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ABSTRACT 

Coaching is defined as a process that motivates individuals to reach their greatest 

potential in both their personal and professional lives. A growing number of 

scholars have produced various academic articles and conducted research on the 

topic of coaching. While global understanding of coaching has significantly 

expanded, the concept of informal coaching remains limited and underexplored. 

Therefore, based on social exchange theory, this study aimed to develop a 

comprehensive model to examine (1) the direct effects of informal coaching on 

perceived organizational support and academic staff’s job performance, (2) the 

mediating role of perceived organizational support in the relationship between 

informal coaching and academic staff’s job performance, and (3) the moderating 

role of transformational leadership in the connections between informal coaching, 

perceived organizational support, and job performance. 

 

768 questionnaire surveys were employed in a quantitative study to assess 

informal coaching from supervisors, informal coaching from colleagues, 

perceived organizational support, job performance, and transformational 

leadership. Partial Least Squares Structural Equation Modelling was used to 

examine the cause-effect relationships among the factors through the relevant 

indicators. Theoretically, the results emphasized the importance of social 

exchange theory in understanding the connection between informal coaching and 

job performance. Furthermore, the study demonstrated how perceived 

organizational support mediates the relationships between informal coaching 

from supervisors and colleagues and job performance. It also showed how 

transformational leadership moderates the effect of informal coaching from 

supervisors and colleagues on job performance and perceived organizational 

support in higher education institutions. 

 

Practically, the research findings provide a reliable reference for university 

management, human resource specialists, consulting agencies, and the 

Government to develop suitable policies for implementing informal coaching. 

 

ABSTRAKT 

Koučování je definováno jako proces, který motivuje lidi k dosažení jejich 

největšího potenciálu v osobním i profesním životě. Rostoucí počet vědců 

vytvořil různé akademické články a provedl studie na téma koučování. I když 

došlo k výraznému nárůstu globálního chápání koučování, koncept neformálního 

koučování zůstává omezený a nepochopitelný. Na základě teorie sociální výměny 

si tedy studie klade za cíl vyvinout komplexní model pro zkoumání (1) přímých 

účinků neformálního koučování na vnímanou organizační podporu a pracovní 

výkon akademických pracovníků, (2) zprostředkovatelskou roli vnímané 
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organizační podpory v efektu neformálního koučování o pracovním výkonu 

akademických pracovníků a (3) moderující roli transformačního vedení v 

souvislosti s neformálním koučováním, vnímanou organizační podporou a 

pracovním výkonem. 

Kromě toho bylo v kvantitativní studii použito 768 dotazníkových šetření ke 

sledování neformálního koučování od supervizorů, neformálního koučování od 

kolegů, vnímané organizační podpory, pracovního výkonu a transformačního 

vedení. Modelování strukturních rovnic parciálních nejmenších čtverců bylo 

použito ke zkoumání asociací příčina-následek mezi faktory prostřednictvím 

relevantních indikátorů. Teoreticky výsledky zdůraznily teorii sociální výměny v 

chápání spojení mezi neformálním koučováním a pracovním výkonem. Zároveň 

se ukázalo, jak vnímaná organizační podpora zprostředkovává vztahy mezi 

neformálním koučováním ze strany supervizorů a kolegů a pracovním výkonem 

a jak transformační vedení zmírňuje efekt neformálního koučování ze strany 

supervizorů a kolegů na pracovní výkon a vnímanou organizační podporu na 

vysokých školách.  

Prakticky mohou být výsledky výzkumu spolehlivou referencí pro vedení 

univerzity, specialisty na lidské zdroje, poradenské agentury a vládu, aby měli 

vhodnou politiku při zavádění neformálního koučování. 
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1. INTRODUCTION 

1.1 Motivation and need for the study 

One of an organization's most important resources for competitiveness in the 

market is its human resource capital. Successful companies are becoming more 

and more aware that, of all the variables that affect performance, people are by 

far the most important (Mello, 2019). In order to maintain a successful and long-

term sustainable organization, it is imperative that investments be made in human 

capital, including knowledge, skills, and competences (Vikaraman et al., 2017). 

Recent studies on what makes employees satisfied in their jobs have shown that 

successful companies are ones that help individuals grow by taking care of their 

career and well-being (Fontes & Dello Russo, 2020). There are various programs 

like job rotation, in-house training center, expert knowledge sharing, peer 

reviews, coaching and mentoring taken as some methods within job context. In 

recent years, coaching is essentially a widely accepted approach for improving 

productivity, well-being, and performance of staff as well as for promoting 

positive change in organizations. 

The world's leading organizations and academic fields have acknowledged the 

value of coaching. A company's competitive edge and ability to accomplish its 

objectives are largely attributed to effective coaching (Carey et al., 2011). 

Longenecker and Neubert (2005) discovered that coaching leads to personal 

growth and organizational competitiveness. Coaching has a way of releasing 

previously untapped reserves of creativity, productivity, and leadership that set 

out on a path to greater personal and professional fulfillment when working with 

a coach (ICF, 2022). In research, academics have also noted a significant increase 

in coaching concepts, coaching methodology, approaches, and instruments in 

various countries (Przulj et al., 2014; Argirou, 2016; Gregory & Levy, 2010; 

Beattie et al., 2014; Huang, 2019). In practice, according to the report from 

International Coaching Federation (ICF), since its foundation in 1995, its 

members has more than 35,000 members from more than 100 countries (ICF, 

2022). Walgreens, Capital BlueCross, Google, and PricewaterhouseCoopers 

(PWC) use coaching frequently in their development program (Noe, 2019). At 

Walgreens, management levels had six coaching sessions to strengthen learning 

and support personal development (Noe, 2019). Therefore, coaching is considered 

a necessary activity in organizations.  

