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Abstract 

This master research aims to investigate the benefits of coaching and identify predictors of 

coaching effectiveness. The coaching profession is growing dynamically over the last decade, 

but few empirical studies evaluate the effectiveness of coaching. A self-report questionnaire 

was distributed among clients that followed a (career)coaching track via an organization 

offering coaching to health care professionals. The respondents (n = 82) were asked to rate 

multiple sets of questions on a 5-point Likert scale, measuring potential coaching outcomes, 

interpersonal skills of the coach; structure, challenge, and horizon of the coaching method; 

support and safety of the coaching environment; and the coach-coachee relationship. To 

identify significant relations between coaching factors and coaching outcomes, statistical 

analyses were conducted, including multiple hierarchical regression and multiple hierarchical 

regression with interaction. Interpersonal skills and coach-coachee relationship were 

positively related to most of the measured coaching outcomes. Furthermore, horizon of the 

coaching method was positively related to initiative in own career. The coach-coachee 

relationship appeared to moderate the relation between structure of the coaching method and 

contextual performance, safety of the coaching environment and mental health, and safety and 

support of the coaching environment and relationships with others. Specifically, the relation 

between structure of the coaching method and contextual performance was enhanced by a 

strong coach-coachee relationship. The coach-coachee relationship lowered the relation 

between safety of the coaching environment and mental health as well as the relation between 

safety of the coaching environment and relationships with others. The relation between 

support of the coaching environment and relationships with others was enhanced by a strong 

coach-coachee relationship. The primary conclusion is that interpersonal skills of the coach 

and coach-coachee relationship are the most important predictors for coaching effectiveness. 

Findings should assist organizations in designing more effective coaching programs. Finally, 

this study suggested some interesting practical implications for the researched organization to 

improve their service and to increase coaching effectiveness.   
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Management summary 

Introduction 

This master research aimed to investigate the benefits of coaching and which determining 

factors contribute to coaching effectiveness.  

Coaching is used more and more by organizations and individuals to attain personal or 

professional goals (Spence & Grant, 2007; Theeboom, Beersma, & Vianen, 2013; Leedham, 

2005). Coaching is defined as a ‘result-oriented, systematic process in which the coach 

facilitates the enhancement of life experience and goal-attainment in the personal and/or 

professional lives of normal, non-clinical client’ (Grant, 2003, p.254). Organizations intend to 

improve individual and company performance and support personal development through 

coaching (Leedham, 2005; Theeboom et al., 2013). Even though the coaching profession is 

growing dynamically over the last decade, few empirical studies evaluated the effectiveness 

of coaching (Theeboom et al., 2013; Sue-Chan & Latham, 2004; Leedham, 2005; Green et al., 

2005). Furthermore, there was a need to establish an understanding of the processes and 

determining factors that contribute to coaching effectiveness (Blackman & Moscardo, 2012). 

The researched organization intended to improve the functioning of health care professionals 

through (career)coaching. The organization wanted to identify the outcomes of their service 

and wanted to know how to improve their service. Therefore, the following research question 

was defined: 

What are the outcomes of (career)coaching for health care professionals and which factors contribute to 

coaching effectiveness? 

Theoretical background 

Based on the ‘Coaching Benefits Pyramid Model’ (CBPM) of Leedham (2005) three coaching 

factors were expected to be related to coaching effectiveness, namely: coach, coaching method, 

and coaching environment. In addition, based on literature, the relations between these factors 

and the coaching outcomes were expected to be moderated by coach-coachee relationship, in 

such way that for a strong coach-coachee relationship, the relation between the defined 

coaching factors and the coaching outcomes is enhanced. The coaching outcomes used to 

measure coaching effectiveness were chosen based on literature and on a short survey among 

the coaches of the researched organization. These coaching outcomes are: task performance, 
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contextual performance, mental health, personal growth, self-esteem, relationships with other, 

initiative in own career, job satisfaction, and goal-setting.  

Theoretical model 

The research model is displayed in Figure I. Each of the factors described above are displayed 

in this figure, including the researched variables per factor. The proposed hypotheses are 

displayed in this figure as well, with the assumed direction of the relations indicated between 

parentheses. All relations were hypothesized to be positive. Hypothesis H1 described the 

relation between the coach and the coaching outcomes. Hypotheses H2a, H2b, and H2c 

described the relation between the coaching method and the coaching outcomes. Hypotheses 

H3a and H3b described the relation between the coaching environment and the coaching 

method. Finally, H4a, H4b, and H4c described the moderating effect of the coach-coachee 

relationship on the relations discussed above. As mentioned before, it was expected that the 

coach-coachee relationship strengthens the relations between the coaching factors and the 

coaching outcomes. 

Coach

- Interpersonal skills

Coaching method
- Structure

- Challenge

- Horizon

Coaching environment
- Safety

- Support

Coping
- Personal growth

- Self-esteem

- Relationships with others

Well-being

- Mental health

Work attitudes
- Initiative in own career

- Job satisfaction

Performance & Skills
- Task performance

- Contextual performance

Goal-directed self-

regulation

- Goal-setting

Coaching outcomes

H1 (+)

H2a,b,c (+)

H3a,b (+)

Coach-coachee 

relationship

- Working alliance

H4a

H4b

H4c

 

Figure I: Research model with all researched variables and hypotheses of this study 



7 

 

Method 

The research sample consisted of health care professionals that have followed a 

(career)coaching track via Carrièrecentrum Zorg (CCZorg). CCZorg is a department of 

Verzekering van Artsen-Automobilisten (VvAA) that offers (career)coaching to health care 

professionals. In order to answer the research questions, a self-report questionnaire was 

distributed among the sample group, which consisted of former clients of CCZorg. The 

questionnaire was structured and consisted mainly out of multiple sets of scaling questions 

which were measured on a 5-point Likert scale. The scales were adopted from existing studies 

for this questionnaire. Sometimes, a few minor adaptations were made to fit this study. Also, 

some multiple choice questions were asked about the client, the coach, the coaching method, 

and the coaching environment. The survey started with two open questions, which asked the 

respondents to name at least three outcomes of the coaching track and whether they still 

profited from these outcomes. In total 314 clients were approached of which 82 surveys were 

filled out and returned (26 percent). The data were checked for zero-order correlations using 

a bivariate Pearson correlation in SPSS (version 22). This indicated whether a significant linear 

relation existed between two variables and what the strength and direction of that relation is. 

Further, the data were analyzed using multiple hierarchical regression. This technique was 

used to test the multiple correlation between control variables, independent variables, and a 

dependent variable. Also, the moderating effect of the coach-coachee relationship was 

examined using this technique.  

Results 

Hypotheses were tested with multiple hierarchical regression analyses. Age and gender were 

included as control variables, even though no significant relation was found between these 

two variables and any of the other measures, because not including them may cause 

skepticism about the model and a small effect might be important when others have found a 

large effect.  

The findings of the study are summarized in Figure II, III, IV, and V. Figure II, III, and IV show 

the direct relations between the coaching factors and the coaching outcomes. Figure V shows 

the moderating effect of the coach-coachee relationship on the other relations. Relations that 

appeared to be not significant are excluded from these figures. As can be seen in Figure II the 

interpersonal skills of the coach were positively related to contextual performance, task 
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performance, mental health, initiative in own career, goal-setting, and personal growth. 

Furthermore, the horizon of the coaching method was positively related to initiative in own 

career. Coach-coachee relationship was expected to moderate the relations between the 

coaching factors and coaching outcomes. However, it also appeared to be directly related to 

most of the coaching outcomes. A positive relation was found between coach-coachee 

relationship and contextual performance, task performance, mental health, initiative in own 

career, goal-setting, personal growth, relationships with others, and self- esteem. 

Contextual 

performance
Task performance Mental health

Initiative in own 

career
Goal-setting Personal growth

Interpersonal skills 

of the coach

+ + + + + +

Coach

β = 0.42β = 0.39 β = 0.41 β = 0.40β = 0.53 β = 0.38

Coaching outcomes

 

Figure II: Relations between interpersonal skills of the coach and coaching outcomes 

Initiative in own 

career

Structure of the 

method

Coaching method Coaching outcomes

Horizon of the 

method +
β = 0.65

 

Figure III: Relation between horizon of the coaching method and one coaching outcome 
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Contextual 

performance
Task performance Mental health

Initiative in own 

career
Goal-setting Personal growth

Relationships with 

others
Self-esteem

Coach-coachee 

relationship

+ + + + + + + +β = 0.43β = 0.45 β = 0.44 β = 0.55 β = 0.48β = 0.33β = 0.53 β = 0.52

Coaching outcomes

 

Figure IV: Relations between coach-coachee relationship and coaching outcomes 

Figure V shows that coach-coachee relationship moderates the relations between structure of 

the coaching method and contextual performance, safety of the environment and mental 

health, safety of the environment and relationships with others, and support of the 

environment and relationships with others. As expected, the coach-coachee relationship 

enhanced the relation between structure of the coaching method and contextual performance, 

as well as the relation between support of the coaching environment and relationships with 

others. In contradiction with the expectations, the coach-coachee relationship lowered that 

relation between safety of the coaching environment and mental health, as well as the relation 

between safety of the coaching environment and relationships with others. 

Contextual 

performance

Mental health

Relationships with 

others

Coach-coachee 

relationship

Structure of the 

method

Safety of the 

environment

Support of the 

environment

Coaching environment

Coaching method

Coaching outcomes

Horizon of the 

method

 

Figure V: Moderating effect of the coach-coachee relationship on the relations between coaching factors and 

coaching outcomes 
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To examine the outcomes of coaching, the survey started with two open questions about the 

outcomes of the coaching track. Both the short term and long term effects were examined with 

the open questions in the questionnaire. A short version of the results of these questions can 

be found in Table I. This table shows for each outcome how often it was mentioned in the 

questionnaires. Outcomes less than ten times mentioned were deleted from this table (full table 

is shown in Table 4.18 in Chapter 4).   

Table I: Short term and long term outcomes of coaching 

Short-term  Long-term  

Outcome #  Outcome #  

Developing career maturity 28 Self-insight 24 

Self-insight 26 Developing career maturity 17 

Improved work-life balance 21 Improved communication and relations 16 

Personal growth 18 Improved work-life balance 14 

Improved communication and relations 17 Personal growth 13 

Self-awareness 14 Self-awareness 13 

Improved decision-making 13   

Clarity in goal and meaning 10   

Discussion and conclusions 

In this master research, the relation between several coaching factors and coaching 

effectiveness is examined. Interpersonal skills of the coach and the coach-coachee relationship 

were identified as predictors of coaching effectiveness. Specifically, interpersonal skills of the 

coach had a significant positive relation with coaching effectiveness. Also, the coach-coachee 

relationship was positively related to most of the coaching outcomes and had a moderating 

effect on some relations between coaching factors and coaching outcomes. Specifically, the 

relation between structure of the coaching method and contextual performance was enhanced 

by a strong coach-coachee relationship. The coach-coachee relationship lowered the relation 

between safety and mental health as well as the relation between safety and relationships with 

others. The relation between support of the coaching environment and relationships with 

others was enhanced by a strong coach-coachee relationship. Unfortunately, both the coaching 

method and the coaching environment appeared to be not significantly related to the coaching 

outcomes. 

The current results are in line with earlier research on coaching effectiveness. Therefore, they 

contribute to the current scientific literature. Also, some interesting practical implications were 

suggested for the researched organizations, namely: 
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Practical implication 1: The organization may train their coaches to improve and maintain their 

interpersonal skills, by means of behavior modeling training. 

Practical implication 2: The organization may assess the interpersonal skills of the coaches they 

employed through evaluations from the clients to discover what can be improved through, for example, 

training, by means of the Doctor’s Interpersonal Skills Questionnaire. 

Practical implication 3: The organization may offer readings to their coaches that makes them aware of 

the importance of the coach-coachee relationship and learns them how to influence this relationship and 

about the obstacles they may encounter. 

Practical implication 4: The organization may continue to offer an introductory meeting between the 

coach and the client to see whether they connect and whether they agree upon the goals, target and 

method of the coaching track. 

With the suggested implications, the researched organization can improve their coaching 

service offered to their clients.  This could improve the functioning of health care professionals 

and keep them vital and well equipped for health care. In such way, the quality of health care 

professionals will be enhanced and, as a consequence, the quality of health care will be 

improved. 
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1. Introduction 

Nowadays, coaching is used more and more by organizations and individuals to attain 

personal or professional goals (Spence & Grant, 2007; Theeboom, Beersma, & Vianen, 2013; 

Leedham, 2005). Organizations intend to improve individual and company performance and 

support personal development through coaching (Leedham, 2005; Theeboom et al., 2013). The 

popularity of coaching is increasing and both individuals and organizations invest a lot of 

money in personal development through coaching (Leedham, 2005; Theeboom et al., 2013).  

Even though the coaching profession is growing dynamically over the last decade, few 

empirical studies evaluate the effectiveness of coaching (Theeboom et al., 2013; Sue-Chan & 

Latham, 2004; Leedham, 2005; Green et al., 2005). The aim of the current master research is to 

(1) investigate the benefits of coaching and (2) which determining factors contribute to 

coaching effectiveness. 

Section 1.1 describes the research context of this thesis report and discusses the relevance to 

society of this study. In Section 1.2, I will introduce the term coaching. A definition is provided 

and different types of coaching are discussed. In Section 1.3, coaching effectiveness is 

described and the frame of reference for this study is introduced. In Section 1.4, the objective 

of this study and the research question are introduced. Finally, the outline of this master thesis 

is depicted in Section 1.5. 

1.1 Research context 

This research is conducted at an organization that offers (career)coaching to health care 

professionals. The service offered aims to create sustainable labor participation of health care 

professionals. Sustainable labor participation means that health care professionals enjoy their 

job and work effectively. Health care professionals are under pressure because of 

developments in health care, like bureaucratization, market forces, and scientization. 

Therefore, some health care professionals do not enjoy their job anymore or choose for a career 

outside health care. Through coaching, the organization intends to help health care 

professionals to deal with these developments and to keep them vital and well equipped for 

health care, which improves the quality of health care professionals. The service also aims to 

support the maximum development of health care professionals. Health care professionals 

learn to shape their career according to their own preferences and connect it to their personal 
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qualities and priorities. This way, the organization helps health care professionals to function 

well and healthy in a increasingly complex health care (Carrièrecentrum Zorg, 2015).  

1.2 Definition of coaching 

Coaching can be defined as a ‘result-oriented, systematic process in which the coach facilitates 

the enhancement of life experience and goal-attainment in the personal and/or professional 

lives of normal, non-clinical client’ (Grant, 2003, p.254). Grant (2005) distinguishes three types 

of coaching that received much coverage in the popular media, namely executive, workplace, 

and life coaching. First, executive coaching is defined as ‘a helping relationship formed 

between a client who has managerial authority and responsibility in an organization and a 

consultant who uses a wide variety of behavioral techniques and methods to assist the client 

to achieve a mutually identified set of goals…’ (Kilburg, 2000, p. 142). This type of coaching is 

frequently provided by an organization. It aims to enhance the effectiveness of leaders and 

performance of organizations. (Cerni, Curtis, & Colmar, 2010). It involves a clear link between 

the personal goals of the coachee and the strategic goals of the organization. (Bozer, Sarros, & 

Santora, 2013).  Second, workplace coaching takes place in the workplace setting as well, but 

with nonexecutive employees. The coaching is often provided by supervisors and aims to 

improve productivity and skills of the individual worker. The primary focus is on performance 

and skills improvement rather than personal development. (Grant, 2005). Finally, life coaching 

can be defined as ‘a collaborative solution-focused, result-oriented and systematic process in 

which the coach facilitates the enhancement of life experience and goal attainment in the 

personal and/or professional life of normal, nonclinical clients’ (Grant, 2003, p. 254). This type 

of coaching often takes place outside the workplace. It concerns issues like work-life balance, 

career development, and mental health. (Grant, 2003; 2005).  

1.3 Coaching effectiveness  

Previous research on coaching mainly focused on whether coaching is effective and what the 

outcomes of coaching are (Theeboom et al., 2013; Blackman, 2006). However, there is a lack of 

research examining the effectiveness of coaching (Blackman, 2006). This study explores four 

factors that could enhance coaching effectiveness, namely: the coach, the coaching method, the 

coaching environment, and the coach-coachee relationship. The first three factors are based on 

the ‘Coaching Benefits Pyramid Model’ of Leedham (2005), which will be used as a frame of 
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reference for this research. In addition, the coach-coachee relationship is often defined as an 

antecedent for coaching effectiveness in earlier research (Baron & Morin, 2009; Sullivan, 2006; 

Blackman & Moscardo, 2012). Therefore, this is the fourth factor examined in this study. 

Leedham (2005) designed the ‘Coaching Benefits Pyramid Model’ (CBPM) based on the result 

of his study. This pyramid is an adapted version of ‘The Smart Performance Pyramid’ from 

Cross and Lynch (1988). Figure 1.1 shows the  CBPM.  

