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Abstract

The present study aims to design a coaching model for managers in public organizations, specifically
focusing on state banks in Tehran. The research adopts a mixed-methods approach, incorporating both
qualitative and quantitative methods. In the qualitative phase, the research employed a developmental
design, while the quantitative phase followed a descriptive survey design. The statistical population in the
qualitative section consisted of 15 academic and executive experts employed in the banking system,
selected using non-probability purposive and judgmental sampling. In the quantitative section, the
population included all managers working in the headquarters of state banks in Tehran, totaling 151
individuals. Using Cochran's formula, a sample size of 108 was determined and selected through simple
random sampling. Data collection tools included a semi-structured interview for the qualitative phase and
a researcher-made questionnaire for the quantitative phase. The reliability of the interviews was confirmed
via retesting, and the content validity of the questionnaire was verified by subject-matter experts. Data
analysis methods included thematic analysis in the qualitative phase and structural equation modeling
(SEM) in the quantitative phase to validate the proposed model. The findings revealed that the coaching
model for managers in public organizations comprises several dimensions, including structural elements
such as a flat structure with minimal hierarchy, an organic or flexible structure, a learning-oriented
structure, delegation of authority, and low formalization; process-related elements such as enhancement
of job-related skills, collaborative interaction between managers and employees, empowerment and
learning for both managers and employees, defining success and progress metrics within organizational
processes, continuous monitoring of organizational processes, and implementation of knowledge
management practices; strategic elements such as long-term goal setting, development of a performance
management system for continuous evaluation, and transformative and committed leadership especially
in human resources; technological aspects such as improvement of appropriate infrastructure, utilization
of electronic and virtual technologies, enhancement of e-learning and communication skills, and narrowing
the gap from global standards (e.g., ISO); cultural components such as encouragement of innovation and
creativity, promotion of learning participation, establishment of a coaching culture, increased risk-taking,
development of personal competence, acceptance of failure and mistakes, and respect for organizational
knowledge holders; and behavioral dimensions including personality traits of managers and employees,
enhancement of job satisfaction, conflict resolution abilities, and increased organizational commitment.
Quantitative analysis results confirmed the significance of the relationships between the model's
dimensions, components, and indicators at the 0.05 alpha level.
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Extended Abstract
Introduction
In the contemporary era of rapid transformation and intensified global competition, the demand for
innovative managerial strategies that enable organizations to respond effectively to change has
grown significantly. Organizations seeking to maintain continuity and success must be equipped with
knowledge and strategies that empower managers to address ongoing challenges (Nosrati et al.,
2021). As such, many leading global companies have recognized the vital role of managers in
advancing human resource goals and have adopted coaching as a central strategy for empowering
employees and enhancing organizational value (Jahangiri et al., 2019; Matsuo, 2018).
Coaching has emerged as a powerful tool for managerial development and organizational learning.
It is increasingly employed to foster the retention of loyal employees and to align individual goals
with organizational strategies (Veyseh et al., 2023). Coaching helps managers fulfill responsibilities
related to talent management, learning, and the development of core staff (Chapari et al., 2020). The
emphasis on coaching is rooted in the understanding that organizational inefficiency often stems not
from a lack of potential but from the failure to activate that potential. Managers who act as coaches
can awaken employee responsibility, motivation, and productivity by focusing on strengths and
learning.
Managerial coaching provides a solution-focused, systematic process that supports leaders in
navigating organizational complexities while improving their understanding of the business
environment (Rafti et al., 2021). This approach not only addresses short-term issues but also fosters
long-term adaptation and organizational change. As a result, many organizations have integrated
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coaching into their human resource development plans, leveraging it to enhance trust,
communication, and collaboration across teams (Filipkowski et al., 2018).

Public banks, as part of the administrative structure, bear significant responsibilities in providing
public services. This increases the need for capable leadership within these institutions (Jafari Gorji
etal., 2023). However, public sector environments are often characterized by bureaucratic structures,
limited resources, and political pressures. These conditions create challenges that necessitate a
more professional approach to leadership and management (Mbokota & Myres, 2024). In response,
administrative reform programs in Iran have emphasized the importance of modern training methods,
including coaching, to strengthen leadership capabilities in public sector organizations.

Despite ongoing efforts to implement coaching in Iranian public institutions, many challenges remain.
These include rapid technological advancements, growing customer expectations, competition from
private banks, and regulatory demands—all of which place additional pressure on public sector
managers (Jafari Gorji et al., 2023). Moreover, studies indicate that public sector employees in Iran
tend to have a negative perception of coaching, often due to weak leadership and managerial
inefficiency. This has led to a loss of competitive advantage and declining organizational
performance (Veyseh et al., 2023).