It has been demonstrated that higher education institutions (HEIs) play a critical 

role in raising the standard of living and the wealth in both developed and 

developing nations (Smith, 1937; OECD, 2010; Bloom et al., 2006)). The internet, 

recent rapid technological advancements, and globalization have increased 

competitiveness and challenges for the educational system (Liu, 2015; Chalong 

et al., 2017). Hence, educational institutions need to figure out sustainable 

solutions to stay in the market. With high performers and qualified staff, 
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universities can become an important, dynamic, and nationally ranked university. 

This can be achieved through effective coaching. Chalong et al., (2017) also stated 

that one of effective ways to enhance educational quality and faculty staff 

performance is coaching implementation. Research on coaching that helps 

promote faculty staff performance, however, is still an untouched area in higher 

education institutions.  

In addition, there is the paucity of empirical studies that specifically have 

examined the function of informal coaching and its relationship to performance. 

It has also been shown that the expected association between informal coaching 

and performance has not been fully explained in higher education sector.     

Therefore, the purpose of this study was to ascertain the current state of 

informal coaching in the higher education sector and examine the connections 

between staff performance and informal coaching. To define variables and build 

a conceptual framework, a thorough assessment of the literature was conducted.  

1.2 Research gaps 

By looking at earlier empirical investigations that have been published in 

journals, this study identifies the following research gaps. First of all, coaching 

has received significant attention as a tool for supporting staff to realize their full 

potential in the workplace (Noe, 2021; Theeboom et al., 2014; Pržulj et al., 2014; 

Fontes & Dello, 2020). Despite several academic publications in the field of 

coaching (Pržulj et al., 2014; Mihiotis & Argirou, 2016; Gregory & Levy, 2010; 

Beattie et al., 2014; Huang, 2019), there is a limited body of knowledge regarding 

how informal coaching impacts job performance. This gap is a significant 

shortcoming that needs to be addressed in order to make advancements in the 

theoretical and empirical aspects of this research field. 

Second, empirical researches highlighted the roles of coaching on staff 

performance in some empirical studies. It is found that coaching is an effective 

developmental intervention for enhancing performance of various jobs such as 

frontline service, warehouse, customer service and sales areas (Elmadağ et 

al.,2008; Ellinger et al., 2003; Agarwal et al., 2009; Hannah, 2004). However, this 

link lacks a full investigation because just a little spectrum of studies informs a 

mediation mechanism between coaching and individual work performance 

(Hagen, 2012; Pousa & Mathieu, 2014). Some mediators, for instance, are 

psychological capital (Fontes & Dello Russo, 2020b), work engagement, job 

satisfaction, leader member exchange quality, turn-over intentions (Ali et. al., 

2018), rewards and recognition (Sidhu & Nizam, 2020). Recent studies have 

shown that coaching is perceived as a form of support from organization, and this 

perceived support has a significant effect on staff commitment and individual 

work performance (Carrell et al., 2021; Xiu et al., 2019). As stated by Ali et al. 

(2018), employees view coaching behaviors from their managers as a form of 

organizational support, which in turn leads to greater staff commitment and higher 
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job performance. Employees think that in return for what they perceive to be 

coaching behaviors from their superiors, they have a duty and responsibility to 

exhibit good attitudes and behaviors for the benefit of the company (Eisenberger 

et al., 1990; Colquitt et al., 2007). Thus, perceived organizational support (POS) 

is a key factor in the connection between coaching and job performance. This is 

considered that perceived organizational support may mediate the association 

between coaching and individual work performance.  

Third, in the context of coaching, understanding the influence of leadership is 

crucial, as leaders play a significant role in establishing a work environment that 

fosters optimal performance and productive outcomes among employees (Baig et 

al., 2021). Among all leadership styles, transformational leadership can inspire 

followers to exceed their performance expectation (Lee & Joshi, 2018; Buil et al., 

2019) as it is a type of leadership that “leaders moving the follower beyond 

immediate self-interests through idealized influence (charisma), inspiration, 

intellectual stimulation, or individualized consideration” (Bass 1999, p. 11). This 

type of leaders plays a crucial role as a representative of a company to convey the 

perception of organizational support to the employees, and staff would in turn feel 

a high level of affective commitment to their company (Stinglhamber et al., 2015). 

Transformational leaders also encourage the subordinates to ignore their self-

interest and to align their beliefs, pursuits, spirits, and values with achieving 

greater performance (Lee and Joshi, 2018). Those type of leaders inspire 

followers to exceed performance expectation and to deeply comprehend the goals 

and interests of the company (Buil et al., 2019). Many scholars highlighted the 

transformative leadership as a moderator in numerous relationships, namely the 

correlation between the adoption of human resource management practices and 

employee behavior in the field merges and acquisitions (Vasilaki et al., 2016), 

between teachers' work engagement and receptivity to change in the field of 

education in Korea (Jeong et al., 2016), or between age-based fault lines and 

perceived productive energy in a multinational corporation that produces 

construction tools and applications (Kunze & Bruch, 2010). However, the study 

about the moderating role of transformational leadership on the relationships 

among coaching and staff's performance and perceived organizational support is 

still limited.   