 

Figure 1.1: Coaching Benefits Pyramid Model (Leedham, 2005) 

Leedham (2005) states that for coaching to be effective, it needs to be built on four foundation 

factors: the skills of the coach, the personal attributes of the coach, the coaching process, and 

the coaching environment. When these factors are in place, the client can realize inner personal 

benefits, namely clarity and focus, confidence, and motivation (Leedham, 2005). When these 

inner personal benefits are realized, the client is mentally ready to realize the outer personal 

benefits, namely enhanced skills, knowledge, and understanding, and improved behaviors. 

With these outer personal benefits, a coachee is enabled to achieve business results (Leedham, 

2005).  

1.4 Research question and objective 

As described in the previous sections, coaching is becoming a popular tool to enhance 

improvement and development of individuals as well as organizations (Leedham, 2005; 

Theeboom et al., 2013). However, there is little empirical research on the effectiveness of 

coaching (Theeboom et al., 2013; Sue-Chan & Latham, 2004; Leedham, 2005; Green et al., 2005). 

Furthermore, there is a need to establish an understanding of the processes and determining 

factors that contribute to coaching effectiveness (Blackman & Moscardo, 2012). The researched 



17 

 

organization intends to improve the functioning of health care professionals through coaching. 

The organization wants to identify the outcomes of their service and wants to know how to 

improve their service. Therefore, the aim of the current master research is to (1) investigate the 

benefits of (career)coaching in health care and (2) which determining factors contribute to 

coaching effectiveness. The research will take the CBPM of Leedham (2005) as a frame of 

reference.  

The following research question is defined: 

What are the outcomes of (career)coaching for health care professionals and which factors contribute to 

coaching effectiveness? 

1.5 Outline 

This master thesis consists of five chapters. The first chapter introduced the subject of this 

master thesis and depicted the research objective and the research questions. In the second 

chapter, the theoretical background on the subject is given. Chapter 3 describes the method 

used in this study. The results will be discussed in Chapter 4. Finally, the findings are 

discussed and a conclusion is drawn in Chapter 5. 
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2. Theoretical background 

In this chapter, a theoretical background on the subject is given, the hypotheses are derived, 

and the research model is introduced. In Section 2.1, I will discuss the effects of coaching 

described in earlier research on coaching. In Section 2.2, the factors that may enhance coaching 

effectiveness according to earlier research are discussed and the hypotheses are established. 

Section 2.3, describes the aim of the research and introduces the research questions. In Section 

2.4, the research model is shown. 

2.1 Effects of coaching 

Theeboom et al. (2013) conducted a literature review on the effectiveness of coaching. Based 

on their findings, they distinguished five categories that summarize the outcomes of coaching. 

According to Theeboom et al. (2013) coaching enhances performance and skills, well-being, 

coping, work attitudes, and goal-directed self-regulation. These five categories will be the 

guideline for the current master research. In this section I will discuss each of these categories 

in depth and the results of earlier research on coaching effectiveness.. 

2.1.1 Performance and skills 

Organizations that use coaching are eager to improve performance of both the individual and 

the company. This is mainly an important goal within the field of executive and business 

coaching. This category includes all outcome measures that directly reflect performance or that 

demonstrate behaviors that are needed for an organization to be effective, such as job 

performance or leadership behaviors (Theeboom et al., 2013).  

Results of former research on coaching showed that managers and supervisors who 

participated in coaching experienced increased productivity (Brown & Rusnak, 2010; Jarvis, 

2004). Also Olivero, Bane, and Kopelman (1997) found that coaching combined with training 

yielded significant productivity increases. Furthermore, studies on coaching found that one of 

the key benefits of coaching is better leadership skills (Bresser & Wilson, 2006; Brown & 

Rusnak, 2010; Jarvis, 2004). Thach (2002) found that the combination of multi-rater feedback 

and individual coaching increases leadership effectiveness. Research of Cerni et al. (2010) 

showed that coaching enhances transformational leadership. 
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In this thesis the focus will be on individual self-reported performance. According to Bresser 

and Wilson (2006) a potential outcome of coaching is increased individual performance. Other 

empirical studies also have shown that coaching in an organizational setting is positively 

linked to individual performance (McGovern, Lindemann, Vergara, Murphy, Barker, & 

Warrenfeltz, 2001; Olivero et al., 1997; Smither, London, Flautt, Vargas, & Kucine, 2003; Jarvis, 

2004) and organizational commitment and performance (Luthans & Peterson, 2003, Olivero et 

al., 1997).  

2.1.2 Well-being 

Life coaching is increasingly used by people who want to enhance their well-being. The well-

being category concerns all outcome measures that directly represent peoples’ well-being 

(Theeboom et al., 2013). 

Earlier research on coaching showed that coaching reduces depression (Grant, Curtayne, & 

Burton, 2009; Green, Grant, & Rynsaardt, 2007; Spence & Grant, 2007), stress (Grant et al., 2009; 

Grant, Green, & Rynsaardt, 2010; Spence & Grant, 2007; Jarvis, 2004), and anxiety (Spence & 

Grant, 2007). Furthermore, several studies found that life coaching enhances the quality of life 

and mental health (Grant, 2001; Grant, 2003; Spence & Grant, 2007). Results of the study of 

Green, Oades, and Grant (2006) showed that participating in life coaching was associated with 

a significant increase in subjective and psychological well-being, on the short-term as well as 

on the long-term. Spence and Grant (2007), however, were unable to reproduce these results. 

They found that life coaching has a minimal impact on the well-being of the participants in 

their study (Spence & Grant, 2007). Workplace well-being is enhanced through coaching 

(Grant et al., 2009; Grant et al., 2010). Duijts, Kant, van den Brandt, and Swaen (2008) found 

that a  coaching intervention has a positive effect on general well-being.  

2.1.3 Coping 

All outcome measures related to the ability to deal with present and feature (job) demands 

and stressors belong to the category coping (e.g. self-efficacy and mindfulness). (Theeboom et 

al., 2013). This is a broad category that is closely related to people’s  personalities, but also to 

their social environment (Carver & Connor-Smith, 2010).  

Coaching is a systematized, structured approach to help people make changes in their lives.  

Therefore, important benefits of coaching related to coping are personal growth (Bresser & 
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Wilson, 2006; Green et al., 2006), satisfaction with life (Green et al., 2006), purpose in life (Green 

et al., 2006; Spence & Grant, 2007), and enhanced quality of life (Grant, 2003; Bresser & Wilson, 

2006).  

Coaching is used to empower people by facilitating self-directed learning (Bresser & Wilson, 

2006). As appears from earlier research on coaching, it increases self in-sight (Grant, 2001; 

Grant, 2003), self-concept (Bernaud, Gaudron & Lemoine, 2006) and self-awareness (Luthans 

& Peterson, 2003; Bozer & Sarros, 2012; Bresser & Wilson, 2006; Jarvis, 2004). According to 

research of Grant (2001; 2003), levels of self-reflection decreased after coaching. Bresser and 

Wilson (2006) reported that coaching improved self-reflection though. Furthermore, self-

acceptance (Green et al., 2006; Spence & Grant, 2007), self-esteem (Bernaud et al., 2006; Jarvis, 

2004) and self-efficacy (Baron & Morin, 2009) are enhanced through coaching.  

Besides benefits related to personality and life changes, the coping category is also related to 

the social environment of clients (Carver & Connor-Smith, 2010). Coaching enhances positive 

relationships with others (Green et al., 2006; Spence & Grant, 2007; Jarvis, 2004). According to 

Bresser and Wilson (2006) coaching improves communication and relationships. Also, 

coaching is related to a higher quality of life/work-balance (Bresser & Wilson, 2006; Jarvis, 

2004).  

2.1.4 Work attitudes 

This category includes ‘outcome measures related to cognitive, affective, and behavioral 

responses toward work and career’ (Theeboom et al., 2013, p. 8) (e.g. job satisfaction, 

organizational commitment, career satisfaction).  

Luthans and Peterson (2003) found that coaching in combination with 360-degree feedback 

improves job satisfaction with work, with supervision, and with co-workers. Also Wagter, 

Buis, Stam, and Eckenhausen (2009) found that coaching increases job satisfaction. 

Furthermore, it improves organizational commitment and turnover intentions (Luthans & 

Peterson, 2003). Other research on coaching concluded that coaching improves and maintains 

a high level of career satisfaction and increases job commitment (Bozer & Sarros, 2012; Jarvis, 

2004; Bresser & Wilson, 2006). Furthermore, coaching increases motivation (Bresser & Wilson, 

2006). Bernaud et al. (2006) found that coaching enhances activity in information research 
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about jobs and readiness to explore new domains.  According to Verbruggen and Sels (2009), 

people who received coaching showed more initiative in their own career. 

2.1.5 Goal-directed self-regulation 

Goal-directed self-regulation consists of ‘a series of processes in which an individual sets a 

goal, develops a plan of action, begins action, monitors his or her performance, evaluates his 

or her performance by comparison to a standard, and based on this evaluation changes his or 

her actions to further enhance performance and better reach his or her goals’ (Grant, 2003, p. 

255). Therefore this category includes all outcome measures related to these processes, such as 

goal-setting, goal-attainment, and goal evaluation. (Theeboom et al., 2013).  

Coaching increases goal striving (Green et al., 2006). People who completed a life coaching 

intervention reported significant progression towards attainment of personal strivings (Green 

et al., 2006). Other research also found that coaching facilitates goal attainment (Grant, 2001; 

Grant, 2003; Spence & Grant, 2007; Grant et al. 2009). Results of Spence and Grant (2007) 

indicated that coachees of professional coaches had greater goal commitment and goal 

progression. 

2.2 Factors related to coaching effectiveness 

In the previous section, I summarized the effects of coaching found in earlier research on the 

subject. By categorizing these findings, Theeboom et al. (2013) uncluttered the tangle of all the 

different effects previously found in the literature. Therefore, I will use these categories  in my 

thesis research. The aim of this thesis research is to examine what the outcomes of coaching 

are and what factors are related to coaching effectiveness. 

Current literature provides us with some factors that are related to coaching effectiveness. As 

discussed in the first chapter, Leedham (2005) designed the ‘Coaching Benefits Pyramid 

Model’ (CBPM) which is based on the results of his study on effective coaching. The pyramid 

is an adapted version of ‘The Smart Performance Pyramid’ from Cross and Lynch (1988). It 

describes the interrelatedness between various benefits of coaching. It states that for coaching 

to be fully effective, a coaching relationship needs to be built on four foundation factors: the 

coaching process, the personal attributes of the coach, the skills of the coach, and the coaching 

environment (Leedham, 2005). The CPBM is shown in Figure 2.1.  
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Figure 2.1: Coaching Benefits Pyramid Model (Leedham, 2005) 

In this section I will discuss literature available on the factors that are related to coaching 

effectiveness. 

2.2.1 Coach 

According to the CBPM of Leedham (2005), foundation factor for effective coaching are the 

skills of the coach and the attributes of the coach. The skills of a coach that improve coaching 

effectiveness are skills such as: listening, questioning, giving clear feedback, establishing 

rapport, and providing support (Leedham, 2005). Personal attributes of a coach that enhance 

the effectiveness of coaching are inter alia knowledge, experience, qualifications, being 

inspirational, and having belief in the client’s potential (Leedham, 2005). Sue-Chan and 

Latham (2004) found that being coached by a credible source increases coaching effectiveness. 

Besides these attributes and skills, demographic features like gender could affect coaching 

effectiveness. Blackman (2006) found that when a coach has the same gender as the client, 

coaching effectiveness is enhanced. However, Gray and Goregoakar (2010) found no 

difference in the preference of women towards a male or a female coach.  

According to Blackman (2006), to enhance coaching effectiveness, a coach should 

communicate clearly, be organized, maintain confidentiality, be honest, be experienced with 

coaching within the industry, display self-confidence, be able to see things from someone else’s 

point of view, display acceptance of the client, be creative, have similar values as the client, be 

likeable, display warmth, be calm, be outgoing, have a similar personality and similar age as 

the client, and share the same goals as the clients.  
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Most of these skills can be summarized as the interpersonal skills of a coach. Interpersonal 

skills can be defined as “those skills which one needs in order to communicate effectively with 

another person or a group of people” (Rungapadiachy. 1999, p.193). In the literature there is 

some variation about the exact skills that need to be acquired. However, some of the skills are 

agreed upon by most authors to be essential for effective communication. A person should for 

example listen, question, help, and reflect (Bostrom, 1997; Hayes, 2002; Rungapadiachy, 1999; 

Hargie & Dickson, 2004). Because of that, it is likely that a coach who has great interpersonal 

skills enhances coaching effectiveness. Therefore, the following hypothesis is established: 

Hypothesis 1: The interpersonal skills of the coach are positively related to the outcomes of coaching, 

such as client’s task performance, contextual performance, mental health, personal growth, self-esteem, 

relationships with others, initiative in own career, job satisfaction, and goal-setting. 

2.2.2 Coaching method 

Another foundation factor in the CBPM of Leedham (2005) is the coaching method. Each 

coaching track consists of a number of sessions. Verbruggen and Sels (2009) found in their 

research on career coaching that those clients who had a temporary contract at the start of the 

coaching track, received more sessions. According to Theeboom et al. (2013), a greater number 

of sessions does not necessarily result in stronger positive effects. A reason for this could be 

that their initial situation is less fortunate and that people with less serious or complex 

problems may need fewer sessions and experience more positive effects of coaching than 

people with serious and/or complex problems (Theeboom et al.,2013; Verbruggen & Sels, 

2009). 

Coaches use different methods in their coaching sessions. In the article of Verbruggen and Sels 

(2009), the methods used were rated by the respondents on appropriateness. Figure 2.2 shows 

the results of this study. The results suggest that for coaching to be effective, an individual 
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conversation is the best methods to use. A group session is the least appropriate method.

 

Figure 2.2: Rating of coaching methods (Verbruggen & Sels, 2009) 

Blackman (2006) found that the coaching method should identify blind spots, constructively 

view difficult issues, encourage taking appropriate action, focus on personal successors rather 

failings, relate personal goals to organizational goals, be free from interruption, and use 

priorities and timelines. According to Leedham (2005) the sessions should have a clear 

structure and discipline, and be mentally challenging and stretching for coaching to be 

effective. Based upon the research of Blackman (2006) and Leedham (2005), that state that the 

content of the coaching method is important for coaching effectiveness, the following 

hypotheses are determined: 

Hypothesis 2a: The structure of the coaching method is positively related to the outcomes of coaching, 

such as client’s task performance, contextual performance, mental health, personal growth, self-esteem, 

relationships with others, initiative in own career, job satisfaction, and goal-setting. 

Hypothesis 2b: The challenge of the coaching method is positively related to the outcomes of coaching, 

such as client’s task performance, contextual performance, mental health, personal growth, self-esteem, 

relationships with others, initiative in own career, job satisfaction, and goal-setting. 

Hypothesis 2c: The horizon of the coaching method is positively related to the outcomes of coaching, 

such as client’s task performance, contextual performance, mental health, personal growth, self-esteem, 

relationships with others, initiative in own career, job satisfaction, and goal-setting. 
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2.2.3 Coaching environment 

According to Sullivan (2006) organizational culture and environment are important factors in 

predicting the success of a coaching process in executive coaching. The coaching environment 

offers a coachee the opportunity to reflect and consider issues that may be barriers to 

performance (Kambarakaran, Yang, Baker, & Fernandes, 2008). Leedham (2005) found that the 

coaching environment should provide a safe, supportive place to discuss confidential and 

sensitive issues, providing time and space to think and reflect to enhance coaching 

effectiveness. Therefore, the following hypotheses were established: 

Hypothesis 3a: The safety of the coaching environment is positively related to the outcomes of coaching, 

such as client’s task performance, contextual performance, mental health, personal growth, self-esteem, 

relationships with others, initiative in own career, job satisfaction, and goal-setting. 

Hypothesis 3b: The support of the coaching environment is positively related to the outcomes of 

coaching, such as client’s task performance, contextual performance, mental health, personal growth, 

self-esteem, relationships with others, initiative in own career, job satisfaction, and goal-setting. 

2.2.4 Client 

The goal of the research of Verbruggen and Sels (2009) was to draw a profile of the clients 

participating in career coaching. Also, they tried to retrieve what impact coaching has on the 

life and the career of clients. It appeared that most of the participants were young women. 

Furthermore, they were disciplined and open-minded. Most of the respondents had a working 

partner and about half of the respondents had children. Also, most of them had a job at the 

moment of coaching. A small majority was happy with their life and were positive about the 

self (Verbruggen & Sels, 2009). The step to career coaching was tested as well, such as the 

reason to start with career coaching and the most important expectations of the outcomes of 

coaching. It appeared that over 60% of the participants were unhappy about their current work 

situation. The most important expectation of coaching was to gain better insight on what the 

person wanted in his or her career and life (Verbruggen & Sels, 2009).  

