, 1989).

Theory of the learning organization was found to be one of the significant factors that led to
the evolving of the new coaching paradigm. Managers in learning organizations were
considered as teachers and facilitators of the learning process and assumed the responsibility
to develop the real asset of the organization; human capital (Ellinger & Bostrom, 1999).

Coaching behaviors were categorized as facilitating and empowering. Facilitating behaviors
are those necessary to facilitate the process of coaching and include establishing a coaching
relationship, clarifying 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
broadening perspectives, 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 coaching and other types of helping behaviors, such as 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, most definitions of managerial coaching revolve
around the concept of empowering people, releasing their potential, enabling learning, and
improving performance.

2.1.5.1 Coaching and Training
Training is structured process to provide employees with the knowledge and technical skills 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 structured Training is a structured and formal
activity and is often provided on an organisational activity.
individual needs basis.
Coaching occurs in any place where the Trainers typically operate in training rooms
manager and employee exist.
that equipped for training purposes.
Coaching is provided in one to one basis.

Training is conducted in large groups.

Coaching is determined by managers through Individuals are not involved in the decision
observation and feedback.
to train or in the selection of training topics
Timing of coaching should be appropriate for Timing of training may be not suitable for
both manager and employee
all trainees.
(Source: Krazmien and Berger, 1997)
Coaching does not replace formal training; rather, it supplements and supports more formal
efforts (Krazmien & Berger, 1997).

2.1.5.2 Coaching and Counselling
Counseling is distinguished from Coaching in that counseling in business generally addresses
the employee’s emotional state and the causes of personal crises and problems (Burdett, 1998;
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Ellinger et al. 2003). On the other hand, Coaching is typically provided by someone who is
familiar with a particular job or task and it could be a form of on-the-job or hands-on training
to help employees achieve higher levels of performance (Har, 2008).
Table (2.3) Comparison between Coaching and Counseling
Coaching

Counselling

Coaching generally addressed the work Counselling mainly addressed employee
performance issues and does not seek to psychological issues which affect their
resolve psychological problems.
performance.
Coaching purposes are more developmental Counselling is generally remedial
outcomes.
Coaching is
interventions.

provided

as

short

term Counselling is a short term intervention but
can last for longer time due to the breadth
of issues addressed.

Coaching is provided by supervisors and Counselling may given by a professionally
managers.
credited counselor or advisor
(Conceptualized by the researcher based on the literature review, 2014)

2.1.5.3 Coaching and Mentoring
Similar to coaching, mentoring is a one-to-one and a longer-term process that is
developmental and career focused relationship (Burdett, 1998; Ellinger et al., 2003). However,
coaching occurs in a short-term period, usually less than one year while mentoring is a longterm process. On the other 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 organization. Mentoring used to provide career and psychosocial supports, while
coaching aims to produce immediate performance improvement (Kim, 2010).
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Table (2.4) Comparison between Coaching and Mentoring
Coaching

Mentoring

Relationship generally has a set duration of Ongoing relationship that can last for a long
time

period of time

Generally more structured in nature and Can be more informal and meetings can take
meetings are scheduled on a regular basis

place when the mentee needs some advice,
guidance or support

Short term and focused on specific More long-term and takes a broader view of
development areas/issues
Coach

is

not

the person

generally have direct Mentor is usually more experienced, often a

experience of their client’s occupational senior person in the organisation who can
role, unless the coaching is specific and pass on knowledge, experience and open
skills focused

doors to out of reach opportunities

Focus is generally on development and Focus is on career and personal development
issues at work
The agenda is focused on achieving Agenda is set by the mentee, with the mentors
specific and immediate goals

providing support and guidance to prepare
them for future roles

Coaching revolves more around specific Mentoring revolves more around developing
development areas/issues.

the mentee professionally

Source: Jarvis (2004)

2.1.5.4 Managerial Coaching and Executive Coaching.
Coaching is practiced by the managers in organizations or professional consultants (Ellinger et
al., 2003). There is a kind of Coaching that offered to lower and middle level employees and
other one tends to be provided to senior and executive level employees in organizations. The
former is the managerial coaching and the latter is the executive coaching (Park, 2007).
Organizations’ line managers assumed to perform managerial coaching and executive coaches
usually come from external consulting firms to provide a specialized learning and training
service, and protect the confidentiality of senior and executive level managers (Kim, 2010).
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2.1.6 Coaching Skills and Behaviours
Many scholars have identified the skills and behaviors that ‘‘coaching’’ involves. Although
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 techniques 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
characteristics for the successful managerial coaching practice.

Evered and Selman (1989) considered some skills which make coaching distinct from
anything else. These skills are (1) creating partnership and relationship, (2) commitment to
results, (3) non-judgmental acceptance, (4) speaking and listening for action, (5)
responsiveness of the individual to the coach‘s interpretation, (6) honoring uniqueness, (7)
practice and preparation, (8) willingness to coach, (9) Sensitivity, and (10) willingness to go
beyond what is already achieved.

Graham et al. (1994) argued that effective managerial coaching needs to (1) Identify clear
performance expectations, (2) provide accurate feedback, (3) offer suggestions when working
with clients, and (4) developing warm working relationships with subordinates.

Peterson and Hicks (1996) identified 10 skills and behaviours for coaching process. These
skills are (1) Listening, (2) building trust, (3) non-judgmental understanding, (4) patience, (5)
focusing, (6) adaptability and flexibility, (7) ability to learn, (8) willingness to learn, nondefensiveness, (9) developmental orientation and self-awareness, and (10) understanding of
human behavior
Ellinger and Bostrom (1999) identified 13 managerial coaching behaviours and these
behaviours 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, soliciting feedback,
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setting and communicating expectations, broadening employee perspectives, using scenarios
and examples, and promoting a learning environment.

Amongst scholars, there is general agreement about coaching skills in the existing literature,
such as listening, questioning, analytical approaches, interviewing, observation, giving and
receiving feedback, communicating and setting clear expectations, and creating a supportive
environment that encourage coaching (Park, 2007).

2.1.7 Managerial Coaching Scales
Literature review revealed that there are several scales to measure skills and behaviours
associated with coaching in general, but there are very few scales for managerial coaching
skills in particular. Managerial coaching behavior (Ellinger et al., 2003) and Managerial
coaching model (Mclean et al., 2005) were the two popular, validated managerial coaching
scales which have been developed and are available within the literature (Hagen, 2012).

2.1.7.1 Ellinger et al. (2003) Model
Ellinger and Bastrom’s (1999) conducted a study to examine the several multiple methods in
which managers facilitate their employees' learning within learning organizations. The main
question the study addressed was: What are the types of behaviors that contribute to the role of
managers as successful facilitators of learning?

Ellinger and Bostrom (1999) used a descriptive qualitative approach using the Critical Incident
Technique and semi-structured interviews for data collection. The Critical Incident Technique
consists of systematic procedures 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.
Ellinger and Bastrom’s (1999) research resulted in the identification of 13 managerial
coaching behaviours. These coaching behaviors were categorized into two clusters; facilitating
cluster and empowering clusters. Facilitating behaviors are those behaviors necessary to
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, promoting a sense 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 employee development was the main focus of the
definitions of managerial coaching. This 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, the manager 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 performance 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, 1999; Evered & Selman, 1989;
Longenecker, 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. Observational feedback 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 future development. Trust, credibility of the manager, and his
interest in employee’s welfare are crucial factors in employee’s perception of feedback and
willingness to develop his work performance. Trust always positively influence organisational
commitment and job performance (Batson, 2012; Ellinger & 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 manager have
the ability to “hold the mirror” so employees are able to reflect and make their own
assessments about performance. This will encourage self-reflection about behaviors and is
linked with manager’s ability to empower the employee to take a broader perspective about
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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 approaches 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
employee would create together (Ellinger & Bostrom, 1999).

Soliciting meaningful and constructive feedback is vital in improving workplace relationships
and practices. Although it’s commonplace for managers to give employees feedback,
receiving their ideas and 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 and motivate 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 performance and
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 the absence 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 development is the final 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 responsible to 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).

26

2. Empowering Behaviours are supportive actions and activities that enacted by the manager
to promote empowerment through development of self-efficacy aiming at helping employees
to learn and discover (Batson 2012; Batson & Yoder, 2012; Ellinger & Bostrom, 1999).

Despite the fact that managers may assume the 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
demonstrated by the empowering behaviors they enact (Ellinger & Bostrom, 1999).

Managers use four behaviours to encourage employees to assume accountability for their
actions and decisions. These behaviors, that intended 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 attainment (Batson, 2012).

Communication is not verbal only but the actions of the manager convey powerful messages
to the employee, which can be positive or negative (Batson, 2012; Burdett, 1998;
Longenecker, 2010). Role modeling is one of the most vital behaviour for any leader. Even
behaviours of providing a supportive relationship such as trust, integrity, openness, and
honesty are essentials for coaching process (Burdett, 1998) but role modeling is very
important for employees to draw inferences about the character of the manager which
influence attitudes and behaviors toward the manager (Batson, 2012).

When managers demonstrate poor role models, the impact will be negative on employees. In
contrast, when supervisors demonstrate senses of honesty, trust, fairness, and openness
through role modelling, the impact will extend positively from employee to the organization
(Hamlin, Ellinger, & Beattie, 2007).

The second key empowering behavior is helping employees to create a sense of accountability.
Managers, who promote accountability among employees, help them to learn from their
mistakes and apply new solutions. 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 perspectives is 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 attitudes. The managers should encourage
employees to think through all aspects of the issue and explore the significant impact of their
duties (Ellinger & Bostrom, 1999).

Effective coaches must removing obstacles that employees perceive to be in the way of goal
attainment which is the fourth behaviour of empowerment. They should provide their
employees with the tools, and knowledge to perform, develop and succeed (Burdett, 1998;
Ellinger & Bostrom, 1999; Longenecker, 2010). The most important job of the manager and
sometimes not given the deserved attention is ensuring that people have no obstacles to
performance (Longenecker, 2010).

Based on in-depth review of the coaching literature to identify an appropriate measure of
coaching behavior within the context of business context, several coaching instruments have
been found within the field of sports and sports psychology but not for use in Business
settings. On the other hand, the psychometric properties of coaching instruments for business
settings are often not provided (Ellinger et al., 2003).

Based on previous research results of (Ellinger, 1997; Ellinger & Bostrom, 1999; Ellinger,
Watkins, & Bostrom, 1999), Ellinger et al. (2003) created a single dimension measure for
coaching behavior. The eight items of the scale were designed based on the results of her
previous critical incident study, which investigated how effective managers coach their
employees in organizations (Ellinger, 1997; Kim, 2010).
Ellinger and her colleagues (2003) identified the essential coaching skills as personalizing
learning situations, broadening 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 eight items was verified by a review of the existing coaching
literature to explore coaching skills and behaviors identified by other researchers and
practitioners. Principal component coefficients for the eight items ranged from.769 to .876. In
addition, the item-to-total correlations ranged from .704 to .829, and Cronbach’s alpha for the
multi-item measure was .939. In addition, the goodness of fit index (GFI) at .93, comparative
fit index (CFI) at .96, and incremental fit index (IFI) at .96 supported the uni-dimensionality of
the instrument. Cronbach‘s alpha for the multi-item measure was .939 (Ellinger et al., 2003).

2.1.7.2 Mclean et al. (2005) Model
Based on review of existing literature on coaching, Mclean et al., (2005) developed an
instrument of managerial coaching skills, and it consisted of four-dimension framework. They
considered managerial coaching as a set of skills that demonstrate effective coaching
characteristics in terms of openly communicating with employees, taking a team approach to
tasks, valuing employees over 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 coach, employees, task needs to be accomplished, and the working environment.
This framework, suggests that the effective “manager as coach” reflects four aspects of
managerial behavior: the manager as coach should communicate openly with employees,
needs to apply a team approach instead 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) identified coaching as an Organization Development (OD) strategy, and
considered managerial coaching a multidimensional construct, and it provides the
opportunities for researcher and practitioners to study and practice.
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Figure (2.2) Theoretical Framework of Manager as a Coach
(Source: Conceptualized by Mclean et al., 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 a one-on-one activity.
They also noted that other elements associated with coaching skills and mentioned in the
literature should be considered such as: developing a partnership, effective listening skills,
providing feedback and facilitating development (Peterson and Little, 2005).

Park (2007) responded to the comments and conduct extensive revision for the instrument in
particular and managerial coaching literature in general. The review revealed that there are
some differences among researchers regarding managerial coaching themes, although there
was agreement on some themes. The revision concluded that one more dimension of
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developing employee should be added to 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, and more detailed behavioral descriptions would also be involved.

1. Open Communication
Many scholars who studied managerial coaching agreed that communication is one of the
most essential elements that lead to effective coaching. They considered communication as the
basis for building a relationship and allows managers and employees to gain better
understanding of each other (Ellinger, 1997; Ellinger & Bostrom, 1999; Ellinger et al., 2003;
Ellinger, Hamlin, & Beattie, 2008; Evered & Selman, 1989; Graham et al., 1993; Peterson &
Hicks, 1996).

Communication is an important factor for coaching effectiveness and needs further
investigation on the qualities of speaking and listening between the manager as a coach and an
employee ((Evered & Selman, 1989). In addition, open communication includes skills such as
setting clear expectation (Ellinger et al., 2003), providing and soliciting feedback (Ellinger &
Bostrom, 1999), sharing information and value people (Park, McLean, & Yang, 2008), and
gain clear understanding of what others say (Ellinger et al., 2003).

Open communication allows supervisors to see the tasks differently than from the perspective
of action (Evered & Selman, 1989), build trust with their employees, exchange feelings and
ideas, develop mutual understanding, 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 relationship rather than a control and
command relationship, employees become more empowered. The partnership relationship
should be applied in both one-on-one situations and team situations. The manager should
substitute his traditional role as a controller with another one in which he facilitates teamwork,
respects employees’ opinions and makes decisions through discussion (Park, 2007).
31

Team approach is the preference for working with others when making decisions and
achieving results. Coaching is a collaborative effort and team approach is not independent
form other coaching literatures but share the common ground. Managers as coaches need the
skills to support employees and encourage their collaborative behaviors (Park, McLean &
Yang, 2008). Team approach should be associated with openness Burdett (1998), and
coaching should be connected with generating team performance (Evered and Selman, 1989).

3. Value People over Task
Managing people is the most important and most difficult job in the organisation. Good
coaches’ skills would acknowledge the individual needs and at the same time the
accomplishment of tasks. So when dealing with employees, managers need to give balance
consideration for both people’s needs and tasks (Park, 2007).
Park (2007) defined “valuing people over tasks” as the manager’s ability to consider his
employee’s need and apply the relation to task requirement. The manager who seeks respect,
trust, loyalty, commitment, and responsibility from his employees, he should show these
qualities first. The employee should feel he is as human in the workplace instead of working
machine (Evered and Selman, 1989).

4. Ambiguity Acceptance
Openness is one of the essential elements that coaching should entail (Burdett, 1998).
Managers should tolerate new ideas and accept multiple solutions when working with their
employees. When a decision to be made, managers should draw ideas from others and
consider multiple perspectives (Park, McLean & Yang, 2008).

In a rapid change business environment, managers should discover many feasible answers to
work related problems rather than repeating the same answer. This will enhance managers’
ability to deal with problems, and encourage employees to find creative answers (Park, 2007).

Aligned with the concept of flexibility and thinking complexity, managers should develop
behavior to accept the uncertain and active nature of work environment. They should be open
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with the different views and accept ambiguity about work place which might help to create
innovative ideas and decrease level of discomfort about uncertainty (Peterson & Hicks, 1996).

5. Facilitation of Development
In the past several years researchers have focused significant attention on leaders and
managers role in building learning organizations. With this new approach, leaders and
managers will assume roles as teachers. Leaders and managers are also will serve as modelers
of to create cultures for learning (Ellinger & Bostrom, 1999).

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

Managers, who act as learning facilitators, promot high levels of mutual understanding, new
perspectives, and offered support and guidance to their employees to foster learning and
development (Ellinger & Bostrom, 1999).

2.1.8 Managerial Coaching Outcomes
At an extra-ordinary 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 get the results required for organizational success and personal development
(Longenecker & Neubert, 2005).

Traditional approaches of leadership and development are insufficient to provide contextrelevant learning that managers require to develop their subordinates. In response,
organizations are experimenting with a host of new methods of leadership development
(Hernez-Broome & Hughes, 2004).
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The call for managerial coaching as a way of motivating, developing, and retaining employees
appeals from many scholars who demanded to place coaching at the heart of management
practice (Burdett, 1998; Evered & Selman, 1989, Orth et al., 1987). Unlike prevailing
management paradigms focusing on control and order, coaching focuses on discovering
actions that enable and empower people to contribute fully, productively, and with less
alienation than the control model entails (Evered & Selman, 1989).

Organizations use coaching for performance improvement, career development, leadership
development, strategy development, and organization change. One of the main reasons for
using coaching is because organizations can adapt coaching for individuals or teams in daily
organization contexts (Kim, 2010).

Coaching has apparent benefits associated with for both individual employees and for their
organizations (Ellinger et al., 2003). Coaching provides a flexible schedule for learning and
development rather than traditional classroom training intervention (Kim, 2010).

Coaching provides employees with opportunities to get support from managers to learn new
skills, solve work-related problems, and to further organization effectiveness as a learning
organization (Ellinger & Bostrom, 1999; Peterson & Hicks, 1996).

The managerial coaching yields a myriad of benefits for the employees which often include
improvements in motivation, learning, development, commitment to quality, job performance
and interest to stay in their occupation (Ellinger et al., 2003; Evered & Selman, 1989; Orth et
al., 1987; Park et al., 2008; Redshaw, 2000).

For the organization, effective coaching can help create a results-oriented culture, facilitate
organizational learning, accelerate problem solving, and also help create additional coaches
(Redshaw, 2000). Managerial coaching has also great outcomes for organisation which
include cost saving and customer satisfaction and quality (Ellinger, 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, organizations generally relied on committed employees who provide extra
efforts supporting them. Even it was studied by a wide range of scholars and researchers, the
concept of commitment in is still one of the most challenging 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 understanding the nature of organisational
commitment and the factors associated with it has become crucial to informing HRM
strategies (Meyer and Allen, 1997).

2.2.2 Definition of Organisational Commitment
Organisational commitment is widely described in the management and behavioural 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 side-bets. Becker (1960) argued that employees are willing to be
committed because they want to maintain some valued outcomes, “side-bets,” such as a
promotion or a pay rise and this will be achieved by remaining in a given organization. The
term “side-bets” was used by Becker (1960) to describe the accumulation of outcomes or
investments gained by employee and that would be lost if he leaves the organization. The risk
of losing these outcomes, along with a perceived lack of alternatives, commits the person to
the organization (Becker, 1960; Cohen 2007).

The focus of commitment shifted by Porter, Steers, Mowday and Boulian (1974) from tangible
investments of side-bets to the psychological connection one had to the organization. Porter et
al., (1974) built their theory on the attitudinal approach which was defined later as the relative
strength of an individual identification and engagement with a particular organization
(Mowday, Steers, & Porter, 1979).
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Organisational commitment has been defined and measured in many different ways. The
several definitions and measures have the same theme in that Organisational Commitment is
considered to be a bond that connects individuals to the organization. The definitions differ in
terms of how this bond is considered to have developed (Mathieu & Zajac, 1990).
Table (2.5) Organisational Commitment Definitions
Author

Definition

Becker (1960)

Commitment is the tendency to engage in activity resulting from
recognition of the side bets associated with the discontinuance of
that activity.

Kanter (1968)

The attachment of an individual’s fund of affecting and emotion
to the group.

Sheldon (1971)

“an orientation towards the organisation, which links or attaches
the identity of the person to the organisation” (p. 148).

Hrebiniak
(1973)

&

Allutto Commitment is the unwillingness to leave the organisation for
increments in pay, status, or for greater colleagueal friendship.

Buchanan (1974)

“ a partisan, affective attachment to the goals and values of an
organization, to one’s role in relation to goals and values, and to
the organization for its own sake, apart from its purely
instrumental worth” (p. 533).