Furthermore, although various scholars studied about the role of formal 

coaching, there is a scarcity of studies on the role of informal coaching as a 

strategy for enhancing individual performance (Mallett et al., 2009). Informal 

coaching may happen between colleagues and colleagues, or colleagues and their 

supervisors, the engagement is more haphazard or unplanned, and it may be a 

dialogue in the hallway, the breakroom, or over the phone (Tompkins, 2018). 

There are a variety of benefits of coaching informally. Informal coaching can 

flexibly take place in a wide range of situations (Wilson, 2011; Hart, 2006), which 

can provide some of the most beneficial coaching. When someone is stuck with 
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an issue, a simple query like from a colleague also can yield an avalanche of 

information. As a result, employees are more likely to find a solution if the current 

condition and the desired situation are explored (Wilson, 2011). While formal 

coaching may have conflict of interest because it depends upon the level of trust 

that the coachee has with the coach (Tompkins, 2018), informal coaching allows 

staff to consult any or all information sources to assist them in resolving their own 

problems at any time (Mallett et al., 2009). Informal coaching is considered as a 

substitute for formal coaching, yet the impact of this approach on individual 

performance is still not well understood, as demonstrated in the research 

conducted by MacDonald et al. (2010) and Turner & McCarthy (2015). Thus, this 

study highlights informal coaching because it is little known about the benefits of 

informal coaching for academic staff’s performance, and informal coaching is 

more advantageous than formal coaching in increasing employee’s scope of 

performance (Mallet et al., 2009). 

Finally, higher education institutions that need to have talented faculty staff 

with high qualifications and effective job performance to deliver knowledge to 

students, have not given staff coaching top priority in their plan. According to 

reports, higher education is seen as noble and is essential for fostering societal 

progress (Tilack, 2008). The higher education sector warrants significant research 

attention due to its substantial impact as a key player in enhancing productivity 

and occupational skills. With its involvement of numerous academics and 

students, as well as its extensive connections to industrial and community 

activities, the sector holds significant importance (Lew, 2009). According to 

Hallinger and Liu's (2016), instructional supervision, which is frequently 

provided by the supervisors, helps academic staff in improving their performance, 

develop the quality of higher education, enhancing leadership competence, or 

increasing their area of expertise. Meanwhile, research on coaching that helps 

enhance faculty staff performance efficiency in higher education institutions, is 

still an untouched area (Harding, 2012). Within the scope of my know-how, this 

study is among the firsts that investigate the topic of coaching applied in the field 

of higher education, and explores the relationships between coaching and other 

variables in this study. 

1.3 Research questions and objectives  

The main objective of the research is to develop a comprehensive model to 

investigate factors affecting employees' job performance, including examining 

the role of informal coaching from supervisors and colleagues, perceived 

organizational support, and transformational leadership in boosting employees' 

job performance.  

• Research question 1: Do informal coaching affect faculty staff’s job 

performance? 
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• Research objective 1: To investigate the direct and indirect effects of 

informal coaching and perceived organizational support on job 

performance in academic setting. 

• Research question 2: What is the role of perceived organizational support and 

transformational leadership towards the effect of informal coaching on faculty 

staff’s job performance? 

• Research objective 2: To investigate how perceived organizational 

support mediates the relationship between informal coaching and job 

performance.  

• Research objective 3: To investigate how transformational leadership 

moderates the connections between informal coaching from supervisors, 

colleagues and perceived organizational support, between informal 

coaching from supervisors and colleagues and job performance. 

2. LITERATURE REVIEW- Concepts and theories 

2.1 Coaching 
Coaching has been defined by different scholars in variety of dimensions. The 

traditional definition of coaching was once thought to be a fixed problem 

performance method, but this definition is now out of date. Then, according to 

many other academics (Pousa & Mathieu, 2014; Ellinger, 2013; Orth et al., 1987) 

the main objective of coaching is performance improvement. Specifically, Pousa 

& Mathieu (2014) described coaching as a process for enhancing performance at 

work. It assists others to improve, grow by providing feedback, encouragement, 

and raised awareness. A manager or supervisor acting as a coach in the workplace 

by exhibiting particular behaviors that help coachees learn, grow and enhance 

their capabilities (Ellinger, 2013; Orth et al., 1987). Thus, it is viewed as a way to 

engage with individuals that enables them to accomplish frequently exceptional 

results in their work (Peterson, 1996; Hargrove, 2008). Positive effects of 

coaching on employees include promoting learning, enhancing performance, 

achieving goals, and elevating morale at work (Liu and Batt, 2010; Huang, 2019). 

In general, coaching is a process aimed at improving performance, fostering 

growth, and enabling individuals to achieve heightened levels of capability and 

success in their professional roles, with positive impacts including enhanced 

learning, improved performance, goal attainment, and increased work morale 

among staff. 

Employees are more likely to receive coaching if they show signs of 

developing new interests and skills, asking for feedback, showing interest in 

organizational changes, dealing with unsatisfactory job experiences, and 

expressing a desire for development opportunities (Yahaya et al., 2013). But it's 

critical to realize that staff who are unmotivated or lazy can present difficulties 

for coaching, so it's critical to modify coaching techniques to meet specific needs 

and increase its efficacy in these situations. Thus, Wilson (2011) identified six 

skills in coaching that the coach needs to have including asking, listening, 
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clarifying, respect, emotional intelligence and building confidence. In this type of 

coaching procedure, asking is one of the most crucial tools. The coach facilitates 

staff contemplation by asking targeted questions that help the staff member 

identify the issue and suggest a resolution (Whitmore, 2017). Common features 

of coaching programs are as follows: (1) the coachee sets goals with the coach's 

support; and (2) the coach asks  questions, challenge the coachee, and provides 

feedback so the coachee can reflect on and gain a thorough understanding of his 

or her strengths and weaknesses. Ultimately, the coach helps the coachee find 

pathways to goals (Fontes & Dello Russo, 2020). 

