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Abstract
The aim of this study was to identify and validate the components of managerial coaching in

government organizations, with a focus on sustainable human resources. This mixed-method
research employed thematic analysis in the qualitative phase using semi-structured interviews
with 15 experts selected via snowball sampling. In the quantitative phase, the statistical
population included 810 senior, middle, and operational managers from five ministries in Iran.
A stratified random sample of 261 respondents completed a 135-item questionnaire. Data were
analyzed using structural equation modeling (SEM) with SmartPLS, while reliability and validity
were tested through multiple indices. The qualitative analysis revealed 7 main themes
(personal and professional characteristics of the coach, coaching process, knowledge-
orientation, organizational transformation, technology and equipment, interaction capability,
and support and resources), 22 sub-themes, and 135 indicators. Quantitative results confirmed
the reliability and validity of all constructs. The model explained 57% of the variance in
dependent variables (R2=0.571), indicating a strong explanatory and predictive capability. The
findings highlight that managerial coaching, when structured around individual, procedural,
organizational, and technological dimensions, significantly contributes to sustainable human
resource development in government organizations. The proposed model serves as a strategic
framework for enhancing managerial effectiveness, improving organizational performance, and
fostering sustainable human resources in the public sector.
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Extended Abstract
Introduction
In recent decades, coaching has increasingly emerged as a vital tool for organizational development
and sustainable human resource management. Scholars emphasize that coaching goes beyond
traditional training and serves as a multidimensional managerial approach that cultivates skills,
motivation, and opportunities for both employees and leaders (Abravenal & Gavin, 2017). Within
international contexts, the role of coaching has been widely documented in diverse domains, from
sports teams to corporate environments, demonstrating its potential to improve performance,
coordination, and interpersonal relations (Alexander et al., 2024).

In the Iranian context, where government organizations often face challenges such as bureaucratic
rigidity, limited resources, and the demand for social accountability, coaching provides an innovative
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pathway to enhance managerial effectiveness and staff motivation (Arabshahi Kordzi & Hosseini,
2022). Previous studies have confirmed that coaching interventions can directly influence job self-
efficacy, organizational citizenship behavior, and broader organizational culture (Arshadi et al., 2019).
Additionally, grounded models developed for Iranian governmental contexts suggest that coaching
is not merely an imported practice but can be localized to address the specific needs of public sector
management (Dastgardi et al., 2021).

The benefits of coaching are also visible in shaping positive organizational climates. Research
indicates that organizational coaching reduces non-productive behaviors while fostering supportive
environments for knowledge sharing and collaboration (Esmaeili et al., 2017). Alongside this, the
‘coaching mindset” has been described as a catalyst for entrepreneurship and business growth,
especially in educational industries, underlining the transformative impact of coaching on innovation
and competitiveness (Etehadiyan Moghadam et al., 2022). International findings reinforce these
claims, showing that peer coaching enhances employee well-being, proactive behavior, and
adaptability in self-managing teams (Fey et al., 2022).

Nevertheless, the literature also highlights significant barriers to the systematic adoption of coaching,
particularly in contexts like Iran where structural, cultural, and financial challenges exist. Barriers
such as lack of resources, insufficient institutional support, and unclear conceptual frameworks
hinder the expansion of coaching (Pourjamshidi et al., 2022). Moreover, effective feedback has been
identified as a central mechanism in ensuring that coaching leads to lasting behavioral change
(Radmand & Nargesiyan, 2019). Internationally, comparisons between coaching and traditional
training methods have shown that executive coaching is generally more effective in achieving
sustainable managerial transformation (Rekalde et al., 2017).

The integration of new technologies into coaching also represents an important development.
Artificial intelligence is now being utilized to design innovative coaching strategies that can be applied
across sports and organizational settings (Pashaie et al., 2024). Other studies underscore the role of
managerial coaching in talent development by enhancing subordinates’ learning motivation, thereby
linking coaching practices to succession planning and human capital growth (Nur Izzaty et al., 2024).
Similarly, research exploring the “black box” between managerial coaching and employee outcomes
demonstrates that emotional processes mediate the effectiveness of coaching interventions (Liu et
al., 2024).