While numerous international and domestic studies have addressed managerial coaching across
various industries, there is a notable gap in research specific to the banking sector in Iran. Most
existing models fail to provide a comprehensive framework that reflects the multidimensional nature
of coaching, particularly within state-owned banks. In addition, the current models have struggled to
adapt to technological advancements in the banking process, failing to unlock the full potential of
employees. This research seeks to address this gap by developing an integrated, context-specific
model for managerial coaching in Tehran's state-owned banks.

This study is therefore guided by the following research questions: What are the dimensions,
components, and indicators of a coaching model for managers in state-owned banks in Tehran? And
how can a comprehensive coaching model tailored to this context be designed to enhance leadership
and organizational competitiveness?

Methods and Materials

This study employed a mixed-methods design, incorporating both qualitative and quantitative
approaches. The research orientation was applied, with a constructivist philosophical stance. In the
gualitative phase, a developmental-exploratory approach was utilized to identify coaching
components. Data collection involved semi-structured interviews with 15 expert participants from
academic and banking sectors. These interviews were transcribed, coded, and analyzed using
thematic analysis and MAXQDA software.

The thematic analysis followed Braun and Clarke’s (2006) model, including familiarization with data,
code generation, theme identification, and refinement. Three levels of themes were extracted: basic
themes (codes), organizing themes, and overarching global themes. The qualitative phase reached
theoretical saturation after 15 interviews.

In the quantitative phase, data were collected through a researcher-designed questionnaire
distributed to 108 managers and supervisors from state-owned banks in Tehran. Simple random
sampling was used based on Cochran’s formula. Validity was ensured through expert review and
structural validity techniques such as convergent and discriminant validity. Reliability was assessed
using Cronbach’s alpha and composite reliability.

Data analysis included descriptive statistics for demographic variables and inferential analyses such
as the Kolmogorov-Smirnov test for normality, the KMO and Bartlett tests for sampling adequacy,
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confirmatory factor analysis (CFA), and path analysis using LISREL to validate the conceptual
model.

Findings

The qualitative analysis produced 466 secondary codes from an initial pool of 673, which were
refined into six overarching dimensions: structure, process, strategy, technology, culture, and
behavior. Each dimension comprised several organizing and basic themes. For example, the
structural dimension included elements such as a flat hierarchy, low formalization, and decentralized
decision-making. The process dimension emphasized skill enhancement, collaborative dynamics,
continuous monitoring, and knowledge management.

Demographic data showed that 61.1% of participants were male, and 63.9% held a master's degree.
A significant portion (46.3%) had 10-20 years of work experience.

Quantitative results confirmed that all six dimensions significantly influenced the effectiveness of
managerial coaching (p < 0.05). The strongest correlation was found between the process dimension
and coaching effectiveness (r = 0.925), while the structural dimension had the lowest but still
significant correlation (r = 0.742). ANOVA results supported the significance of each model
dimension in explaining variance in coaching effectiveness.

Structural equation modeling confirmed the model’s fit, with a Root Mean Square Error of
Approximation (RMSEA) of 0.068 and a Comparative Fit Index (CFI) of 0.98. All path coefficients
were significant, indicating a strong model alignment with observed data.

Discussion and Conclusion

This study developed a comprehensive coaching model tailored to the specific needs of managers
in Tehran’s state-owned banks. The model encompasses six critical dimensions that collectively
capture the complexity of effective coaching within bureaucratic public sector environments.

The structural dimension emphasizes the need for flexibility, decentralization, and reduced
formalization to foster responsiveness and innovation. The process dimension focuses on
continuous skill development, collaborative relationships, and knowledge-sharing practices that
enhance adaptive learning.

Strategically, coaching should be aligned with long-term goals and include structured mentorship
programs and performance evaluation systems. Technological readiness, including updated
infrastructure and alignment with international standards, was found to be essential for modernizing
coaching practices. Cultural elements such as innovation, risk-taking, and mutual respect form the
social fabric necessary for coaching success. Finally, the behavioral dimension highlights the
importance of emotional intelligence, conflict resolution skills, and strong personal traits among
managers and employees.

This model offers actionable insights for public organizations aiming to improve leadership
capabilities and organizational effectiveness. It recognizes the unique challenges faced by public
banks—such as outdated infrastructure and rigid bureaucracies—and provides tailored strategies
for overcoming these obstacles through coaching. The findings also suggest a shift from rigid
managerial practices to more dynamic, participatory, and developmental leadership styles.
Implementation of this model could significantly improve human capital development and competitive
positioning of public banks in Iran. Future research should test the model’s applicability across other
public institutions and longitudinally track its impact. Limitations include reliance on data from a single
city and potential response biases due to time constraints or conceptual unfamiliarity among
participants. Nonetheless, the model provides a robust framework for advancing managerial
coaching in public banking systems.
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