Maxwell and Bachkirova (2010) found that self-esteem of the client strengthens coaching 

effectiveness. Bozer et al. (2013) found that coachee learning goal orientation, coachee pre-

training motivation, coachee feedback receptivity, and coachee developmental self-efficacy 

were all positively related to coaching effectiveness. Also Sullivan (2006) found that client’s 
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openness to learning contributes to the likelihood that a benefit will be achieved through the 

coaching process. According to Blackman (2006), client’s self-efficacy, motivation, locus of 

control, involvement, confidence, commitment, effort, pre-occupation with others, and time 

are factors that contribute to coaching effectiveness.  

Coach-coachee relationship 

In the psychotherapy literature, some studies have investigated the working alliance as a 

moderator on the relation between therapy and various change indicators (Baron & Morin, 

2009). However, results of different studies on the subject have not been conclusive. Persons 

and Burns (1985) found that the working alliance accounted for a contribution to the changes 

in mood during the sessions. Burns and Nolen-Hoeksema (1992) found the moderating effect 

of the working alliance on clinical recovery. In contrast, Beckham (1989) found that the 

working alliance did not predict the later improvement in depression. Similar results were 

found by DeRubeis and Feeley (1990). In the coaching literature, few studies examined the 

moderating effect of the working alliance on the relation between coaching and coaching 

effectiveness. Baron and Morin (2009 found that the coach-coachee relationship not influence 

the relationship between coaching and its outcomes. Masdonati, Perdrix, Massoudi, and 

Rossier (2014) ), on the other hand, found that the working alliance plays a moderator role on 

career coaching effectiveness. The following hypotheses were derived: 

Hypothesis 4a: The coach-coachee relationship plays a moderating role in the relation between the coach 

and the outcomes of coaching (such as client’s task performance, contextual performance, mental health, 

personal growth, self-esteem, relationships with others, initiative in own career, job satisfaction, and 

goal-setting), such that the relation between the coach and the coaching outcomes is strengthened by a 

strong coach-coachee relationship. 

Hypothesis 4b: The coach-coachee relationship plays a moderating role in the relation between the 

coaching method and the outcomes of coaching (such as client’s task performance, contextual 

performance, mental health, personal growth, self-esteem, relationships with others, initiative in own 

career, job satisfaction, and goal-setting), such that the relation between the coaching method and the 

coaching outcomes is strengthened by a strong coach-coachee relationship. 

Hypothesis 4c: The coach-coachee relationship plays a moderating role in the relation between the 

coaching environment and the outcomes of coaching (such as client’s task performance, contextual 
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performance, mental health, personal growth, self-esteem, relationships with others, initiative in own 

career, job satisfaction, and goal-setting), such that the relation between the coaching environment and 

the coaching outcomes is strengthened by a strong coach-coachee relationship. 

2.3 Research aim and research questions 

As mentioned in the previous chapter, the aim of the current master research is to (1) 

investigate the benefits of (career)coaching in health care and (2) which determining factors 

contribute to coaching effectiveness.  

The following research question was defined: 

What are the outcomes of (career)coaching for health care professionals and which factors contribute to 

coaching effectiveness? 

This research question can now be divided in the following sub research questions: 

What are the outcomes of (career)coaching for health care professionals? 

Are the interpersonal skills of the coach related to coaching effectiveness? 

Is the coaching method (structure, challenge, and horizon) related to coaching effectiveness? 

Is the coaching environment (safety and support) related to coaching effectiveness? 

Does the coach-coachee relationship play a moderating role in the relation between the coaching factors 

(coach, method, and environment) and the coaching outcomes? 

2.4 Research model 

Based on the literature discussed in this chapter and the established research questions and 

hypotheses, a research model can be drawn. This model is shown in Figure 2.3 
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Figure 2.3: Research model 

  



29 

 

3. Method 

In this chapter, the research method is described. A description of the research the design and 

the used sample is given. Furthermore, the statistical analyses that were conducted to test the 

hypotheses are described. Also, the used measures are depicted in this chapter. 

3.1 Research design 

In order to answer the research questions stated in the previous chapter, a survey was 

distributed among the sample group. A self-report questionnaire was sent to the sample 

group. The sample group was approached via email to fill out the survey. They could fill it out 

either using an online tool or by completing the word document attached to the email which 

they could return to the researcher via email or by post. To ensure privacy of the respondents, 

the data was not individually assessed. The questionnaire was structured and consisted 

mainly out of multiple sets of scaling questions which were measured on a 5-point Likert scale. 

A more detailed description of the measure of each construct will be discussed in Section 3.4. 

Also, some multiple choice questions were asked about the client, the coach, and the methods 

used. The survey started with an open question. Here, the respondents were asked to name at 

least three outcomes of their coaching track and whether they still profited from these 

outcomes. At the end of the survey, respondent were asked whether they wanted to be 

informed about the results. The complete survey can be found in Appendix 1 (in Dutch). 

3.2 Research sample 

The research sample consisted of medical specialists that have followed a coaching track via 

Carrièrecentrum Zorg (CCZorg). CCZorg is a department of Verzekering van Artsen-

Automobilisten (VvAA) that offers (career)coaching to (para)medics. The coaching is provided 

by about 60 coaches spread throughout the Netherlands. These coaches are self-employed 

professionals. CCZorg sets up a client with one of the coaches in their network to start a 

coaching track. They serve as an intermediate between the clients and the coaches. All previous 

clients of CCZorg were approached for this questionnaire. The coaching track followed is 

either a career coaching track, a personal coaching track, or a combination of the two. Because 

each coach determines how he or she wants to treat the client, the tracks followed by the clients 

differ in number of sessions and in the method used. The number of sessions varies between 

1 and 15. On average the coaching track consisted of 5.5 sessions. The median is 5 sessions and 
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the mode is 6 sessions. All the coaches used individual conversations and about half of the 

coaches used questionnaires. A quarter of the clients had to access information and did some 

role-playing with their coaches. Some coaches used other methods as well, like computer 

assignments and involving others in the coaching sessions. The coaching tracks were face-to-

face.   

In total 314 clients were approached of which 82 surveys were filled in and returned (26 

percent). Within this set of 82 responses 14 surveys were not fully completed. Six respondents 

participated in the interview. Of the respondents to the survey 26.5 percent was male. 29 

percent of the respondents was younger than 30 years old, 47.8 percent was between 30 and 

45 years old, and 23.2 percent was between 45 and 60 years old. Furthermore, 32.8 percent of 

the coaches was male. 80 percent of the respondents was employed at the time of coaching and 

85.5 percent was employed at the time of the survey. The most important reasons to start the 

coaching track were reasons regarding job content and career (34.3 percent). The most 

important expectation regarding the coaching track was to gain better insight on what the 

client wants with his career and life (47.8 percent).  

3.3 Statistical analyses 

All data collected with the questionnaire were analyzed by the use of multiple statistical 

analyses. The data were analyzed using the statistical software package SPSS version 22.  

First data were prepared for the analyses. The constructs were determined by computing the 

means of the items related to each of them.  

Second, the data were checked for zero-order correlations using a bivariate Pearson correlation 

in SPSS. This indicated whether a significant linear relationship existed between two variables 

and what the strength and direction of that relationship is. The coefficient can vary between -

1, which indicates a perfectly negative relationship, and +1, which indicates a perfectly positive 

relationship. If the coefficient is 0, no relationship exists between the two variables (Field, 

2009). 

Third, the data were further analyzed using hierarchical regression. This technique was used 

to test the multiple correlation between control variables, independent variables and a 

dependent variable. The variables were entered stepwise into the model. The researcher 
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determined the order in which the variables are entered in the model (Field, 2009). First, I 

examined whether the coach, the coaching method, and the coaching environment were 

related to the coaching outcomes. The order in which the variables were entered into the model 

was based on the support from earlier research. Second, I examined the moderating effect of 

the coach-coachee relationship.  

3.4 Measures 

The questionnaire consisted of two parts. The first part consisted of questions that measured 

the constructs that were defined as potential outcomes of coaching. These constructs are 

labeled as dependent variables and are discussed in section 3.4.1. The second part of the 

questionnaire measured the independent variables which are conducted in section 3.4.2. The 

independent variables represent the factors that could affect coaching effectiveness. 

Furthermore, in section 3.4.3 the coach-coachee relationship as a moderator is discussed.  

3.4.1 Dependent variables 

From each category defined by Theeboom et al. (2013), one or more outcomes were selected to 

measure coaching effectiveness. The choice for these measures was made based on existing 

literature and on a short survey among the coaches of the participating company. In this 

survey the coaches were asked to mark one or more outcomes of which they thought were 

important.  

Task performance can be defined as ‘the proficiency with which individuals perform the core 

substantive or technical tasks central to his or her job’ (Campbell, 1990, p. 708-9). The 

measurement scale used was adopted from the Individual Work Performance Questionnaire 

(IWPQ) of Koopmans, Bernaards, Hildebrandt, van Buuren, van der Beek, and de Vet (2013). 

It consists of five items and was measured on a 5-point Likert scale. For example: ‘I managed 

to plan my work so that it was done in time’ and ‘My planning was optimal’. Cronbach’s alpha 

for task performance was 0.850.   

Contextual performance is defined as ‘behaviors that support the organizational, social, and 

psychological environment in which the technical core must function’ (Borman &Motowidlo, 

1993, p. 73). Contextual performance was also measured by using the IWPQ of Koopmans et 

al. (2013). It consists of eight items, like ‘I took on extra responsibilities’ and ‘I started new 
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tasks myself, when my old ones were finished’. This construct was measured on a 5-point 

Likert scale. Cronbach’s alpha for contextual performance was 0.878.  

Mental well-being was measured using the Warwick-Edinburgh Mental Well-Being Scale 

(WEMWBS), which focuses entirely on positive aspects of mental health (Tennant, Hiller, 

Fishwick, Platt, Joseph, Weich, Parkinson, Secker, & Stewart-Brown, 2007). Positive mental 

well-being is defined as a state ‘which allows individuals to realize their abilities, cope with 

the normal stresses of life, work productively and fruitfully, and make a contribution to their 

community’ (Tennant et al., 2007). The scale consists of fourteen items and was measured on 

a 5-point Likert scale. For example: ‘I’ve been feeling optimistic about the future’ and ‘I’ve 

been feeling useful’. Cronbach’s alpha for mental well-being was 0.937. 

Personal growth means that a person continues to develop one’s potential, grows and expands 

as a person (Ryff, 1989). The measurement scale used was adopted from Ryff’s Psychological 

Well-Being Scale (PWBS), which measures multiple facets of psychological well-being (Ryff, 

1989). The construct personal growth consists of five items and was measured on a 5-point 

Likert scale. Examples of items are ‘When I think about it, I haven’t really improved much as 

a person over the years’ and ‘I have the sense that I have developed a lot as a person over 

time’. Cronbach’s alpha for personal growth was 0.768. 

Self-esteem is ‘a favorable or unfavorable attitude toward the self’ (Rosenberg, 1965, p. 15). To 

measure self-esteem the Rosenberg Self-Esteem Scale (RSES) was used (Rosenberg, 1965).  It is 

a self-report instrument for evaluating self-esteem and consists of ten items, such as ‘On the 

whole, I am satisfied with myself’ and ‘At times, I think I am no good at all’. It was measured 

on a 5-point Likert scale. Cronbach’s alpha for self-esteem was 0.880.  

Relationships with others was measured using Ryff’s Psychological Well-Being Scale (PWBS). 

Positive relations means that a person ‘has warm, trusting relationships with others; is 

concerned about the welfare of others; is capable of strong empathy, affection, and intimacy; 

understands give and take of human relationships’ (Ryff, 1989, p. 1072). The construct 

relationships with other consists of seven items and was measured on a 5-point Likert scale. 

For example: ‘Most people see me as loving and affectionate’ and ‘Maintaining close 
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relationships has been difficult and frustrating for me’. Cronbach’s alpha for relationships with 

other was 0.859. 

Initiative in own career was measured using the Career Engagement Scale (CES) from Hirschi, 

Freund, and Hermann (2013). CES is a measure to the degree to which somebody is proactively 

developing her or his career as expressed by diverse career behaviors. It consist of nine items, 

like ‘To what extent have you in the past six months actively sought to design your 

professional future’ and ‘To what extent have you in the past six months undertook things to 

achieve your career goals’. This construct was measured on a 5-point Likert scale Cronbach’s 

alpha for initiative in own career was 0.916. 

Job satisfaction was adopted from the Michigan Organizational Assessment Questionnaire 

(MOAQ) (Cammann, Fichman, Jenkins, & Klesh (1979). The construct job satisfaction consists 

of three items, namely ‘All in all I am satisfied with my job’, ‘In general, I don’t like my job’, 

and ‘In general, I like working here’. It was measured on a 5-point Likert scale. Cronbach’s 

alpha for job satisfaction was 0.856. 

Goal-setting was based on the Short Self-Regulation Questionnaire (SSRQ). SSRQ is based on 

the Self-Regulation Questionnaire (Carey, Neal, & Collins, 2004) that was designed to assess 

self-regulation capacity across seven processes of self-regulation. Neal & Carey (2005) 

distinguished two factors, namely goal-setting behavior and impulse control. The construct 

goal-setting behavior consists of 10 items, such as ‘I usually keep track of my progress toward 

my goals’ and ‘I am able to accomplish goals I set for myself’. This construct was measured on 

a 5-point Likert scale. Cronbach’s alpha for goal-setting was 0.839. 

3.4.2 Independent variables 

As mentioned in chapter 2 and shown in the research model, factors that could affect coaching 

effectiveness were measured. These factors were based on the CBPM of Leedham (2005) and 

include the coach, the method, and the coaching environment. A coach should inter alia listen, 

give clear feedback, provide support, be credible, communicate clearly, and display warmth 

to the client (Leedham, 2005; Blackman, 2006). These skills can be summarized as the 

interpersonal skills of a coach. The method used by the coach should be structured, 

challenging, and broaden the horizon of the client (Leedham, 2005). The coaching environment 
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should feel safe and be supporting (Leedham, 2005). All these measures are the independent 

variables and will be discussed below.  

Interpersonal skills was based on the Doctors’ Interpersonal Skills Questionnaire (DISQ) from 

Greco, Brownlea, and McGovern (2001). It consists of 12 items measuring the interpersonal 

skills of the coach, such as “Ability to listen to the client” and “Confidence in coach’s ability”. 

It was measured on a 5-point Likert scale. Cronbach’s alpha for interpersonal skills was 0.943. 

Structure, challenge, and horizon of the method and coaching process were graded by the 

respondents on a scale of 1-5.  

Safety and support of the coaching environment were graded by the respondents on a scale of 

1-5.  

3.4.3 Moderator 

The coach-coachee relationship was expected to play a moderating role between the 

dependent and independent variables discussed before, such that the relation between the 

coaching factors and the coaching outcomes is strengthened by a strong coach-coachee 

relationship. The coach-coachee relationship was therefore measured. 

Coach-coachee relationship was measured using the short form of the Working Alliance 

Inventory (WAI-S) from Horvath and Greenberg (1989). The construct consist of 12 items 

measuring the working alliance as experienced by the client on a 5-point Likert scale. Examples 

of items are “I believe my coach likes me” and “My coach and I trust one another”. Cronbach’s 

alpha for this construct was 0.896. 

3.4.4 Control variables 

Age and gender were measured as control variables to test the model. Because of the relatively 

small sample size, only two control variables were added to the model (Labovitz, 1965). The 

sample group consists of a very specific occupational group, namely medical specialists. 

Furthermore, no high correlations were found between potential control variables and the 

dependent variables. Therefore, only age en gender are included as control variables in the 

regression analyses. 
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4. Results 

In this chapter, the results of this study are discussed. In Section 4.1, the zero-order Pearson 

correlations are discussed. Section 4.2 summarizes the results of the hierarchical regression 

analyses. In Section 4.3, it is established whether the hypotheses were supported or rejected 

based on the results. Finally, the outcomes of coaching are depicted in Section 4.4. 

4.1 Correlations between coaching factors and coaching outcomes 

Using zero-order Pearson correlations (section 4.1) and hierarchical regression analyses 

(section 4.2) the link between the coaching factors (coach, method, and environment) and the 

coaching outcomes (performance and skills, well-being, coping, work attitudes, and goal-

directed self-regulation) was examined. The hierarchical regression analyses were decisive in 

answering the research questions.  

Table 4.1 displays the correlations, means and standard deviations of the coaching factors and 

coaching outcomes. The means of the coaching outcomes did not show any surprises. The 

coaching factors, however, were scored high on average (all higher than 4 on a 5-point Likert 

scale). It also stands out that the dependent variables associated significantly with each other. 

For example: interpersonal skills was positively related to structure, challenge, horizon, safety, 

and support (p < 0.01). This high multicollinearity among the independent factors could have 

consequences for the validity. The regression models may not have given valid results about 

the individual predictors or about which predictors are redundant with respect to others. 

When looking at the correlations between the coaching factors and the coaching outcomes, 

there were some interesting relations between different variables. The control variables did 

not significantly relate to any of the measures, except for age and mental health. Even though 

age and gender barely correlate with the dependent variables, I did use them in my analyses 

as control variables to correct for small differences between the subgroups, because not 

including them may cause skepticism about the model and a small effect might be important 

when others have found a large effect. Furthermore, interpersonal skills significantly 

positively associated with all the coaching outcomes, except for relationships with others and 

job satisfaction. The structure, challenge and horizon of the coaching method were measured. 