Porter et al., (1974)

The attachment to the organization that characterized by an
intention to remain in it; an identification with its values and
goals; and a willingness to exert more effort on its behalf.

Salancik (1977)

Commitment is a state in which an individual becomes bound by
his actions to beliefs that sustain his involvement.

Mowday, Steers
Porter (1979)

& The relative strength of an individual's identification with and
involvement in a particular organization. It is characterized by
three related factors: “(1) a strong 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 organization” (p. 226)
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Table (2.5) Continued
Wiener (1982)

“the totality of internalised normative pressures to act in a way
which meets organizational goals and interests”, suggesting that
“individuals exhibit behaviors solely because they believe it is
the “right” thing to do” (p. 421).

Reichers (1985)

“organisational commitment as behaviour is visible when
organisational members are committed to existing groups within
the organisation” (p. 468).

O’Reilly (1989)

“an individual's psychological bond to the organisation,
including a sense of job involvement, loyalty and belief in the
values of the organisation” (p. 17).

Meyer and Allen (1991) “is a psychological state that characterised the employee’s
relationship with the organisation, and has implications for the
decision to continue membership in the organisation” (p. 67)
Morrow (1993)

Organisational commitment as an attitude reflects feelings such
as attachment, identification and loyalty to the organisation as an
object of commitment.

Robbins (1998)

“the degree to which an employee identifies with a particular
organisation and its goals, and wishes to maintain membership in
the organisation” (p. 142).

(Conceptualized by the researcher based on the literature review, 2014)

From the literature review it may be concluded that organisational commitment is
conceptualized and explored based on variety of approaches; these are the attitudinal
approach, the behavioural approach, the normative approach and the multidimensional
approach (Saqer, 2009).

 Attitudinal approach: Developed by Porter et al., (1974), the attitudinal approach tried to
describe commitment as a focused attitude which not associated by other constructs such
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as behavioral intentions. Consequently, commitment was defined by Porter and his
supporters as “…the relative strength of an individual's identification with and
involvement in a particular organization…” (Mowday, Steers, & Porter, 1979; p. 226).
They developed commitment as an alternative to job satisfaction and claimed that
commitment can sometimes predict turnover better than job satisfaction. Commitment was
characterized by three related factors: “(1) a strong 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 organization…”
(Mowday et al., 1979, p. 226).



The behavioural approach is conceptualized based on the view that an 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 to an organization
because of investments that are too costly to loose. This description is aligned with Becker
(1960) which argued that employee commitment is continued association with an
organization that occurs because of an employee's decision after evaluating the costs 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 approach is the third approach, which argues that agreement of employee
goals and values and organizational aims make the employee feel obligated to his
organization. From this point of view, organisational commitment has been defined as the
total of affected normative pressures to act in a way that aligns with organizational goals
and interests (Weiner 1982).



Multi-dimensional approach is relatively new approach and assumes that organisational
commitment is not only emotional bond, perceived costs or moral obligation but it is more
complex, according to this approach, organisational commitment develops because of the
interaction of all these three components (Meyer & Allen, 1991).
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2.2.3 Stages of Organisational Commitment
Organisational commitment is a spontaneous process, which develops through the orientation
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:


Compliance Stage which is the first stage, the lowest level of commitment, and focuses
on the employee accepting the influence of others because he wants to receive something
in return such as compensations or promotion (O’Reilly, 1989). At this stage, the nature of
organisational commitment is associated with the continuance dimension commitment,
where individuals are calculative with the need to stay in the organisation according to
rewards evaluation and what they receive (Meyer & Allen, 1997).



Identification Stage which is the second stage and arises when employees accept the
influence of others in order to keep a satisfying self-defining relationship with the
organisation and during this stage employees feel proud to be part of the organisation
(O’Reilly, 1989). At this stage, organisational commitment is based on the normative
dimension and the individual stays because he should and is guided by a sense of loyalty
towards the organisation (Meyer & Allen, 1997).



Internalisation Stage which is the last stage and occurs when individuals find the values
of the organisation to be intrinsically rewarding and aligned with his personal values
(O’Reilly, 1989). At this stage, organisational commitment is based on the affective
dimension and individuals develop not only the sense of belonging but passion to belong
to the organisation. At this stage, the values of the individual are therefore consistent with
those of the organisation (Meyer & Allen, 1997).

39

2.2.4 Factors influencing Organisational Commitment
Literature review revealed that there 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 three groups of factors that shape organisational commitment;
personal characteristics, job characteristics and work experience. Organisational 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 characteristics
and experiences that are linked to gender (Mathieu & Zajac, 1990; Meyer & Allen, 1997).

Steers (1977) found that organisational commitment is also influenced by job-related factors
such as employment autonomy, variety, feedback, task identity and interaction 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 workforce. Individuals 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). Committed employees
are usually accomplishment and innovative orientated with the ultimate aim of engaging in
and improving performance (Morrow, 1993).

2.2.6 Organisational Commitment Measures
Organisational commitment has been defined and measured in several different ways due to
diverse definitions and measures in the scholarly literature. The bond between an individual
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and organization is recognized in the definition of organisational commitment. Literature
review revealed that there are two leading constructs to measure organisational commitment;
organisational commitment questionnaire (OCQ) of Porter and his colleagues (1974) and
Meyer and Allen (1997).
2.2.6.1 Porter’s et al., (1974) Organisational Commitment Questionnaire (OCQ)
The OCQ was developed by Porter and his associates because the earlier measures of OC
seem to have been created on a prior basis and lack systematic and comprehensive efforts to
determine their stability, consistency and predictive power. Many of those measures failed to
report validity or reliability (Mowday, et al., 1979).
The OCQ that developed to measure OC defined as “the relative strength of an individual's
identification with and involvement in a particular organization” (Mowday et al., 1979, p.
226). It consists of 15 statements intend to tap the three characteristics of OC; “(1) a strong
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 organization” (Mowday et al., 1979, p. 226). Six statements are negatively
phrased and reverse scored to reduce response bias. Summarizing the results of nine different
studies in which OCQ was adopted on a wide range of samples, Mowday et al., (1979)
reported that 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 full 15-item form or in its reduced 9-item form (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 one-dimensional way, having tested the internal
consistency and reliability of the 15- and 9-item versions of the OCQ.
2.2.6.2 Meyer & Allen’s (1997) Organisational commitment Questionnaire
Meyer & Allen (1984) initially proposed making distinctions between two types of
commitment: affective commitment and continuance commitment. Allen & Meyer (1990)
subsequently introduced a third component of commitment; normative commitment,
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Meyer and Allen (1991) argued that organisational commitment is a multidimensional
construct comprising three components: affective, continuance and normative.

Affective

commitment is the individual’s emotional connection and identification with and involvement
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 with one’s awareness of the costs he may lose with
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 other hand, associated with feeling of obligations to the organization
based on one’s personal norms and values. According to this commitment, employee remains
in the organization simply because they believe they ought to.

While the earlier versions (Meyer & Allen, 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 the normative scale, not the affective and continuance scales.
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Section Three: Relationship between Coaching and Commitment
Existing literature has provided some potential relationship between employees’ learning and
managers’ effective use of coaching skills. Several studies have identified a positive
relationship between coaching and other supporting behaviours, from one side, and
organizational commitment, from another side. This relationship has been suggested more
indirectly than directly (Park, 2007).
Coaching contributed to enhancement of the extent to which employees feel satisfied at work,
thus strengthening their sense of attachment to the organization. When managers are
supportive of their employees, employees feel more engaged with the organization. Coaching
may make an organization more attractive, further enhancing organizational commitment
(Allen & Meyer, 1990).
Managerial coaching enhances employees’ feelings of competence which is a determinant of
organizational commitment. Coaching provides employees with empowerment that makes
employees feel trusted by their supervisors which strengthen their relations and increase
commitment (Meyer & Allen, 1997). In addition, Mathieu and Zajac (1990) argued that
participative leadership, such as supervisory coaching, is related to organizational
commitment. In addition,
In his study, Park (2007) supported the conclusion that managerial coaching impacts
employees’ organizational commitment. This result is aligned with the literature which
emphasized the important role of managers in increasing employees’ organizational
commitment (Mathieu & Zajac, 1990). Managerial coaching can bring trust and ownership to
employees that will lead to employees’ organizational commitment. When employees perceive
that they receive support from their managers in their development, they are more likely to be
engaged with the organization (Park, 2007). The results clearly support the conclusion that
managerial coaching impacts employees’ organizational commitment.
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Section Four: International Development Agencies in Gaza Strip
2.4.1 Introduction
Development agencies, or in other words Non-governmental organizations (NGOs), are now
recognized as key third sector actors on the landscapes of development, human rights,
humanitarian action, 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,
environmental 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 exactly how many NGOs there are, because there no statistics are kept.
Some estimates the figure at a million organizations, if both formal and informal organizations
are included, while the number of registered NGOs receiving international aid is probably
closer to a few hundred thousand. The United Nations estimates that there were about 35,000
large established NGOs in 2000 (Lewis, 2009).

2.4.2 Definition of Non-Governmental Organizations
The term NGO is broad and ambiguous. It covers a range of organizations within civil society,
from political groups to sports clubs. Its clear definition still remains disputed. However, it can
be argued that all NGOs can be regarded as civil society organizations though not all civil
society organizations are NGOs. The concept of NGO came into use in 1945 following the
establishment of the United Nations Organizations which recognized the need to give a
consultative role to organizations which were not classified as governmental (Willett, 2002).

The roots of NGOs are different according to the geographical and historical context. They
have recently been regarded as part of the “third sector” or not-for-profit organizations.
Although there is contestation of the definition of an NGO, it is widely accepted that these are
organizations which pursue activities to relieve the suffering, promote interests of the poor,
protect the environment, provide basic social services, and undertake community development
(Cleary, 1997).
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NGOs are organisations privately set up and sufficiently autonomous in its activity and
independent of direct governmental control. They are non-profit, which would clearly define
its voluntary character and they cannot be considered a political party with an aim of attaining
political power. NGOs support development which demonstrates its public interest character
According to Turner and Hulme: “NGOs are generally registered organizations, community
groups, professional associations, cooperate charity organizations whose aim is to improve the
well being of their members and of those areas in which they exists” (Turner and Hulme,
1997: 200).
The World Bank, on the other hand, sees NGO’s as private organizations that pursue activities
to relieve suffering, promote the interests of the poor, protect the environment, provide basic
social services, and/or undertake community development. In this study, the terms nongovernmental organization and development agencies will be used interchangeably.

2.4.3 International Development Agencies in Palestine
In Palestine, 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 been providing a wide 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 assistance 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 impact of international assistance could be assessed by 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 challenging, 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 on Managerial coaching
3.1.1 Introduction
A number of published studies in certified journals are viewed for the purpose of this research,
focusing on Managerial coaching relationship in other areas of the world. Due the fact that
Palestinian and Arabic papers on the Managerial coaching topic are rare, only one is being
cited that examined the application of coaching in Gaza strip NGOs. The research depends on
the foreign researches as the main source of quotation and comparison.

3.1.2 Local and Arabic Studies
1. Ajjour (2012), “The Application of Coaching Techniques at Palestinian NGOs in the
Gaza Strip, Palestine, Based on Managerial Perspective”. The purpose of the study was to
investigate whether Palestinian NGOs in Gaza Strip apply coaching techniques or not and
highlight the vital role 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 NGOs and 129 questionnaires were distributed among forty-five Palestinian
NGOs in the Gaza Strip to collect the primary data while 119 valid responses were received.

The study found that Palestinian NGOs do not use coaching as an effective tool in developing
employee's skills, and as a technique to adjust employees with new working environment. The
study found also, organization culture, manager skills as a coach and coach's development
programs have a positive correlation with the application of coaching while Coach's
development practices are the strongest predictor for the application of coaching techniques.

The study recommended upgrading the existing organization culture in a way that
institutionalizes coaching culture as a major part within Palestinian NGOs and developing
written policies and coaching manuals that are clear and easy to be understood by all
employees beside enhancement of team culture instead of employee-manager culture. The
study also recommended building 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), “A Trojan horse? The implications of managerial coaching for
leadership theory”. The purpose of the study was to examine the behaviours associated with
managerial coaching, identify factors that affect the propensity of managers to undertake
coaching; and discuss the implications of the manager as coach role for leadership theory.
Survey data obtained from 521 line-managers in 10 UK organisations.

The study found that workplace coaching is distinct from specialized coaching practices.
Demographic characteristics of individual managers, such as their age and experience are
unlikely to affect propensity to undertake managerial coaching. However, leader-team member
relationships and occupational self-efficacy are predictive of managerial coaching behaviours.
The study found also that Managerial coaching challenges traditional leader-centric models of
leadership and requires an acknowledgement of reciprocity, collaborative ‘meaning-making’
and a diminished ‘distance’ between leaders and team members.

The study recommended the consideration of models of leadership and a corresponding review
of leadership development for effective managerial coaching and application of managerial
coaching alongside with transformational or other leader-centric 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 coaching. The study examined the literature on 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 coaches and recognized the importance of adequate training of managers in
coaching skills as an important issue for organizations to tackle. The 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 recommended that coaching manager should have considerable impact on
developing trust, awareness, responsibility and learning and ultimately on engagement and
performance through regular coaching conversations. The study also recommended managers
consider Coaching as a way to implement many of the demands made on their leadership and
to provide managers with training not only in coaching skills but in understanding how to use
coaching in their role and in their organisation.
3. Batson (2012), “Managerial coaching and staff nurse perceptions of work
environment, professional work satisfaction, job satisfaction, and intent to stay”. The
purpose of the study was to explore the relationship between staff nurses’ perceptions of first
line manager coaching behaviors and nursing work environment characteristics, professional
work satisfaction, job satisfaction, and intent to stay. A 119-question survey was utilized to
collect data. The sample for the study was comprised of staff nurses who provided direct
patient care at 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 that nurse perceptions of coaching by first line managers mean equals 113.88
with mean weight equals 71% which reflect the perception of high levels of managerial
coaching behaviors by first line managers and managerial coaching behaviors were positively
correlated with eight work environment characteristics which comprise professional work
satisfaction, with medium to large effect sizes noted. The study found also that coaching
behaviors demonstrated positive relationships with job satisfaction and intent to stay.

The study recommended managers to develop purposeful coaching relationships in order to
provide a better return on investment for career development and retention of newly graduated
o mid-career staff nurses. The study also recommended coaching as appropriate approach
when assuming new job responsibilities to assure that performance is in alignment with the
goals of the new department and/or organization and to vary types of developmental support
they provide to staff nurses.
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4. Gomez & Gunn (2012), “Do managers that coach become better leaders? An
exploration into the relationship between managerial coaching and leader development”.
The study purpose was to establish if there is a relationship between managerial coaching and
leader development from the perspective of the coaching manager. The study also aimed to
understand the linkage between applying managerial coaching skills and any resulting
perceived and/or actual leader development. The author used mixed methods for data
collection; a questionnaire and qualitative semi-structured interviews. The sample included all
managers in Motorola Solutions Company in Cambodia.

The study found that quantitative data supports a strong positive correlation between
managerial coaching and leader development. The authors developed a new taxonomy for
describing the components of the managerial coaching - leader development relationship. The
components consist of outcomes, pathways and mechanisms. The mechanisms identified help
explain why and how coaching outcomes occur.
The study recommended mechanisms such as communication, relationship development, and
learning focus as essentials for coaching to occur confirmed the need for more research into
coaching mechanisms.
5. Hagen & Aguilar (2012), “The impact of managerial coaching on learning outcomes
within the team context: An analysis”. The purpose of the study was to investigate the
relationship between coaching expertise, project difficulty, and team empowerment on team
learning outcomes within a high-performance work team. The authors used online survey to
collect data from 167 leaders and 212 members of Six Sigma teams in 5 organisations.

The study found a significant positive relationship between the level of coaching expertise
exhibited by a team leader and the team learning outcomes that result from a project, a
significant positive relationship between a team leader’s exhibition of team empowerment
within the team context, and the team learning outcomes that result from a project and a
significant positive relationship between the project difficulty and the team learning outcomes
that result from that project.
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The study recommended considering the difficult and challenging work in order to improve
the learning outcomes of a project and the application of coaching as a “core activity” of
management and leadership. The study also recommended team leaders to be provided with
extensive training and development in coaching as well as team empowerment.
6. Pan (2012), “The Relationships among Managerial coaching Skills, Job Performance
and Trustworthiness in the Industry of Life Insurance”. The study purposes were to
examine the linkage between managerial coaching skills and employees’ job performance
including in-role performance, organizational citizenship behavior individual (OCBI), and
organizational citizenship behavior organization (OCBO), with the moderating effect of
manager’s trustworthiness perceived by employees based on social exchange theory in the
industry of life insurance. The researcher used a questionnaire to collect data from 280
employees serving in a life insurance company.
The study found that managerial coaching mean was 4.5 with mean weight equals 75% which
suggest that employees perceive supervisors to be providing high coaching behavior. The
study found also that managerial coaching skills are positively related to employees’ OCBI
and OCBO and there is a positive moderating effect of trustworthiness in the relationship
between managerial coaching skills and OCBI or OCBO in the industrial context.
The study recommended to enabling trust in coaching relationship as critical factor to
subordinate’s performance and managerial coaching as an approach that contributes to
employees’ extra-role behaviors in the industry of life insurance.
7. Fan (2010), “Managerial coaching skills and job performance: The mediating role of
work engagement”. The purpose of the study was to investigate the relationship between
managerial coaching skills and employees’ job performance, with work engagement as the
mediator. The author used a questionnaire to collect data from 355 employees and managers
working in private and governmental organisations in Taiwan.
The study found that managerial coaching mean was 3.65 with mean weight equals 61%
which suggest that employees perceive their respective supervisors to be providing moderate
coaching behavior. The result suggested that the most influential aspects of managerial
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coaching skills in this model are facilitating development and accepting ambiguity that both
have the mediating effect to task and contextual performance. The study found also that work
engagement plays the full mediation in the relationship between facilitating development and
task performance and open communication is positively strong correlated with work
engagement, task performance and contextual performance, but is not supported in the
mediating model.
The study recommended managers to develop the capability to deal with the unstructured
information and be open-minded to diverse ideas and change the mind-set that it is their
responsibility to help employee learn and grow. The study recommended also for future
studies to examine the structure of managerial coaching.
8. Horne (2008), “An Analysis of the Coaching Competencies of Managers in the Eastern
Cape”. The aim of the study was to identify coaching values, knowledge and skills considered
to be essential for effective management performance. The study takes the form of a
quantitative research design where a survey questionnaire was used to gather the data. The
research population potentially 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 that the traditional values of trust, caring, helping and collaborating are
identified as core competencies that promote rapport and a coaching friendly environment and
the basic communication skills of active listening, asking questions and giving feedback are
central to the facilitation process. The study found also that models of coaching all adopt a
problem solving approach to resolving performance deficits which enables the coaching
manager to structure the coaching conversation by working with the employee through a
number of predetermined problem solving steps.

The study recommended workplace coaching as a systematic process that should be part of the
performance management system and the coaching model should be aligned with the
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organisation’s strategic plans and values while the foundation of all coaching conversations is
the feeling of comfort and support felt between the coach and coachee.
9. Park et al. (2008a), “Revision and Validation of an Instrument Measuring Managerial
coaching Skills in Organizations”. The purpose of the study was to revise the instrument
developed by McLean et al. (2005) and to validate the revised instrument for better reliability
and validity. 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 the instrument.

The study revised and provided additional validity evidence to McLean et al. (2005)
instrument. The study identified five dimensions; four dimensions in McLean et al. (2005) and
added a fifth dimension which is facilitate employees’ learning and development. The final
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 instrument in future research on managerial coaching. The
study recommended using the instrument as an assessment tool and organizations can
administer the instrument to examine their managers’ leadership as a coach, assess the current
state of the organization’s leadership, and identify the areas for improvement.
10. Noer et al. (2007), “An Analysis of Saudi Arabian and U.S. Managerial coaching
Behaviors”. The purpose of the exploratory study was to compare coaching behaviors as they
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 supporting coaching
behaviors.