In education field, Lofthouse (2018) conducted research exploring the role of 

coaching in enhancing the development environment for educators and 

individuals in the field of education. Also, Balang et al. (2019) argued coaching 

is a practice that teachers can use to improve their teaching and learning processes 

as part of their professional development. Coaching practice is considered as an 

effort to guide and encourage academic staff in teaching and learning so that they 

can perform their job effectively (Nieto, 2014; Knight, 2019). Tschannen-Moran 

and Tschannen-Moran (2020) characterize 'evocative coaching' as a method that 

engages with teachers' awareness, interpersonal relationships, proficiency, 

meaningful contributions, and innovative capacities. Despite this prospect, 

Lofthouse and Leat (2013) discovered that coaching's potential was frequently 

underutilized in educational setting.  

2.2 Informal and formal coaching  

While different scholars classified coaching in such different ways, Mallett et 

al. (2009) presented coaching as two types formal and informal ones. For the 

process of formal coaching, the organization would assign one official coach, 

usually the supervisor, for the coachee with the planned coaching procedures, 

including the timeframe, coaching activities, supervision, and commitment to 

reach the goals (Hart et al, 2003). In this way, the coachee and the coach agree in 

writing or verbally, or have an express contract, that coaching will take place. 

Formal coaching engagements or relationships, as well as training programs, are 

part of a larger coaching-related system. (Hart, 2006). The coach is also expected 

to keep his or her attention on the developmental difficulties and process, and to 

actively guide his or her own and the coachee's energies toward developmental 

and performance results. The entire coachee-coach interaction revolves around 

development and performance (Hart, 2003).  

However, the supervisor coach needs a flexible approach by having coaching 

their staff informal. This approach, which managers refer to as informal coaching, 

involve listening to staff, asking for the employee's opinion and suggestions rather 

than commanding and control them, and viewing situations from the employee's 

perspective (Greene & Grant, 2003). In addition, informal coaching may happen 

between staff and staff as many employees in organizations use informal coaching 



13 

 

to relate to, encourage, and influence one another (Hart, 2006). Unlike the formal 

coaching which relies on the level of trust between coach and coachee (Tompkins, 

2018), informal coaching allows staff to consult with any or all information 

sources to assist them in resolving their own problems (Mallett et al., 2009).  

Informal coaching focuses on the coachee’s eagerness to actively seek the 

advice or guidance from peers or supervisors in their harsh situation (Mallett et 

al., 2009). It might be more widespread applied among colleagues, or between 

colleagues and their supervisors, the engagement is unintended, and it may be a 

conversational dialogue in the hallway, the breakroom, or through the phone or 

video calls (Tompkins, 2018). It can occur in a structured or casual sense and the 

coach has no responsibility to get through to the coachee (Hart, 2006). When 

people are alert and recognize a developmental or performance issue, informal 

coaching happens, and the "coachee" is likely to be responsive to coaching 

behaviors. Informal coaching can take place in a wide range of situations, 

including during a performance evaluation, business unit planning and 

operational meetings, the corridor or lounge, the elevator, and even on the golf 

course (Hart, 2006). According to Wilson (2011) unscripted moments in the 

office, such as a quick talk between the colleagues at the coffee lounge or a hasty 

phone, can provide some of the most beneficial coaching. When people confront 

the challenges in their career path, informal coaching would be more needed 

(Wilson, 2011; Hart, 2006) with a simple query such as "what would your ideal 

outcome be?" that can yield an avalanche of information. Asking a focused 

question for a resolution or a question about the current problem is usually the 

approach. Table 3 is a detailed comparison to understand a differences between 

formal and informal coaching further.  

This study focuses on coaching that is used informally by supervisors or 

colleagues, which address the literature's current demands and guidance for 

enhanced coaching activities that are being implemented to encourage growth and 

development of higher education institutions. 

2.3 Social Exchange theory  

In this research, social exchange theory (SET) was used to examine and frame 

the relationship between informal coaching on employee performance with the 

mediating role of perceived organizational support and the moderation of 

transformational leadership.  

The social exchange theory is a core theoretical framework for understanding 

human relations that is founded on the reciprocity concept in relationships (Blau, 

1964). According to Blau (1964), social exchange is “the voluntary actions of 

individuals that are motivated by the returns they are expected to bring and 

typically do in fact bring from others” (pp. 91-92). A vital concept of social 

exchange theory is that individuals offer favors or benefits to others with the 

expectation of receiving something in return. It refers to the exchange of activities, 
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which can be tangible or intangible, involving rewards or costs, between a 

minimum of two individuals (Emerson, 1976). The Social exchange theory is 

often utilized to understand the outcomes of coaching interactions (Sidhu & 

Nizam, 2020; Kim & Kuo, 2015). When an individual in an organization acts as 

a formal or informal coach, the coachee's perception of these actions can vary. 