Both the challenge and horizon of the coaching method were positively related with all the 

coaching outcomes, but in this case the correlations were not significant for relationships with 
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others. The structure of the coaching method was only significantly positively associated with 

contextual performance, self-esteem, initiative in own career and goal-setting. The coaching 

environment was measured on the feeling of safety and support. Despite the expectations 

based on the CPBM from Leedham (2005), no significant correlations were found between the 

coaching environment and any of the coaching outcomes, except a positive relation between 

support and initiative in own career. 

   



Table 4.1: Zero-order Pearson correlations of the study variables (n = 66) 

Measure M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 

1. Age 1.95 .70                  

2. Gender .73 .45 -.21                 

3. Interpersonal 

skills 

4.43 .60 .04 .05                

4. Structure 4.28 .83 .08 -.02 .78**               

5. Challenge 4.28 .87 .08 -.06 .79** .67**              

6. Horizon 3.98 1.10 .02 -.04 .84** .74** .77**             

7. Safety 4.65 .58 .04 .03 .49** .43** .34** .34**            

8. Support 4.43 .85 -.05 .04 .73** .64** .52** .61** .73**           

9. Coach-coachee 

relationship 

4.14 .60 -.02 .09 .88** .74** .76** .82** .42** .63**          

10. Task 

performance 

3.31 .53 -.03 -.09 .33** .19 .44** .39** .14 .13 .34**         

11. Contextual 

performance 

3.38 .65 .0 -.05 .35** .31* .32* .38** .14 .18 .38** .60**        

12. Mental health 3.62 .49 -.27* .06 .35** .25 .37** .40** .21 .22 .40** .58** .61**       

13. Personal 

growth 

3.86 .66 .13 -.04 .43** .24 .40** .46** .12 .18 .46** .26* .45** .45**      

14. Self-esteem 3.83 .64 .13 -.07 .32* .26* .29* .41** .24 .17 .36** .38** .43** .59** .63**     

15. Relationships 

with others 

3.87 .68 -.10 .03 .18 .17 .18 .22 .14 .11 .25 .19 .26* .45** .42** .66**    

16. Initiative in 

own career 

3.88 .76 -.07 -.08 .52** .43** .43** .64** .07 .26* .48** .17 .49** .43** .65** .40** .34**   

17. Job 

satisfaction 

3.87 .91 -.06 .04 .22 .09 .30* .32* .18 .16 .22 .37** .51** .47** .44** .39** .24 .32*  

18. Goal-setting 3.49 .53 -.01 -.03 .34** .30* .36** .40** .15 .13 .37** .35** .49** .39** .46** .47** .46** .51** .31* 

Note. * p < .05, ** p < .01



4.2 Hierarchical regression analyses  

In the following sections, the hierarchical regression analyses is discussed per category of 

Theeboom et al. (2013). For each coaching outcome, four regression analyses were conducted. 

First, the effects of the coach, coaching method and coaching environment on the coaching 

outcomes were examined. Second, the moderating effect of the coach-coachee relationship on 

each of the main effects is examined. All results of the regression analyses that showed no 

significant relations, are shown in Appendix 2, to keep this section clear and organized. Even 

though the tables are shown in the Appendix, the results will be discussed briefly in this 

section. Furthermore, it is important to remember that no significant relations found, are 

results as well, and will therefore be treated like that in the sequel of this thesis report. 

4.2.1 Hierarchical regression analyses of the coaching factors and task 

performance 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and task performance were analyzed. Also, the moderating role of the coach-

coachee relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

task performance was examined. Table 4.2 shows the results of the first hierarchical regression 

analysis. In this table the dependent variable is task performance and the independent 

variables are interpersonal skills, structure, challenge, horizon, safety, and support. The best 

model was the second model (F = 4.58, p < 0.01). Interpersonal skills was significant for p < 0.01 

(β = .42). Therefore, the interpersonal skills of a coach enhance the task performance of a client. 
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Table 4.2: Hierarchical regression model of task performance with coach, coaching method, and coaching 

environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age -.03 -.04 -.05 -.06 

Gender -.12 -.14 -.12 -.10 

Model 2: Coach     

Interpersonal skills  .42** .29 .33 

Model 3: Coaching method     

Structure   -.26 -.22 

Challenge   .37 .34 

Horizon   .05 .14 

Model 4: Coaching environment     

Safety    .28 

Support    -.36 

Model summary     

F .43 4.58** 3.18** 2.87* 

R2 .01 .19 .26 .30 

ΔR2 .01 .18 .07 .04 

Note. p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Second, the moderating role of the coach-coachee relationship was tested. The hierarchical 

regression analysis examining the moderating effect of the coach-coachee relationship on the 

relationship between interpersonal skills and task performance had no significant results. 

Therefore, the coach-coachee relationship does not moderate the relation between interpersonal skills 

and task performance. Also, the hierarchical regression analysis examining the relationship 

between the method and task performance with coach-coachee relationship as a moderator 

had no significant results. Therefore, the coach-coachee relationship does not moderate the 

relationship between the coaching method and the task performance of the client.  

Finally, the moderating role of the coach-coachee relationship in the relation between the 

coaching environment and task performance was analyzed. Table 4.3 shows the results. The 

second model was the best model (F = 2.85, p < 0.05). The model did not improve significantly 

when the interaction variables were added. For that reason, the coach-coachee relationship has no 

moderating effect of the relation between task performance and the coaching environment. The main 

effect of the coach-coachee relationship was found to be significant (β = 0.43, p < 0.01). 

Therefore, task performance is increased by a strong coach-coachee relationship. 
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Table 4.3: Hierarchical regression model of task performance with coaching environment, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.02 -.04 -.06 

Gender -.01 -.04 -.03 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .43** .42** 

Safety  .31 .19 

Support  -.28 -.11 

Model 3: Interaction variables    

CCR*Safety   -.36* 

CCR*Support   .37 

Model summary    

F .01 2.85* 2.73* 

R2 .00 .20 .26 

ΔR2 .00 .20 .06 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

4.2.2 Hierarchical regression analyses of the coaching factors and contextual 

performance 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and contextual performance were analyzed. Also, the moderating role of the 

coach-coachee relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

contextual performance was examined. Table 4.4 shows the results of the regression analysis. 

The best model was the second model (F = 3.72, p < 0.05). The independent variable 

‘Interpersonal skills’ was significant (β = .39, p < 0.01). Therefore, contextual performance of the 

client is increased by the interpersonal skills of the coach. 
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Table 4.4: Hierarchical regression model of contextual performance with coach, coaching method, and 

coaching environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age .04 .03 .03 .02 

Gender -.05 -.07 -.05 -.05 

Model 2: Coach     

Interpersonal skills  .39** .20 .29 

Model 3: Coaching method     

Structure   .02 .06 

Challenge   .02 -.01 

Horizon   .19 .22 

Model 4: Coaching environment     

Safety    .08 

Support    -.21 

Model summary     

F .15 3.72* 1.94 1.52 

R2 .01 .16 .17 .18 

ΔR2 .01 .15 .01 .01 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Second, the moderating role of the coach-coachee relationship was tested. No moderating effect 

of the coach-coachee relationship on the relation between interpersonal skills and contextual performance 

was found.  

The relation between the structure of the coaching method and contextual performance was moderated 

by the coach-coachee relationship. The results of the hierarchical regression analysis can be found 

in Table 4.5. The best fitting model is the full model (F = 2.21, p < 0.05). A significant interaction 

in which coach-coachee relationship moderates the relation between structure and contextual 

performance was found.  
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Table 4.5:  Hierarchical regression model of contextual performance with coaching method, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .03 .02 .03 

Gender -.05 -.06 -.12 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .24 .34 

Structure  .03 .33 

Challenge  .01 -.34 

Horizon  .18 .17 

Model 3: Interaction variables    

CCR*Structure   .64* 

CCR*Challenge   -.31 

CCR*Horizon   -.25 

Model summary    

F .11 2.11 2.21* 

R2 .00 .19 .28 

ΔR2 .00 .19 .09 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Figure 4.1 shows the interaction effect graphically. This graph shows that at high coach-coachee 

relationship (+1 SD), high structure was related to  higher contextual performance (simple 

slope test: t = 2.036l, p < 0.05). Figure 4.1 also shows that at low coach-coachee relationship (-1 

SD), structure was not related to contextual performance (simple slope test: t = -0.282, p = n.s.). 

Therefore, the relation between the structure of the coaching method and contextual 

performance is enhanced by a strong coach-coachee relationship. 

 

Figure 4.1: Moderating effect of coach-coachee relationship on the relation between structure and contextual 

performance 
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Table 4.6 shows the hierarchical regression analysis with the coach-coachee relationship as a 

moderator on the relation between the coaching environment and contextual performance. 

The second model was the best model (F = 2.56, p < 0.05). No significant change was found  

when proceeding to the third model. Therefore, no effect of the coach-coachee relationship as a 

moderator was found. In the second model, the main effect of the coach-coachee relationship was 

significant for p < 0.01 (β = .45). It can be concluded that the coach-coachee relationship enhances 

contextual performance. 

Table 4.6: Hierarchical regression model of contextual performance with coaching environment, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .05 .04 .03 

Gender -.01 -.04 -.05 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .45** .46** 

Safety  .07 .04 

Support  -.10 -.02 

Model 3: Interaction variables    

CCR*Safety   -.06 

CCR*Support   .13 

Model summary    

F .08 2.56* 1.82 

ΔF .08 4.19** .19 

R2 .00 .18 .19 

ΔR2 .00 .18 .01 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

4.2.3 Hierarchical regression analyses of the coaching factors and mental health 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and mental health were analyzed. Also, the moderating role of the coach-

coachee relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

mental health was examined. The regression analysis examining the relation between the 

coaching factors and mental health is presented in Table 4.7. The best model was the second 

model (F = 5.34, p < 0.01). In this model, interpersonal skills were found to be significant (β = 

.41, p < 0.01). Therefore, the interpersonal skills of the coach increase the mental health of the client. 
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Table 4.7: Hierarchical regression model of mental health with coach, coaching method, and coaching 

environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age -.20 -.22 -.22 -.22 

Gender -.03 -.04 -.03 -.02 

Model 2: Coach     

Interpersonal skills  .41** .36 .26 

Model 3: Coaching method     

Structure   -.09 -.08 

Challenge   .20 .17 

Horizon   .08 .17 

Model 4: Coaching environment     

Safety    .33 

Support    -.29 

Model summary     

F 1.21 5.34** 2.87* 2.71* 

R2 .04 .21 .23 .28 

ΔR2 .04 .17 .02 .05 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Second, the moderating effect of the coach-coachee relationship was examined. The results 

showed that the coach-coachee relationship does not moderate the relationship between the 

interpersonal skills and mental health. Also, the coach-coachee relationship does not moderate the 

relation between coaching method and the mental health of a client. 

In contrast to the previous results, the relation between the safety of the coaching environment and 

mental health was moderated by the coach-coachee relationship. Table 4.8 presents the results of the 

hierarchical regression analysis. The full model (model 3) was the best model (F = 4.90, p < 

0.001). This means that the interaction variables added substantially to the prediction of the 

mental health of the client. The interaction variable of the coach-coachee relationship and 

safety was significant (β = -.47, p < 0.01). Figure 4.2 presents this interaction effect graphically. 

Furthermore, coach-coachee relationship was found to be significant (β = .44, p < 0.01). 

Therefore, the coach-coachee relationship is positively related to mental health. 
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Table 4.8: Hierarchical regression model of mental health with coaching environment, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.21 -.21 -.23* 

Gender -.06 -.09 -.06 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .47** .44** 

Safety  .26 .13 

Support  -.20 -.06 

Model 3: Interaction variables    

CCR*Safety   -.47** 

CCR*Support   .37 

Model summary    

F 1.35 4.68** 4.90*** 

R2 .04 .28 .37 

ΔR2 .04 .24 .09 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Figure 4.2 shows the interaction effect graphically. This graph shows that at high coach-coachee 

relationship (+1 SD), safety was not related to  mental health (simple slope test: t = -1.196, p = 

n.s.). Figure 4.2 also shows that at low coach-coachee relationship (-1 SD), high safety was 

related to higher mental health (simple slope test: t = 3.070, p < 0.01). Therefore, the relation 

between safety of the coaching environment and mental health is enhanced by a weak coach-

coachee relationship. 

 

Figure 4.2: Moderating effect of coach-coachee relationship on the relation between safety and mental health 
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4.2.4 Hierarchical regression analyses of the coaching factors and personal growth 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and personal growth were analyzed. Also, the moderating role of the coach-

coachee relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

personal growth was examined. In Table 4.9 the results of the hierarchical regression analysis 

with personal growth as the dependent variables are shown. The second model was the best 

model (F = 4.39, p < 0.01). Interpersonal skills was significant for p < 0.01 (β = 0.40). Therefore, 

personal growth is enhanced through the interpersonal skills of the coach. 

Table 4.9: Hierarchical regression model of personal growth with coach, coaching method, and coaching 

environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age .15 .13 .15 .14 

Gender -.02 -.03 -.20 -.01 

Model 2: Coach     

Interpersonal skills  .40** .28 .38 

Model 3: Coaching method     

Structure   -.34 -.29 

Challenge   .06 .03 

Horizon   .41 .43 

Model 4: Coaching environment     

Safety    .04 

Support    -.22 

Model summary     

F .75 4.39** 3.27** 2.58* 

R2 .02 .18 .26 .27 

ΔR2 .02 .16 .08 .01 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Second, the hierarchical regression analyses examining the moderating effect of the coach-

coachee relationship were executed. It appeared that the relation between interpersonal skills and 

personal growth was not moderated by the coach-coachee relationship.  Also, the relation between the 

coaching method and personal growth was not moderated by the coach-coachee relationship. 

In Table 4.10 the regression model of the analysis examining the moderating effect of the 

coach-coachee relationship on the relation between the coaching environment and the task 
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performance is shown. The second model was the best model. Therefore, the coach-coachee 

relationship does not moderate the relation between the coaching method and the personal growth of the 

client. In the second model, the main effect of the coach-coachee relationship was significant 

(β = 0.55, p < 0.001). So, personal growth is enhanced through the coach-coachee relationship.  

Table 4.10: Hierarchical regression model of personal growth with coaching environment, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .12 .12 .14 

Gender -.01 -.04 -.06 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .55*** .56*** 

Safety  -.01 .02 

Support  -.14 -.17 

Model 3: Interaction variables    

CCR*Safety   .29 

CCR*Support   -.19 

Model summary    

F .50 3.76** 3.16** 

R2 .02 .24 .28 

ΔR2 .02 .22 .04 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

4.2.5 Hierarchical regression analyses of the coaching factors and self-esteem 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and self-esteem were analyzed. Also, the moderating role of the coach-coachee 

relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

self-esteem was examined. The results of this analysis were not significant. Therefore, no 

relationship was found between the coaching factors and self-esteem. 

Second, the moderating role of the coach-coachee relationship was tested. The results showed 

that none of the relations between the coaching factors and self-esteem were moderated by the coach-

coachee relationship.  

The coach-coachee relationship as a main effect was found to be significant though. Table 4.11 

presents the results of the hierarchical regression analysis where the relationship between the 
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environment and self-esteem with coach-coachee relationship as a moderator is examined. The 

second model was the best model (F = 2.97, p < 0.05). The main effect of coach-coachee 

relationship was found to be significant in this model (β = 0.48, p < 0.01). Therefore, the coach-

coachee relationship improves the self-esteem of the client. 

Table 4.11: Hierarchical regression model of self-esteem with coaching environment, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .11 .09 -.08 

Gender -.07 -.11 -.11 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .48** .48** 

Safety  .24 .19 

Support  -.30 -.23 

Model 3: Interaction variables    

CCR*Safety   -.23 

CCR*Support   .21 

Model summary    

F .64 2.97* 2.36* 

R2 .02 .20 .23 

ΔR2 .02 .18 .03 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

4.2.6 Hierarchical regression analyses of the coaching factors and relationships with 

others 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and relationships with others were analyzed. Also, the moderating role of the 

coach-coachee relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

relationship with others was examined. However, no relation was found between the coaching 

factors and relationships with others. 

Second, the effect of the coach-coachee relationship as a moderator was examined. Both the 

relation between the interpersonal skills of the coach and relationships with others, and the relation 

between coaching method and relationships with others were not moderated by the coach-coachee 

relationship.  
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On the other hand, the relation between the coaching environment and relationships with others was 

moderated by the coach-coachee relationship. As can be found in Table 4.12, the coach-coachee 

relationship moderated the relation between safety and relationships with others as well as 

the relation between support and relationships with others. Figures 4.3 and 4.4 show these 

interaction effects graphically. Also, the coach-coachee relationship was found to be significant 

(β = 0.33, p < 0.05). Therefore, the coach-coachee relationship improves relationships with others.  