The study found that Saudi 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 more varied in their coaching styles, Saudi managers consistently demonstrate
more frequent behaviors across the broad general supporting dimension and Saudi managers
reported using more supportive coaching styles and behaviors than did the U.S. managers.

The study recommended Saudi and U.S. managers to establish more authentic and productive
coaching and overall interpersonal relationships and the fundamental Islamic values of
participation, equality, and respect for others are compatible with the values underlying U.S.
coaching approaches.
11. Evers et al. (2006), “A quasi-experimental study on management coaching
effectiveness”. The purpose of the study was to figure out whether coaching really leads to
presupposed individual goals. Sixty managers of the federal government were divided in two
groups: one group followed a coaching program, the other did not.

The study found that the coached group scored significantly higher than the control group on
two variables: outcome expectancies to act in a balanced way and self-efficacy beliefs to set
one’s own goals. The study recommended management coaching as effective technique
regarding outcome expectations with respect to acting stably, and on self-efficacy beliefs with
respect to setting one’s own goals. The study recommended also to conduct future
examinations among larger groups of managers and managers working in different positions
and to ask subordinates whether they experience differences in the managers’ behavior before
and after coaching which may be conducive to the generalization of the results.
12. Hamlin et al. (2006), “Coaching at the Heart of Managerial Effectiveness: A CrossCultural Study of Managerial Behaviours”. The purpose of this study was to search for
evidence that might demonstrate empirically the extent to which being an effective coach is an
essential feature of being an effective manager and managerial leader. The study presented the
results of a cross-cultural comparison of the empirical findings from several previous
‘managerial coaching effectiveness’ and ‘managerial and leadership effectiveness’ studies
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 manager and/or managerial leader. 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 detailed bi-and tri-lateral cross-cultural comparison
using data obtained from their studies of managerial behaviours and coaching-specific
managerial behaviours.
The study found a relatively high degree of similarity exists between the coaching behaviours
that emerged in Ellinger’s and Beattie’s managerial coaching behavioural categories. Five of
Ellinger’s managerial coaching behavioural categories shared similar elements to Beattie’s and
similarly, the content depicted in Hamlin’s ‘empowerment and delegation’ category was
nearly identical to the content of Ellinger’s.

The study recommended that more specific research to be done on coaching-related
managerial behaviours along with cumulative work that compares and contrasts the findings
from the existing base of empirical literature. The behavioural categories that emerged may
provide managers and managerial leaders with evidence-based behaviours that can serve as
diagnostic tools to examine their own effectiveness as coaching managers and coaching
leaders. Additionally, these ‘evidence-based’ behaviours may be integrated into coaching
training programmes developed by HRD professionals.
13. Mclean et al. (2005), “Development and Initial Validation of an Instrument
Measuring Managerial coaching Skill”. The purpose of the study was to construct and
validate an instrument measuring managers’ coaching skill in organizations. The authors
conducted two studies to develop and initially validate the final instrument. The study reported
on two previous studies that used three different samples (N= 644) to construct and validate a
multidimensional measure of managerial coaching skill. The four dimensions of coaching skill
measured were open communication, team approach, value people, and accept ambiguity.
The study found that managerial coaching skill is multidimensional construct and a reliable
measurement instrument can be developed to assess managerial coaching skill in business
adequately. The study results have led to the identification of 20 items for the measurement of
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coaching skill. These 20 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 recommended HRD professionals to use the instrument in developing managerial
coaching skills, to further validate the instrument and to investigate the real impacts of
coaching in business. The study recommended managers to use the instrument as a reflection
device to identify their strengths and weaknesses in the process of developing subordinates.
14. Ellinger et al. (2003), “Supervisory Coaching Behavior, Employee Satisfaction, and
Warehouse Employee Performance: A Dyadic Perspective in the Distribution Industry”.
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 developed measure, 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 results suggest that the two versions of the coaching behavior measure have
internally consistent and uni-dimensionally valid and reliable characteristics and accordingly,
the measures were considered to be acceptable for use in analyses to address research
questions. The study found that supervisors perceive they are serving in a developmental role
and are engaging in coaching behaviors while their respective employees only moderately
perceive that this is the case. Supervisor coaching behavior found to be a highly significant
predictor variable of employee warehouse performance and a positive association exists
between employees’ perceptions of their respective supervisors’ coaching behavior and
supervisors’ group-level perceptions of their subordinates’ performance.

The study recommended supervisors to develop their skills as effective coaches while 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 barriers that impede employee development.
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The study recommended line managers to be involved in developing a high-quality workforce
through coaching, team building, and employee involvement to improve employees’
commitment. The study recommended also developing supervisors’ coaching skills and
creating organizational environments conducive to coaching which may increase the
prevalence of supervisory coaching and so more significant impact on employee job
satisfaction and retention.
15. Ellinger & Bastrom (1999) “Managerial coaching behaviors in learning
organizations”. The purpose 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' learning in organizations considered to be learning organizations.
The design of the research study was a descriptive qualitative approach using the Critical
Incident Technique and semi-structured interviews as the primary methods of data collection.

The study identified thirteen behavior sets that help to define the role of facilitator of learning.
These behaviours grouped in two clusters; the facilitating cluster and the empowering cluster
and collectively these behavior sets articulate how coaching from an empowerment paradigm
can be facilitated informally in organizations by managers.

The study recommended that managers' and leaders' roles should continue to change in
organizations seeking to become more learning oriented and these roles will include more
teaching, coaching, education, and development responsibilities. The study also recommended
employee development to be a managerial responsibility while the behavior sets emerged in
the study could be used to develop diagnostic and assessment instruments for managers.
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Section Two: Studies on Organisational Commitment
3.2.1 Local and Arabic Studies
1. Al-dhuwaihi (2013), “The influence of organisational culture on job satisfaction,
organisational commitment and turnover intention: a study on the banking sector in the
kingdom of Saudi Arabia”. The purpose of the study 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 data for this thesis was collected using
questionnaires from 258 front-line employees in 12 banks in the Kingdom of Saudi Arabia.
The study found that market culture is the dominant type of organisational culture across
Saudi banks and culture types were positively related to job satisfaction and organisational
commitment while Job satisfaction and organisational commitment mediated the relationship
between types of organisational culture and turnover intention.

The study recommended organisations interested in retaining their most valuable assets - the
employees- to find guidance in organisational culture and future research might be able to
determine causal relationships using longitudinal data by establishing time sequences and
evaluating strength and consistency of relationships being researched.
2. Al-Hawajreh (2011), “Exploring the Relationship between Occupational Stress and
Organisational commitment among Nurses in Selected Jordanian Hospitals”. The
purpose of the study was to explore the relationship between occupational stress and
organisational commitment, and measuring the level of occupational stress and the level of
organisational commitment among nurses in selected Jordanian hospitals in Amman. The
research population consisted of two governmental teaching hospitals, and a systematic
random sample of 150 nursing personnel was selected. A self-administered questionnaire was
used for collecting data for this study.
The study found occupational stress to be present among thirty percent of the nurses, forty
percent of the nurses had organisational commitment and in favour with male and
organisational commitment is statistically significantly negatively correlated to occupational
stress (P = 0.025, r = -0.18).
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The study recommended for appropriate recruitment strategies in health care organization that
focusing on recruitment of nurses who pose low levels of occupational stress and high level of
organisational commitment. Moreover, since work environment and personal characteristics
contributed to occupational stress and organisational commitment, nurses should be able to
assess these factors and give each other support in order to improve performance and nursing
care to their patients. In addition, both 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. Saqer (2009), “The effects of the perceived leadership style on organisational
commitment: an empirical study on UNRWA staff”. The 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

laissez-faire

styles,

on

organisational

commitment, as a multidimensional construct (affective, continuance and normative
commitment). 589 UNRWA local staff, located in Gaza, West Bank, Jordan, Syria and
Lebanon, completed a questionnaire of leadership style and Organisational commitment.

The study found that transformational leadership style was not dominant behaviour exercised
by UNRWA supervisors, as perceived by their subordinates, a positive significant relationship
between the perceived transformational leadership style of UNRWA Field/Department
supervisors and their subordinates’ affective, normative and total commitment, while
insignificant with continuance commitment and there were varied patterns of difference
among the respondents’ perception of leadership style and their organisational commitment,
due to their demographic characteristics.

The study recommended UNRWA administration to pay attention to the leadership behaviour
that supervisors exercise. Supervisors should be aware of the effect of such essential
management factor on their subordinates’ organisational commitment and additional efforts
should be exerted to build a trust, empowerment of the staff, participative decision-making
approach, to enhance the attachment of staff, and desire, to remain and excel in their jobs. The
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study recommended also to study leadership style and organisational commitment from a
comparison perspective; either among UNRWA five fields, or between UNRWA and other
similar organizations.
4. Abu Nada (2007), “The Relationship between Some Personal Variables and
Leadership Types, and the Organisational commitment and Organizational Justice”. The
study purpose was to define the relationship between some personal variables and leadership
types, on one hand, and the organisational commitment and the feeling of organizational
justice, on the other hand, in some Palestinian ministries in Gaza Strip. The study has been
applied on the largest six ministries in Gaza Strip. The number of the sample included (652)
employees for whom questionnaires were distributed.

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

The study recommended reconsidering the system of rewards, promotions in ranks and
evaluations of performance, in way that achieves objectivity and justice in these systems and
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 affect – in turn – the organisational commitment and the level of performance
and productivity.
5. Al-Ahmadi (2004), “Organisational commitment and its relationship to Personal
Characteristics and Desire to Leave Work and Profession”. The purpose of the study was
to test the relationship between organisational commitment and 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 in organisational commitment for nurses working in
Riyadh hospital. The study found there is no difference in organisational commitment due to
marital status, there is no relationship between marital status and either desire to leave work or
desire to leave profession, there is a positive correlation between the monthly income and
organisational commitment, there is no correlation between the monthly income and either
desire to leave work or desire to leave profession and there is a positive correlation between
experience and organisational commitment beside no correlation between experience and
either desire to leave work or desire to leave profession. In addition, there is a negative
correlation between educational level and organisational commitment, negative correlation
between education level and desire to leave work, and no correlation between education level
and desire to leave profession.

The study recommended all hospitals, in order to keep efficient continuous work, to send
workers for further studies to raise their efficiency and possess higher certificates and to run
short courses concerning the effect of organisational commitment on patient satisfaction.
6. Al-Fahdawi & Al-Qatawnah (2004), “The Effects of the Organizational Justice on the
Organisational commitment”. The purpose of the study was to examine the impact of the
organizational justice on the organisational commitment of employees of the central
administrative departments in three Governorates in Jordan. For data collection, questionnaires
dispatched to 700 persons and 631 questionnaires were returned.

The study found there is a strong and significant correlation between the organizational justice
and the organisational commitment, a statistical significant difference between the
respondents’ perspectives towards the organisational commitment attributed to demographic
factors (qualifications, experience, salary and age) and no statistical significant difference
between the respondents’ perspectives towards the organisational commitment attributed to
sex and occupation.
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The study recommended that material and non-material rewards to be connected directly with
organizational justice, procedures related to the employees performance assessment to be
reviewed and departments 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. Tsai & Riveros (2011), “Career Commitment and Organisational commitment in forProfit and non-Profit Sectors”. The study aimed to compare the career commitment and
organisational commitment in both for-profit and non-profit sectors. The study sample
included 73 persons who work in the sector of for-profit organization, and 40 persons who
work in the non-profit sector in Bolivia. The data collected using questionnaire.
The study found no significant difference between employees’ career commitment and
organisational commitment in both for-profit and non-profit sectors while career commitment
has a strong positive relationship with affective and continuance organisational commitment.
The study recommended organisations to take in consideration employees’ career
development and to open spaces where employees can actually put in practice what they like
to do and what they can do better because employees who are career focused might develop
strong involvement with the organization and would probably increase their desire to remain
in the company.
2. Malik et al. (2010), “Job Satisfaction and Organisational commitment of University
Teachers in Public Sector of Pakistan”. The purpose of the study was to determine the
impact of teachers’ satisfaction with job dimensions on perceived organisational commitment
in public sector universities of Pakistan. About 650 survey questionnaires were distributed
while 331 were valid.

The study found that satisfaction with work-itself, quality of supervision and pay satisfaction
had significant positive influence on organisational commitment of faculty members who
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actually had high degree of organisational commitment and satisfaction with work-itself,
supervision, salary, coworkers and opportunities for promotion.

The study recommended policy makers and academic administrators to take necessary
measures for the optimal provision of intrinsic and extrinsic job rewards while for future
research, it is advisable 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), “Leadership Style and Organisational commitment: Mediating
Effect of Role Stress”. The purpose of this study was to investigate the impact of leader
behaviour on role stress characteristics and ultimately on organisational commitment. The
researcher used questionnaires to collect data from 204 full time employees of a large
manufacturing cooperation in Midwest.

The study found positive linkage between leader style and organisational commitment while
subordinates perceive higher felt responsibility and have higher affective commitment when
superior exhibits a high level of initiating structure. The study also found that negative
relationship between leader style and role stress.

The study recommended supervisors to consider work environment that can both enhance
workers’ emotional needs, as well as the development of social involvements while leadership
style may play a more important role in enhancing or reducing the impact that may stressful
work situation present and this, in turn, is what determines commitment to the organization.
4. Chang et al. (2007), “Testing the Relationship between the three-component of
Organizational/Occupational Commitment and Organizational/ Occupational Turnover
Intention”. This study purpose was to explore the relationship between three-component
organizational/occupational commitment and organizational/occupational turnover intention,
and the reciprocal relationship between organizational and occupational turnover intention
with a non-recursive model in collectivist 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 commitment negatively correlates with
organizational turnover intention most strongly and affective occupational commitment
negatively correlates with occupational turnover intention most strongly. The study found also
that organizational turnover intention plays a mediating role in the relationship between
normative organisational commitment and occupational turnover intention, while occupational
turnover intention mediates the relationship between affective occupational commitment and
organizational turnover intention.

The study recommended further research to explore additional moderators to further classify
the boundary conditions of the three-component of organisational commitment models.

5. Abdul Karim & Noor (2006) “Evaluating the Psychometric Properties of Allen and
Meyer’s Organisational commitment Scale: A Cross Cultural Application Among
Malaysian Academic Librarians”. This study purpose was to establish construct validity
(convergent and divergent validity) and internal reliability by applying Allen and Meyer’s
organisational commitment scale (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 administered
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 that Allen and Meyer construct was reliable, where they concluded Alpha
Cronbach coefficient for affective commitment and continuance commitment, at .81, .78,
respectively while two measures (affective and continuance) to be distinguishable from one
another i.e. the measures exhibited convergent as well as divergent validity.
The study recommended that Allen and Meyer’s Organisational commitment measures can be
extended to an international setting: a Malaysian academic library setting while Malaysian
64

academic library managers who wish to examine their professional library employees’
commitment to their libraries could confidently apply these measures.
6. Steers (1977), “Antecedents and outcomes of organisational commitment”. The purpose
of the study was to propose and test a preliminary model concerning the antecedents and
outcomes of employee commitment to organisations using a cross-validation framework. The
study was carried out among 382 hospital employees and 119 scientists and engineers.

The study found that personal characteristics, job characteristics and work experience
influenced commitment. The study found also that commitment is strongly related to intent
and desire to remain for both samples and moderately related to attendance and turn over for
one sample while performance was generally unrelated to commitment.

The researcher recommended developing and testing in the future concerning the behavioural
outcomes of employees’ commitment in organisations.

Section Three: Studies on Managerial coaching and Organisational Commitment
1. Chang (2011), “Perceived Organizational Support as a Mediator of Managerial
coaching Skills and Occupational Commitment”. The purpose of the study was to examine
managerial coaching skills as an empirical study; second, understand the impact of managerial
coaching skills and perceived organizational support on occupational commitment. The author
used a questionnaire to collect data from 209 employees serving in a company.

The study found that managerial coaching skills are significantly associated with occupational
commitment. In addition, perceived organizational support had a full mediated effect on
“affective” and “normative” occupational commitment but no positive relationship with
employee’s “accumulated costs “and “limited alternatives” occupational commitment.

The study recommended that managerial coaching skills 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 study recommended organisations to provide supportive culture and value
employees’ efforts and to consider employee development as the whole organisation
responsibility not only manager’s duty.
2. Kim (2010), “Managerial coaching behavior and employee outcomes: a structural
equation modeling analysis”. The purpose of the study was to examine the relationships
between perceived managerial coaching behavior and employee self-reported affective and
performance-related outcomes based on perceptions of selected organization employees. A 36item survey including seven existing instruments was utilized to collect data. The sample
included 431 from a population of 1,399 employees in a governmental organisation.

The study found that managerial coaching had a direct impact on employee satisfaction with
work and role clarity and indirect impact on satisfaction with work, career commitment, job
performance, and organization commitment. The study found also that role clarity, as a direct
outcome of managerial coaching, influenced job performance-such mediation was consistent
with the hypothesized model for the study.

The study recommended researchers to further explore and examine the area of managerial
coaching, more research is needed from both quantitative and qualitative approaches and more
studies are needed to establish the convergent and discriminant validity of a managerial
coaching construct.
3. Har (2008), “Investigating the Impact of Managerial coaching on Employees’
Organisational commitment and Turnover Intention in Malaysia”. The study purpose was
to investigate the impact of managerial coaching on employees’ organisational commitment
and turnover intention in Malaysia. A survey on managerial coaching was conducted mainly
by sending email of the questionnaire to 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 managers’ skills and behaviors and their level of
organisational commitment and turnover intention.
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The study found that managerial coaching is positively related to organisational commitment
of employees; more effective managerial coaching behavior and skills would predict higher
organisational commitment of employees in organizations. On the other hand, managerial
coaching was found to be negatively related to employees’ turnover intentions and employees’
organisational commitment is negatively related with turnover intentions.

The study recommended HR practitioners in Malaysia to consider formulating comprehensive
leadership development program such as managerial coaching program to gain employees
organisational commitment and reduce turnover intention of employees in organizations. This
effective leadership development program could be the catalyst for staff retention.
4. Park et al. (2008b), “An Examination of Relationships between Managerial coaching
and Employee Development”. The study investigated the relationships among managerial
coaching and employees’ personal learning, organisational commitment, and turnover
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 were 187 for a response rate of 37.4%.

The study found that there is a positive association between managerial coaching and personal
learning, managerial coaching was highly significant and the only predictor for employees’
organisational commitment; 24% of the variance in organisational commitment was explained
by the variance in managerial coaching and managerial coaching was a predictor of turnover
intentions, reducing employees’ intentions to leave.

The research recommended expanding the population to include different types of
organizations and increase the sample size and future research can focus on the antecedents of
managerial coaching in organizations.
5. Park (2007), “Relationships among managerial coaching in organizations and the
outcomes of personal learning, organisational commitment, and turnover intention”. The
purpose of the study was to investigate the impact of managerial coaching on employees to
67

provide a clearer understanding of how managerial coaching affects employees' attitudes and
behaviors, particularly their personal learning, organisational commitment, and turnover
intentions. From a technology organization in the United States, 187 people completed the
survey which was developed based on existing framework developed by Mclean et al. (2005).

The study found that the measure achieved reasonable reliability and validity. Five dimensions
of managerial coaching skills were identified including Open Communication, Team
Approach, Valuing People, Accepting Ambiguity, and Facilitating Development. The study
found also a positive relationship between managerial coaching and both personal learning and
organisational commitment and a negative relationship between managerial coaching and
turnover intention. Managerial coaching found to have a direct impact on personal learning
and organisational commitment positively.

