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Abstract The rapid transformation brought by Industry 4.0 has elevated the strategic value of managerial 

coaching as a human-centered leadership practice that reinforces adaptability, resilience, and 

performance in dynamic work environments. This study addresses a key research gap by 

examining the psychological mechanism through which managerial coaching enhances 

employee performance. Drawing upon Organizational Support Theory (OST), Conservation 

of Resources Theory (COR), and Positive Organizational Behavior (POB), this research 

investigates the mediating role of psychological capital (PsyCap)—comprising hope, efficacy, 

optimism, and resilience—in digitally intensive workplaces. A quantitative survey involving 

224 employees from a manufacturing company in Indonesia was analyzed using Partial Least 

Squares Structural Equation Modeling (PLS-SEM). The findings demonstrate that managerial 

coaching has a positive and significant direct effect on employee performance, and an indirect 

effect through PsyCap, which emerges as a robust mediator. These results extend existing 

coaching literature by integrating contemporary psychological frameworks and highlighting 

how developmental leadership fosters critical psychological resources that drive high 

performance in the digital era. The study offers practical implications for institutionalizing 

coaching cultures and designing psychological resource–building programs to enhance 

employee readiness for Industry 4.0 challenges. 
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INTRODUCTION  

 

The emergence of Industry 4.0 has fundamentally reshaped organizational landscapes, 

demanding higher levels of adaptability, digital competence, and psychological resilience from 

employees. Within this context, managerial coaching has evolved into a vital human-centered 

leadership approach that surpasses traditional supervisory functions. Managerial coaching focuses on 

developmental dialogue, continuous feedback, and supportive guidance—practices shown to enhance 

employee well-being, performance, and engagement across industries (Palmucci & Santoro, 2024; 

Obeng et al., 2021). 

Despite the growing interest in coaching, a significant theoretical gap remains regarding the 

psychological mechanisms that link coaching behaviors to employee performance, particularly in 

digital-intensive work environments. As workplaces become increasingly turbulent due to 

technological acceleration, employees must cultivate strong psychological capital (PsyCap)—

optimism, resilience, hope, and self-efficacy—to maintain performance and cope with pressure 

(Nowack & Zak, 2020). 

Organizational Support Theory (OST) suggests that developmental coaching signals managerial 

support, which employees reciprocate through improved performance (Tabassum et al., 2024). 

https://creativecommons.org/licenses/by-nc-sa/4.0/
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Conservation of Resources Theory (COR) further posits that supportive work climates protect and 

enhance psychological resources, enabling employees to manage demands effectively (Teng-Calleja 

et al., 2023). While prior studies have linked coaching and performance, the mediating role of PsyCap 

within Industry 4.0 contexts remains underexplored, representing the core gap addressed by this 

research. 

Accordingly, this study aims to extend theoretical understanding by empirically examining how 

managerial coaching influences employee performance and how PsyCap functions as a mediating 

mechanism. By focusing on employees in a manufacturing company undergoing digital 

transformation, the findings provide both theoretical enrichment and practical guidance for 

organizations seeking to strengthen their human capital capabilities. 

 
 

METHOD 

 

In this study, a quantitative research approach was employed to investigate the relationships 

among managerial coaching, psychological capital (PsyCap), and employee performance within the 

context of a manufacturing company located in Tangerang, Indonesia. A sample of 297 employees was 

selected through simple random sampling, ensuring broad representation across different employee 

categories, which is essential to the external validity of the study. From this pool, 224 valid responses 

were gathered, yielding a response rate that supports the robustness of the findings and meets the 

minimum sample size requirements for Partial Least Squares Structural Equation Modeling (PLS-SEM) 

analysis. 

To measure managerial coaching, eight indicators derived from the work of Lubis et al. (2023) 

were utilized. These indicators encompass various coaching behaviors, including goal-setting, effective 

communication, constructive feedback, and developmental guidance. This framework aligns with 

established measurement practices, thereby supporting the reliability of the managerial coaching 

assessment. In assessing PsyCap, the study drew upon four indicators proposed by (Udin & Yuniawan, 

2020), which encapsulate the constructs of hope, resilience, optimism, and self-efficacy—each of which 

has been substantiated within broader psychological research as critical to enhancing employee 

outcomes. Furthermore, employee performance was quantified through seven indicators adapted from 

Williams & Anderson (1991), emphasizing in-role performance in alignment with job responsibilities, 

thereby capturing the essential dimensions of employee effectiveness. 

All constructs were assessed using a five-point Likert scale, allowing for nuanced responses 

concerning the intensity of attitudes among participants. This method enhances the richness of the data 

and supports comprehensive statistical analysis to assess relationships among latent variables. 