Table 4.12: Hierarchical regression model of relationships with others with coaching environment, coach-

coachee relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.10 -.11 -.15 

Gender -.01 -.02 -.02 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .32 .33* 

Safety  .20 .04 

Support  -.24 .08 

Model 3: Interaction variables    

CCR*Safety   -.61** 

CCR*Support   .72** 

Model summary    

F .34 1.20 3.07** 

R2  .01 .09 .28 

ΔR2 .01 .08 .19 

Note. + p < 0.1 * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = 

standardized coefficient 

Figure 4.3 shows the interaction effect graphically. This graph shows that at high coach-coachee 

relationship (+1 SD), high safety was related to  lower relationships with others (simple slope 

test: t = -2.107, p < 0.05). Figure 4.3 also shows that at low coach-coachee relationship (-1 SD), 

high safety was related to higher relationships with others (simple slope test: t = 2.912, p < 0.01). 

Therefore, the relation between safety of the coaching environment and mental health is 

enhanced by a weak coach-coachee relationship, and lowered by a strong coach-coachee 

relationship. 
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Figure 4.3: Moderating effect of coach-coachee relationship on the relation between safety and relationships 

with others 

Figure 4.4 shows the interaction effect graphically. This graph shows that at high coach-coachee 

relationship (+1 SD), high support was related to  higher relationships with others (simple 

slope test: t = 5,164, p < 0.001). Figure 4.4 also shows that at low coach-coachee relationship (-1 

SD), support was not related to relationships with others (simple slope test: t = -1,189, p = n.s.). 

Therefore, the relation between support of the coaching environment and relationships with 

others is enhanced by a strong coach-coachee relationship. 

 

Figure 4.4: Moderating effect of coach-coachee relationship on the relation between support and relationships 

with others 
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4.2.7 Hierarchical regression analyses of the coaching factors and initiative in own 

career 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and initiative in own career were analyzed. Also, the moderating role of the 

coach-coachee relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

initiative in own career was examined. In Table 4.13 the hierarchical regression analysis of 

initiative in own career with the coaching factors is presented. The best model was the second 

model which was significant for p < 0.001 (F = 8.63). In this model interpersonal skills was 

significant (β = 0.53, p < 0.001). Therefore, initiative in own career is strengthened by the 

interpersonal skills of the coach. 

Table 4.13: Hierarchical regression model of initiative in own career with coach, coaching method, and 

coaching environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age -.05 -.07 -.06 -.07 

Gender -.12 -.13 -.12 -.12 

Model 2: Coach     

Interpersonal skills  .53*** .23 .35 

Model 3: Coaching method     

Structure   -.07 -.01 

Challenge   -.15 -.17 

Horizon   .59** .61** 

Model 4: Coaching environment     

Safety    .04 

Support    -.25 

Model summary     

F .46 8.63*** 6.49*** 4.97*** 

R2 .01 .30 .39 .42 

ΔR2 .01 .29 .10 .03 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Second, the moderating effect of the coach-coachee relationship was analyzed. The results 

showed that none of the relations between the coaching factors and initiative in own career was 

moderated by the coach-coachee relationship. 
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The hierarchical regression analysis of the model examining the moderating effect of the 

coach-coachee relationship on the relation between the coaching method and initiative in own 

career is depicted in Table 4.14. The best model was the second model (F = 6.73, p < 0,001). The 

results suggested that the horizon of the coaching method is positively associated with initiative in 

own career (β = 0.65, p < 0.01).  

Table 4.14: Hierarchical regression model of initiative in own career with coaching method, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.07 -.10 -.08 

Gender -.12 -.11 -.11 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .06 .05 

Structure  .00 -.00 

Challenge  -.08 -.15 

Horizon  .65** .71** 

Model 3: Interaction variables    

CCR*Structure   -.11 

CCR*Challenge   -.13 

CCR*Horizon   .21 

Model summary    

F .47 6.73*** 4.40*** 

R2 .02 .42 .42 

ΔR2 .02 .40 .00 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

In Table 4.15 the regression model of the analysis examining the moderating effect of the 

coach-coachee relationship on the relation between the coaching environment and the 

initiative in own career is shown. The best model was the second model (F = 4.97, p < 0.01). 

The results showed that the coach-coachee relationship is positively related the initiative in own career 

(β = 0.53).  
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Table 4.15: Hierarchical regression model of initiative in own career with coaching environment, coach-

coachee relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.04 -.05 -.04 

Gender -.15 -.18 -.17 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .53*** .52** 

Safety  -.10 -.08 

Support  .05 -.01 

Model 3: Interaction variables    

CCR*Safety   .01 

CCR*Support   -.08 

Model summary    

F .68 4.97** 3.48** 

R2 .02 .29 .30 

ΔR2 .02 .27 .01 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

4.2.8 Hierarchical regression analyses of the coaching factors and job satisfaction 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and job satisfaction were analyzed. Also, the moderating role of the coach-

coachee relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, and 

job satisfaction was examined. However, no relationship was found between the coaching factors 

and the job satisfaction of the client. 

Second, the moderating effect of the coach-coachee relationship was analyzed. It appeared that 

the coach-coachee relationship did not moderate the relations between the coaching factors and job 

satisfaction. Furthermore, no main effects were found. 

4.2.9 Hierarchical regression analyses of the coaching factors and goal-setting 

In this section, the relations between the coach, the coaching method, and the coaching 

environment, and goal-setting were analyzed. Also, the moderating role of the coach-coachee 

relationship on those relations was tested.  

First, the relation between the coach, the coaching method, and the coaching environment, 

and goal-setting was examined. The regression analysis examining the relationship between 
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each of the coaching outcomes and goal-setting  is shown in Table 4.16. The second model is 

the best model, which is significant for p <  0.05 (F = 3.25). Interpersonal skills appears to be a 

significant variable in predicting goal-setting (β = 0.38, p < 0.01). This means that goal-setting 

of the client is improved by high interpersonal skills of the coach.  

Table 4.16: Hierarchical regression model of goal-setting with coach, coaching method, and coaching 

environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age -.01 -.04 -.04 -.06 

Gender -.05 -.06 -.05 -.04 

Model 2: Coach     

Interpersonal skills  .38** .20 .36 

Model 3: Coaching method     

Structure   -.07 .01 

Challenge   .10 .06 

Horizon   .19 .24 

Model 4: Coaching environment     

Safety    .14 

Support    -.40 

Model summary     

F .06 3.25* 1.80 1.79 

R2 .00 .14 .16 .21 

ΔR2 .00 .14 .02 .05 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Second, it was analyzed whether the coach-coachee relationship moderates the relation 

between the coaching factors and goal-setting. It was found that the coach-coachee relationship 

was no moderator for any of the relations. 

In Table 4.17 the regression model of the analysis examining the moderating effect of the 

coach-coachee relationship on the relation between the coaching environment and goal-setting 

is shown. The second model is the best model (F = 2.73, p < 0.05). The results show the coach-

coachee relationship is significant (β = 0.52). Therefore, the coach-coachee relationship is positively 

related to goal-setting. 
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Table 4.17: Hierarchical regression model of goal-setting with coaching environment, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .01 .01 -.04 

Gender -.04 -.06 -.07 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .52** .53** 

Safety  .09 .03 

Support  -.25 -.13 

Model 3: Interaction variables    

CCR*Safety   -.28 

CCR*Support   .31 

Model summary    

F .05 2.73* 2.37* 

R2 .00 .19 .23 

ΔR2 .00 .19 .04 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

4.3 Testing the hypotheses 

The first hypothesis was: The interpersonal skills of the coach are positively related to the outcomes 

of coaching, such as task performance, contextual performance, mental health, personal growth, self-

esteem, relationships with others, initiative in own career, job satisfaction, and goal-setting. The results 

showed that interpersonal skills of the coach enhanced task performance, contextual 

performance, mental health, initiative in own career, goal-setting, and personal growth. 

However, no relation was found between interpersonal skills of the coach and self-esteem, job 

satisfaction, and goals-setting. H1 is therefore partially supported.  

Hypothesis 2a stated that the structure of the coaching method is positively related to the outcomes 

of coaching, such as task performance, contextual performance, mental health, personal growth, self-

esteem, relationships with others, initiative in own career, job satisfaction, and goal-setting. It 

appeared that the structure of the coaching method was not related to any of the coaching 

outcomes. Therefore, H2a was rejected. 

Hypothesis 2b was: The challenge of the coaching method is positively related to the outcomes of 

coaching, such as task performance, contextual performance, mental health, personal growth, self-

esteem, relationships with others, initiative in own career, job satisfaction, and goal-setting. Again, no 
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relation was found between the challenge of the coaching method and the coaching outcomes. 

For that reason, H2b was rejected as well. 

Hypothesis 2c stated that the horizon of the coaching method is positively related to the outcomes of 

coaching, such as task performance, contextual performance, mental health, personal growth, self-

esteem, relationships with others, initiative in own career, job satisfaction, and goal-setting. The results 

showed that the horizon of the coaching method was only positively related to initiative in 

own career. No other relations were found. Accordingly, H2c was partially supported. 

Hypothesis 3a was: The safety of the coaching environment is positively related to the outcomes of 

coaching, such as task performance, contextual performance, mental health, personal growth, self-

esteem, relationships with others, initiative in own career, job satisfaction, and goal-setting. Because 

no relations were found between the safety of the coaching environment and the coaching 

outcomes, H3a was rejected. 

Hypothesis 3b stated that the support of the coaching environment is positively related to the 

outcomes of coaching, such as task performance, contextual performance, mental health, personal 

growth, self-esteem, relationships with others, initiative in own career, job satisfaction, and goal-setting. 

It appeared that there is no relation between the support of the coaching environment and the 

coaching outcomes. Therefore, H3b was rejected. 

The next hypothesis was hypothesis 4a: The coach-coachee relationship plays a moderating role in 

the relation between the coach and the outcomes of coaching (such as task performance, contextual 

performance, mental health, personal growth, self-esteem, relationships with others, initiative in own 

career, job satisfaction, and goal-setting), such that the relation between the coach and the coaching 

outcomes is strengthened by a strong coach-coachee relationship. The results showed that the coach-

coachee relationship did not moderate the relation between the interpersonal skills of the 

coach and the coaching outcomes. H4a was therefore rejected. 

Hypothesis 4b was: Hypothesis 4b: The coach-coachee relationship plays a moderating role in the 

relation between the coaching method and the outcomes of coaching (such as task performance, 

contextual performance, mental health, personal growth, self-esteem, relationships with others, 

initiative in own career, job satisfaction, and goal-setting), such that the relation between the coaching 

method and the coaching outcomes is strengthened by a strong coach-coachee relationship. The results 



57 

 

of this study showed that the relation between structure of the coaching method and 

contextual performance was enhanced by a strong coach-coachee relationship. Coach-coachee 

relationship was not found to moderate any other relation between coaching method and the 

coaching outcomes. Therefore, H4b was partially supported. 

The last hypothesis stated: Hypothesis 4c: The coach-coachee relationship plays a moderating role in 

the relation between the coaching environment and the outcomes of coaching (such as task performance, 

contextual performance, mental health, personal growth, self-esteem, relationships with others, 

initiative in own career, job satisfaction, and goal-setting), such that the relation between the coaching 

environment and the coaching outcomes is strengthened by a strong coach-coachee relationship. 

Findings showed that the relation between safety of the coaching environment and both 

mental health and relationships with other was moderated by coach-coachee relationship. 

However, the coach-coachee relationship lowered the relation between safety and mental 

health as well as the relation between safety and relationships with others. This is in 

contradicts with the stated hypothesis and therefore it should be rejected. However, the 

relation between support of the coaching environment and relationships with others was 

enhanced by a strong coach-coachee relationship. No other moderating effects of the coach-

coachee relationship on the relation between coaching environment and the coaching 

outcomes was found. Therefore, H4c is only partially supported.  

4.4 Coaching outcomes 

To examine the outcomes of coaching, the survey started with two open questions about the 

outcomes of the coaching track. Both the short term and long term effects were examined with 

the open questions in the questionnaire. In this section, I will discuss the results of these 

questions. 

The questionnaire started with two open questions. The first was: Name at least three specific 

results of your coaching track. The second question was: From which results do you still profit? All 

answers were labeled and linked to an outcome that is known from the existing literature. 

Table 4.18 shows the results. The left column shows the short-term effects. The right column 

the long-term effects. For each outcome it shows how many times it was named at the first two 

questions. The most important short-term effects are developing career maturity, self-insight, 

improved work-life balance, personal growth, and improved communication and relations. 
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The most important long-term effects are self-insight, developing career maturity, and 

improved communication and relations.  

Table 4.18: Results from questionnaire - Coaching outcomes  

Short-term  Long-term  

Outcome #  Outcome #  

Developing career maturity 28 Self-insight 24 

Self-insight 26 Developing career maturity 17 

Improved work-life balance 21 Improved communication and relations 16 

Personal growth 18 Improved work-life balance 14 

Improved communication and relations 17 Personal growth 13 

Self-awareness 14 Self-awareness 13 

Improved decision-making 13 Clarity in goal and meaning 9 

Clarity in goal and meaning 10 Self-esteem 8 

Self-reflection 8 Improved decision-making 8 

Job satisfaction 8 Job satisfaction 8 

Self-esteem 7 Mindfulness 6 

Mindfulness  6 Improved overall well-being 5 

Improved overall well-being 5 Self-reflection 4 

Improved ability to prioritize 4 Improved ability to prioritize 3 

Higher dedication to job/career 3 Higher dedication to job/career 3 

Less stress 3 Less stress 2 

Improved goal attainment 2 Improved goal attainment 2 

Improved leadership skills 1 Improved leadership skills 1 

Improved goal-setting 1 Improved goal-setting 1 

Less depressed 1 Less depressed 1 

Dedication to organization 1 Dedication to organization 1 

Improved mental health 1 Self-acceptance 1 

Self-acceptance 1   
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5 Discussion and conclusions 

In this chapter the discussion and conclusions are presented. In Section 5.1, the findings of this 

thesis project are depicted and a final model with key findings is presented. The theoretical 

implications are discussed in Section 5.2. The managerial implications are discussed in Section 

5.3. In Section 5.4, the limitations of this study are described. Opportunities for future research 

are depicted in Section 5.5. Finally, in Section 5.6, the conclusions of this study are given. 

5.1 Discussion  

The aim of this research was to define the short term and long term effects of (career)coaching 

for health care professionals and to identify the factors that can enhance coaching 

effectiveness. This study was conducted at CCZorg, an organization offering (career) coaching 

to health care professionals. In this research the ‘Coaching Benefits Pyramid Model’ of 

Leedham (2005) was used as a guideline to define which coaching factors could potentially 

increase or decrease coaching effectiveness. The main research question was: 

What are the outcomes of (career)coaching for health care professionals and which factors contribute to 

coaching effectiveness? 

Coaching factors that were expected to be related to coaching effectiveness are: coach, 

coaching method, and coaching environment. Furthermore, coach-coachee relationship was 

expected to moderate the relation between these coaching factors and coaching outcomes. 

Potential outcomes of coaching that were used in this study to examine these relations are: 

task performance, contextual performance, mental health, personal growth, self-esteem, 

relationships with others, initiative in own career, job satisfaction, and goal-setting. These 

outcomes were chosen based on earlier research on the subject and a short questionnaire 

among the coaches of CCZorg. They can be divided over five categories defined in research of 

Theeboom et al. (2013), namely performance and skills, well-being, coping, work attitudes, 

and goal-directed self-regulation.  

Figure 5.1, 5.2, 5.3, and 5.4 show the final model with all results found in this research. Only 

significant relations are shown (p < 0.05). The value of beta is shown for the direct relations. 

The dotted lines represent the moderating effect of the coach-coachee relationship on other 

relations.  
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With the results of this study, the main research question and the sub research questions can 

be answered.  

5.1.1 Relation between coach and coaching effectiveness 

Interpersonal skills of the coach are positively related to contextual performance, task 

performance, mental health, initiative in own career, goal-setting, and personal growth of the 

client. No relations are found between interpersonal skills of the coach and  relationships with 

others, self-esteem, and job satisfaction of the client. This is summarized in Figure 5.1. 

Contextual 

performance
Task performance Mental health

Initiative in own 

career
Goal-setting Personal growth

Interpersonal skills 

of the coach

+ + + + + +

Coach

β = 0.42β = 0.39 β = 0.41 β = 0.40β = 0.53 β = 0.38

Coaching outcomes

 

Figure 5.1: Relations between interpersonal skills of the coach and coaching outcomes 

The relation between interpersonal skills of the coach and coaching outcomes was expected to 

be found. Not all of the coaching outcomes are improved through the interpersonal skills of 

the coach though. Self-esteem of the client was expected to be improved, because self-esteem 

is defined as one of the inner personal benefits of the CBPM of Leedham (2005) that can be 

realized when the coaching factors, like skills and attributes of the coach, are in place.  