From an educational standpoint, coaching approaches are recognized as sustainable methods for
strengthening managerial competencies among students and future leaders (Seemann et al., 2024).
In Iran, empirical work has shown that managers’ coaching skills strongly affect employee
engagement, with job crafting playing a mediating role (Vahedi et al., 2024). Yet, designing
comprehensive coaching models remains challenging due to contextual complexities and
intervention constraints. Scholars argue that developing robust models requires addressing these
implementation challenges to ensure coaching functions as an effective organizational intervention
(Wexler et al., 2025).

Taken together, the literature suggests that managerial coaching is a multi-layered and strategic
approach that can directly support sustainable human resources in government organizations. The
present study contributes to this body of knowledge by identifying and validating the components of
a coaching model tailored for Iranian governmental organizations, aiming to enhance the long-term
sustainability of their human capital.

Methods and Materials

A
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This research employed a mixed-methods design consisting of both qualitative and quantitative
phases. In the qualitative phase, thematic analysis was applied using a six-step framework. Semi-
structured interviews were conducted with 15 experts selected through snowball sampling, ensuring
representation from academic specialists and experienced managers in government organizations.
Data saturation determined the final sample size.
In the quantitative phase, the statistical population consisted of 810 senior, middle, and operational
managers across five ministries in Iran. A stratified random sampling method was employed, and
261 managers participated in the survey. A structured questionnaire with 135 items was developed
based on qualitative findings. Reliability and validity were confirmed through Cronbach’s alpha,
composite reliability, and convergent and discriminant validity measures. Data analysis was
performed using structural equation modeling (SEM) with SmartPLS software.
Findings
The qualitative analysis resulted in the identification of seven main themes, 22 sub-themes, and 135
indicators. The seven main themes included:

1. Personal and professional characteristics of the coach.
The coaching process.
Knowledge orientation.
Organizational transformation.
Technology and equipment.
Interaction and collaboration.

7. Support and resources.
In the quantitative phase, reliability and validity tests confirmed the robustness of the model. The
constructs demonstrated strong internal consistency, convergent validity, and discriminant validity.
Structural equation modeling revealed significant path coefficients across the seven dimensions. The
coefficient of determination (R2 = 0.571) indicated that the model explained 57% of the variance in
the dependent variables. This level of explanatory power demonstrates the adequacy and predictive
relevance of the proposed coaching model.
Discussion and Conclusion
The results of this study underscore the multidimensional nature of managerial coaching in
government organizations. The identification of seven core themes highlights the complexity of
designing coaching models that address both individual and organizational needs. Personal and
professional characteristics of the coach were found to be pivotal, reflecting the importance of
leadership skills, ethical conduct, and emotional intelligence in building trust and motivating
employees.
The coaching process dimension emphasized the cyclical and continuous nature of coaching, where
feedback and sustained support are integral to success. Knowledge orientation revealed coaching’s
potential to strengthen organizational learning and innovation, while organizational transformation
illustrated the broader cultural and structural changes that coaching can facilitate. The inclusion of
technology and equipment as a separate dimension underlines the growing influence of digital tools
in enhancing the efficiency and accessibility of coaching practices. Interaction and collaboration
stressed the necessity of strong interpersonal relationships, while support and resources confirmed
that institutional backing is essential for sustainable implementation.
Overall, the findings indicate that coaching in government organizations can significantly contribute
to sustainable human resource development when approached as a holistic and strategically
supported process. The validated model provides a framework for policy makers and managers to
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institutionalize coaching as a key component of organizational development. This has important
implications for improving employee engagement, organizational performance, and long-term
human capital sustainability in the public sector.
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