While such actions may be intended as goodwill, they may not always be 

perceived this way by the coachee, especially in the case of unsolicited informal 

coaching. It's important to consider that the coachee’s perception of the coacher’s 

motivation plays a crucial role in determining the effectiveness of the coaching 

interaction. If the coaching is perceived as intrusive or unnecessary, it could lead 

to resistance or a lack of engagement. Therefore, understanding the context and 

the coachee’s perspective is essential in ensuring that informal coaching is well-

received and effective (Ellinger & Bostrom, 1999; McLean et al., 2005). 

Encouraging a culture of mutual support among employees, where questions are 

answered and supportive guidance is provided among colleagues, may increase 

the frequency of peer coaching activities. The perceived benefits of formal or 

informal coaching interactions motivate personnel to reciprocate by putting more 

effort into their work and improving their performance within the organization 

(Colquitt et al., 2007; Settoon et al., 1996). 

This study assumes that a more understanding of the influence of coaching 

behaviors on job performance could be obtained by grasping the mediating 

function of the perceived organizational support. As per the findings of 

Eisenberger et al. (1986), employees' beliefs about commitment of their 

organization to them (known as perceived organizational support) play a key role 

in their own commitment to the organization, which means that when employees 

perceive high levels of perceived organizational support, they feel a high sense of 

obligation to be committed to their employers, and in return, they are motivated 

to engage in behaviors benefiting the organization (such as improved 

performance). By using social exchange theory, this study fills a significant gap 

in hypothesizing that effective informal coaching supported by the company can 

influence staff's perceptions and motivate them to reciprocate by putting in more 

effort to improve their performance. In the context of this research, employee 

work performance and perceived organizational support represent two reciprocal 

behaviors. Furthermore, Stinglhamber et al. (2015) stated that the leader, as a 

representative of the organization, conveys to followers through transformational 

leadership that the organization has treated them favorably, thereby raising 

perceived organizational support and, ultimately, affective commitment. This 

study also hypothesizes that transformational leaders can enhance the social 

exchange between the coach and coachee by providing additional resources, 

encouraging mutual support among employees and offering support beyond the 

coaching-based relationship (Shao et al., 2012; McCarthy & Milner, 2020).  
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In this research, social exchange theory is applied to explain the influences of 

informal coaching, perceived organizational support on job performance of 

faculty staff.   

3. RESEARCH FRAMEWORK AND HYPOTHESIS  

3.1 Research framework 
A conceptual model was created to answer the research questions based on 

the theoretical framework and the literature review. Six constructs and their 

components make up the suggested model (see Figure 1). 

 

 
Figure 1. A conceptual framework 

(Source: author) 

3.2 Research hypotheses 

Hypothesis 1. Informal coaching is positively related to faculty staff’s job 

performance in higher education sector. 

◼ Hypothesis 1A. Informal coaching from supervisors is positively related to 

job performance in higher education sector. 
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Age  
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Income  

Job titles 
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Size of universities  

 

Transformational 

Leadership 
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H2b 

H1a 

H1b 

H3a 

H3b 

Transformational 

Leadership 

H4a H5a 

H4b H5b 
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◼ Hypothesis 1B. Informal coaching from colleagues is positively related to 

job performance in higher education sector. 

Hypothesis 2. Informal coaching is positively related to perceived 

organizational support in higher education sector. 

◼ Hypothesis 2A. In higher education sector, informal coaching from 

supervisors is positively related to perceived organizational support.  

◼ Hypothesis 2B. In higher education sector, informal coaching from 

colleagues is positively related to perceived organizational support. 

Hypothesis 3. Informal coaching indirectly impacts job performance via 

perceived organizational support in higher education sector. 

◼ Hypothesis 3A. Informal coaching from supervisors indirectly impacts job 

performance via perceived organizational support in higher education 

sector. 

◼ Hypothesis 3B. Informal coaching from colleagues indirectly impacts job 

performance via perceived organizational support in higher education 

sector. 

Hypothesis 4. Transformational leadership moderates the impact of 

informal coaching on job performance. 

◼ Hypothesis 4A: Transformational leadership moderates the impact of informal 

coaching from supervisors on job performance, such that the impact at the 

high transformational leadership level is better than the impact at low 

transformational leadership. 

◼ Hypothesis 4B: Transformational leadership moderates the impact of informal 

coaching from colleagues on job performance, such that the impact at the high 

transformational leadership level is better than the impact at low 

transformational leadership. 

Hypothesis 5. Transformational leadership moderates the impact of 

informal coaching on perceived organizational support. 

◼ Hypothesis 5A: Transformational leadership moderates the impact of informal 

coaching from supervisors on perceived organizational support, such that the 

impact at the high transformational leadership level is better than the impact 

at low transformational leadership. 

◼ Hypothesis 5B: Transformational leadership moderates the impact of informal 

coaching from colleagues on perceived organizational support, such that the 

impact at the high transformational leadership level is better than the impact 

at low transformational leadership. 

4. RESEARCH METHODOLOGY 
4.1 Research process 

The process of this thesis was designed as follows (Figure 2):  
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Figure 2. Research process 

(Source: Author) 

4.2 Consultations with experts on indicators 

This study employed consultation sessions with experts to assess their 

agreement on the indicators, as well as the usefulness, transparency, validity, and 

clarity of the survey questions. Two months prior to the official questionnaire 

survey collection, consultation sessions with experts were done as part of the 

qualitative study. The questions to ask experts were prepared and required a 

consent form that needs to be completed before any information can be disclosed. 

It was not random to select the experts to ensure the quality of the consultations. 