One of the sub research questions was: Are the interpersonal skills of a coach related to coaching 

effectiveness? Findings suggest that interpersonal skills are indeed related to coaching 

effectiveness. However, not all coaching outcomes are enhanced through interpersonal skills 

of the coach. Despite that, it can still be concluded that it is an important antecedent in 

determining coaching effectiveness. It is therefore of interest that a coach improves and/or 

maintains his or her interpersonal skills. As mentioned in the second chapter, interpersonal 
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skills are the skills needed to communicate effectively. In literature on this subject, the agreed 

upon skills needed are: listening, questioning, helping, and reflecting (Bostrom, 1997; Hayes, 

2002; Rungapadiachy, 1999; Hargie & Dickson, 2004).  

5.1.2 Relation between coaching method and coaching effectiveness 

As shown in Figure 5.2, horizon of the coaching method is positively related to initiative in 

own career of the client. Further, no relations are found between coaching method and 

coaching outcomes.  

Initiative in own 

career

Structure of the 

method

Coaching method Coaching outcomes

Horizon of the 

method +
β = 0.65

 

Figure 5.2: Relation between horizon of the coaching method and one coaching outcome 

Based on the CBPM of Leedham (2005), the expectation was that coaching method is related 

to coaching effectiveness. However, results of this study suggest that it is not probable that 

structure, challenge, and horizon of the coaching method are related to coaching effectiveness. 

The sub research question is: Is the coaching method (structure, challenge, and horizon) related to 

coaching effectiveness?. Because there is only one relation found between horizon of the 

coaching method and one of the coaching outcomes (initiative in own career), it is concluded 

that coaching method is not related to coaching outcomes.  

5.1.3 Relation between coaching environment and coaching effectiveness 

One of the research questions was: Is the coaching environment (safety and support) related to 

coaching effectiveness? The results show that both safety and support of the coaching 

environment are not related to any of the coaching outcomes. The CBPM of Leedham (2005) 

suggested that coaching environment is related to coaching effectiveness. However, few 

empirical studies were found on this subject that supported the findings of Leedham (2005). 

Because of these findings, it is concluded that coaching environment is not related to coaching 

effectiveness. 
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5.1.4 Relation between coach-coachee relationship and coaching effectiveness 

In this study it was examined whether coach-coachee relationship has a moderating effect on 

relations between coach, coaching method, and coaching environment, and coaching 

outcomes. Findings show that coach-coachee relationship moderates the relation between 

structure of the coaching method and contextual performance, safety of the coaching 

environment and mental health, and safety and support of the coaching environment and 

relationships with others. Specifically, the relation between structure of the coaching method 

and contextual performance was enhanced by a strong coach-coachee relationship. The coach-

coachee relationship lowered the relation between safety and mental health as well as the 

relation between safety and relationships with others. The relation between support of the 

coaching environment and relationships with others was enhanced by a strong coach-coachee 

relationship. This is summarized in Figure 5.4. Also, coach-coachee relationship appears to be 

positively related to each of the coaching outcomes accept for job satisfaction, which is shown 

in Figure 5.3.  

Contextual 

performance
Task performance Mental health

Initiative in own 

career
Goal-setting Personal growth

Relationships with 

others
Self-esteem

Coach-coachee 

relationship

+ + + + + + + +β = 0.43β = 0.45 β = 0.44 β = 0.55 β = 0.48β = 0.33β = 0.53 β = 0.52

Coaching outcomes

 

Figure 5.3: Relations between coach-coachee relationship and coaching outcomes 
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Figure 5.4: Moderating role of coach-coachee relationship on the relations between coaching factors and 

coaching outcomes 

The research question was: Is the coach-coachee relationship related to coaching effectiveness? 

Results suggest that coach-coachee relationship is definitely related to coaching effectiveness. 

A good working alliance means that both persons must perceive the task as relevant and 

efficacious and accept responsibility to perform these tasks, and mutually endorse and value 

the goals that are the target of the coaching track. Furthermore, positive personal attachments 

must exist between coach and coachee such as, mutual trust, acceptance, and confidence 

(Horvath & Greenberg, 1989).  When this is in place, a coaching track will be effective.  

5.1.5 Short term and long term effect of coaching 

Also, short term and long term effects of coaching were examined in this study. Most 

important short term effects are developing career maturity, self-insight, improved work/life 

balance, personal growth, improved communication and relations, self-awareness, and 

improved decision-making. Developing career maturity is an outcome that might be an 

exception for outcomes of coaching in general, as this research was conducted among clients 
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who participated in career coaching. Most of the outcomes can be placed in the category coping 

of Theeboom et al. (2013). This category contains all outcomes related to the ability to deal with 

current and future demands and stressors. It is closely related to the personality of people, but 

also to their social environment. Based on the results, it can be concluded that, directly after 

the coaching track, the clients got to know themselves better, developed themselves in terms 

of communication, relationships, and career, and that they have a clearer image of what they 

want with their live and their career.  

Most important long term effects are self-insight, developing career maturity, improved 

communication and relationships, improved work/life balance, personal growth, and self-

awareness. These outcomes correspond to the short term effects of coaching. Self-insight is by 

far the most important outcome of the coaching track where the clients benefit from on the 

long term. 

5.1.6 Summary 

The main research question was: What are the outcomes of coaching and what factors are related to 

coaching effectiveness? 

It can be concluded that outcomes of coaching are self-insight, developing career maturity, 

improved communication and relationships, improved work/life balance, personal growth, 

and self-awareness. Factors that are related to coaching effectiveness are the interpersonal 

skills of the coach and the coach-coachee relationship. When interpersonal skills of the coach 

are good, coaching effectiveness is enhanced. Also a strong coach-coachee relationship 

improves effectiveness of the coaching track. 

5.2 Theoretical implications 

Currently, little empirical research is available on the enhancement of coaching effectiveness. 

That gap in literature is used for this exploratory study. For that reason, a large number of 

factors that could be related to coaching effectiveness were identified in existing literature and 

tested in this study. In this section, I will describe some theoretical implications of the results 

of this research. 

The CBPM framework of Leedham (2005) suggests that for coaching to be effective, coaching 

factors should be realized. These coaching factors are coaching environment, coaching process 



65 

 

(method), skills of the coach, and attributes of the coach. For each of these factors, Leedham 

(2005) described what is required of these factors to be a good foundation for coaching 

effectiveness. The results of this study partially support the framework.  

Skills of a coach necessary described by Leedham (2005) for coaching to be effective are: 

listening, questioning, giving clear feedback, establishing rapport, and providing support. As 

mentioned in Chapter 2, (most of) these skills can be summarized as the interpersonal skills of 

the coach. Therefore, results of this study are consistent with that part of the CBPM from 

Leedham (2005). They are also in line with findings of research from Blackham (2006), which 

stated that for coaching effectiveness to be enhanced, a coach should inter alia communicate 

clearly, be honest, and be able to see things from someone else’s point of view. Personal 

attributes of a coach necessary for coaching to be effective described by Leedham (2005) are: 

knowledge, experience, qualifications, being inspirational, and having belief in the client’s 

potential. Blackman (2006) found that to enhance coaching effectiveness, a coach should inter 

alia maintain confidentiality, be experienced with coaching, be able to see things from 

someone else’s point of view, display acceptance of the client, display warmth, and share the 

same goals as the clients. These are attributes that are measured with the Working Alliance 

Inventory of Horvath and Greenberg (1989), which was used in this study to measure the 

coach-coachee relationship. The current study shows that coach-coachee relationship is 

positively related to coaching effectiveness. Therefore, this part of the CBPM framework of 

Leedham (2005) is partially supported, as the Working Alliance Inventory only covers 

coaching attributes partially and is more extensive than just the attributes mentioned by 

Leedham (2005). Also, it is in line with findings of Blackman (2006). Furthermore, it is also 

consistent with findings of Sullivan (2006), who found that the chemistry between coach and 

client is important for coaching effectiveness. The coach was expected to be related to 

effectiveness of coaching. The effect of relation between the coach and client on coaching 

effectiveness, however, was not directly tested before. Therefore, this study is in line with 

expectations of, and contributes to, existing literature.  

The CBPM framework of Leedham (2005) states that the coaching method should have a clear 

structure and discipline, and be mentally challenging and stretching. This was supported by 

the findings of Blackman (2006). The current study, however, did not duplicate those findings. 
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Cause for this could be the relatively small sample size used for this research. Because there is 

little literature available on the relation between the content of the coaching method and 

coaching effectiveness, these findings are an interesting subject for future research. Therefore, 

this study contributes to existing literature, but whether the relation exists is doubtable.  

The last coaching factor in the CBPM of Leedham (2005) is coaching environment. Leedham 

(2005) concluded that the coaching environment should provide a safe, supportive place to 

discuss confidential and sensitive issues, providing time and space to think and reflect to 

enhance coaching effectiveness. A study of Kambarakaran et al. (2008) had similar findings. 

Findings of Leedham (2005) and Kambarakaran et al. (2008) were not supported by the current 

study. This could be caused by the relatively small sample size used for this research. 

Furthermore, this subject is rarely examined in other research on coaching effectiveness. This 

contributes to existing literature, because it does not support current findings on this subject 

and because there are few studies on the subject.  

To conclude, this study contributes to existing literature for three reasons. First, the expectation 

that the coach is an important factor in determining the effectiveness of coaching is fully 

supported (both skills of the coach and the relation between client and coach) and therefore 

contributes to literature. Second, there are few studies examining the impact of the coaching 

method and the coaching environment. Third, lack of support for the relation between 

coaching method and coaching effectiveness as well as between coaching environment and 

coaching effectiveness is contradicting with earlier research on the subject and therefore 

contributes to existing literature.  

5.3 Practical implications 

Findings of this study can applied in an organizational context. Results are mainly interesting 

for the researched organization. Furthermore, findings might be interesting for organizations 

that offer a similar service (career coaching), organizations that seek to either employ a 

(career)coach or to measure the effectiveness of a current (career)coach, or for (career)coaches 

that want to improve their service. However, due to the relatively small sample size and the 

exploratory nature of this study, generalizibility is limited. For that reason, practical 

consequences must be interpreted carefully.  
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The coaching service offered by the researched organization aims to create sustainable labor 

participation of health care professionals and to support the maximum development of health 

care professionals (Carrièrecentrum Zorg, 2015). For the organization to reach these aims, 

coaching should be effective. Therefore, coaching effectiveness is an interesting topic for the 

researched organization. In this master research, I designed a tool for measuring potential 

predictors of coaching effectiveness. Furthermore, this tool can be used to evaluate the 

interpersonal skills of the coach and the coach-coachee relationship. Using the designed tool 

in this study, some predictors of coaching effectiveness for health care professionals are 

identified. These findings can be used as means for the researched organization to improve 

coaching effectiveness and, therewith, their service. Below, practical implications for each of 

the predictors of coaching effectiveness are discussed. 

5.3.1 Practical implications concerning interpersonal skills of the coach 

Interpersonal skills of the coach are positively related to coaching effectiveness. Skills defined 

in current literature that are essential for effective communication are: listening, questioning, 

helping, and reflecting (Bostrom, 1997; Hayes, 2002; Rungapadiachy, 1999; Hargie & Dickson, 

2004). In other words, when a coach possesses these skills, coaching effectiveness probably 

increases. It seems to be important for a coach to acquire these skills. Therefore, it could be 

important to train coaches to acquire these skills.  

Interpersonal skills can be trained using behavior modeling training (Baldwin, 1992). Behavior 

modeling training uses examples of situations and a model that shows how you should or 

should not react in such a situation. This means that trainees observe a model, remember what 

the model did, replicate what the model did, and use what they have learned in their job 

(Baldwin, 1992). Behavior modeling training is widely used for skill development and well 

researched (Baldwin, 1992; Taylor, Russ-Eft, & Chan, 2005). Training is most effective when 

mixed examples were used, which means that it is both showed how to react or not to react in 

a certain situation (Baldwin, 1992; Taylor et al., 2005). A first practical implication is derived 

accordingly: 

Practical implication 1: The organization may train their coaches to improve and maintain their 

interpersonal skills, by means of behavior modeling training. 
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Furthermore, it is important to keep reflecting what the effect is of using the interpersonal 

skills acquired (Burnard, 1996). Also, it is possible to let coachees evaluate the interpersonal 

skills of the coach. With feedback from the client, a coach can improve his/her interpersonal 

skills. In addition, the organization can assess how good the interpersonal skills of the coaches 

are. Also, they can specify what skills should be improved through the training described 

above.  

Interpersonal skills of the coach might be evaluated using the scale that was developed for this 

study based on the Doctor’s Interpersonal Skills Questionnaire (DISQ) from Greco et al. (2001). 

This scale can be found in Appendix 3. After a coaching track, the client may be asked to fill 

out this short questionnaire. Each item is rated on a 5-point Likert scale where  1 = ‘poor’ and 

5 = ‘excellent’. Scores of the 12 items are then averaged. This is the interpersonal skills index 

which is expressed as a percentage of a theoretically perfect score (Greco et al., 2001). It is 

recommended to use this evaluation to identify strengths and improvements for the coaches. 

Based on this, the second practical implication is established: 

Practical implication 2: The organization may assess the interpersonal skills of the coaches they 

employed through evaluations from the clients to discover what can be improved through, for example, 

training, by means of the Doctor’s Interpersonal Skills Questionnaire. 

5.3.2 Practical implications concerning coach-coachee relationship 

The coach-coachee relationship is positively related to coaching effectiveness. Coaches should 

be aware of how they influence the coach-coachee relationship and be conscious about the 

obstacles they might encounter. The organization could help sensitizing their coaches on the 

importance of a coach-coachee relationship and on how to influence this relationship. This 

may be achieved through a reading for the coaches of the organization. Such a reading should 

include the following topics: the positive bond between coach and client, developing a “team” 

approach, agreement about the goals of the coaching track, and agreement about the tasks of 

the coaching track (Campbell, 2008). The goal is to make the coaches aware of the antecedents 

for a strong coach-coachee relationship. Therefore, the third practical implication is: 

Practical implication 3: The organization may offer readings to their coaches that makes them aware of 

the importance of the coach-coachee relationship and learns them how to influence this relationship and 

about the obstacles they may encounter. 



69 

 

A good coach-coachee relationship means that both persons must perceive task as relevant 

and efficacious and accept responsibility to perform these tasks, and mutually endorse and 

value the goals that are the target of the coaching track. Furthermore, positive personal 

attachments must exist between the coach and coachee such as, mutual trust, acceptance, and 

confidence (Horvath & Greenberg, 1989).  The researched organizations offers a free of charge 

introductory meeting with one of their coaches to the client. This meeting is meant to find out 

whether or not the client and coach connect. I recommend to continue with these meetings as 

the coach-coachee relationship is an important determinant for coaching effectiveness. 

Furthermore, it is important to discuss the target, the goals, and the method (tasks) of the 

coaching track. A coach can create a foundation for the coach-coachee relationship by 

discussing this and make sure that the client and the coach agree upon the goals and the way 

to reach these goals. Accordingly, the final practical implication is derived: 

Practical implication 4: The organization may continue to offer an introductory meeting between the 

coach and the client to see whether they connect and whether they agree upon the goals, target and 

method of the coaching track. 

5.4 Limitations 

Next to several strengths, such as the empirical research design and the used tool based on 

validated scales, this study is not without limitations. First, the study is conducted within one 

organization, which offers mainly career coaching to medical specialists only. This is a very 

specific target group. Therefore, it is questionable whether the results are generalizable for 

other clients as well as for coaching in general. Second, this study concerns a cross-sectional 

design and relies on self-report measures only. A cross-sectional design may not provide 

definite information about the proposed cause and effect relations. A longitudinal study 

would probably be more suitable, because it detects changes over time, especially for 

measuring the outcomes of coaching. Added to this, it would be more reliable to find 

significant relations between the coaching factors and the coaching outcomes. However, this 

was not doable within the timeframe available for this master research. Third, the sample size 

is relatively small (n = 82). The number of fully completed surveys was even smaller (n = 68). 

This limits the power of the study and the likelihood of finding significant relations. On the 

contrary, the interactions found are rather strong, because they are significant with such a 
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small sample size. Fourth, the results showed high multicollinearity among the independent 

factors. Therefore, the regressions model might not have given too reliable results about the 

individual predictors or about which predictors are redundant with respect to others. Finally, 

a few of the constructs used in this study were adopted from studies that had another purpose. 

This might reduce the adaptability and validity of these measures. It is highly recommended 

to verify the constructs in other and larger samples.  

5.5 Implications for future research 

Little empirical research is conducted on the outcomes of coaching and coaching effectiveness. 

This study tried to fill some gaps in the literature, such as the lack of research on coaching 

effectiveness, especially about the contribution of the coaching method and the coaching 

environment to coaching effectiveness. However, some gaps are still open and new gaps were 

addressed. This means that coaching effectiveness is an interesting topic for future research. 

In this section, I will give some suggestions for future research on this topic. 