SmartPLS 4.0 was employed to facilitate the PLS-SEM analytical procedures, a choice motivated by 

the need to accommodate complex predictive models and facilitate exploratory research that builds 

theoretical frameworks in management studies. 

In terms of evaluation methods, the study implemented validity and reliability checks through 

multiple avenues: convergent validity was established, alongside discriminant validity, utilizing the 

Fornell-Larcker criterion. Reliability was assessed via Cronbach’s alpha and composite reliability 
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measures. The structural model’s efficacy was analyzed through R² values and path coefficients, with 

bootstrapping procedures used to ascertain the significance of both direct and indirect effects among 

the constructs. This multi-faceted analytical approach, incorporating consistency checks and robust 

modeling practices, enhances the credibility of the study's findings regarding the interplay between 

managerial coaching, psychological capital, and employee performance. 

 

RESULTS AND DISCUSSION 

 
The results of the current study provide critical insights into the interplay between managerial 

coaching, psychological capital (PsyCap), and employee performance. The demographic analysis 

reveals that the overwhelming majority of participants were male, with a significant distribution in the 

age range of 30 to 40 years. Most respondents reported having between five and ten years of work 

experience, indicating a stable workforce with considerable exposure to organizational norms and 

culture. 

In line with the rigorous measurement standards stipulated for this research, the measurement 

model results confirm that all constructs met the established benchmarks for convergent validity and 

reliability. Specifically, loading values for the observed constructs mostly surpassed the threshold of 

0.70, while average variance extracted (AVE) values exceeded the 0.50 minimum criterion. 

Additionally, both Cronbach's alpha and composite reliability coefficients were above the acceptable 

level of 0.70. These results underscore the strong internal consistency of the constructs utilized in the 

study. Discriminant validity was established through the Fornell–Larcker criterion and cross-loading 

analysis, affirming the empirical distinction among constructs within the theoretical framework (Dubey 

et al., 2020; David et al., 2024; Muhammad, 2022). 

 

Table 1. Hypotheses Testing Result 

 
 

Table 2. R Square Value 

  
 

The structural model analysis indicates that managerial coaching explains 16.7% of the variance 

in PsyCap, while both managerial coaching and PsyCap collectively account for 59.3% of the variance 

in employee performance. Such findings highlight the substantial explanatory power of the model, 

indicating that managerial coaching practices directly and indirectly influence employee performance 

through the enhancement of psychological capital. 

Hypothesis testing confirmed that managerial coaching positively impacts employee 

performance, with specific coaching strategies—such as task clarification, consistent feedback, and 

supportive communication—identified as significant drivers of performance. This aligns with prior 

research suggesting that supportive leadership behaviors can cultivate a conducive environment for 

enhanced employee output and satisfaction (Wu, 2023; Muhammad, 2022). Furthermore, managerial 

coaching is shown to significantly influence PsyCap, bolstering employee confidence, resilience, and 

hope. The established link between PsyCap and performance resonates with findings from prior studies, 

indicating that employees endowed with higher levels of positive psychological resources are generally 

better equipped to perform adeptly amid challenging circumstances (David et al., 2024; Han et al., 2021; 

Kvasić et al., 2021). 
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A pivotal discovery of this research is the significant mediating effect of PsyCap, which 

elucidates that the benefits of managerial coaching extend beyond direct behavioral changes and 

encapsulate the nurturing of psychological strengths within employees. This mediation effect is 

consistent with Conservation of Resources (COR) theory, which posits that individuals with rich 

psychological resources are more adept at navigating workplace stressors and achieving superior 

performance outcomes compared to their less resilient counterparts (Chen et al., 2021; Zeid et al., 2022). 

The present findings affirm that employees who perceive supportive coaching are likely to tap into and 

amplify their psychological capital, thereby strengthening their overall workplace outcomes. 

Overall, this study significantly contributes to the theoretical literature by framing managerial 

coaching as a critical behavioral antecedent that engenders positive psychological development among 

employees. This supports the positive organizational behavior (POB) paradigm, which argues for the 

transformative potential of positive psychology in occupational settings (Castillo & López‐Zafra, 

2021; Bin et al., 2020). Moreover, the relevance of these findings in the context of Industry 4.0 is 

underscored, particularly as organizations adapt to rapid technological advancements and shifting job 

demands. The research highlights the necessity of fostering psychological adaptability and human 

resilience as integral components of effective workplace strategies in the evolving economic 

landscape. 

 

CONCLUSION 

 
This study reinforces and expands previous findings by demonstrating that managerial coaching 

significantly enhances employee performance, both directly and indirectly, through the strengthening 

of psychological capital (PsyCap). It underlines the concept of coaching as not merely a supervisory 

action but as a pivotal developmental intervention that cultivates psychological resilience amongst 

employees. By engaging in supportive leadership practices, employees gain essential psychological 

attributes such as hope, self-efficacy, resilience, and optimism, which empower them to navigate the 

complexities of contemporary work environments effectively. 