There were two lecturers, two department heads, two vice deans/deans in the field 

of higher education participating in the consultations. Accordingly, their opinions 

supported the author in examining the indicators as shown in Table 4. The 

consultation guideline and questions were distributed to the experts before the 

consultation sessions so that they could read them in advanced and get prepared. 

This made experts feel easy during the consultations. The consultation sessions 

were face-to-face. Both the experts and the author signed a consent statement to 

ensure that the information collected would only be shared with their agreement. 

This was done in order to ensure the privacy of the experts. Recordings of 

consultations were made in the form of video or audio files. The findings of the 

consultation sessions helped the author to determine whether or not the indicators 

were suitable, and the usefulness, transparency, validity and clarity of the survey 

questions. Indicators that had a rate of agreement that was lower than 75% were 

omitted. The next step of the process, which was quantitative analysis, involved 

the preparation of a survey questionnaire.  
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4.3 Results of consultations with experts 

Six experts joined the consultations. In general, they clearly understood and 

agreed the proposed constructs and related dimensions. They agreed with 32 

indicators. There were 7 indicators they disagreed since they thought that those 

indicators were not relevant. Some of reasons included the confusion and 

misleading of the questions.  Opinions of experts disagreed with some indicator 

for following specific reasons:  

 - “….provide constructive feedback regarding areas for improvement”: 

inclusion of this indicator might be repetitive or unnecessary.  

- “….offer useful suggestions regarding how you can improve your 

performance?”: inclusion of this indicator might be repetitive or unnecessary.  

- “……..works as part of a team or work group”: inclusion of this indicator 

might be irrelevant. 

- “ …….makes sure his or her work group succeeds”: inclusion of this indicator 

might be irrelevant. The experts explained that this indicator introduces an 

element of responsibility for the entire work group's success, which might not 

be entirely within an individual's control. Success is often influenced by various 

factors beyond an individual's efforts. This indicator may create ambiguity in 

attributing success to a single person and could be seen as too broad or 

unrealistic for assessing individual job performance.  

- “…….seeks information from others in the workplace.": inclusion of this 

indicator might be irrelevant since in the context of individual job performance 

in Vietnam, it might be considered seeking information a routine task. Thus, 

mentioning it may not provide a comprehensive view of an individual's overall 

performance.  

These indicators that were not agreed by 75% of experts were deleted.  

4.4 Quantitative research methodology  

For this study, the deductive and quantitative research methodology were 

employed. 

4.4.1 Definitions of variables 

The core constructs of this study were defined as follows, based on a 

literature review of related studies.   

Table 1. Operational definitions of constructs 

Constructs Definitions Related 

studies 

Informal 

coaching 

Informal coaching is the unplanned, unplanned 

sharing of insights and feedback on a one-on-one 

Heslin, 2006; 
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basis between team members or between 

managers and employees with the goal of guiding 

and inspiring improvements in a staff's work 

performance. It frequently occurs in casual 

conversations, like phone calls, chats in the break 

room, or hallway discussions, and it can be used 

to improve particular tasks. 

 

Tompkins, 

2018 

Hart, 2006 

 

 

Perceived 

organization

al support  

It is defined as the perception of staff about how 

much the company values their contributions and 

efforts, this perception, in turn, lowers 

absenteeism, and increases the employee's 

emotive attachment to the organization and their 

belief that putting forth more effort to achieve 

organization’s objectives 

Akgunduz and 

Bardakoglu, 

2017 

 

Eisenberger et 

al., 2002 

Paillé et al., 

2010; 

 

Job 

performance 

It is defined as the total effectiveness and quality 

of a staff’s activities and behaviors to 

satisfactorily complete assigned duties, perform 

as an effective contributor, and respond to the 

needs of others within the workplace, which 

contribute to achieve the organizational goals. 

 

Campbell et 

al., 1990; 

McCloy et al., 

1994; 

Motowidlo, 

2012 

Transformati

onal 

leadership 

It is a style of leadership in which leaders inspire 

their subordinates to go above and beyond what 

is expected of them and to identify with the 

objectives and interests of the business. 

 

Buil et al., 

2019 

(Source: Author, 2023) 

4.4.2 Data collection  

Based on the results from qualitative research, a questionnaire was created 

as a method of conducting the quantitative research. The survey technique, 

according to Saunders et al. (2009), is ideal for quantitative data collecting and is 

used to measure the associations between variables and propose the framework 

of relationships. According to Creswell (2021), survey design gives a quantitative 

description of a population's trends, attitudes, and opinions, as well as tests for 

connections between variables in a population by analyzing a sample of that 

population. Each item on the survey questions then was evaluated based on its 

relevance and compatibility with the model's clear specification.  

The questionnaire was adopted in English first, then translated into 

Vietnamese. All survey items, which were published in English, then were revised 
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and translated into the language of the country, Vietnamese, before being 

distributed to respondents. When the translation was finished, six specialists read 

it and provided feedback on the Vietnamese version. In order to determine what 

needed to be changed before official data collection is put into place, a pilot study 

that Burns and Bush (2003) recommended was conducted. As a result, in 

accordance with the recommendation of Zikmund et al. (2013), the instrument 

was pretested with 90 respondents to identify the usefulness, transparency, 

validity and clarity of the survey questions, the accessibility and functionality of 

the online survey instrument, and the time required to complete the survey. They 

were required to give opinions such as words or phrases that confused them and 

to check the inaccuracies and misinterpretations of the translated questionnaire. 