First, some limitations were addressed in the previous section. Future research could focus on 

solving these limitations. More specifically, tests among a more diverse group of clients 

(different occupations and within more than one organization) are recommended. Preferably, 

this kind of research should have a longitudinal research design with at least two or three 

waves to identify the effects of coaching. Also, the validity of the used constructs must be 

tested, within a larger randomly distributed group. Therefore, a direction for future research 

would be repeating the current study using a more diverse and larger sample, using the tested 

constructs, and in the form of a longitudinal research design. Second, future research should 

investigate the determinants of a good coach-coachee relationship. The present study found 

that a strong working alliance between the coach and the coachee is of importance for coaching 

effectiveness. Furthermore, it was found that the interpersonal skills of the coach is positively 

related to coaching effectiveness. Therefore, an aspect worth exploring is the interpersonal fit 

between the coach and the client. Little is known about the personal characteristics that are of 

importance when matching a client with a coach. Finally, individual characteristics of both the 

coach and the client could be examined as predictors of coaching effectiveness, such as the 

emotional intelligence of the coach and the coachability of the client. The coachability is a 

concept from the sports psychology literature, which reflects the combination of personality 
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traits and motivational components that are needed for coaching to be effective (Giacobbi, 

2000). It might be interesting to examine whether this concept also exists or is valid in business 

coaching.  

This research addresses the relation between the coach and coaching effectiveness and the 

relation between the coach, the coachee, and coaching effectiveness. It is recommended to 

examine the association between the coach and coaching effectiveness in more depth, like 

individual characteristics, such as the Big Five personality traits. Also, other aspects of the 

coach-coachee relationship might be examined in future research, like the characteristics of the 

coach and the client and the interpersonal fit between a coach and a client. 

Finally, the suggested practical implications could be tested in future research. An intervention 

study could be conducted using a control group and an intervention group. Both groups 

receive coaching. The intervention group receives coaching from coaches that have been 

trained on their interpersonal skills. The control group is coached by coaches that did not 

receive interpersonal skills training. At the end, coaching outcomes of the clients of the two 

groups are compared to see whether training interpersonal skills is related to improved 

coaching effectiveness. 

5.6 Conclusions 

The current master research has explored the outcomes of coaching and the factors related to 

coaching effectiveness. The coach and the coach-coachee relationship were identified as 

predictors of coaching effectiveness. The coach-coachee relationship was positively related to 

most of the coaching outcomes and had a moderating effect on some relations between 

coaching factors and coaching outcomes. Therefore, the coach-coachee relationship can be 

defined as the strongest antecedent in determining coaching effectiveness. Furthermore, the 

interpersonal skills of the coach had a significant positive relation with coaching effectiveness. 

Therefore, the coach is an interesting factor in predicting coaching effectiveness. 

Unfortunately, both the coaching method and the coaching environment were not significantly 

related to the coaching outcomes. The cause for this could be: (1) the exploratory nature of this 

research, both the coaching environment and the coaching method have rarely been tested in 

the existing literature, and (2) the multicollinearity between the predicting variables, which 
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can have caused that the regressions model might not have given valid results about the 

individual predictors or about which predictors are redundant with respect to others.  

Notwithstanding, the current results are in line with earlier research on coaching effectiveness. 

Therefore, they contribute to the current literature. Also, some interesting practical 

implications were suggested for the researched organizations. Investing time in selecting 

coaches, training coaches, and evaluating coaches will improve the service offered by the 

researched organization. In addition, the study provided some interesting directions for future 

research on coaching effectiveness, such as examining the determinants of a good coach-

coachee relationship and the relation between individual characteristics of both the coach and 

the client and coaching effectiveness.  

In conclusion, this research provided some interesting implications for research and for 

today’s practice. Nevertheless, the main goal of the researched organizations is to keep their 

clients satisfied. Therefore, it is of importance to keep evaluating the service offered and listen 

to the feedback received from the clients. In combination with the suggested implications, the 

researched organization can improve their coaching service offered to their clients.  This will 

improve the functioning of health care professionals and keep them vital and well equipped 

for health care. In such way, the quality of health care professionals will be enhanced and, as 

a consequence, the quality of health care will be improved. 
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Appendix 1 – Survey  

Beste meneer/mevrouw, 

Namens het Carrièrecentrum Zorg onderzoek ik de effectiviteit van (loopbaan)coaching. Dit 

is tevens mijn afstudeeropdracht voor mijn opleiding Innovation Management aan de 

Technische Universiteit van Eindhoven. Ik zou graag willen weten welke effecten 
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(loopbaan)coaching op uw leven heeft gehad en welke factoren hierbij een rol hebben 

gespeeld. Deze gegevens zijn belangrijk voor mijn afstudeeronderzoek. Daarnaast helpt u het 

Carrièrecentrum Zorg met het verbeteren van hun dienstverlening aan toekomstige cliënten.  

Ik vraag u vriendelijk 10-15 minuten van uw tijd te besteden om deze vragenlijst in te vullen. 

Houd hierbij in gedachten dat er geen goede of foute antwoorden bestaan. Ik wil simpelweg 

weten wat uw mening is. U hoeft niet diep na te denken over de vragen, uw eerste ingeving 

is vaak juist. Sommige vragen zullen erg op elkaar lijken. Dit is om een meer valide 

antwoord te krijgen. In de vragenlijst zal de term coaching vaak voorkomen. Hier kunt u ook 

lezen loopbaancoaching of loopbaanbegeleiding. 

Deelname is natuurlijk vrijwillig. De reacties op deze vragenlijst zijn anoniem en worden 

vertrouwelijk behandeld. Rapportages worden alleen gebaseerd op algemene uitkomsten. 

Individuele scores worden niet beschikbaar gesteld. 

Mocht u nog vragen hebben dan kunt u contact op nemen met mij door te mailen naar 

onderzoek@CCZorg.nl of te bellen naar 030 670 2790. 

Alvast bedankt voor uw medewerking! 

Sara Dirkx 

Stagiaire vanuit de opleiding Innovation Management – Technische Universiteit Eindhoven 

  

mailto:onderzoek@ccva.nl


80 

 

Noem ten minste drie specifieke resultaten van uw coachingstraject (bijvoorbeeld: betere 

privé-werk balans of persoonlijke groei) 

__________________________________________________________________________________

__________________________________________________________________________________

__________________________________________________________________________________ 

Van welke resultaten heeft u nog steeds profijt? 

__________________________________________________________________________________

__________________________________________________________________________________

__________________________________________________________________________________ 

 

Prestaties en vaardigheden 

De volgende vragen meten uw prestaties op werk. Geef bij de volgende stellingen aan in 

hoeverre u het ermee eens bent. Ter verduidelijking: ik vraag niet in hoeverre het 

coachingstraject invloed heeft gehad op uw situatie. Ik vraag slechts hoe uw situatie is sinds 

het coachingstraject. Bijvoorbeeld: was uw planning bij aanvang van het coachingstraject al 

optimaal en is dit niet veranderd sinds het coachingstraject? Vul dan 'helemaal mee eens' in 

bij die stelling. Dit geldt ook voor soortgelijke vragen die hierop volgen. Indien u op dit 

moment geen baan heeft, dan kunt u verder gaan naar het deel ‘Welzijn’. 

 

Sinds mijn coachingstraject… 

Niet 

mee 

eens 

  

Mee 

eens 

1 …slaag ik erin om mijn werk te plannen zodat het op tijd 

gedaan is 1 2 3 4 5 

2 …is mijn planning optimaal 1 2 3 4 5 

3 …hou ik de resultaten die ik moet bereiken in mijn werk 

in gedachten 1 2 3 4 5 

4 …ben ik in staat om de hoofdzaken te scheiden van de 

bijzaken op werk 1 2 3 4 5 

5 …ben ik in staat om mijn werk goed uit te voeren met 

minimale tijd en moeite 1 2 3 4 5 

6 …heb ik extra verantwoordelijkheden op mij genomen 1 2 3 4 5 
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7 …ben ik zelf met nieuwe taken begonnen als mijn andere 

taken afgerond waren 

1 2 3 4 5 

8 …heb ik uitdagende taken op werk op me genomen als 

ze beschikbaar waren 1 2 3 4 5 

9 …heb ik gewerkt aan het bijhouden van mijn baan 

gerelateerde kennis 1 2 3 4 5 

10 …heb ik gewerkt aan het bijhouden van mijn baan 

gerelateerde vaardigheden 1 2 3 4 5 

11 ...kwam ik met creatieve oplossingen voor nieuwe 

problemen 1 2 3 4 5 

12 …bleef ik zoeken naar nieuwe uitdagingen in mijn baan 1 2 3 4 5 

13 …heb ik actief meegedaan bij werkoverleggen 1 2 3 4 5 

 

Welzijn 

De volgende vragen meten uw geestelijke welzijn. Geef bij de volgende stellingen aan hoe 

vaak dit is voorgekomen sinds uw coachingstraject. 

 

Sinds mijn coachingstraject… Nooit 

  

Altijd 

14 …heb ik me optimistisch gevoeld over de toekomst 1 2 3 4 5 

15 …heb ik me nuttig gevoeld 1 2 3 4 5 

16 …heb ik me ontspannen gevoeld 1 2 3 4 5 

17 …ben ik geïnteresseerd geweest in andere mensen 1 2 3 4 5 

18 …heb ik energie over gehad 1 2 3 4 5 

19 …ben ik goed omgegaan met problemen 1 2 3 4 5 

20 …heb ik helder nagedacht 1 2 3 4 5 

21 …heb ik me goed gevoeld over mezelf 1 2 3 4 5 

22 …heb ik me dichtbij andere mensen gevoeld 1 2 3 4 5 

23 …heb ik me zelfverzekerd gevoeld 1 2 3 4 5 

24 …ben ik in staat geweest om mijn eigen beslissingen 

over dingen te maken 1 2 3 4 5 

25 …heb ik me geliefd gevoeld 1 2 3 4 5 

26 …ben ik geïnteresseerd geweest in nieuwe dingen 1 2 3 4 5 

27 …heb ik me vrolijk gevoeld 1 2 3 4 5 

 

Omgang met stressoren 

De volgende vragen meten uw omgang met stressoren. Geef bij de volgende stellingen aan 

in hoeverre u het ermee eens bent. 
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Sinds mijn coachingstraject… 

Niet 

mee 

eens 

  

Mee 

eens 

28 …ben ik niet geïnteresseerd in activiteiten die mijn 

horizon zouden kunnen verbreden 1 2 3 4 5 

29 …denk ik dat het belangrijk is om nieuwe ervaringen te 

hebben die je uitdagen om over jezelf en de wereld na te 

denken 

1 2 3 4 5 

30 …heb ik mezelf niet echt verbeterd in de loop van de 

tijd, als ik erover nadenk 1 2 3 4 5 

31 …heb ik het gevoel dat ik me als mens, in de loop van de 

tijd, goed heb ontwikkeld  1 2 3 4 5 

32 …vind ik het niet prettig om in nieuwe situaties te zijn 

die van mij vragen dat ik mijn oude vertrouwende 

manier van dingen doen moet veranderen 1 2 3 4 5 

33 …is het leven voor mij een continu proces van leren, 

veranderen en groei 1 2 3 4 5 

34 …heb ik het lang geleden opgegeven om te proberen 

grote verbeteringen of veranderingen in mijn leven aan 

te brengen 

1 2 3 4 5 

35 …ben ik over het algemeen tevreden met mijzelf 1 2 3 4 5 

36 …denk ik bij momenten dat ik helemaal niet deug 1 2 3 4 5 

37 …heb ik het gevoel dat ik een aantal goede kwaliteiten 

heb 1 2 3 4 5 

38 …ben ik in staat dingen even goed te doen als de meeste 

andere mensen 1 2 3 4 5 

39 …heb ik het gevoel dat ik niet veel heb om trots op te 

zijn 1 2 3 4 5 

40 … is het ongetwijfeld zo dat ik me, bij momenten, 

nutteloos voel 

1 2 3 4 5 

41 …heb ik het gevoel dat ik een waardevol iemand ben, 

minstens evenwaardig aan anderen 

1 2 3 4 5 

42 …wou ik dat ik meer respect voor mezelf kon opbrengen 1 2 3 4 5 

43 …ben ik, al bij al, geneigd om mezelf een mislukkeling te 

voelen 

1 2 3 4 5 

44 …neem ik een positieve houding aan ten opzichte van 

mezelf 

1 2 3 4 5 

45 …zien de meeste mensen mij als liefdevol en hartelijk 1 2 3 4 5 

46 …is het handhaven van intieme relaties moeilijk en 

frustrerend  

1 2 3 4 5 

47 …voel ik me vaak eenzaam omdat ik maar weinig goede 

vrienden heb waarmee ik mijn zorgen deel 

1 2 3 4 5 

48 …geniet ik van persoonlijke gesprekken met 

familieleden of vrienden 

1 2 3 4 5 

49 …zullen mensen mij omschrijven als een vrijgevig 

persoon, bereid om mijn tijd door te brengen met 

anderen 

1 2 3 4 5 
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50 …heb ik niet veel warme en vertrouwenswaardige 

relaties met anderen ervaren 

1 2 3 4 5 

51 …weet ik dat ik mijn vrienden kan vertrouwen en zij 

weten dat ze mij kunnen vertrouwen 

1 2 3 4 5 

 

Werkhouding 

De volgende vragen meten uw werkhouding. Geef bij de volgende stellingen aan in hoeverre 

u het ermee eens bent. Indien u momenteel geen baan heeft, kunt u vraag 61 t/m 63 

overslaan. 

 

Sinds mijn coachingstraject… 

Niet 

mee 

eens 

  

Mee 

eens 

52 ...ben ik actief bezig geweest met het plannen van mijn 

professionele toekomst 1 2 3 4 5 

53 …heb ik dingen ondernomen om mijn carrièredoelen te 

bereiken 

1 2 3 4 5 

54 …heb ik gezorgd voor de ontwikkeling van mijn carrière 1 2 3 4 5 

55 …heb ik plannen en doelen ontwikkeld voor mijn 

toekomstige carrière 1 2 3 4 5 

56 …heb ik oprecht nagedacht over persoonlijke waarden, 

interesses, vaardigheden en zwaktes 1 2 3 4 5 

57 …heb ik informatie verzameld over werkgevers, kansen 

voor professionele ontwikkeling of de arbeidsmarkt in 

mijn gewenste gebied 1 2 3 4 5 

58 …heb ik contacten gelegd of onderhouden met mensen 

die mij professioneel kunnen helpen 

1 2 3 4 5 

59 …heb ik vrijwillig deelgenomen aan verdere opleiding, 

training of andere gebeurtenissen die mijn carrière 

ondersteunen 1 2 3 4 5 

60 …heb ik taken en banen aangenomen die mij op 

professioneel vlak vooruit helpen 1 2 3 4 5 

61 …ben ik, al met al, tevreden met mijn baan 1 2 3 4 5 

62 …vind ik, over het algemeen, mijn baan niet leuk 1 2 3 4 5 

63 …vind ik het, over het algemeen, leuk om te werken 

waar ik nu werk 1 2 3 4 5 

 

Doelgerichtheid 
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De volgende vragen meten uw doelgerichtheid. Geef bij de volgende stellingen aan in 

hoeverre u het ermee eens bent. 

 

Sinds mijn coachingstraject… 

Niet 

mee 

eens 

  

Mee 

eens 

64  …hou ik, normaal gesproken, de voortgang naar mijn 

doel bij 1 2 3 4 5 

65 …ben ik in staat om doelen te bereiken die ik voor 

mezelf stel 

1 2 3 4 5 

66 …heb ik persoonlijke standaards en probeer ik ze na te 

leven 1 2 3 4 5 

67 …begin ik te zoeken naar mogelijke oplossingen, zodra 

ik een probleem of uitdaging zie 1 2 3 4 5 

68 …vind ik het moeilijk om doelen voor mijzelf te stellen 1 2 3 4 5 

69 …besteed ik veel aandacht aan hoe het gaat, als ik iets 

probeer te veranderen 1 2 3 4 5 

70 …heb ik moeite om plannen te maken die mij helpen 

mijn doel te bereiken 

1 2 3 4 5 

71 …stel ik doelen voor mezelf en houd ik mijn voortgang 

bij 1 2 3 4 5 

72 …besteed ik veel aandacht aan hoe het gaat, als ik besluit 

iets te veranderen 1 2 3 4 5 

73 …weet ik hoe ik wil zijn 1 2 3 4 5 

 

Persoonlijke gegevens 

De volgende vragen gaan over uw persoonlijke situatie.  

  

Wat is uw leeftijd?  □ Jonger dan 30 jaar 

□ 30-45 jaar 

□ 45-60 jaar 

□ Ouder dan 60 jaar 

Wat is uw geslacht? □ Man  

□ Vrouw 

In welk jaar startte uw 

coachingstraject?  

_______ 

Wat was uw arbeidsmarktpositie 

ten tijde van uw coachingstraject?  

□ Werkend 

□ Werkloos  

□ Student  

□ Anders, namelijk 

____________________________ 
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Wat is uw huidige 

arbeidsmarktpositie?  

□ Werkend 

□ Werkloos  

□ Student  

□ Anders, namelijk 

____________________________ 

Wat is de voornaamste reden dat u 

een coachingstraject bij 

Carrierecentrum voor Artsen 

begonnen?  