The implications of these findings for organizational leaders are significant. They suggest that 

structured managerial coaching programs should be systematically incorporated into human resource 

development strategies. Organizations are encouraged to foster a coaching culture that prioritizes 

essential elements such as effective communication, constructive feedback, and employee 

empowerment. This focus not only supports the development of individual employee capabilities but 

also aligns with the organization's broader goals of adaptability and resilience in a rapidly evolving 

economic landscape. 

Future research avenues could delve deeper into additional mediating variables that may 

influence this relationship. For instance, exploring variables such as psychological climate or digital 

readiness could provide more nuanced insights into how these factors interact with managerial coaching 

to affect employee performance. Furthermore, extending the examination of this model beyond the 

manufacturing industry into diverse sectors could enhance our understanding of its generalizability 

across different cultural contexts and organizational dynamics. 

In conclusion, this study not only reinforces the critical role of managerial coaching but also 

highlights its value in cultivating a psychologically empowered workforce that is better equipped to 

meet organizational challenges. By investing in coaching practices, organizations can promote a 

proactive and engaged employee culture that drives both individual and collective success. 
 

REFERENCES 

 
Abbas, M. and Khattak, A. (2024). The impact of coaching leadership on innovative work behavior, 

psychological capital as mediator, and perceived organizational support as moderator. Global 

Management Sciences Review, IX(III), 77-90. https://doi.org/10.31703/gmsr.2024(ix-iii).07  

Bin, D., Sok, K., Sok, P., & Mao, S. (2020). The tipping point: mitigating the curvilinear effect of 

frontline service employee's perception of leadership humility on frontline service performance. 

Journal of Service Theory and Practice, 31(1), 137-156. https://doi.org/10.1108/jstp-06-2020-

0110  

https://doi.org/10.31703/gmsr.2024(ix-iii).07
https://doi.org/10.1108/jstp-06-2020-0110
https://doi.org/10.1108/jstp-06-2020-0110


 
 
©2025, IJOMER        28 

Burhanuddin, N., Ahmad, N., Said, R., & Asimiran, S. (2022). The alchemy of coaching: 

psychological capital as hero within coaches’ selves. International Journal of Environmental 

Research and Public Health, 19(19), 12020. https://doi.org/10.3390/ijerph191912020  

Castillo, D. and López‐Zafra, E. (2021). Antecedents of psychological capital at work: a systematic 

review of moderator–mediator effects and a new integrative proposal. European Management 

Review, 19(1), 154-169. https://doi.org/10.1111/emre.12460  

Chen, Y., Lien, C., Lo, W., & Tsay, F. (2021). Sustainability of positive psychological status in the 

workplace: the influence of organizational psychological ownership and psychological capital 

on police officers’ behavior. Sustainability, 13(5), 2689. https://doi.org/10.3390/su13052689  

David, R., Singh, S., Mikkilineni, S., & Ribeiro, N. (2024). A positive psychological approach for 

improving the well-being and performance of employees. International Journal of Productivity 

and Performance Management, 73(9), 2883-2900. https://doi.org/10.1108/ijppm-12-2022-0618  

Dhungana, M., Chaudhary, M., & Adhikari, J. (2024). Psychological capital and employee job 

performance: the mediating role of burnout in the banking sector. J. Emerging Mgt Stud., 2(2), 

79-94. https://doi.org/10.3126/jems.v2i2.74507  

Dubey, S., Ruparel, N., & Choubisa, R. (2020). Does organizational virtuousness and psychological 

capital impact employee performance: evidence from the banking sector. Development in 

Learning Organizations an International Journal, 34(5), 17-19. https://doi.org/10.1108/dlo-08-

2019-0190  

Fontes, A. and Russo, S. (2020). An experimental field study on the effects of coaching: the mediating 

role of psychological capital. Applied Psychology, 70(2), 459-488. 

https://doi.org/10.1111/apps.12260  

Han, J., Yoon, J., Choi, W., & Hong, G. (2021). The effects of shared leadership on team performance. 