The author amended the questionnaire in response to their suggestions. Some 

changes may be made to increase the effectiveness, for instance assigning fewer 

questions per page and amending the Vietnamese language to make it simpler to 

understand the meaning. 

Finally, the official survey was collected both online (through google form) 

and on paper. There were no monetary or in-kind incentives available. To test the 

hypotheses, a time-lag study was used to minimize the emergence of bias by 

examining the responses of different academic staff at different points of time 

(Podsakoff et al., 2003). The self-reported questionnaire was based on 7-point 

Likert scale, which was done through Google Docs link and paper-based 

questionnaires for the target respondents who were willing and available to 

respond the questionnaire. At the start of data collection for this study, the author 

contacted the Directors of Research Departments of 35 higher education 

institutions for their survey permission. Specifically, they helped to contact and 

approach the targeted respondents.  

At time 1, each university's Director of Research Management Department 

would serve as the primary point of contact for the survey. They were sent both a 

printed copy and an online link to the survey, which they helped distribute and 

collect within their institution. These directors were briefed about the survey's 

purpose and the prospective respondents. In the survey, it was required the 

respondents to fill in their personal email address, which was useful and necessary 

for time 2 survey.  The hard copies of the questionnaire were then returned to the 

author's home address. Employees completed measures of informal coaching 

from supervisors and colleagues, as well as transformational leadership variables, 

at Time 1. Two months later, using the emails collected from respondents at time 

1, the author sent them an online link of the time-2 survey. They gave information 

about perceived organizational support and individual work performance 

variables at time 2.  

4.4.3 Research context, population and sampling 

The poll included 35 universities which were distributed across Vietnam. 

As discussed, the Directors of Research Management Department were the 
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primary points of contact for the survey. The Directors of Research Management 

Department were instructed about the research targeted respondents who should 

be in various areas of expertise in their institutions. This was because such 

respondents would provide a deeper level of understanding about the efficiency 

of coaching activities in the universities. This selection was identical to the study 

of Pham et al. (2023) Respondents were those who were available at a given time, 

and willing to participate in the survey.  

As mentioned earlier, this study employed a time-lag approach to data 

collection, which addressed a prevalent methodological bias (Podsakoff et al., 

2003). Numerous studies have implemented a two-month interval between data 

collection periods (e.g., Ali et al., 2020; Pham et al., 2023).  

Hair et al (2017) emphasizes that PLS-SEM works well with complex 

models and small sample sizes, with the minimum sample size be 10 times the 

total number of structural paths in the structural model that are aimed toward a 

certain construct; thus, the minimum sample size for this model can be 100, while 

the sample size determined by A-priori sample size is 119. According to Garson 

(2016), and Hair et al (2017), a larger sample size increases the statistical power, 

precision, consistency, and reliability of PLS-SEM estimations; thus, the 

minimum sample size in this study should be 119.  

After repeating the supportive reminders from the Directors, the respective 

number of 977 and 784 completed responses between two times. After deleting 

missing data by 16 respondents, the final sample which was accepted for research 

includes 768. Responses were matched by their email addresses provided between 

two times of collection. This sample size was consistent with Hair et al (2017). 

Then, the data of 768 academic staff at different universities was analyzed using 

certain statistical procedures.  

4.5 Quantitative research results  

As discussed, a time-lag study was used in this research by examining the 

responses of different academic staff at different points of time (Podsakoff et al., 

2003). The questionnaire was done through Google Docs link and paper-based 

questionnaires.  The Directors of Research Departments of 35 higher education 

institutions helped to contact and approach the targeted respondents.  

At time 1, the Directors of Research Management Department helped to 

distribute and collect both a printed copy and an online link of the survey within 

their institution. In the survey, it was required the respondents to fill in their 

personal email address, which was useful and necessary for time 2 survey.  The 

hard copies of the questionnaire were then returned to the author's home address.  

At time 1, employees completed measures of informal coaching from 

supervisors and colleagues, as well as transformational leadership variables.  
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Two months later, using the emails collected from respondents at time 1, the 

author invited them to assess perceived organizational support and job 

performance by sending them an online link of the time-2 survey.  

4.5.1 Descriptive analysis 

The mean values for Informal Coaching from Supervisors (ICFS) items. 

Table 2. Descriptive Analysis for Items of Informal Coaching from Supervisors 

(ICFS) 

Research Items Mean 
Std. 

Dev. 

ICFS (Informal coaching from supervisors) 
  

1. “My direct supervisor provides guidance regarding performance 

expectations effectively.”  
5.581 1.139 

2. “My direct supervisor helps me to analyze my performance.”  5.521 1.108 

3. “My direct supervisor acts as a sounding board for me to develop 

my ideas.”  
5.544 1.085 

4. “My direct supervisor facilitates creative thinking to help solve 

problems.”  
5.585 1.123 

5. “My direct supervisor encourages me to explore and try out new 

alternatives.”  
5.626 1.047 

6. “My direct supervisor expresses confidence that I can develop 

and improve.”  
5.690 1.068 

7. “My direct supervisor encourages me to continuously develop 

and improve.”  
5.685 1.086 

8. “My direct supervisor supports me in taking on new challenges.”  5.607 1.118 

The mean values for Informal Coaching from Colleagues (ICFC) items. 

Table 3. Descriptive Analysis for Items of Informal Coaching from Colleagues 

(ICFC) 

Research Items Mean 
Std. 

Dev. 

ICFC (Informal coaching from colleagues)  
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Research Items Mean 
Std. 

Dev. 