□ Redenen m.b.t. baaninhoud en loopbaan 

(ontevredenheid over baaninhoud, geen 

voldoening, geen doorgroeimogelijkheden of 

ontplooiing, dreigend ontslag/stopzetting tijdelijk 

contract, twijfel en onzekerheid over juiste plaats, 

slechte of onzekere vooruitzichten, interne 

verplaatsing, herstructurering, gemiste promotie) 

 

□ Redenen m.b.t. werkomgeving en –beleving 

(slecht klimaat, geen goede relatie met baas en 

collega’s, werkbaarheid, conflict op het werk, 

motivatie, frustratie, energietekort, aspecten uit 

privéleven, grote afstand werk – thuis, te weinig 

verdienen, geen ondersteuning) 

 

□ Richting geven aan toekomstige loopbaan 

(zelfkennis, zin in een nieuwe uitdaging, op zoek 

naar werk, nood aan neutrale evaluatie, opleiding) 

 

□ Anders 

Wat was uw belangrijkste 

verwachting ten aanzien van 

(loopbaan)coaching? 

□ meer inzicht krijgen op wat ik wil in mijn 

loopbaan en leven 

□ meer zicht krijgen op de beroepen en functies 

die bij mij passen 

□ me gelukkiger voelen 

□ kunnen beslissen wat ik met mijn loopbaan ga 

doen 

□ meer zicht krijgen op waar ik goed in ben 

□ me zekerder voelen over mezelf en mijn 

mogelijkheden 

  

 

Over uw coach 

De volgende vragen gaan over uw coach. 

Wat is het geslacht van uw coach? □ Man  

□ Vrouw 

Slecht 
  

Goed 
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Voldoende 

Algehele tevredenheid over het coachingstraject 1 2 3 4 5 

Warmte van de begroeting van mijn coach 1 2 3 4 5 

Het vermogen van de coach om naar mij te luisteren 1 2 3 4 5 

Toereikendheid van de verklaringen die mijn coach gaf  1 2 3 4 5 

De mate waarin mijn coach me geruststelde 1 2 3 4 5 

Vertrouwen in de kundigheid van mijn coach 1 2 3 4 5 

Gelegenheid die ik kreeg om mijn zorgen en angsten te 

uiten 1 2 3 4 5 

Respect dat mijn coach toonde 1 2 3 4 5 

Duur van het coachingstraject 1 2 3 4 5 

Afweging van mijn persoonlijke situatie met betrekking 

tot behandeling en advies 1 2 3 4 5 

Bezorgdheid voor mij als persoon 1 2 3 4 5 

Aanbeveling van mijn coach aan mijn vrienden 1 2 3 4 5 

 

Proces 

De volgende vragen gaan over het coachingsproces. Geef aan hoe u de volgende aspecten 

van het coachingsproces beoordeeld. 

Slecht 

 

Voldoende 

 

Goed 

De structuur van de sessies 1 2 3 4 5 

Uitdaging van het coachingstraject 1 2 3 4 5 

Het verbreden van uw horizon 1 2 3 4 5 

 

  

Uit hoeveel sessies bestond uw 

coachingstraject?  

 

_______ 

Welke methodes gebruikte uw 

coach tijdens het coachingstraject? 

(meerdere antwoorden mogelijk) 

□ individueel gesprek  

□ vragenlijsten 

□ vertelopdrachten 

□ werkboek of handmap 

□ raadplegen van informatie 

□ spelvormen 

□ betrekken van anderen 

□ computer 

□ groepssessie 

Omgeving 
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De volgende vragen gaan over de omgeving waar het coachingstraject heeft plaatsgevonden. 

Geef aan hoe u de volgende aspecten van het coachingsomgeving beoordeeld. 

Slecht 

 

 

Voldoende 

 

Goed 

Het gevoel van veiligheid 1 2 3 4 5 

Het gevoel van ondersteuning 1 2 3 4 5 

 

Relatie met coach 

De volgende vragen gaan over de relatie tussen u en uw coach 

 

Hoe vaak kwamen de volgende situaties voor? 
Nooit 

 

 

Soms 

 

Altijd 

Mijn coach en ik waren het eens over de dingen die ik moest 

doen tijdens mijn coachingstraject om mijn situatie te verbeteren 

 

1 2 3 4 5 

Wat ik heb gedaan tijdens het coachingstraject heeft mij een 

nieuwe blik gegeven op mijn probleem 

 

1 2 3 4 5 

Ik geloof dat mijn coach mij aardig vind  1 2 3 4 5 

Mijn coach snapte niet wat ik probeerde te bereiken gedurende 

het coachingstraject 

 

1 2 3 4 5 

Ik had vertrouwen in de kundigheid van mijn coach om mij te 

helpen 

 

1 2 3 4 5 

Mijn coach en ik werkten samen naar onderling overeengekomen 

doelen 

 

1 2 3 4 5 

Ik had het gevoel dat mijn coach mij waardeerde  1 2 3 4 5 

We waren het eens over wat belangrijk was voor mij om aan te 

werken 

 

1 2 3 4 5 

Mijn coach en ik vertrouwden elkaar  1 2 3 4 5 

Mijn coach en ik hadden verschillende ideeën over wat mijn 

problemen waren 

 

1 2 3 4 5 

We hadden een goede overeenstemming over welke 

veranderingen goed voor mij zouden zijn   
 

1 2 3 4 5 

Ik geloofde dat de manier waarop we hebben gewerkt met mijn 

probleem juist was 
 

1 2 3 4 5 

 

Bedankt! 

Bedankt voor uw medewerking!  



88 

 

Hebt u nog suggesties of opmerkingen? 

__________________________________________________________________________________

__________________________________________________________________________________

__________________________________________________________________________________ 

Wilt u geïnformeerd worden over de resultaten? Wilt u meewerken aan een interview via de 

telefoon? 

□ Ja, ik wil geïnformeerd worden over de resultaten, mijn emailadres is: 

_______________________ 

□ Ja, ik wil meewerken aan een interview, mijn emailadres is: 

________________________________ 

□ Nee, ik wil niet geïnformeerd worden over de resultaten of meewerken aan een interview 
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Appendix 2 – Non-significant results Chapter 4 

Table A2.1: Hierarchical regression model of task performance with coach, coach-coachee relationship, and 

interaction (n = 86) 

 β β β 

Model 1: Control variables    

Age -.02 -.05 -.06 

Gender -.01 -.03 -.04 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .09 .09 

Interpersonal skills (IS)  .34 .43 

Model 3: Interaction variables    

CCR*IS   .15 

Model summary    

F .01 3.12* 2.70* 

R2 .00 .17 .19 

ΔR2 .00 .17 .02 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.2:  Hierarchical regression model of task performance with coaching method, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.04 -.06 -.04 

Gender -.12 -.11 -.13 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .19 .20 

Structure  -.21 -.15 

Challenge  .41 .25 

Horizon  .08 .19 

Model 3: Interaction variables    

CCR*Structure   -.08 

CCR*Challenge   -.24 

CCR*Horizon   .34 

Model summary    

F .41 3.17* 2.27* 

R2 .01 .26 .28 

ΔR2 .01 .25 .02 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.3: Hierarchical regression model of contextual performance with coach, coach-coachee relationship, 

and interaction (n = 86) 

 β β β 

Model 1: Control variables    

Age .05 .03 .03 

Gender -.01 -.04 -.04 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .24 .24 

Interpersonal skills (IS)  .21 .20 

Model 3: Interaction variables    

CCR*IS   -.00 

Model summary    

F .08 3.35* 2.64* 

R2 .00 .19 .19 

ΔR2 .00 .19 .00 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.4: Hierarchical regression model of mental health with coach, coach-coachee relationship, and 

interaction (n = 86) 

 β β β 

Model 1: Control variables    

Age -.21 -.22 -.23 

Gender -.06 -.08 -.08 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .28 .28 

Interpersonal skills (IS)  .20 .21 

Model 3: Interaction variables    

CCR*IS   .02 

Model summary    

F 1.35 5.24** 4.13** 

R2 .04 .26 .26 

ΔR2 .04 .22 .00 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.5: Hierarchical regression model of mental health with coaching method, coach-coachee relationship, 

and interactions (n = 86) 

 β Β β 

Model 1: Control variables    

Age  -.22+ -.24* -.23 

Gender -.03 -.03 -.06 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .29 .32 

Structure  -.07 .09 

Challenge  .21 -.02 

Horizon  .07 .18 

Model 3: Interaction variables    

CCR*Structure   .08 

CCR*Challenge   -.28 

CCR*Horizon   .29 

Model summary    

F 1.54 3.52** 2.65* 

R2 .05 .27 .31 

ΔR2 .05 .22 .04 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.6: Hierarchical regression model of personal growth with coach, coach-coachee relationship, and 

interaction (n = 86) 

 β β β 

Model 1: Control variables    

Age .12 .12 .14 

Gender -.01 -.04 -.04 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .43 .42 

Interpersonal skills (IS)  .03 -.08 

Model 3: Interaction variables    

CCR*IS   -.22 

Model summary    

F .50 4.42** 4.16** 

R2 .02 .23 .26 

ΔR2 .02 .21 .03 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.7: Hierarchical regression model of personal growth with coaching method, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .13 .15 .31 

Gender -.01 -.03 -.09 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .41 .46* 

Structure  -.35 -.30 

Challenge  .03 -.27 

Horizon  .36 .41 

Model 3: Interaction variables    

CCR*Structure   .07 

CCR*Challenge   -.46* 

CCR*Horizon   .11 

Model summary    

F .52 4.02** 3.67** 

R2 .02 .30 .38 

ΔR2 .02 .28 .08 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.8: Hierarchical regression model of self-esteem with coach, coaching method, and coaching 

environment s (n = 86) 

 β β β β 

Model 1: Control variables     

Age .12 .11 .13 .11 

Gender -.07 -.08 -.07 -.08 

Model 2: Coach     

Interpersonal skills  .31* .21 .31 

Model 3: Coaching method     

Structure   -.16 -.12 

Challenge   -.13 -.17 

Horizon   .40 .47 

Model 4: Coaching environment     

Safety    .29 

Support    -.40 

Model summary     

F .72 2.72 1.85 .86 

R2 .02 .12 .17 .22 

ΔR2 .02 .10 .05 .05 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.9: Hierarchical regression model of self-esteem with coach, coach-coachee relationship, and 

interaction (n = 86) 

 β β β 

Model 1: Control variables    

Age .11 .11 .10 

Gender -.07 -.10 -.10 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .38 .39 

Interpersonal skills (IS)  .00 .03 

Model 3: Interaction variables    

CCR*IS   .05 

Model summary    

F .64 2.99* 2.38 

R2 .02 .17 .17 

ΔR2 .02 .15 .00 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.10: Hierarchical regression model of self-esteem with coaching method, coach-coachee relationship, 

and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .10 .13 .14 

Gender -.07 -.09 -.10 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .35 .37 

Structure  -.17 -.11 

Challenge  -.16 -.29 

Horizon  .34 .44 

Model 3: Interaction variables    

CCR*Structure   -.08 

CCR*Challenge   -.20 

CCR*Horizon   .32 

Model summary    

F .51 2.29* 1.63 

R2 .02 .20 .22 

ΔR2 .02 .18 .02 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.11: Hierarchical regression model of relationships with others with coach, coaching method, and 

coaching environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age -.08 -.08 -.09 -.10 

Gender .01 -.00 .01 .01 

Model 2: Coach     

Interpersonal skills  .15 -.07 -.02 

Model 3: Coaching method     

Structure   .03 .05 

Challenge   .04 .02 

Horizon   .19 .24 

Model 4: Coaching environment     

Safety    .21 

Support    -.25 

Model summary     

F .19 .56 .46 .50 

R2 .01 .03 .05 .07 

ΔR2 .01 .02 .02 .02 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.12: Hierarchical regression model of relationships with others with coach, coach-coachee 

relationship, and interaction (n = 86) 

 β β β 

Model 1: Control variables    

Age -.10 -.09 -.12 

Gender .01 -.01 -.02 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .39 .41 

Interpersonal skills (IS)  -.17 -.03 

Model 3: Interaction variables    

CCR*IS   .27 

Model summary    

F .34 1.23 1.75 

R2 .01 .08 .13 

ΔR2 .01 .07 .05 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.13: Hierarchical regression model of relationships with others with coaching method, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.11 -.11 -.10 

Gender -.01 .00 -.03 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .18 .23 

Structure  -.02 .26 

Challenge  -.02 -.35 

Horizon  .10 .32 

Model 3: Interaction variables    

CCR*Structure   .08 

CCR*Challenge   -.40 

CCR*Horizon   .62 

Model summary    

F .37 .72 1.49 

R2 .01 .07 .21 

ΔR2 .01 .06 .14 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.14: Hierarchical regression model of initiative in own career with coach, coach-coachee relationship, 

and interaction (n = 86) 

 β β β 

Model 1: Control variables    

Age -.04 -.08 -.07 

Gender .15 -.16 -.16 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .08 .07 

Interpersonal skills (IS)  .50* .41 

Model 3: Interaction variables    

CCR*IS   -.16 

Model summary    

F .68 7.84*** 6.64*** 

R2 .02 .34 .36 

ΔR2 .02 .32 .02 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.15: Hierarchical regression model of job satisfaction with coach, coaching method, and coaching 

environment (n = 86) 

 β β β β 

Model 1: Control variables     

Age -.02 -.03 -.02 -.02 

Gender .01 .00 .03 .05 

Model 2: Coach     

Interpersonal skills  .26* .01 -.13 

Model 3: Coaching method     

Structure   -.31 -.32 

Challenge   .26 .27 

Horizon   .33 .43 

Model 4: Coaching environment     

Safety    .28 

Support    -.11 

Model summary     

F .02 1.46 1.70 1.60 

R2 .00 .07 .15 .19 

ΔR2 .00 .07 .08 .04 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.16: Hierarchical regression model of job satisfaction with coach, coach-coachee relationship, and 

interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.01 -.08 -.02 

Gender .00 .02 -.01 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .10 .10 

Interpersonal skills (IS)  .21 .17 

Model 3: Interaction variables    

CCR*IS   -.08 

Model summary    

F .00 1.47 1.22 

R2 .00 .09 .10 

ΔR2 .00 .09 .01 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.17: Hierarchical regression model of job satisfaction with coaching method, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.04 -.05 -.00 

Gender .02 .04 -.01 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  -.01 .03 

Structure  -.29 -.17 

Challenge  .28 -.03 

Horizon  .35 .38 

Model 3: Interaction variables    

CCR*Structure   .31 

CCR*Challenge   -.40 

CCR*Horizon   -.11 

Model summary    

F .06 1.86 1.90 

R2 .00 .17 .25 

ΔR2 .00 .17 .08 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.18: Hierarchical regression model of job satisfaction with coaching environment, coach-coachee 

relationship, and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -.01 -.02 -.02 

Gender .00 -.02 -.00 

Model 2: Environment & coach-coachee relationship    

Coach-coachee relationship (CCR)  .27 .25 

Safety  .18 .14 

Support  -.10 -.08 

Model 3: Interaction variables    

CCR*Safety   -.17 

CCR*Support   -.09 

Model summary    

F .00 1.25 .98 

ΔF .00 2.08 .39 

R2 .00 .10 .11 

ΔR2 .00 .10 .01 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Table A2.19: Hierarchical regression model of goal-setting with coach, coach-coachee relationship, and 

interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age .01 -.00 -.01 

Gender -.04 -.06 -.06 

Model 2: Coach & coach-coachee relationship    

Coach-coachee relationship (CCR)  .27 .27 

Interpersonal skills (IS)  .16 .19 

Model 3: Interaction variables    

CCR*IS   .08 

Model summary    

F .05 3.04* 2.47* 

R2 .00 .17 .17 

ΔR2 .00 .17 .00 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 

Table A2.20: Hierarchical regression model of goal-setting with coaching method, coach-coachee relationship, 

and interactions (n = 86) 

 β β β 

Model 1: Control variables    

Age -01 -.02 -.01 

Gender -.05 -.06 -.11 

Model 2: Method & coach-coachee relationship    

Coach-coachee relationship (CCR)  .26 .33 

Structure  -.08 .17 

Challenge  .08 -.23 

Horizon  .16 .21 

Model 3: Interaction variables    

CCR*Structure   .40 

CCR*Challenge   -.32 

CCR*Horizon   .01 

Model summary    

F .06 1.92 1.72 

R2 .00 .17 .23 

ΔR2 .00 .17 .06 

Note. * p < .05 (two-tailed) ** p < .01 (two-tailed) *** p < .001 (two-tailed); β = standardized 

coefficient 
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Appendix 3 – Evaluating interpersonal skills of a coach 

1. Overall satisfaction with the coaching track 

2. Warmth of coach’s greeting 

3. Ability to listen to the client 

4. Adequacy of explanations to client 

5. Extent of reassurance to client 

6. Confidence in coach’s ability 

7. Opportunity for client to express concerns and fears 

8. Respect shown to client 

9. Duration of the coaching track 

10. Consideration of client’s personal situation in treatment or advice 

11. Concern for client as a person 

12. Recommendation of coach to friends 

 