The study recommended managers and organisations to support managerial coaching as a
leadership strategy for their employees’ learning and development and asked for further
research to extend the current studies on managerial coaching where job performance could 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 studies will be followed.
Table (3.1) Summary of Previous Studies
Studies on Managerial coaching
Author/s

Independent Variable/s

Dependent Variable/s

Anderson (2013)

Managerial coaching

-

McCarthy & Milner (2013)

Managerial coaching

-

Ajjour (2012),

Batson (2012)

Organization culture, Manager
Application of coaching
skills as a coach, Coach's,
techniques
development programs
Perceptions of work
environment, professional
Managerial coaching
work satisfaction, job
satisfaction, and intent to stay
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Table (3.1) Continued
Studies on Managerial 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

Employees’ job performance
including in-role
performance, organizational
citizenship behavior
individual (OCBI), and
organizational citizenship
behavior organization
(OCBO)

Fan (2010)

Managerial coaching

Job Performance

Horne (2008)

Managerial coaching

-

Park, Mclean & Yang (2008)

Managerial coaching

-

Noer, Leupold & Valle
(2007)
Evers, Brouwers & Tomic
(2006)

Managerial coaching

-

Hamlin, Ellinger & Beattie
(2006)

Managerial coaching

Mclean et al. (2005)

Managerial coaching

Ellinger et al. (2003)

Managerial coaching

Ellinger & Bastrom (1999)

Managerial coaching

Managerial coaching

act in a balanced way and
self-efficacy beliefs to set
one’s own goals
Employee Satisfaction and
Employee Performance
-

Studies on Organisational Commitment
Al-dhuwaihi (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, Naeem, &
Danish (2010)

Job Satisfaction
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Organisational Commitment

Table (3.1) Continued
Studies on Organisational Commitment
Research Name

Independent Variable/s

Saqer (2009)

leadership style

Dale & Fox (2008)

Leadership Style

Abu Nada (2007)
Chang, Chi & Miao (2007)

Personal Variables and
Leadership Types
Organizational/Occupational
Commitment

Abdul Karim & Noor (2006)

Organisational commitment

Al-Ahmadi (2004)

Organisational commitment

Al-Fahdawi & Al-Qatawnah
(2004)

Organizational Justice

Steers (1977)

Organisational commitment

Dependent Variable/s
Organisational Commitment
Role stress and
Organisational commitment
Organisational Commitment
and Organizational Justice
Organizational/ Occupational
Turnover Intention
Desire to Leave Work and
Profession
Organisational Commitment
-

Studies on Managerial coaching and Organisational Commitment
Chang (2011)

Managerial coaching and
perceived organizational
support

Kim (2010)

Managerial coaching

Har (2008)

Managerial coaching

Park, Yang & Mclean (2008)

Managerial coaching

Park (2007)

Managerial coaching

Organisational Commitment
Satisfaction with Work, Role
Ambiguity, Satisfaction with
Manager, Career
Commitment, Job
Performance, Organisational
Commitment
Organisational commitment
and Turnover Intention
Employee Development
(Organisational
Commitment)
Personal Learning,
Organisational commitment,
and Turnover Intention

Section Four: General commentary on reviewed studies
Coaching has become an important managerial instrument of support. However, there is 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 between managerial coaching, on
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one hand, and improved performance and learning outcomes, on the other hand, at the
individual, group, and organizational levels have been presented here.

The review of studies presented in this chapter revealed that the recent years witnessed
increase in studies on the topic of managerial coaching, reflecting its increasing popularity
among management scholars and practitioners. This was not the case in the Arab world of
business and research. The review of previous studies revealed that Coaching gained very little
attention from Palestinian and Arab researchers, to researcher 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, there were some efforts to construct instruments that
measures managerial coaching in business settings. Two instruments were developed,
validated and tested. The first one was developed by Ellinger and Bostrom (1999) and tested
in Ellinger et al. (2003). The Coaching Behaviors Inventory is an eight-item scale developed
based on the results of qualitative research on managerial coaching behaviors. The second was
developed by McLean et al. (2005) and further validated by Park et al. (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 behaviors that Managerial coaching may
entail. The review of Horne (2008), Park et al. (2008), Hamlin et al. (2006) Mclean et al.
(2005), Ellinger et al. (2003) and Ellinger and Bostrom (1999) revealed that managerial
coaching skills and competencies are related and these skills and behaviors found to be used
within the management literature to describe good leadership. These skills include
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 between managerial coaching and employee
outcomes in an organisation. When managers coach, employees often find improvements in
(a) job satisfaction (Batson, 2012, Ellinger et al., 2003), (b) Employee development and
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learning (Gomez & Gunn, 2012, Hagen & Aguilar, 2012), (c) work engagement and work
performance (Ellinger et al., 2003, Fan, 2010).

Other studies explored the relationship between managerial coaching and organisational
commitment (Chang, 2011; Kim, 2010; Har, 2008, Park et al., 2008; Park, 2007) and found
that practicing coaching with employees will increase their degree of commitment.

This study is aligned with (Chang, 2011; Pan, 2011; Fan, 2010; Har, 2008; Park, 2007) in
utilizing the same measure for managerial coaching with its five dimensions and with (AbuNada, 2007; Al-Ahmadi, 2004) in utilizing the organisational commitment measure as one
dimension and differ from other studies that adopted the measure as a multi-dimensional
construct (comprising affective, continuance and normative commitment), as recommended by
Mayer and Allen (1997). This study also aligned with the majority of research that studied
managerial coaching as independent variable and studied Organisational Commitment as
dependent variable.

The study found to be inconsistent with previous research (Anderson, 2013; Ellinger &
Bastrom, 1999; Hamlin, Ellinger & Beattie, 2006; Horne, 2008; McCarthy & Milner, 2013;
Mclean et al., 2005; Noer, Leupold & Valle, 2007; Park, Mclean & Yang, 2008) that studied
managerial coaching using descriptive qualitative approach to investigate managerial coaching
competencies and skills without testing relations with other outcomes as dependent variable.

Many researchers and writers on managerial coaching have suggested that there is a scarcity of
studies that discussed this field. The common recommendation among all studies was to
further explore the impact of managerial coaching on employee outcomes in the organisation.
While very few studies discussed the relationship between managerial coaching and
organisational commitment, this study will be the first, to researcher information, that
discussed managerial coaching in the Arabic or local Palestinian context. While other studies
discussed the relationship between the overall managerial coaching and other employee
outcomes, this study will test the relation between each single behaviour of managerial
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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 organisational commitment.

While previous studies helped the researcher in selecting the appropriate research
methodology, statistical tools and analysis and conceptualizing the frame work of the thesis,
reviewing previous studies provides the researcher with insight into the concept of managerial
coaching and its related behaviours and facilitates researcher mission by providing tested and
validated construct to measure managerial coaching and organisational commitment which
definitely save time and efforts..
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Chapter 4 – Research Methodology
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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 technique together 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 it is non-experimental in that it
deals with the relationships existed in a natural, rather than artificial setting. Since the events
or conditions of the research interest have already existed and practiced, the researcher focuses
and selects the relevant variables to analyse the hypotheses.

4.2 Research Design and Procedure
The followings 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 the research plan.
B. The second step, after receiving approval on the proposal, was reviewing the literature
on managerial coaching, organisational commitment, and history of International
Development Agencies in Gaza strip. Previous studies on managerial coaching and
organisational commitment were also reviewed.
C. The third step was the modification of questionnaires on managerial coaching and
organisational commitment for local staff working in International Development
Agencies in Gaza strip. Then, the questionnaire was 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
questionnaire questions are clear and answered in a way that helped to 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 objective, 150 questionnaires
were distributed to the research population, and 126 questionnaires were received.
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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Figure (4.1) The Methodology Flow Chart
(Source: illustrated by the researcher, 2014)
4.3 Research Population
The research population, for this study, includes all local staff working for international
development agencies in Gaza Strip in different areas and serving different sectors, and
according to specific criteria, the population is counted to be 230. International development
agencies, for the purpose of this study, are agencies that represented in the association for
international development agencies (AIDA) and have significant development projects and
residential offices in Gaza Strip. Due to restriction imposed by some international
development agencies that prevent staff from filling research questionnaires, the researcher
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agreed with supervisor to add research support as another criterion to agencies selection.
Based on the selection criteria, research population is composed of 21 agencies and shown in
table (4.1):
Table (4.1) International Development Agencies in Gaza Strip
S/N

International Development Agencies in Gaza Strip

1

American-Mideast Educational and Training Services (AMIDEAST)

2

American Friends Services Committee (Quakers)

3

Handicap international

4

Help Age International

5

IHH – Turkey

6

International cooperation south (ciss)

7

Interpal

8

Irfan Canada

9

Islamic relief – UK

10

Islamic relief – France

11

Map – 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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4.4 The Research Sample
The research simple random sample used for this study is calculated to be 144 of local staff
who work for international development agencies in Gaza Strip. The research sample was
calculated according to the following formula:

Z=1.96 at α = 0.05, m =

0.05

The selection of the sample was according to different criteria discussed and agreed from the
supervisor 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 his agency. The
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 experience. Based on supervisor recommendation to distribute questionnaires more than the
calculated sample to achieve high number of returned questionnaires, a total of 150
questionnaires, as seen in appendix (c), were distributed to employees from different
management and technical levels, 126 questionnaires were collected, with response rate 84%.
Also, 5 questionnaires were excluded because they did not meet the selection criteria, resulting
in a total number of 121 questionnaires for analysis.

4.5 Sources of Data
The researcher used both secondary and primary resources 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 agencies.
b. Primary Data: Primary data was collected from the field by questionnaires. The
questionnaire 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 collection 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
collect 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 the security of the information in
order to encourage a high response. The questionnaire was mainly in English as the majority
of people who are working for international development agencies are familiar with English.
The questionnaire was translated to Arabic to bypass the English language challenge for some
respondents. The sections in the questionnaire verified the objectives in this research related to
managerial coaching as perceived by local staff in international development agencies and its
impact on employee organisational commitment. The questionnaire included close-ended
questions to facilitate the data collection process and was divided into three parts.

4.6.1 Demographic information
This part includes 8 paragraphs aimed at identifying the demographic characteristics of the
sample. It was designed to check respondent’s gender, age, marital status, education, job title,
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 dimensions of managerial coaching skills,
each measured with five items, for a total of 20 items. The four dimensions were open
communication, team approach, value people, and accept ambiguity. The 20 items are reported
to have a reasonable fit structure with the Goodness of Fit Index (GFI) of 0.87, the Root Mean
Square Residual (RMR) of 0.075, and The Root Mean Square Error of Approximation
(RMSEA) of .076. The overall reliability coefficient alpha was 0.84, and the overall reliability
estimate in congeneric model was 0.83. The coefficient alphas ranged from 0.69 to 0.76, and
the reliability estimates in the congeneric model ranged from 0.77 to 0.89 (McLean et al.,
2005). The statistically rigorous approach supported the instrument as a valid and reliable tool
to measure coaching 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 developing a partnership as well as the techniques for facilitating
employees’ development.
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 were examined, some
were changed, and some new items were added. The review identified the four factors in
McLean et al. (2005) and one additional factor; “Facilitate Learning and Development”.
Through this revision process, 41 items were determined to measure managerial coaching.

The pilot study revealed that the revised coaching instrument was reliable. With the results of
the pilot test, Cronbach’s alphas were calculated. Cronbach’s alphas of all factors increased
compared with the original version: overall coefficient of 0.96, compared with 0.84 in the
original; 0.89 in open communication, compared with 0.76; 0.90 in team approach, compared
with 0.71; 0.86 in value people, compared with 0.75; 0.76 in ambiguity acceptance, compared
with 0.69; and 0.90 in development people. The reliability of ambiguity acceptance was 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 of managerial coaching skill was examined using Confirmatory
Factory Analysis (CFA). The results revealed that the fit indices were: 2χ (769) = 2242.42
(p<.01), the Comparative Fit Index (CFI) was 0.92, and Standardized Root-Mean-Square
Residual (SRMSR) was 0.088. This analysis represented a reasonable fit to the data with
factor loadings from 0.20 to 0.86 (Park, 2007).

Due to its stability and proven reliability, the revised managerial coaching instrument was
utilized in different studies (Chang, 2011; Fan, 2010; Har, 2008; Pan, 2011).
Table (4.2) key of Managerial Coaching Dimensions
Managerial coaching Dimensions

Items
1–9

Open Communication
Team Approach

10 – 17

Value People over Task

18 – 23

Ambiguity Acceptance

24 – 30

Facilitation of Development

31 – 41

4.6.3 Measuring Organisational Commitment
This part of the questionnaire was design to examine the organisational commitment of local
staff of International Agencies in Gaza Strip. Porter et al. (1974) model was utilized to analyse
the organisational commitment as one dimension. Developed by Porter et al. (1974),
organisational commitment questionnaire (OCQ) could be used in two ways according to its
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 the two 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 0.82 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 approach to organisational commitment (Brown 1996;
Mathieu & Zajac 1990; Reichers 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 results, a six-point Likert-type scale is used for respondents
to rate their responses. Likert’s scale 6 points tend to give the discrimination and reliability
values which are higher than the Likert’s scale 5 points. In addition, Likert’s scale 6 points
scale spreads responses slightly and forces respondents to choose either fair or good. In
addition, this scale encourages participants to make views regarding issues discussed rather
than to be neutral and this provide more credit to the study. Moreover, Faculty Senate
Advancement of Teaching (AOT) Committee in Oregon State, a leading research university in
the United States, recommended using 6 point Likert scale. The ratings for the scale are
defined as follows:
Item
Scale

Strongly
agree
6

Agree
5

Slightly
agree
4

Slightly
disagree
3

Disagree
2

Strongly
disagree
1

The minimum and maximum scores for managerial coaching ranged from 41 to 246 while for
organisational commitment ranged from 15 to 90. The level of managerial coaching,
organisational commitment, and their domains is considered low when the mean ranges from
(1 - 2.66), moderate for mean ranges from (2.67 - 4.33) and high for mean ranges (4.34 - 6).

4.8 Statistical Analysis Tools
To achieve the research goal, the statistical package for the Social Science (SPSS 17.0) was
used for manipulating and analysing the data. The researcher used quantitative data analysis
methods and utilized the following statistical tools:
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 T-test was used to determine if the mean of a paragraph is significantly
different from the hypothesized value; the middle value of the scale.
5. Simple linear regression was used for determining how organisational commitment is
affected by changes in managerial coaching.
6. The Independent Samples t-test was used to see if two means are significantly different
from each other.
7. The one- way analysis of variance (ANOVA) was used test if any of several means are
significantly different from each other.
8. LSD test 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 abstract construct being examined; validity refers to the degree to which an
instrument measures what it is supposed to be measuring (Pilot & Hungler, 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 studies, the tool
translation from English to Arabic made it is necessary to test validity and reliability.
Therefore a pilot study for the questionnaire was conducted before collecting the results of the
sample. It provides a trial-run for the questionnaire, which involves testing the wordings of
question, 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 instrument. When an
instrument is valid; it truly reflects the concept it is supposed to measure. As the instrument
was revised through series of revision process included the literature review, experts’ review,
qualitative evaluation with doctoral students, and quantitative validation from the data
collected which made the instrument externally valid, several reviews by the supervisor and
the researcher were conducted also to evaluate and identify whether the questions agreed with
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the scope of the items and the extent to which 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 and
reliability. Validity refers to the degree an instrument measures what it was supposed to (Pilot
& Hungler, 1985). Statistical validity tests include criterion-related 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 Criterion-related 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
S/N

Pearson
p-value
coefficient

Paragraphs
When I share my feelings with my manager, my manager

1

appears to be comfortable.

0.798

0.000*

0.841

0.000*

0.652

0.000*

0.536

0.000*

0.606

0.000*

0.820

0.000*

0.792

0.000*

In difficult work situations, my manager is open with his/her
2

opinion.
In conversations with me, my manager shares his/her views

3

openly.
When communication with me, my manager openly shares

4

his/her personal values.
When a situation needs my manager’s experiences, he/she

5

willingly discusses them with me, including the mistakes.
In facing new problems, my manager would rather listen to

6

my opinion first.
In conversations with me, my manager tends to ask questions

7

to verify what I say.
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Table (4.3) Continued
When I talk to my manager, he/she seldom interrupts,
8

ensuring that I get a full chance to share my views.

0.881

0.000*

0.720

0.000*

When I work with my manager, he/she discusses his/her
9

expectations with me.

*. Correlation is significant at the 0.05 level

Table (4.3) presents the correlation coefficient for each paragraph of “Open Communication”
and the total of this part. The p-values for all paragraphs are less than 0.05, so the correlation
coefficients of this field are significant at α=0.05. Therefore, 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

Pearson
coefficient

p-value

0.748

0.000*

0.813

0.000*

0.797

0.000*

0.895

0.000*

0.817

0.000*

0.809

0.000*

0.578

0.000*

0.573

0.000*

When there is a work-related project, my manager usually
1

assigns team tasks.
My manager would rather work with others to complete his

2

tasks.
As part of a workplace group, my manager prefers to work

3

based on group agreement.
When a decision is to be made, my manager prefers to

4

participate with others to determine the outcome.
To achieve performance goals, my manager seeks input from

5

others.
When analysing a problem, my manager tends to rely on

6

group ideas.
In a team setting, my manager wants all team members to be

7

recognized.
My manager generally emphasizes creating a partnership

8

among all team members.

*. Correlation is significant at the 0.05 level
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Table (4.4) presents the correlation coefficient for each paragraph of “Team Approach” and
the total of this part. The p-values for all paragraphs are less than 0.05, so the correlation
coefficients of this field are significant at α = 0.05. Therefore, it can be said that the
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
In decision-making, my manager emphasizes individual

1

concerns over logic
In discussions with me, my manager focuses on my

2

individual needs.
When facilitating business meetings, my manager leaves

3

time for relationship building.
In facing conflict between individual needs and tasks, my

4

manager puts priority on meeting people’s needs.
When managing team projects, my manager tends to

5

emphasizes people’s needs.
In daily work, my manager considers people’s needs outside

6

the workplace.

Pearson
coefficient

pvalue

0.784

0.000*

0.842

0.000*

0.871

0.000*

0.853

0.000*

0.766

0.000*

0.581

0.000*

*. Correlation is significant at the 0.05 level

Table (4.5) presents the correlation coefficient for each paragraph of “Value People over
Task” and the total of this part. The p-values for all paragraphs are less than 0.05, so the
correlation coefficients of this field are significant at α = 0.05. Therefore, it can be said that
the paragraphs of this style are consistent and valid to measure what they were set for.
Table (4.6) Correlation Coefficient of "Ambiguity Acceptance" Paragraphs
No.
1

Statement
My manager views differences of opinion as constructive.
When I am making career decisions, my manager stresses

2

risk-taking.
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Pearson
p-value
coefficient
0.845
0.000*
0.704

0.000*

Table (4.6) Continued
When my manager seeks solutions to problems, he/she tends
3

to try new solutions.
My

4

manager

finds

disagreement

in

the

workplace

exhilarating.
When working with others, my manager seeks many feasible

5

answers.
When dealing with a work problem, my manager wants to

6

explore several alternatives.
In resolving a workplace issue, my manager tends to

7

(tolerate open-ended solutions.

0.917

0.000*

0.711

0.000*

0.842

0.000*

0.782

0.000*

0.864

0.000*

*. Correlation is significant at the 0.05 level

Table (4.6) presents the correlation coefficient for each paragraph of ambiguity acceptance and
the total of this part. The p-values for all paragraphs are less than 0.05, so the correlation
coefficients of this field are significant at α = 0.05. Therefore, it can be said that the
paragraphs of this style are consistent and valid to measure what they were set for.
Table (4.7) Correlation Coefficient of "Facilitation of Development" Paragraphs
No.

Pearson
coefficient

Statement

pvalue

When I discuss problems with my manager, he/she encourages
1
2

me to explore solutions
My manager encourages me to develop new skills

0.757

0.000*

0.695

0.000*

0.821

0.000*

0.613

0.000*

0.791

0.000*

0.861

0.000*

My manager appears to view learning and development as one
3

of his/her major responsibilities
When I want to get input from my manager, he/she asks

4

questions
In order to improve my performance, my manager serves as a

5
6

role model
My manager helps me see the big picture of the organization
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Table (4.7) Continued
In conducting performance appraisals, my manager encourages
7

me to give suggestions for improving my work

0.707

0.000*

0.827

0.000*

0.818

0.000*

0.753

0.000*

0.724

0.000*

My manager actively provides opportunities for me to take
8

more responsibility
My manager often assigns challenging work for me to stretch

9

beyond what I have been doing.
To improve work performance, my manager constantly

10

provides feedback
When I face challenges, my manager usually offers to provide

11

me with resources

*. Correlation is significant at the 0.05 level

Table (4.7) presents the correlation coefficient for each paragraph of “Facilitation of
Development” and the total of this part. The p-values for all paragraphs are less than 0.05, so
the correlation coefficients of this field are significant at α = 0.05. Therefore, it can be said
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" Paragraphs
No.