Leadership & Organization Development Journal, 42(4), 593-605. https://doi.org/10.1108/lodj-

01-2020-0023  

Khan, N., Bahaudur, W., Akhtar, M., Maialeh, R., & Pravdina, N. (2024). Examining the impact of 

leadership coaching behavior on team‐level knowledge creation and environmental 

performance: a social exchange theory perspective. Business Ethics the Environment & 

Responsibility, 34(4), 2158-2172. https://doi.org/10.1111/beer.12760  

Kvasić, S., Nikolić, G., & Milojica, V. (2021). The impact of authentic leadership on employee 

psychological capital in the hospitality industry. Poslovna Izvrsnost - Business Excellence, 

15(1), 9-22. https://doi.org/10.22598/pi-be/2021.15.1.9  

Lubis, F., Syaifuddin, S., Lubis, Y., & Nasib, N. (2023). The influence of managerial coaching and 

team autonomy on employee performance in palm oil plantation and processing companies in 

sumatra. Society, 11(2), 626-643. https://doi.org/10.33019/society.v11i2.587  

Muhammad, A. (2022). The mediating role of psychological capital in the relationship between 

transformational leadership and job performance. Pakistan Social Sciences Review, 6(II). 

https://doi.org/10.35484/pssr.2022(6-ii)68  

Nowack, K. and Zak, P. (2020). Empathy enhancing antidotes for interpersonally toxic leaders.. 

Consulting Psychology Journal Practice and Research, 72(2), 119-133. 

https://doi.org/10.1037/cpb0000164  

Obeng, A., Zhu, Y., Azinga, S., & Quansah, P. (2021). Organizational climate and job performance: 

investigating the mediating role of harmonious work passion and the moderating role of leader–

member exchange and coaching. Sage Open, 11(2). 

https://doi.org/10.1177/21582440211008456  

Palmucci, D. and Santoro, G. (2024). Managing employees' needs and well-being in the post-covid-

19 era. Management Decision, 62(12), 4138-4147. https://doi.org/10.1108/md-02-2024-0233  

Stephane, K. and Xiongying, N. (2024). The influence of chinese expatriate coaching behavior on 

employees well-being and job performance: unveiling flow at work mediating role. International 

Journal of Science and Business, 34(1), 26-46. https://doi.org/10.58970/ijsb.2333  

Tabassum, M., Raziq, M., Allen, M., Sarwar, N., & Golra, O. (2024). Exploring emergent leadership 

in agile teams: network dynamics, roles and skills at the individual level. Business Process 

Management Journal, 30(5), 1615-1637. https://doi.org/10.1108/bpmj-02-2024-0110  

Teng‐Calleja, M., Mactal, M., & Caringal-Go, J. (2023). Examining employee experiences of hybrid 

work: an ecological approach. Personnel Review, 53(6), 1408-1424. https://doi.org/10.1108/pr-

03-2023-0222  

https://doi.org/10.3390/ijerph191912020
https://doi.org/10.1111/emre.12460
https://doi.org/10.3390/su13052689
https://doi.org/10.1108/ijppm-12-2022-0618
https://doi.org/10.3126/jems.v2i2.74507
https://doi.org/10.1108/dlo-08-2019-0190
https://doi.org/10.1108/dlo-08-2019-0190
https://doi.org/10.1111/apps.12260
https://doi.org/10.1108/lodj-01-2020-0023
https://doi.org/10.1108/lodj-01-2020-0023
https://doi.org/10.1111/beer.12760
https://doi.org/10.22598/pi-be/2021.15.1.9
https://doi.org/10.33019/society.v11i2.587
https://doi.org/10.35484/pssr.2022(6-ii)68
https://doi.org/10.1037/cpb0000164
https://doi.org/10.1177/21582440211008456
https://doi.org/10.1108/md-02-2024-0233
https://doi.org/10.58970/ijsb.2333
https://doi.org/10.1108/bpmj-02-2024-0110
https://doi.org/10.1108/pr-03-2023-0222
https://doi.org/10.1108/pr-03-2023-0222


 
 
©2025, IJOMER        29 

Udin, U. and Yuniawan, A. (2020). Psychological capital, personality traits of big-five, organizational 

citizenship behavior, and task performance: testing their relationships. Journal of Asian Finance 

Economics and Business, 7(9), 781-790. https://doi.org/10.13106/jafeb.2020.vol7.no9.781  

Wu, G. (2023). Organizational support, psychological capital and organizational ethical climate: inputs 

to human resource management framework. International Journal of Research Studies in 

Management, 11(13). https://doi.org/10.5861/ijrsm.2023.1165  

Zeid, M., El‐Ashry, A., Kamal, M., & Khedr, M. (2022). Spiritual leadership among nursing educators: 

a correlational cross-sectional study with psychological capital. BMC Nursing, 21(1). 

https://doi.org/10.1186/s12912-022-01163-y  

Zuberbühler, J., Coo, C., Martínez, I., & Salanova, M. (2021). Development and validation of the 

coaching-based leadership scale and its relationship with psychological capital, work 

engagement, and performance. Current Psychology, 42(1), 648-669. 

https://doi.org/10.1007/s12144-021-01460-w  

https://doi.org/10.13106/jafeb.2020.vol7.no9.781
https://doi.org/10.5861/ijrsm.2023.1165
https://doi.org/10.1186/s12912-022-01163-y
https://doi.org/10.1007/s12144-021-01460-w