Statement

Pearson
coefficient

pvalue

0.837

0.000*

0.864

0.000*

0.751

0.000*

0.914

0.000*

0.739

0.000*

0.889

0.000*

I am willing to put in a great deal of effort beyond that normally
1

expected in order to help my organisation be successful.
I talk up my organisation to my friends as a great organisation to

2
3

work for.
I feel very little loyalty to this organisation.
I would accept almost any type of job assignment in order to

4

keep working for this organisation.
I find that my values and the organisation’s values are very

5
6

similar.
I am proud to tell others that I am part of this organisation.
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Table (4.8) Continued
I could just as well be working for a different organisation as
7

long as the type of work was similar.

0.874

0.000*

0.902

0.000*

0.837

0.000*

0.876

0.000*

0.835

0.000*

0.810

0.000*

0.760

0.000*

0.820

0.000*

0.778

0.000*

This organisation really inspires the very best in me in the way
8

of job performance.
It would take very little change in my present circumstances to

9

cause me to leave this organisation.
I am extremely glad that I chose this organisation to work for,

10

over others I was considering at the time I joined.
There is not much to be gained by sticking with this organisation

11

indefinitely.
Often, I find difficult to agree with this organisation’s policies on

12
13

important matters relating to its employees.

I really care about the fate of this organisation.
For me this is the best of all possible organisations for which to

14
15

work.
Deciding to work for this organisation was a definite mistake.

*. Correlation is significant at the 0.05 level

Table (4.8) presents the correlation coefficient for each paragraph of “Organisational
Commitment” and the total of this part. The p-values for all paragraphs are less than 0.05, so
the correlation coefficients of this field are significant at α = 0.05. Therefore, it can be said
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 statistical test that was used to examine the soundness of the
questionnaire structure by testing the validity of each field and the validity of the whole
questionnaire. It measures the correlation coefficient between one field and all the fields of the
questionnaire.
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Table (4.9) Correlation coefficient of each field and the whole of questionnaire
No.

Pearson
coefficient
0.830

Field

p-value

1

Open Communication

2

Team Approach

0.912

0.000*

3

Value People over Task

0.844

0.000*

4

Ambiguity Acceptance

0.836

0.000*

5

Facilitation of Development

0.915

0.000*

6

Organisational Commitment

0.915

0.000*

0.000*

*. Correlation is significant at the 0.05 level

Table (4.9) clarifies the correlation coefficient for each filed and the whole questionnaire. The
p-values (Sig.) are less than 0.05, so the correlation coefficients of all the fields are significant
at α = 0.05, so it can be said that the fields are valid to measure what it was set for to achieve
the main aim of the study.
4.9.2.3 Reliability of Questionnaire
The reliability of an instrument is the degree of consistency which measures the attribute, that
is supposed to evaluate (Polit & Hunger, 1985). Reliability can be equated with the stability,
consistency, or dependability of a measuring tool. Cronbach’s alpha coefficient method was
used to measure the reliability of the questionnaire between each field and the mean of the
whole fields of the questionnaire. The normal range of Cronbach’s coefficient alpha value sits
between 0.0 and + 1.0; and a higher value reflects a prominent 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

5

Facilitation of Development

0.925

6

Organisational commitment

0.968

All statements of the questionnaire
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0.980

Reviewing table (4.10) reveals that the values of Cronbach's alpha for open communication
field equal 0.885, for team approach equal 0.895, for value people over task equal 0.869, for
ambiguity acceptance equal 0.910, for facilitate 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 reliability for all items equal 0.980. This range is considered high; the result
ensures the reliability of the questionnaire.
In conclusion, the alpha Cronbach’s coefficient factor for all dimensions equals 0.980, which
is very close to +1.00, and thus, the whole questionnaire is considered reliable. Thereby, the
researcher ensured the validity, reliability and stability of both instruments; managerial
coaching questionnaire and organisational commitment questionnaire (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): Respondents’ Profile
Male
69 (57%)

Female
52 (43%)

Total
N = 121 (%)

from 20 to less 30
17 (24.6)
from 30 to less 40
34 (49.3)
from 40 to less 50
12 (17.4)
from 50 to less 60
6 (8.7)
Marital Status
Married
60 (87.0)
Single
9 (13.0)
Education
Secondary School
4 (5.8)
Diploma
2 (2.9)
B.A
53 (76.8)
Master
8 (11.6)
PhD
2 (2.9)
Job Title
Management
11 (15.9)
Operation and Field
30 (43.5)
Finance and Accounting
7 (10.1)
Administration and secretary
16 (23.2)
Professionals and technical
5 (7.2)
Years of service within the current organization
from 2 to less than 4 years
35 (50.7)
from 4 to less than 8 years
19 (27.5)
from 8 to less than 12
12 (17.4)
15 years and more
3 (4.3)
Years of service with your current manager
from 1 to less than 2 years
8 (11.6)
from 2 to less than 4 year
46 (66.7)
from 4 to less than 8 years
9 (13.0)
from 8 to less than 15 years
5 (7.2)
15 years and more
1 (1.4)
Years of Experience in general
from 2 to less than 4 years
14 (20.3)
from 4 to less than 8 years
29 (42.0)
from 8 to less than 12 years
16 (23.2)
from 12 to less than 15 years
4 (5.8)
15 years and more
6 (8.7)

14 (26.9)
34 (65.4)
4 (7.7)
-

31 (25.6)
68 (56.2)
16 (13.2)
6 (5.0)

44 (84.6)
8 (15.4)

104 (86.0)
17 (14.0)

3 (5.8)
42 (80.8)
7 (13.5)
-

4 (3.3)
5 (4.1)
95 (78.5)
15 (12.4)
2 (1.7)

3 (5.8)
28 (53.8)
1 (1.9)
18 (34.6)
2 (3.8)

14 (11.6)
58 (47.9)
8 (6.6)
34 (28.1)
7 (5.8)

27 (51.9)
20 (38.5)
5 (9.6)
-

62 (51.2)
39 (32.2)
17 (14.0)
3 (2.5)

13 (25.0)
24 (46.2)
12 (23.1)
3 (5.8)
-

21 (17.4)
70 (57.9)
21 (17.4)
8 (6.6)
1 (0.8)

15 (28.8)
20 (38.5)
16 (30.8)
1 (1.9)

29 (24.0)
49 (40.5)
32 (26.4)
4 (3.3)
7 (5.8)

Age
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5.1.1 Gender
Table (5.1) shows that about 57% of the respondents were male, while about 43% were
female. It is worth noting that the distribution of percentage between male and female
corresponds to the NGOs 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 that 25.6% of the sample age is "less than 30 years", 56.2% of the sample
age is "from 30 to less than 40 years", 13.2% of the sample age is "from 40 to less than 50
years", 5.0% of the sample age is " 50 years and above ".
The age group less than 40 years constitutes 81.8% of the sample, which reinforce 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 institutions operating
in the Gaza Strip have the workforce in production 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 (5.1) reveals that 86% of the sample were “married”, followed by “single”
with 14%. This indicates that the majority of respondents have a relative stability in their
personal life and their engagement with international NGOs made them able to establish and
raise families in terms of financial resources.
5.1.4 Education Level
Table (5.1) illustrates that 3.3% of the survey respondents are holding only "secondary school”
certificate, 4.1% of the survey respondents are holding "Diploma", 78.5% of the survey
respondents are holding "Bachelor Degree", 12.4% of the survey respondents are holding
"Master Degree", and finally 1.7% of the survey respondents are holding "PhD". It is clear that
the majority of the sample has a bachelor’s degree; this indicates that NGOs are recruiting
educated employees. In addition that some of the sample have at least a master’s degree; this
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 that 11.6% of the survey respondents are holding management positions,
47.9% of the respondents are working in the operations and field, 6.6% of the respondents are
working in finance departments, 28.1% of the respondents are working in administrative and
support jobs, and 5.8% of the respondents are working as professionals and technical. The
majority of the sample is an operational and field staff such as project coordinators, field
monitors, field assistants and social workers. This is consistent with sample age distribution as
field and operation work suit employees aged less than 40.
5.1.6 Years of service in the current organisation
Table (5.1) show that 51.2 % of the respondents have "less than 4 years" of service in the
organisation, 32.2% of the respondents have "from 4 to less than 8 years" of service, 14.1% of
the respondents have from “8 to less than 12 years" of service, and 2.5% of the respondents
have "15 and above" years of service with the current organisation. It can be seen that more
half of the sample has less than “4 years of service with the current organisations” which
means that the majority of the sample used to work on short project period that characterize
the projects operated by international agencies.
5.1.7 Years of service with the current manager
Table (5.1) show that 17.4 % of the respondents have "less than 2 years" of service with the
current manager, 57.9% of the respondents have "from 2 to less than 4 years", 17.4% of the
respondents have from “4 to less than 8 years", 6.6% of the respondents have "from 8 to less
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 (5.1) show that 24.0 % of the respondents have "less than 4 years" of experience in
general, 40.5% of the respondents have "from 4 to less than 8 years" of service, 26.4% of the
respondents have from “8 to less than 12 years" of service, 3.3% of the respondents have
"from 12 to less than 15" years of service, and 5.8% of the respondents have "15 and above"
years of experience. It can be seen that the majority of the sample have medium period of
experience that suit field jobs such as coordinators and field monitors.
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Section Two: Statistical Analysis of the study Variables
This section is designed to verify the nature and mean of managerial coaching behaviours and
organisational commitment, to identify the relationship between the study variables, and
analyse their trend and strength, in light of the previous studies. A “1- Sample K-S Test” was
used to identify whether or not the data follows normal distribution. This assessment was
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 (5.2) One- Sample K-S Test
Dimensions

S/N

No. of
Items
9

Statistic
(Z)
1.146

0.145

Sig.

1.

Open Communication

2.

Team Approach

8

1.219

0.102

3.

Value People over Task

6

1.154

0.139

4.

Ambiguity Acceptance

7

0.861

0.449

5.

Facilitation of Employee Development

11

1.072

0.200

6.

Organisational Commitment

15

1.159

0.136

56

0.787

0.566

Total

Test results, as shown in table (5.2), clarifies that the calculated p-value is greater than the
significant level which is equal 0.05 (p-value > 0.05), this in turn denotes that data follows
normal distribution, and so parametric tests must be used.
5.2.1 Managerial Coaching
To answer the study first question “To what extent are managers in international
development agencies in Gaza strip using coaching to support and develop their
employees?”, managerial coaching is studied, assessed and analysed using five behaviours;
open communication, team approach, value people over task, ambiguity acceptance and
facilitation of employee development.
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5.2.1.1 Open Communication
Open communication is one of the significant factors leading to actual coaching process in
much of the literature where an open exchange of thoughts, feelings, and information, as a
way to develop the interpersonal connection, is necessary to influence others. Nine paragraphs
were used to assess opinion of the respondent towards this construct and one sample t-test was
used to analyse data; table (5.3) shows the results.
Table (5.3) Open Communication Behaviour
S/N

Items

M

When I share my feelings with my
manager, my manager appears to be
comfortable.
In difficult work situations, my manager
is open with his/her opinion.
In conversations with me, my manager
shares his/her views openly.
When communication with me, my
manager openly shares his/her personal
values.
When a situation needs my manager’s
experiences, he/she willingly discusses
them with me, including the mistakes.
In facing new problems, my manager
would rather listen to my opinion first.
In conversations with me, my manager
tends to ask questions to verify what I
say.
When I talk to my manager, he/she
seldom interrupts, ensuring that I get a
full chance to share my views.
When I work with my manager, he/she
discusses his/her expectations with me.

1.
2.
3.
4.

5.
6.
7.

8.
9.

Total Degree

R
(%)

SD

T

Sig.

Ra

3.45

57.58 1.17

-0.43

0.670

9

4.18

69.70 1.15

6.50*

0.000

5

3.87

64.46 1.22

3.30*

0.001

8

4.40

73.42 1.03

9.67*

0.000

2

4.26

71.07 1.15

7.34*

0.000

4

3.98

66.39 1.24

4.30*

0.000

7

4.30

71.63 1.17

7.47*

0.000

3

4.07

67.91 1.24

5.10*

0.000

6

4.41

73.55 1.16

8.66*

0.000

1

4.10

68.41 0.96

6.95*

0.000

*Indicates to significant Diff between the Mean value and the scale mid-point value at 5% level. M = “Mean”,
R = “Relative weight”, SD = “Standard Deviation”, T = “T-test value”, Ra = “Rank of Items”.

Reviewing table (5.3) revealed the following:


Item No. (9) recorded the highest mean which equals to 4.41 with mean weighted
73.55% and the p-value equals "0.000" which is less than 0.05, meaning survey
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respondents agreed that when they work with their managers, the managers discuss
what the employee expected to do and what the results could be. Recording the highest
mean may denoted to managers’ realization to the importance of effective and open
exchange of information with employees. Managers may also realized that increased
productivity and the effectiveness to reach outcomes is contingent with openness,
clarification, and discussion with employees, in addition to employees’ understanding
to tasks and how these tasks could be performed.


Item No. (1) comes as the last and recorded the lowest mean which equals 3.45 with
mean weighted 57.58%, and the p-value equals "0.670" which is greater than 0.05,
meaning survey respondents could not conceptualize a clear view on this paragraph.



The results for all items of the field, in general, show that the average mean equals to
4.10 with mean weighted 68.41% which is greater than "60%". The value of t-test
equals to 6.95 which is also greater than the critical value, equaling 1.98, and the pvalue equaling 0.000 which is less than 0.05, significant at level α = 0.05, which means
that the local staff of the international development agencies agreed and perceive their
respective supervisors to be practicing open communication behavior in moderate
level.

The findings for this dimension are consistent with (Fan, 2010) and (Park, 2007); both
revealed that employee perceive their respective supervisors to be practicing “open
communication” behaviour. For (Fan, 2010), open communication is considered one of the job
resources that help employees to clarify what could be improved in goal achievement and
build mutual trust that creates a safe environment for employees to perform extra tasks. For
(Park, 2007), open communication is one of the key factors of effective coaching that leads to
cultivation a culture of open exchange and helps to develop interpersonal rapport with
employees. It is noted that the average mean for this study is less than (Fan, 2010) with mean
weight 74% and (Park, 2007) with mean weight 71.7% and this little difference in favour with
(Fan, 2010) and (Park 2007) may be referred to differences in culture and work environment
which encourage open communication between managers and their subordinates on the work
level and personal level.
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5.2.1.2 Team Approach
Team approach is another key factor in coaching process where managers treat their
employees as partners rather than try to control them. Managers need to be facilitators of
teamwork, respecting employees’ ideas and making better decisions through discussion. This
applies not only for one-on-one situations, but also in team situations. Eight paragraphs were
used to assess opinion of the respondent towards this construct and one sample t-test was used
to analyse data; table (5.4) shows the results.
Table (5.4) Team Approach Behaviour
S/N

1.
2.
3.

4.
5.
6.
7.
8.

Items
When there is a work-related project,
my manager usually assigns team
tasks.
My manager would rather work with
others to complete his tasks.
As part of a workplace group, my
manager prefers to work based on
group agreement.
When a decision is to be made, my
manager prefers to participate with
others to determine the outcome.
To achieve performance goals, my
manager seeks input from others.
When analysing a problem, my
manager tends to rely on group ideas.
In a team setting, my manager wants
all team members to be recognized.
My manager generally emphasizes
creating a partnership among all team
members.
Total Degree

M

R (%)

SD

T

Sig.

Ra

5.35

89.12

0.81

24.98*

0.000

1

4.41

73.55

1.22

8.22*

0.000

6

5.25

87.47

0.83

23.18*

0.000

2

5.22

87.05

0.95

19.89*

0.000

3

4.55

75.90

1.03

11.23*

0.000

5

4.31

71.90

1.22

7.31*

0.000

7

3.51

58.54

1.77

0.08

0.939

8

4.64

77.27

1.46

8.56*

0.000

4

4.66

77.60

0.66

19.28*

0.000

*Indicates to significant Diff between the Mean value and the scale mid-point value at 5% level. M = “Mean”,
R = “Relative weight”, SD = “Standard Deviation”, T = “T-test value”, Ra = “Rank of Items”.

Reviewing table (5.4) revealed the following:


Item No. (1) recorded the highest mean which equals 5.35 with mean weighted 89.12%
and the p-value equals "0.000" which is less than 0.05, meaning survey respondents
agreed that when there is a work-related project, the managers usually assigns team
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tasks. Recording the highest mean may be related to task performance styles in the
NGOs sector which characterised by teamwork, consensus, and participation.


Item No. (7) recorded the lowest mean which equals 3.51 with mean weighted 58.54%,
and the p-value equals "0.939" which is greater than 0.05, meaning survey respondents
could not conceptualize a clear view on this paragraph.



The results for all items of the field, in general, show that the average mean equals to
4.66 and the weighted mean equals to 77.6% which is greater than "60%". The value of
t-test equals to 19.28 which is also greater than the critical value, equaling 1.98, and
the p-value equals 0.000 which is less than 0.05, significant at level α = 0.05, which
means that the local staff of the international development agencies agreed and
perceive their respective supervisors to be fostering team approach in high level.

The findings for this dimension are consistent with (Fan, 2010) and (Park, 2007) both revealed
that employee perceive their supervisors to be fostering team approach. (Fan, 2010) found that
decision makers allow employees to feel a sense of significance by engaging them in decision
making, and (Park, 2007) found that respect employees’ ideas and make decisions together
will empower employees and make them are likely to learn more. The total mean for “team
approach” behaviour in (Fan, 2010) was 4.01 with mean weighted 66.8% while (Park. 2007)
”team approach” behaviour mean was 3.7 with mean weighted 61.7%. The findings revealed a
difference in the level of team approach behaviour practiced in favour for this study, 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 collective efforts from all team players.

5.2.1.3 Value People over Task
Coaching process needs managers to consider both people’s needs and performing tasks
needs. The person-oriented approach emphasizes the acknowledgement of individuals’ needs
and their application to tasks. Six paragraphs were used to assess opinion of the respondent
towards this construct and one sample t-test was used to analyse data; table (5.5) shows the
results.
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Table (5.5) Value People over Task Behaviour
S/N

Items
In decision-making, my manager
emphasizes individual concerns over
logic.
In discussions with me, my manager
focuses on my individual needs.
When facilitating business meetings,
my manager leaves time for relationship
building.
In facing conflict between individual
needs and tasks, my manager puts
priority on meeting people’s needs.
When managing team projects, my
manager tends to emphasizes people’s
needs.
In daily work, my manager considers
people’s needs outside the workplace.

1.
2.
3.

4.

5.
6.

Total Degree

M

R
(%)

SD

T

Sig.

Ra

3.60

60.06

1.27

0.90

0.372

4

3.71

61.85

1.47

1.58

0.117

3

4.09

68.18

1.30

4.99*

0.000

1

3.51

58.54

1.32

0.10

0.918

5

3.78

62.95

1.19

2.55*

0.012

2

3.27

54.55

1.14

-2.19*

0.030

6

3.66

61.02

0.99

1.79

0.076

*Indicates to significant Diff between the Mean value and the scale mid-point value at 5% level. M = “Mean”,
R = “Relative weight”, SD = “Standard Deviation”, T = “T-test value”, Ra = “Rank of Items”.

Reviewing table (5.5) revealed the following:


Item No. (3) recorded the highest mean which equals 4.09 with mean weighted 68.18%
and the p-value 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 meetings. Recording the highest mean may be referred to the culture where
the staff work and socialization is considered one of the characteristics among
employees in the same department.



Item No. (6) recorded the lowest mean equals 3.27 with mean weighted 54.55%, the pvalue equals "0.030" which is less than 0.05, and the t-sign is negative meaning
respondents disagreed that managers consider employees’ needs outside the workplace.



The results for all items of the field, in general, show that the average mean equals to
3.66 and the weighted mean equals to 61.02% which is greater than "60%". The value
of t-test equals to 1.79 which is less than the critical value, equaling 1.98, and the pvalue equals 0.076 which is greater than 0.05, non-significant at level α = 0.05,
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meaning that local staff of international development agencies could not conceptualize
a clear view on this dimension. This result suggests that international agencies’ staff
didn’t perceive their supervisors as considering their needs as well as work needs.
The findings of this dimension are consistent with (Fan, 2010) found that the total mean was
2.47 with mean weighted 41.7%, not significant, and (Park, 2007) found that the total mean
was 2.87 with mean weighted 47.8%, significant, meaning that employee perceive their
respective supervisors to be providing very low level of “valuing people over task” behavior.

5.2.1.4 Ambiguity Acceptance
Ambiguity acceptance is related to managers’ behaviour of openness to new ideas and
exploration of multiple solutions when working with their employees. Seven paragraphs were
used to assess opinion of the respondent towards this construct and one sample t-test was used
to analyse data; table (5.6) shows the results.
Table (5.6) Ambiguity Acceptance Behaviour
S/N

1.
2.
3.
4.
5.
6.

7.

Items
My manager views differences of opinion
as constructive
When I am making career decisions, my
manager stresses risk-taking
When my manager seeks solutions to
problems, he/she tends to try new
solutions
My manager finds disagreement in the
workplace exhilarating
When working with others, my manager
seeks many feasible answers
When dealing with a work problem, my
manager wants to explore several
alternatives.
In resolving a workplace issue, my
manager tends to (tolerate open-ended
solutions
Total Degree

M

R
(%)

SD

T

Sig.

Ra

3.46

57.71

1.23

-0.33

0.740

6

3.83

63.91

1.38

2.67*

0.009

3

4.14

69.01

1.29

5.48*

0.000

2

3.52

58.68

1.30

0.17

0.862

5

3.83

63.77

1.17

3.08*

0.003

4

3.30

54.96

1.11

-2.01* 0.047

7

4.40

73.28

1.03

9.59*

0.000

1

3.78

63.05

0.92

3.38*

0.001

*Indicates to significant Diff between the Mean value and the scale mid-point value at 5% level. M = “Mean”,
R = “Relative weight”, SD = “Standard Deviation”, T = “T-test value”, Ra = “Rank of Items”.

102

Reviewing table (5.6) revealed the following:


Item No. (7) recorded the highest mean which equals 4.40 with mean weighted 73.28%
and the p-value equals "0.000" which is less than 0.05, meaning survey respondents
agreed that their managers tolerate open-ended solutions when resolving work issues.
Recording the highest score may be referred to managers’ tendency to engage their
subordinates in problem solving process and transparency which characterize
international NGOs work.



Item No. (6) ranked as a the last with lowest mean equals 3.30 with mean weighted
54.96%, the p-value equals "0.047" which is less than 0.05, and the t-sign is negative
meaning survey respondents disagreed that their managers explore several alternatives
for work problems.



The results for all items of the field, in general, show that the average mean equals to
3.78 and the weighted mean equals to 63.05% which is greater than "60%". The value
of t-test equals to 3.38 which is also greater than the critical value, equaling 1.98, and
the p-value equaling 0.001 which is less than 0.05, significant at level α = 0.05, which
means that the staff agreed and perceive their respective supervisors are open to new
ideas and explore multiple solutions when working with their employees in moderate
level.

The average mean for this dimension in this study is consistent with (Fan, 2010) and (Park,
2007); both revealed that employee perceive their respective supervisors to be providing
moderate level of “ambiguity acceptance” behaviour. The total mean for “ambiguity
acceptance” behaviour in (Fan, 2010) was 3.7 with mean weight 61.7% while (Park. 2007)
behaviour mean was 3.45 with mean weight 57.5%.

5.2.1.5 Facilitation of Employee Development
Facilitate employees development is one of the main skills in coaching process where
managers equip their employees with tools and knowledge to facilitate their development.
Eleven paragraphs were used to assess opinion of the respondent towards this construct and
one sample t-test was used to analyse data; table (5.7) shows the results.
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Table (5.7) Facilitation of Employee Development
S/N

Items

When I discuss problems with my
manager, he/she encourages me to
explore solutions
My manager encourages me to develop
2.
new skills
My manager appears to view learning
3. and development as one of his/her major
responsibilities
When I want to get input from my
4.
manager, he/she asks questions
In order to improve my performance, my
5.
manager serves as a role model
My manager helps me see the big picture
6.
of the organization
In conducting performance appraisals,
7. my manager encourages me to give
suggestions for improving my work
My
manager
actively
provides
8. opportunities for me to take more
responsibility
My manager often assigns challenging
9. work for me to stretch beyond what I
have been doing.
To improve work performance, my
10.
manager constantly provides feedback
When I face challenges, my manager
11. usually offers to provide me with
resources
Total Degree
1.

M

R
(%)

SD

T

Sig.

Ra

3.47

57.85

1.27

-0.25

0.802

10

3.69

61.43

1.51

1.36

0.177

6

4.12

68.67

1.36

5.05*

0.000

3

3.51

58.50

1.37

0.09

0.921

8

3.80

63.33

1.18

2.81*

0.006

4

3.23

53.86

1.15

-2.58*

0.011

11

3.68

61.29

1.52

1.29

0.200

7

4.13

68.87

1.35

5.14*

0.000

2

3.50

58.26

1.37

-0.03

0.974

9

3.79

63.09

1.21

2.60*

0.010

5

4.22

70.39

1.37

5.81*

0.000

1

3.74

62.28

1.03

2.53*

0.011

*Indicates to significant Diff between the Mean value and the scale mid-point value at 5% level. M = “Mean”,
R = “Relative weight”, SD = “Standard Deviation”, T = “T-test value”, Ra = “Rank of Items”.

Reviewing table (5.7) revealed the following:


Item No. (11) recorded the highest mean which equals 4.22 with mean weighted
70.39% and the p-value equals "0.000" which is less than 0.05, meaning survey
respondents agreed that their managers usually offer to provide employees with
resources when they face challenges. Recording the highest mean may be referred to
NGOs emphasis investment in employees’ development and growth and this
responsibility was assumed to direct supervisors. The fact that supervisors are
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accountable for achieving results makes them more likely to provide help, support and
resources for employees un challenging situations.


Item No. (6) ranked as a the last with the lowest mean equals 3.23 with mean weighted
53.86%, the p-value equals "0.011" which is less than 0.05, and the t-sign is negative
meaning survey respondents disagreed that their managers help employees to see the
big picture of the organization.



The results for all items of the field, in general, show that the average mean equals to
3.74 and the weighted mean equals to 62.28% which is greater than "60%". The value
of t-test equals to 2.53 which is also greater than the critical value, equaling 1.98, and
the p-value equaling 0.011 which is less than 0.05, significant at level α = 0.05, which
means that the local staff of the international development agencies perceive their
respective supervisors are facilitating employees’ development in moderate level. This
referred to NGOs work environment where managers are encouraged to providing
resources, giving feedback, setting goals, and utilizing examples, scenarios, role playing,
and questioning for employees to think through.

The findings of this dimension are consistent with (Fan, 2010) and (Park, 2007); both revealed
that managers are encouraging employees to go beyond what has already been achieved. The
total mean for “facilitate development” behaviour in (Fan, 2010) was 3.63 with mean weight
60.5% while (Park. 2007) mean was 3.68 with mean weight 61.3%. Table (5.8) below
summarizes the mean weights for this study compared with (Fan, 2010) and (Park. 2007).
Table (5.8) Comparison between the mean weights of managerial coaching behaviours
Managerial Coaching
Behaviours

Fan, 2010

Park, 2007

Current Study

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 of Development

60.5%

61.3%.

62.3%
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5.2.1.6 Overall Managerial coaching Behaviours
Figure (5.1) provide visual illustration of the five behaviours of managerial coaching, together
with an overall view of the perceived Managerial coaching.

Figure (5.1) Managerial coaching Behaviours as Perceived by local staff of the
International Development Agencies in Gaza Strip
(Source, Conceptualized by the researcher, 2014)
Analysing figure (5.1), the research concluded that local staff of international development
agencies perceived their supervisors as having high level of “team approach”, moderate level
of “open communication”, “ambiguity acceptance”, and “facilitation of development”
behaviours. The respondents could not conceptualize a view regarding “value people”
behaviour.
The overall mean of the five constructs that form the managerial coaching was greater than
60%; Managers’ behaviour of open communication was exercised by 68.4%, team approach
was 77.6%, value people over task was 61%, ambiguity acceptance was 63% and facilitation
of development was exercised by 62.3% as perceived by their subordinates.
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Table (5.9) Overall managerial coaching behaviour
Dimensions
Team Approach
Open Communication
Ambiguity Acceptance
Facilitation of Development
Value People
Managerial coaching

M
4.66
4.10
3.78
3.74
3.66
3.99

R(%)
77.60
68.41
63.05
62.28
61.02
66.56

SD
0.66
0.96
0.92
1.03
0.99
0.81

T
19.28*
6.95*
3.38*
2.53*
1.79
6.71*

Sig.
.000
.000
.001
.011
.076
.000

Ra
1
2
3
4
5

*Indicates to significant Diff between the Mean value and the scale mid-point value at 5% level. M = “Mean”,
R = “Relative weight”, SD = “Standard Deviation”, T = “T-test value”, Ra = “Rank of Items”.

The results shown in table (5.9) reveal that while respondents perceive their managers
providing four of coaching behaviours with levels ranged between high and low, respondents
could neither conceptualize their view on the “value people behaviour”, nor perceived their
supervisors, as supportive, caring, person-oriented or considering people’s needs.
The overall managerial coaching behaviour mean equals 3.99, and the weighted mean equals
to 66.56% which is greater than "60%". The value of t-test equals to 6.71 which is also greater
than the critical value, equaling 1.98, and the p-value equaling 0.000 which is less than 0.05,
significant at level α=0.05, meaning that local staff of the international development agencies
perceive their respective supervisors to be providing moderate level of managerial coaching.
The findings of this study are different from (Ajjour, 2012) which found Palestinian NGOs do
not use coaching as an effective tool in developing employee's skills, (Batosn, 2012) which
found that the managerial coaching mean equals to 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 the managerial coaching mean equals to
3.35 with mean weight 55.8%, which suggest that employees perceive their respective
supervisors to be providing low coaching behavior, (Elliner, 2003) which found that the
managerial coaching mean equals to 3.75 with mean weight 53.5%, which suggest that
employees perceive their respective supervisors to be providing low coaching behavior, (Har,
2008) which found that the managerial coaching mean equals to 123.42 with mean weight
50.8%, suggesting that employees perceive their respective supervisors to be providing low
coaching behavior, (Kim, 2010) which found that the managerial coaching mean equals to 5.3
with mean weight 75.7%, which suggest that employees perceive their respective supervisors
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to be providing high level of coaching behavior, and (Park et al., 2008b) which found that the
managerial coaching mean equals to 3.58 with mean weight 59.7%, which suggest that
employees perceive their respective supervisors to be providing low coaching behavior.
The findings, to some extent, are consisted with (Fan, 2010) which found that the managerial
coaching mean equals to 3.65 with mean weight 60.1%, suggesting that employees perceive
their supervisors providing moderate level of coaching behavior, and (Park 2007) which found
that the managerial coaching mean equals to 3.6 with mean weight 60%, suggesting that
employees perceive their respective supervisors to be providing moderate coaching behavior.
The level of coaching behaviour perceived by international development agencies staff is less
than that found in (Ajjour, 2012), (Batosn, 2012) and (Kim, 2010), equals to that found in
(Fan, 2010) and (Park, 2007), and more than the managerial coaching perceived by employees
in (Ellinger, 2003), (Chang, 2011), (Har, 2008) and (Park et al., 2008b). Table (5.10) below
summarizes the mean weight results for this study compared with others that studied
managerial coaching and mentioned above.
Table (5.10) Comparison between the mean weights of overall 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 the study second question “What is the level of organisational commitment of
local staff of international development agencies working in Gaza Strip?”, the researcher
examined organisational commitment concept as proposed by Porter and his colleagues (1974)
model. Fifteen paragraphs were used to assess local staff's identification with and involvement
in their agencies and one sample t-test was used to analyse data; table (5.11) shows the results.
Table (5.11) Organisational Commitment
S/N

Items

M

I am willing to put in a great deal of effort
beyond that normally expected in order to
help my organization be successful.
I talk up my organization to my friends as
2.
a great organization to work for.
I feel very little loyalty to this
3.
organisation.
I would accept almost any type of job
4. assignment in order to keep working for
this organization.
I find that my values and the
5.
organization’s values are very similar.
I am proud to tell others that I am part of
6.
this organization.
I could just as well be working for a
7. different organisation as long as the type
of work was similar.
This organization really inspires the very
8.
best in me in the way of job performance.
It would take very little change in my
9. present circumstances to cause me to
leave this organisation.
I am extremely glad that I chose this
10. organization to work for, over others I
was considering at the time I joined.
1.

R
(%)

SD

T

Sig.

Ra

4.97

82.78 1.04 15.51* 0.000

5

4.80

80.03 0.82 17.40* 0.000

8

5.01

83.47 1.07 15.53* 0.000

4

4.64

77.27 1.23 10.15* 0.000

10

4.77

79.48 0.96 14.48* 0.000

9

5.15

85.81 0.93 19.55* 0.000

2

4.06

67.63 1.31

4.68*

0.000

15

4.60

76.58 1.25

9.65*

0.000

11

4.31

71.76 1.27

6.98*

0.000

13

4.89

81.54 1.04 14.74* 0.000

7

4.34

72.31 1.26

7.35*

0.000

12

4.29

71.49 1.23

7.03*

0.000

14

There is not much to be gained by sticking

11.

with this organisation indefinitely.
Often, I find difficult to agree with this

12. organisation’s policies on important matters
relating to its employees.
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Table (5.11) Continued
I really care about the fate of this
organization.
For me this is the best of all possible
14.
organizations for which to work.
Deciding to work for this organisation
15.
was a definite mistake.
Total Degree
13.

5.20

86.64 0.93 20.14* 0.000

1

4.90

81.68 1.00 15.36* 0.000

6

5.08

84.71 0.82 21.17* 0.000

3

4.73

78.88 0.72 18.89* 0.000

*Indicates to significant Diff between the Mean value and the scale mid-point value at 5% level. M = “Mean”,
R = “Relative weight”, SD = “Standard Deviation”, T = “T-test value”, Ra = “Rank of Items”.

Reviewing table (5.11) revealed the following:


Item No. (13) recorded the highest mean which equals 5.20 with mean weighted
86.64% and the p-value equals "0.000" which is less than 0.05, meaning survey
respondents agreed that they really care about the fate of their organisations. Recording
the highest mean referred to employees’ realization that their job security is linked
with the fate of their organisations.



Item No. (7) ranked as the last with the lowest mean equals 4.06 with mean weighted
67.63% and the p-value equals "0.000" which is less than 0.05, meaning survey
respondents agreed that they could not be working for different organisation even the
type of work was similar.

In general the results for all items of the field show that the average mean equals to 4.73 and
the weighted mean equals to 78.88% which is greater than "60%". The value of t-test equals to
18.89 which is also greater than the critical value, equaling 1.98, and the p-value equals 0.000
which is less than 0.05, significant at level α=0.05, which means that the local staff of the
international development agencies have good level of organisational commitment. The
accepted level of organisational commitment may refer to high rate of unemployment in Gaza
Strip especially among graduates which makes employees sticking to their organisations. The
findings may relate also to other benefits associated from engagement with International
agencies such as compensations.
The average mean for this variable in this study is different from (Al-dhuwaihi, 2013), which
found that the organisational commitment was significantly and employees of banking system
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in Saudi Arabia have moderate level of organisational commitment. The findings also
consistent with (Abu-Nada, 2007; Al-Fahdawi & Al-Al-Qatawnah, 2004; Al-Ahmadi, 2004;
Chang, 2011; Kim, 2010; Park, 2007; Park et al., 2008; Saqer, 2009) which all found
organisational commitment is significant.
The average mean for this variable is different from (Al-dhuwaihi, 2013), which found that the
organisational commitment mean weight 63.8%, (Chang, 2011) with mean weight 62.4%,
(Har, 2008) with mean weight 46.6%, and (Saqer, 2009) with mean weight 60%.
The average mean for this variable in this study, to some extent, close to (Kim, 2010) which
found that the organisational commitment mean weight 70.9%, (Park, 2007) with mean weight
80%, and (Park et al., 2008) which found that the organisational commitment mean weight
81.4%, suggesting that employees have great level of organisational commitment. Table (5.12)
below summarizes the mean weight results for this study compared with others that studied
organisational commitment and mentioned above.
Table (5.12) Comparison between the mean weights of organisational commitment
Study

Mean Weight

Current Study

78.88%

Al-dhuwaihi, 2013

63.80%,

Chang, 2011

62.40%,

Kim, 2010

70.90%,

Saqer, 2009

60.0%

Har, 2008

46.6%,

Park et al., 2008

81.40%,

Park, 2007

80.00%
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Section Three: Hypothesis Testing
In order to test the first main hypothesis “Managerial coaching has a significant effect on
organisational commitment”, the researcher tested the five sub-hypotheses derived from the
main one using simple liner regression.
The researcher divided this section into seven divisions. The first five divisions tested the
effect of managerial coaching behaviours on organisational commitment, the sixth one studied
the effect of overall managerial coaching on organisational commitment, generally; and the
last one examined the difference, if any, among the respondents’ inputs due to their
demographic characteristics.
5.3.1 Open Communication and Organisational Commitment.
H1.1: Open communication has a statistical significant positive effect on organisational
commitment at level α = 0.05.
Table (5.13): Regression for Open Communication and Organizational Commitment

Open
Communication

Bo

B1

R

Rsquare

F

T

Sig.

3.19*

0.37*

0.498

0.25

39.31

6.27

0.000

To test the first sub-hypothesis, the researcher performed simple linear regression to determine
if the independent variable, open communication, has an effect on the dependent variable,
organisational commitment, and can accurately predict it. The results shown in table (5.13)
illustrates that the p-value is 0.000 which is less than 0.05, the value of Pearson correlation (R)
is 0.498, meaning that there is a moderate positive relationship between open communication
and organisational commitment. The R-square value was 0.25 which suggests that open
communication has a positive effect on organisational commitment and approximately 25% of
the variance of organizational commitment is accounted by the model, in this case, for open
communication. Proving this hypothesis revealed the importance of open communication
between managers and their subordinates in fostering their organisational commitment.
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5.3.2 Team Approach and Organisational Commitment.
H1.2: Fostering team work has a statistical significant positive effect on organisational
commitment at level α = 0.05.
Table (5.14): Regression for Team Approach and Organisational Commitment

Team Approach

Bo

B1

R

0.99*

0.80*

0.737

Rsquare
0.54

F

t

Sig.

141.6

11.90

0.000

To test the second sub-hypothesis, the researcher performed simple linear regression to
determine if the independent variable, team approach, has an effect on the dependent variable,
organisational commitment, and can accurately predict it. The results shown in table (5.14)
illustrates that the p-value is 0.000 which is less than 0.05, the value of Pearson correlation (R)
is 0.737, meaning that there is a strong positive relationship between team approach and
organisational commitment. The R-square value was 0.54 which suggests that team approach
has a positive effect on organisational commitment and approximately 54% of the variance of
organizational commitment is accounted by the model, in this case, for team approach.
Proving this hypothesis revealed the importance of fostering team work and it is a crucial
factor with high impact on fostering the employees’ organisational commitment.
5.3.3 Value People and Organisational Commitment.
H1.3: Valuing people over task has a statistical significant positive effect on organisational
commitment at level α = 0.05.
Table (5.15): Regression for Value People and Organisational Commitment

Value people

Bo

B1

R

4.08*

0.18*

0.246

Rsquare
0.06

F

t

Sig.

7.68

2.77

0.006

To test the third sub-hypothesis, the researcher performed simple linear regression to
determine if the independent variable, value people over task, has an effect on the dependent
variable, organisational commitment, and can accurately predict it. The results shown in table
(5.15) illustrates that the p-value is 0.006 which is less than 0.05, the value of Pearson
correlation (R) is 0.246, that means there is a weak positive relationship between value people
and organisational commitment. The R-square value was 0.06 which suggest that valuing
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people over task has a positive effect on organisational commitment and approximately 6% of
the variance of organizational commitment is accounted by the model, in this case, for value
people over task. Proving this hypothesis indicates that staff of international agencies view the
consideration of their 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 Acceptance and Organisational Commitment.
H1.4: Ambiguity acceptance has a statistical significant positive effect on organisational
commitment at level α = 0.05.
Table (5.16): Regression for Ambiguity Acceptance and Organisational Commitment

Ambiguity
Acceptance

Bo

B1

R

Rsquare

F

t

Sig.

3.72*

0.27*

0.345

0.12

16.10

4.01

0.000

To test the fourth sub-hypothesis, the researcher performed simple linear regression to
determine if the independent variable, ambiguity acceptance, has an effect on the dependent
variable, organisational commitment, and can accurately predict it. The results shown in table
(5.16) illustrates that the p-value is 0.000 which is less than 0.05, the value of Pearson
correlation (R) is 0.345, that means there is a weak positive relationship between ambiguity
acceptance and organisational commitment. The R-square value was 0.12 which suggests that
ambiguity acceptance has a positive effect on organisational commitment and approximately
12% of the variance of organizational commitment is accounted by the model, in this case, for
ambiguity acceptance. Proving this hypothesis indicates that staff of international agencies
view the managers’ openness and his acceptance to different opinions one of the factors that
strengthen their organisational commitment but this factors is not crucial or on high degree of
importance.
5.3.5 Facilitation of Employees Development and Organisational Commitment.
H1.5: Facilitation of employee’s development has a statistical significant positive effect on
organisational commitment at level α = 0.05.
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Table (5.17): Regression for Facilitation of Development and Organisational
Commitment

Facilitation of
Development

Bo

B1

R

Rsquare

F

t

Sig.

3.78*

0.26*

0.368

0.14

18.60

4.31

0.000

To test the fifth sub-hypothesis, the researcher performed simple linear regression to
determine if the independent variable, facilitation of development, has an effect on the
dependent variable, organisational commitment, and can accurately predict it. The results
shown in table (5.17) illustrates that the p-value is 0.000 which is less than 0.05, the value of
Pearson correlation (R) is 0.368, that means there is a weak positive relationship between
facilitate employee development and organisational commitment. The value of R-square was
0.14 which suggest that facilitation of employee’s development has a positive effect on
organisational commitment and approximately 14% of the variance of organizational
commitment is accounted by the model, in this case, for facilitation of employee’s
development. Proving this hypothesis indicates that staff of international agencies view their
managers’ caring about their learning and development one of the factors that strengthen their
organisational commitment but this factor is not crucial or on high degree of importance.
Table (5.18): Summary of Regression for Coaching Dimensions

Team Approach
Open Communication
Facilitate Development
Ambiguity Acceptance
Value people

Bo

B1

R-square

F

t

Sig.

0.99*
3.19*
3.78*
3.72*
4.08*

0.80*
0.37*
0.26*
0.27*
0.18*

0.54
0.25
0.14
0.12
0.06

141.6
39.31
18.60
16.10
7.68

11.90
6.27
4.31
4.01
2.77

0.000
0.000
0.000
0.000
0.006

The results shown in table (5.18) revealed that the “team approach” dimension has the
strongest influence on organisational commitment while “value people” dimension has the
least influence amongst managerial coaching dimensions.
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5.3.6 Overall Managerial Coaching and Organisational Commitment
H1: Managerial coaching has a statistical significant positive effect on organisational
commitment at level α = 0.05.
Table (5.19): Regression for Managerial Coaching and Organisational Commitment

Managerial
coaching

Bo

B1

R

Rsquare

F

T

Sig.

3.03*

0.43*

0.483

0.23

36.15

6.01

0.000

To test the first main hypotheses “Managerial coaching has a statistical significant positive
effect on organisational commitment at level α = 0.05”, the researcher performed simple linear
regression to determine if the independent variable, managerial coaching, has an impact on the
dependent variable, organisational commitment, and can accurately predict it.
The results shown in table (5.19) illustrate that the p-value equal 0.000 which is less than 0.05,
and the value of Pearson correlation (R) is 0.483. This means that there is a moderate positive
relationship between managerial coaching and organisational commitment. The R-square is
0.23 meaning that managerial coaching has a positive effect on organisational commitment
and approximately 23% of the variance of organisational commitment is accounted by the
model, in this case, for managerial coaching. The t-test for Managerial coaching equals to
6.01, and is statistically significant, meaning that the regression coefficient for Managerial
coaching is significantly different from zero. Table (5.18) reveals the regression equation:
Organisational Commitment = Bo + B1 * Managerial coaching,
Bo = 3.03 and B1 = 0.43
The findings are aligned with the literature. Many studies have emphasized the contribution of
managers in enhancing and increasing employees’ organisational commitment. The study is
consistent with (Chang, 2011) which found that managerial coaching skills and occupational
commitment, was positively related and consistent and (Har, 2008) which found that
managerial coaching is positively related to organisational commitment with correlation value
equals 0.50 and more effective managerial coaching behaviour and skills would predict higher
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organisational commitment of employees in organizations, approximately 25% of the variance
of organisational commitment is accounted for managerial coaching.
The findings found to be consistent also with (Kim, 2010) which found that managerial
coaching affects work and organization-related variables, satisfaction with work, role clarity,
career commitment, job performance, and organization commitment; (Park, 2007) which
found that correlation coefficient between managerial coaching and organisational
commitment was 0.51 which support the hypothesis that managerial coaching is positively
related to organisational commitment and affect it; with 28% of the variance in organisational
commitment explained by the variance in managerial coaching skills and (Park et al., 2008)
which revealed that managerial coaching was highly significant and predictor for employees’
organisational commitment and indicated that 24% of the variance in organisational
commitment was explained by the variance in managerial coaching. The study is also
consistent with (Saqer, 2009) which concluded that there is a significant positive relationship
between the perceived leadership style and organisational commitment.
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5.3.7 Managerial

Coaching,

Organisational

Commitment

and

Demographic

Characteristics
To test the second hypotheses “There are statistical significant differences, at level (α =
0.05), among the respondents’ perception of managerial coaching and their
organizational commitment due to demographic characteristics such as gender, age,
marital status, education level, job title, years of service in the organisation, years of
service with the manager, and years of experience in general”, the independent sample TTest was performed to test if there is any significant difference of perception of managerial
coaching and organisational commitment due to the respondents’ gender and marital status
while ANOVA test was performed to test differences due to other demographic variables.
5.3.7.1 Gender
The independent sample “T-Test” was performed to test if there is any significant difference
of the respondents’ perception of managerial coaching and organisational commitment due to
their gender. Results are presented in table (5.20).
Table (5.20) The Independent Samples T-Test – Gender
Male (N=69)

Female (N=52)

Mean (%)

SD

Mean (%)

SD

TValue

PValue

Managerial Coaching

4.01 (80.2)

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 (5.20) shows that the calculated significant level for managerial coaching and
organisational commitment is higher than 0.05, Sig = 0.851 and 0.820 respectively, which
indicates there are no statistical significant differences in the answers of the respondents
concerning managerial coaching and organisational commitment due to gender.
The findings revealed that both male and female are employed and treated equally in
international development agencies and have the same view towards engaging with their
organisations which promote for women empowerment throughout staffing and programming.
This finding is inconsistent with (Chang, 2011) which found a significant relationship between
gender and accumulated costs occupational commitment and female had less accumulated
costs occupational commitment, (Saqer, 2009) which found significant difference between the
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respondents’ perception of some leadership styles due to their gender, and (Dale & Fox, 2008)
who found a difference on the perception and practice of leadership style between male and
female staff.
5.3.7.2 Age
The ANOVA-test was carried out to test if there is any significant difference of the
respondents’ perception of managerial coaching and organisational commitment due to their
age. Results are presented in table (5.21):
Table (5.21): ANOVA Test – Age

Managerial
Coaching

Organisational
Commitment

Age

Mean (%)

SD

from 20 to less 30

3.82 (76.4)

0.93

from 30 to less 40

4.14 (82.8)

0.72

from 40 to less 50
from 50 to less 60

3.65 (73.0)
4.15 (83.0)

0.88
0.62

from 20 to less 30

4.63 (77.3)

0.79

from 30 to less 40

4.73 (78.9)

0.75

from 40 to less 50
from 50 to less 60

4.83 (80.7)
5.04 (84.2)

0.50
0.12

F-test

Sig

2.37

0.074

0.67

0.571

Reviewing table (5.21) shows that the calculated significant level for managerial coaching and
organisational commitment is higher than 0.05, Sig = 0.074 and 0.571 respectively, which
indicates there are no statistical significant differences in the answers of the respondents
concerning managerial coaching and organisational commitment due to age groups.
The findings referred to respondents’’ realization that management activities are linked with
organization procedure and policies rather than a manager’s view. In addition, all ages are treated
equally in international development agencies. This finding is inconsistent with (Chang, 2011)

which found that the limited alternatives occupational commitment of above 35 year was
higher than below 35 year old.
The findings are contradicts with (Abu-Nada, 2007), (Al-Fahdawi & Qatawna, 2004) (Chang,
2011) and (Saqer, 2009) which found that there are differences in the respondents’ views to
organisational commitment due to their age.
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5.3.7.3 Marital Status
The independent sample “T-test” was carried out to test if there is any significant difference of
the respondents’ perception of managerial coaching and organisational commitment due to
their marital status. Results are presented in table (5.22):
Table (5.22) The Independent Samples T-Test – Marital Status
Marital Status

Mean (%)

SD

Managerial
Coaching

Married

3.99 (79.8)

0.81

Single

3.98 (79.6)

0.86

Organisational
Commitment

Married

4.71 (78.7)

0.72

Single

4.83 (80.7)

0.71

T-test

Sig

0.08

0.934

-0.66

0.512

Reviewing table (5.22) shows that the calculated significant level for managerial coaching and
organisational commitment is higher than 0.05, Sig = 0.934 and 0.512 respectively. Therefore,
there is no significant difference between the respondents’ perceived managerial coaching and
organisational commitment due to employee’s marital status. This result differs from (Abu
Nada, 2007).
5.3.7.4 Education level
The ANOVA-test was carried out to test if there is any significant difference of the
respondents’ perception of managerial coaching and organisational commitment due to their
education level. Results are presented in table (5.23):
Table (5.23) ANOVA Test – Education Level
Education level
Managerial
Coaching

Organisational
Commitment

Mean (%)

SD

Sec& Diploma

4.45 (89.0)

0.74

B.A

4.01 (80.2)

0.77

Master & PhD

3.64 (72.8)

0.95

Sec& Diploma

5.15 (86.0)

0.57

B.A

4.72 (78.8)

0.70

Master & PhD

4.52 (75.5)

0.81

F-test

Sig

3.25

0.042

2.32

0.103

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.

120

Reviewing table (5.23) reveals that respondents view for managerial coaching was statistically
significant, α = 0.05 level, due to their education level. For the organisational commitment, the
p-value is greater than the significance, α = 0.05 level, therefore, there is no significant
difference between the respondents due to their education level.
As ANOVA-test shows that managerial coaching was statistically significant, LSD test was
performed to check where these differences were. Results are presented in table (5.24):
Table (5.24) LSD Test - Education Level for Managerial Coaching
I

Mean Difference
(I-J)
0.44
0.81
0.37

J

Sec& Diploma
B.A

B.A
Master & PhD
Master & PhD

Sig.
0.117
0.014
0.073

According Post-Hoc test (LSD) in table (5.24) the differences were between (Secondary &
Diploma) And (Master & PhD) and the Favour was for (Secondary & Diploma).
The findings are consistent with (Saqer, 2009) found a relationship between academic
qualifications and respondents’ perception of some leadership styles, and inconsistent with
(Abu-Nada, 2007; Al-Ahmadi, 2004; Al-Fahdawi & Al-Qatawnah, 2004; Chang, 2011) found
a relationship between academic level and organisational commitment.
5.3.7.5 Job Title
The ANOVA-test was carried out to test if there is any significant difference of the
respondents’ perception of managerial coaching and organisational commitment due to their
job title. Results are presented in table (5.25):
Table (5.25) ANOVA Test – Job Title
Job Title

Managerial
Coaching

Mean (%)

SD

Management

3.87 (77.4)

0.83

Operation and Field

3.89 (77.8)

0.79

Finance and Accounting

3.68 (73.6)

0.76

Administration and secretary

4.24 (84.8)

0.86

Professionals and technical

4.24 (84.8)

0.49
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F-test

Sig

1.60

0.178

Table (5.25) Continued
Job Title

Mean (%)

SD

Management

4.79 (79.9)

0.49

Operation and Field
Organisational
Finance and Accounting
Commitment
Administration and secretary

4.71 (78.7)

0.76

4.40 (73.5)

0.52

4.82 (80.5)

0.78

4.73 (78.9)

0.55

Professionals and technical

F-test

Sig

0.593

0.668

Reviewing table (5.25) reveals that the calculated significant level for managerial coaching
and organisational commitment is higher than 0.05, Sig = 0.178 and 0.668 respectively, which
indicates there are no statistical significant differences in the answers of the respondents
concerning managerial coaching and organisational commitment due to respondents job titles.
5.3.7.6 Years of service in the current organisation
The ANOVA-test was carried out to test if there is any significant difference of the
respondents’ perception of managerial coaching and organisational commitment due to their
years of service in the current organisation. Results are presented in table (5.26):
Table (5.26) ANOVA – Years of service in the organisation

Managerial
Caching

Organisational
Commitment

Years in the organisation

Mean (%)

SD

from 2 to less than 4 years

3.96 (79.2)

0.87

from 4 to less than 8 years

4.13 (82.6)

0.78

*8 years and more

3.83 (76.6)

0.66

from 2 to less than 4 years

4.61 (76.9)

0.88

from 4 to less than 8 years

4.85 (80.9)

0.46

*8 years and more

4.86 (81.2)

0.43

F-test

Sig

1.05

0.354

1.79

0.170

* 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.

Reviewing table (5.26) reveals that the calculated significant level for managerial coaching
and organisational commitment is higher than 0.05, Sig = 0.354 and 0.170 respectively, which
indicates there are no statistical significant differences in the answers of the respondents
concerning managerial coaching and organisational commitment due to years of service in the
current organisation.
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The findings contradict with (Ajjour, 2012) which found years of operation of the organization
has effect on the application of coaching in NGOs in Gaza strip, and (Saqer, 20090 which
found there is a positive relationship between experience with the current organisation and
both affective and normative commitment.
5.3.7.7 Years of service with the current manager
The ANOVA-test was carried out to test if there is any significant difference of the
respondents’ perception of managerial coaching and organisational commitment due to their
years of service with the current manager. Results are presented in table (5.27):
Table (5.27) ANOVA – Years of service with current manager
Years with manager

Managerial
Coaching

Organisational
Commitment

Mean (%)

SD

from 1 to less than 2 years

3.78 (75.6)

0.88

from 2 to less than 4 year

4.05 (81.0)

0.83

from 4 to less than 8 years

4.05 (81.0)

0.71

*8 years and more

3.84 (76.8)

0.74

from 1 to less than 2 years

4.35 (72.6)

1.22

from 2 to less than 4 year

4.85 (80.9)

0.56

from 4 to less than 8 years

4.67 (77.9)

0.44

*8 years and more

4.77 (79.7)

0.47

F-test

Sig

0.77

0.512

2.82

0.042

* From 8 to less than 15 years and 15 and more years were merged in one category, because was one respondent
15 years or more.

Reviewing table (5.27) reveals that the calculated significant level for managerial coaching is
higher than 0.05, Sig = 0.512 which indicates there are no statistical significant differences in
the answers of the respondents concerning managerial coaching due to years of service with
the current manager while the calculated significant level for organisational commitment is
less than 0.05, Sig = 0.042 which indicates there are statistical significant differences in the
answers of the respondents concerning organisational commitment due to years of service with
the current manager.
As ANOVA-test shows that organisational commitment was statistically significant, LSD test
was performed to check where these differences were. Results are presented in table (5.28):
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Table (5.28) LSD Test – Years of service with manager for organisational commitment
I

J

from 1 to less than 2
years

from 2 to less than 4
year
from 4 to less than 8
years

from 2 to less than 4
year
from 4 to less than 8
years
8 years and more
from 4 to less than 8
years
8 years and more
8 years and more

Mean Difference
(I-J)

Sig.

0.50-

0.005

0.32-

0.141

0.41-

0.141

0.18

0.300

0.08

0.725

0.09-

0.737

According Post Hoc test (LSD) in table (5.28) the differences were between responders who
have (from 1 to less than 2 years) with current manager and who have (from 2 to less than 4
year) with current manager and in favour with who have (from 2 to less than 4 year).
5.3.7.8 Years of experience in general
The ANOVA-test was carried out to test if there is any significant difference of the
respondents’ perception of managerial coaching and organisational commitment due to their
years of experience in general. Results are presented in table (5.29):
Table (5.29) ANOVA – Years of Experience in general
Years of Experience

Managerial
Coaching

Organisational
Commitment

Mean (%)

SD

from 2 to less than 4 years

4.14 (82.8)

0.95

from 4 to less than 8 years

3.99 (79.8)

0.72

from 8 to less than 12

4.01 (80.2)

0.81

12 years and more

3.55 (71.0)

0.76

from 2 to less than 4 years

4.82 (80.5)

0.91

from 4 to less than 8 years

4.61 (76.9)

0.61

from 8 to less than 12

4.81 (80.3)

0.73

12 years and more

4.80 (80.2)

0.45

F-test

Sig

1.47

0.226

0.79

0.501

* From 12 to less than 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 (5.29) reveals that the calculated significant level for managerial coaching
and organisational commitment is higher than 0.05, Sig = 0.226 and 0.501 respectively, which
indicates there are no statistical significant differences in the answers of the respondents
concerning managerial coaching and organisational commitment due to years of experience.
Table (5.30) below summarises the results of the second hypothesis that test if there are
statistical significant differences among the respondents’ perception of managerial coaching
and their organizational commitment due to demographic characteristics
Table (5.30) summary of demographic characteristics tests

Gender

No statistical differences

Organisational
Commitment
No statistical differences

Age

No statistical differences

No statistical differences

No statistical differences
Statistical differences exist
for secondary and diploma
No statistical differences

No statistical differences

No statistical differences

No statistical differences
Statistical differences exist
for staff have from 2 to less
than 4 year
No statistical differences

Demographic Characteristics

Marital Status
Educational Level
Job Title
years of service in the current
organisation
Years of service with the current
manager
Years of experience in general

Managerial Coaching

No statistical differences
No statistical differences
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No statistical differences
No statistical differences

Chapter 6 – Summary and Recommendations
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Section One: Summary of findings
6.1.1 Demographic Characteristics
Based on demographic characteristics, the sample represents a variety of age groups from 20
years to more than 50 years. The largest respondents group was ranged between 30-40 and
represented 56.2% of the sample, and based on the researcher experience in development field,
this reflects the real distribution of workforce by age in international development agencies in
Gaza Strip. The sample also represents both gender; 57% male and 43% female which aligned
with international agencies direction to recruit from both gender and provide equal
opportunities for male and female as well. The respondents were from different marital status,
and different educational levels. The majority of respondents, 78.5%, were holding BA degree
which represents the real distribution of workforce by academic qualifications. The sample
was also varied in terms of job titles, years of service in the current organisation, years of
service with the current manager and years of experience in general.
The researcher believed that the sample is well representing the study society, and therefore,
the study results could be generalized to all local employees in international development
agencies in Gaza Strip.
6.1.2 Prevalence of Managerial Coaching in International Development Agencies
1. The overall managerial coaching was average. Analysing the five dimensions of
managerial coaching showed that the strongest managerial coaching behaviour was team
approach, followed by open communication, then ambiguity acceptance, followed by
facilitation of development and finally value people over task which was the only
insignificant behaviour at α = 0.05. These results were as follow:


Open communication mean weight was 68.41%. The mean weight suggests that
employees perceive their respective supervisors to be providing moderate level of
coaching behavior in terms of sharing feelings and values, openness, listening, asking
questions for clarification and setting expectations.



Team approach mean weight was 77.6%. The mean weight suggests that employees
perceive their respective supervisors to be providing high level of coaching behaviour
in terms of partnership, collaboration, building teamwork and empowerment.
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Value people over task mean weight was 61.02%, but was insignificant at α = 0.05,
which suggests that employees could not conceptualize view regarding this behaviour.



Ambiguity acceptance mean weight was 63.05%. The mean weight suggests that
employees perceive their respective supervisors to be providing low level of coaching
behaviour in terms of openness to different opinions, adaptability, and flexibility.



Facilitate Development mean weight was 62.28%. The mean weight suggests that
employees perceive their respective supervisors to be providing low level of coaching
behaviour in terms of questioning, providing feedback, offering suggestions, going
beyond what already done, broadening employees’ perspectives and being a resource.

2. The results revealed that managers in international agencies perform some behaviours of
managerial coaching much more than the other behaviours.


Team approach behaviour is practiced in high levels, and this referred to international
agencies preference of team work, and building partnership among staff. International
agencies stress the role of managers as supporter and facilitators for team-work that
recognize all team actors equally.



Open communication behaviour is practiced in moderate levels, and this referred to
modern approach in management that stresses the open communication channels
between managers and staff ensuring the understanding of each other and helping
employees become more open to each other. Specific skills that help in communication
include managers’ sharing information, opinions, and values which enhance
relationships and contribute to work achievement.

3. The results that showed managers highly perform some of managerial coaching behaviours
and neglect other behaviours may indicate that supervisors do not have a complete view of
the coaching concept or they do not perform coaching in its complete style with their full
awareness of its approaches and benefits due to some reasons. The reasons for this could
be inadequate skills and competence, short-term demands on line managers, time burdens,
lack of recognition for assuming developmental roles, lack of organizational climate
encouraging employee development may serve as barriers that impede performing
coaching.
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4. This study asked employees’ perceptions of their managers’ coaching skills which is more
appropriate because employees may be in a 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
perceiving managerial when the study tested managerial coaching from 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 Prevalence of Organisational Commitment
1. The overall organisational commitment was high and significant at α = 0.05. This indicates
that local employees in international development agencies have high levels identification
with and involvement in their respective organisations. They have strong belief in and
acceptance of the organization's goals and values; have great willingness to exert
considerable effort on behalf of the organization; and have the desire to maintain
membership in the organization. The findings come from good conditions in which
employees are working which include high compensations, health insurance, staff care and
opportunities of learning and development as well.
2. The situation in Gaza strip including closure, unemployment, lack of business initiative
and scarcity in job opportunities 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 Coaching on Organisational Commitment

1. Managerial Coaching behaviour of open communication has a positive significant impact
on organisational commitment at level (α = 0.05). The findings suggest that perceived
managerial coaching behaviour, in terms of sharing feelings and values, openness,
listening, asking questions for clarification and setting expectations, is positively related to
and affects psychological connection between the individual and his organisation that
strengthen his identification and engagement with his organisation.
2. Managerial coaching behavior of fostering team work has a positive significant impact on
organisational commitment at level (α = 0.05). The findings suggest that perceived
managerial coaching behaviour, in terms of partnership, collaboration, building teamwork
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and empowerment, is positively related to and affects psychological connection between
the individual and his organisation that strengthen his identification and engagement with
his organisation.
3. Managerial coaching behavior of valuing people has a positive significant impact on
organisational commitment at level (α = 0.05). The findings suggest that perceived
managerial coaching behaviour, in terms of manager’s concern toward employee needs,
being supportive and caring, and being person-oriented is positively related to and affects
psychological connection between the individual and his organisation that strengthen his
identification and engagement with his organisation.
4. Managerial coaching behavior of ambiguity acceptance has a positive significant impact
on organisational commitment at level (α = 0.05). The findings suggest that perceived
managerial coaching behaviour, in terms of manager’s openness with information,
adaptability and cognitive flexibility toward employee, and tolerating other views is
positively related to and affects psychological connection between the individual and his
organisation that strengthen his identification and engagement with his organisation.
5. Managerial coaching behavior of facilitating employee development has a positive
significant impact on organisational commitment at level (α = 0.05). The findings suggest
that perceived managerial coaching behaviour, in terms of clarifying, questioning,
providing feedback, offering suggestions, help employees to see the big picture and
stretching employee beyond their routine task is positively related to and affects
psychological connection between the individual and his organisation that strengthen his
identification and engagement with his organisation.
6. Overall managerial coaching has a positive significant impact on organisational
commitment and approximately 23% of the variance of organisational commitment is
accounted by the model, in this case, for Managerial coaching. The findings suggest that
managers’ tendency to help employees develop themselves and become more effective
using set of managerial skills in terms of openly communicating with others, taking a team
approach to tasks, valuing people over task, and accepting the ambiguous nature of the
working environment for the purpose of developing employees and improving
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performance is positively related to and affects psychological connection between the
individual and his organisation that strengthen his identification and engagement with his
organisation

6.1.5 Relationship between Demographic Characteristics and Managerial Coaching,
and Organisational Commitment
1. There are no statistical significant differences, at level (α = 0.05), among the respondents’
perception of managerial coaching due to demographic characteristics of gender, age,
marital status, Job title, years of service in the organisation, years of service with the
manager, and years of experience in general.
2. There are no statistical significant differences, at level (α = 0.05), among the respondents’
organisational commitment due to demographic characteristics of gender, age, marital
status, Education level, Job title, years of service in the organisation, and years of
experience in general.
3. The study found statistical significant differences, at level (α = 0.05), among the
respondents’ perception of managerial coaching due to their educational level and in
favour for secondary and diploma.
4. The study found statistical significant differences, at level (α = 0.05), among the
respondents’ organisational commitment due years of service with current manager and in
favour with staff who have from 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 for international development agencies:


Organizations can adopt the instrument to assess their managers’ leadership style, and
identify the areas for improvement. It can also be used as an evaluation tool of training
programs on leadership and coaching skills.



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.



Human resource managers should give more attention to employee development by
facilitating the development of learning conditions that emphasize the value of coaching.



Organizations should ensure that tools and motivators are in place to encourage managers
practicing coaching as employee development strategy.



This study provides international NGOs in particular and organisations in general with
rationale and motivation to use managerial coaching as learning and development strategy
which contribute to enhancing employee engagement with the organisation and strengthen
individual development and commitment. The following recommendations are proposed to
help NGOs develop managerial coaching competencies and behaviours:

Open Communication:


Managers should react in friendly manner and show comfort when their subordinates
share their feelings with them.



NGOs should encourage managers to share their views openly with their subordinates
and emphasize an open exchange of thoughts, feelings, and information as a way to
develop the interpersonal rapport necessary to influence others.



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


In team settings, NGOs should encourage managers to recognize all team members not
only key players which makes all employees feel that they are treated equally and so
their commitment enhanced.

Value people over task


In their approach to work, managers need to take into consideration both people’s
needs and tasks. In a business world that focuses on task accomplishment rather than
on people’s needs, there is a need to shift from this situation. Effective managerial
coaching needs both the acknowledgement of individuals’ needs and their application
to tasks. It is recommended to give priority to people’s needs when facing conflict
between individual needs and tasks.



NGOs should emphasize the relationship building between managers and employees
and it is managers’ responsibility to leave time for personal relationships with
employees.



Besides considering employee’s needs that related to performing tasks, manager
should consider also employee needs outside the workplace.

Ambiguity acceptance


Managers should encourage dialogue with employees and need to be open to new ideas
and explore multiple solutions when working with their employees. This is
characterized by a willingness to draw ideas from employees and a desire to consider
multiple perspectives in decision-making.



Ambiguity acceptance is aligned with adaptability and cognitive flexibility and when
dealing with the complex and changing business environment, managers should
explore feasible answers rather than being stuck on one answer.

Facilitation of employee development


Using various ways to facilitate employees’ development is an effective coaching skill
and managers need to be equipped with specific practices to facilitate their employees’
development. These practices include providing resources, giving feedback, setting
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goals, and utilizing examples, scenarios, role playing, and questioning for employees
to think through.


Managers should also assign challenging task so that employees explore solutions,
stretch beyond their routinely tasks and see the big picture of the organisation.

2. Recommendation for Future Research


As stated earlier, there was a scarcity of studies existing that discussed managerial
coaching. To further explore and examine the area of managerial coaching, more research
is needed from both quantitative and 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 coaching appears to 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 et al.’s (2005) instrument to measure managerial coaching
skills and provided additional evidence for validity and reliability. Throughout an
extensive literature review, the five dimensions of managerial coaching skills,
quantitatively validated, will bring clearer understanding and reduce the confusion around
what constitutes effective coaching in organizations.



The population of this study was employees from different organisations, the extension of
the population to different types of organizations and increasing the sample size will
expand the generalizability of the study results.
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Appendices
Appendix (A): Email exchange with Professors Mclean, Ellinger and Park

Re: FW: Managerial coaching Measuring Scale
박소희 (spark0322@inje.ac.kr) Add to contacts 2/10/14 Documents
To: HISHAM

From: 박소희 (spark0322@inje.ac.kr)
Sent: Mon 2/10/14 3:18 AM
To: HISHAM (hisham_tartouri@hotmail.com)
2 attachments | Download all as zip (1491.9 KB)
Coaching Instrument_Park McLean Yang_08.pdf (166.8 KB) View
online , Park_Dissertation_1.5.pdf (1325.1 KB) View online
Parts of this message have been blocked for your safety.
Show content|I trust spark0322@inje.ac.kr. Always show content.
Hello!
This is Sohee Park.
I have attached a couple of files here. One is my doctoral dissertation - you will be able to find
the 41 items in Appendix F(#1-41) and the final 20 items in Appendix H.
Also, the other file is a manuscript that I presented at the conference in 2008 (the Academy of
Human Resource Development) on 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@inje.ac.kr >
CC :
Sent : 2014-01-28 18:33:54
Subject : FW: Managerial coaching Measuring Scale

Dear Madam
Hope this finds you well
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I am a MBA student at Al Azhar University - Gaza and I am currently working on my dissertation
that focus on the relationship between managerial coaching and organisational commitment. I
am interested in your developed managerial coaching scale of 41 items but I could not find it
published. I seek your help to send me the scale in order to use in my dissertation and you will be
referenced as a source.
Thanks in advance
Hisham Tartouri
============================================================================

Re: Managerial coaching Measuring Instrument
To see messages related to this one, group messages by conversation.
Gary McLean (gary.mclean@mcleanglobal.com) Add to contacts 1/28/14
Documents
To: HISHAM

Outlook Active View

3 attachments (total 281.3 KB)

Coaching Park Instrument_Employee.doc View online

Coaching Park Instrument_Manager version.doc View online

Coaching and Employee Development AHRD 08.doc View 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 for Sohee Park, 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 this e-mail, I provide you with
permission to use these ONLY for ONE research project, and not for any consultation use. If you
wish to use it a second time, I 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 well
I am doing a research about the relationship between perceived managerial coaching and
organisational commitment in International Development Agencies in Palestine. I learned that
you have developed an instrument measuring managerial coaching in business context and I am
interested in using this instrument in my research. I seek your help to send me the last modified,
validated, and tested instrument to measure managerial coaching with its five dimensions.
Thanks in advance
Hisham Tartouri
Al Azhar university - Gaza - Palestine

Re: coaching and job performance
To see messages related to this one, group 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
I 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
outcome? 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 supported.
6. I 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 appropriate 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. I know your 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
faculty by next week to defend it.
Thanks again
Hisham Tartouri
MBA Student
Al Azhar University - Gaza
From: mclea002@umn.edu
To: hisham_tartouri@hotmail.com
Subject: Re: coaching 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, HISHAM TARTOURI wrote:
Dear Sir
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Hope this finds you well
Kindly be informed that I am currently working 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 article "Development
and initial validation of an instrument measuring coaching behavior" as
it was a reference to many studies. unfortunately, i could not find a
full text for the article for free. So I ASK FOR YOUR HELP IF IT IS
ok TO SEND ME THE ARTICLE.
Thanks in advance
Hisham Tartouri
MBA student
Al Azhar university – Gaza

Re: research proposal - coaching
To see messages related to this one, group 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 TARTOURI" <hisham_tartouri@hotmail.com> wrote:
Dear Professor Ellinger
Hope you are well
I would like to thank you very much for your prompt response and your kind assistance. Once I
finished the proposal, i will send you a copy and hope you have time to comment on it.
Thanks again
Hisham Tartouri
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MBA student
Al Azhar University - Gaza
From: aellinger@uttyler.edu
To: hisham_tartouri@hotmail.com
CC: aellinger@uttyler.edu; aellinge@cba.ua.edu
Date: Wed, 30 Jun 2010 13:46:58 -0500
Subject: RE: research proposal - coaching
Dear Hisham:

Many thanks for your interest in our research. I am attaching a PDF of the article that
you requested along with another study that my colleagues and I published that may be
of interest to you. This is a great topic and I wish you much success with your research
proposal. My best, Andrea
Andrea D. Ellinger, 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 I: Personal information:
1

Gender

( 1 ) Male

( 2 ) Female

2

Age

( 1 ) from 20 to less 30
( 3 ) from 40 to less 50

( 2 ) from 30 to less 40
( 4 ) from 50 to less 60

3

Marital Status

( 1 ) Married

4

Education

( 1 ) Secondary School
( 3 ) B.A
( 5 ) PhD

5

Job Title

( 1 ) Management
( 2 ) Operation and Field
( 3 ) Finance and Accounting ( 4 ) Administration and secretary
( 5 ) Professionals and technical

6

Years of service
within the current
organisation

( 1 ) less than 2 years
( 2 ) from 2 to less than 4 years
( 3 ) from 4 to less than 8 years ( 4 ) from 8 to less than 12
( 5 ) from 12 to less than 15
( 6 ) 15 years and more

7

Years of service with
your current
manager

( 1 ) less than 1 year
( 2 ) from 1 to less than 2 years
( 3 ) from 2 to less than 4 year ( 4 ) from 4 to less than 8 years
( 5 ) from 8 to less than 15 years ( 6 ) 15 years and more

8

Years of Experience
in general

( 1 ) less than 2 years
( 2 ) from 2 to less than 4 years
( 3 ) from 4 to less than 8 years ( 4 ) from 8 to less than 12
( 5 ) from 12 to less than 15 years ( 6 ) 15 years and more

( 2 ) Single
( 2 ) Diploma
( 4 ) Master

Part II: Managerial coaching
This part of the questionnaire is to describe your perception of leadership of your direct

1. Open Communication
When I share my feelings with my
manager, my manager appears to be
1
comfortable.
In difficult work situations, my manager
2
is open with his/her opinion.
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Strongly
disagree

disagree

Slightly
disagree

Slightly
Agree

Item

Agree

No.

Strongly
agree

manager in the workplace. Please place (X) in the box that best describes your view.

In conversations with me, my manager
shares his/her views openly.

4

When communication with me, my
manager openly shares his/her personal
values.
When a situation needs my manager’s
experiences, he/she willingly discusses
them with me, including the mistakes.

6

In facing new problems, my manager
would rather listen to my opinion first.

7

In conversations with me, my manager
tends to ask questions to verify what I
say.

8

When I talk to my manager, he/she
seldom interrupts, ensuring that I get a
full chance to share my views.

9

When I work with my manager, he/she
discusses his/her expectations with me.

2. Team Approach
When there is a work-related project, my
10 manager usually assigns team tasks.
11

My manager would rather work with
others to complete his tasks.

12

As part of a workplace group, my
manager prefers to work based on group
agreement.

13

When a decision is to be made, my
manager prefers to participate with others
to determine the outcome.

14

To achieve performance goals, my
manager seeks input from others.

15

When analysing a problem, my manager
tends to rely on group ideas.
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Strongly
disagree

disagree

Slightly
disagree

Slightly
Agree

Agree

Item

3

5

Strongly
agree

No.

16

In a team setting, my manager wants all
team members to be recognized.

17

My manager generally emphasizes
creating a partnership among all team
members.

3. Value People
In decision-making, my manager
18 emphasizes individual concerns over
logic.
19

In discussions with me, my manager
focuses on my individual needs.

20

When facilitating business meetings, my
manager leaves time for relationship
building.

21

In facing conflict between individual
needs and tasks, my manager puts
priority on meeting people’s needs.

22

When managing team projects, my
manager tends to emphasizes people’s
needs.

23

In daily work, my manager considers
people’s needs outside the workplace.

4. Ambiguity Acceptance
My manager views differences of
24 opinion as constructive
25

When I am making career decisions, my
manager stresses risk-taking

26

When my manager seeks solutions to
problems, he/she tends to try new
solutions

27

My manager finds disagreement in the
workplace exhilarating
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Strongly
disagree

disagree

Slightly
disagree

Slightly
Agree

Item

Agree

Strongly
agree

No.

28

When working with others, my manager
seeks many feasible answers

29

When dealing with a work problem, my
manager wants to explore several
alternatives.

30

In resolving a workplace issue, my
manager tends to (tolerate open-ended
solutions

5. Facilitate Development
When I discuss problems with my
31 manager, he/she encourages me to
explore solutions
32

My manager encourages me to develop
new skills

33

My manager appears to view learning
and development as one of his/her major
responsibilities

34

When I want to get input from my
manager, he/she asks questions

35

In order to improve my performance, my
manager serves as a role model

36

My manager helps me see the big picture
of the organization

37

38

39
40

In conducting performance appraisals,
my manager encourages me to give
suggestions for improving my work.
My manager actively provides
opportunities for me to take more
responsibility.
My manager often assigns challenging
work for me to stretch beyond what I
have been doing.
To improve work performance, my
manager constantly provides feedback
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Strongly
disagree

disagree

Slightly
disagree

Slightly
Agree

Item

Agree

Strongly
agree

No.

41

Strongly
disagree

disagree

Slightly
disagree

Slightly
Agree

Item

Agree

Strongly
agree

No.

When I face challenges, my manager
usually offers to provide me with
resources

Part III: Organisational commitment
This part of the questionnaire is to examine your feeling towards working with your current

I am willing to put in a great deal of
1

effort beyond that normally expected in
order to help my organisation be
successful.

2

I talk up my organisation to my friends as
a great organisation to work for.

3

I

feel

very

little

loyalty

to

this

organization®.
I would accept almost any type of job
4

assignment in order to keep working for
this organisation.

5

I

find

that

my

values

and

the

organisation’s values are very similar.
I am proud to tell others that I am part of

6

this organisation.
I could just as well be working for a

7

different organisation as long as the type
of work was similar®.
152

Strongly
disagree

disagree

Slightly
disagree

Slightly
Agree

Item

Agree

No.

Strongly
agree

organisation. Please read carefully and answer each item as better suiting your own views.

8

This organisation really inspires the very
best in me in the way of job performance.

9

It would take very little change in my
present circumstances to cause me to
leave this organization®

10

11

.

I am extremely glad that I chose this
organisation to work for, over others I
was considering at the time I joined.
There is not much to be gained by
sticking with this organisation

.

indefinitely®

Often, I find difficult to agree with this
12

organisation’s

policies

on

important

matters relating to its employees®.
13

I really care about the fate of this
organisation.

14

For me this is the best of all possible
organisations for which to work.
Deciding to work for this organisation

15

was a definite mistake®.
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Strongly
disagree

disagree

Slightly
disagree

Slightly
Agree

Item

Agree

Strongly
agree

No.