1. “Someone from my colleagues provides guidance regarding 

performance expectations effectively.” 
 

5.638 1.094 

2. “Someone from my colleagues helps me to analyze my 

performance.” 
 

5.579 1.069 

3. “Someone from my colleagues acts as a sounding board for me 

to develop my ideas.” 
 

5.638 1.106 

4. “Someone from my colleagues encourages creative thinking to 

help solve problems.” 
 

5.669 1.059 

5. “Someone from my colleagues encourages me to explore and try 

out new alternatives.” 5.629 1.058 

6. “Someone from my colleagues expresses confidence that I can 

develop and improve.” 5.729 1.020 

7. “Someone from my colleagues encourages me to continuously 

develop and improve.” 5.634 1.078 

8. “Someone from my colleagues supports me in taking on new 

challenges.” 
5.720 0.987 

Table 1. Descriptive Analysis for Items of Perceived Organizational Support 

(POS) 

Research Items Mean 
Std. 

Dev. 

POS (Perceived organizational support) 
  

1. “My organization cares about my opinions.” 5.354 1.269 

2. “My organization really cares about my well-being.” 5.240 1.314 

3. “My organization strongly considers my goals and values.” 5.236 1.288 
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Research Items Mean 
Std. 

Dev. 

4. “Help is available from my organization when I have a problem.” 5.345 1.268 

5. “My organization would forgive an honest mistake on my part.” 5.280 1.325  

6. “If given the opportunity, my organization would not take 

advantage of me.” 5.207 1.303 

7. “My organization shows much concern for me.” 5.233 1.300 

8. “My organization is willing to help me if I need a special favor.” 5.342 1.278 

Table 5. Descriptive Analysis for Items of job performance (JP) 

Research Items Mean 
Std. 

Dev. 

JP (Job performance) 
  

1. “I satisfactorily complete assigned duties.” 5.600 1.162 

2. “I am an effective performer.”  5.721 1.074 

3. “I am a good individual contributor.” 5.634 1.189 

4. “I respond to the needs of others in my workplace.” 5.672 1.118 

(Source: author) 

Table 6. Descriptive Analysis for Items 

Research Items Mean 
Std. 

Dev. 

TL (Transformational leadership) 
  

1. “My direct supervisor places the learning needs of staff ahead of 

personal and political interests.” 
5.378 1.229  

2. “My direct supervisor communicates a clear vision for staff.” 5.499 1.189 

3. “My direct supervisor encourages open communication on 

important organization’s issues.” 
5.573 1.175 
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Research Items Mean 
Std. 

Dev. 

4. “It is okay to discuss feelings, worries, and frustrations with my 

direct supervisor.” 
5.499 1.177 

4.5.2 Reliability and Validity Measures 

The following procedures, including internal consistency analysis 

(Cronbach's Alpha) and factor analysis, were used to assess the dimensionality 

and reliability of constructs.  

Table 7. Factor Analysis and Reliability Test 

Research Items 
Factor  

Loading  

Cronbach’s 

alpha 

Composite 

Reliability 

Average 

Variance 

Extracted 

ICFS (Informal coaching from 

supervisors) 
    

ICFS1  0.770 0.907 0.910 0.605 

ICFS2  0.752 

ICFS3  0.763 

ICFS4  0.786 

ICFS5  0.796 

ICFS6  0.767 

ICFS7  0.775 

ICFS8 0.810 

ICFC (Informal coaching from 

colleagues) 
    

ICFC1 0.870  0.949 0.950 0.737 

ICFC2 0.850 

ICFC3 0.867 

ICFC4 0.859 

ICFC5 0.870 

ICFC6 0.849 

ICFC7 0.870  

ICFC8 0.833 

POS (Perceived organizational 

support) (R2 = 0.230) 
    

POS1 0.724 0.883 0.886 0.551 

POS2 0.720 

POS3 0.764 

POS4 0.743 

POS5 0.742 
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Research Items 
Factor  

Loading  

Cronbach’s 

alpha 

Composite 

Reliability 

Average 

Variance 

Extracted 

POS6 0.733 

POS7 0.750  

POS8 0.759 

JP (Job performance) (R2 = 0.351)      

JP1 0.788 0.785 0.792 0.608 

JP2 0.745 

JP3 0.822 

JP4 0.761 

TL (Transformational leadership)      

TL1 0.794 0.785 0.788 0.607 

TL2 0.794 

TL3 0.778 

TL4 0.750  

 (Source: author) 

Table 8 showed that the internal consistency reliability of the model is 

confirmed when the composite reliability values, Cronbach's alpha are in the 

range of 0.788 to 0.950, 0.785 to 0.949 respectively, within the thresholds given, 

respectively (Hair et al., 2017). 

Table 8. Evaluation of the Measurement Model 

Construct AVE CR Cronbach's Alpha (α) R2 

ICFS 0.605 0.910 0.907 - 

ICFC 0.737 0.950 0.949 - 

POS 0.551 0.886 0.883 0.230 

JP 0.608 0.791 0.785 0.351 

TL 0.607 0.788 0.785 - 

Notes: ICFC: Informal coaching from colleagues; ICFS: Informal coaching from 

supervisors; JP: job performance; POS: perceived organizational support; TL: 

transformational leadership                                                                         

 (Source: author) 

4.5.3 Common Method Variance Issue 

The term "common method variance" (CMV) is the overlap of variance 

between two variables as a result of the type of measurement used, rather than an 

actual relationship between the variables (Teo, 2011). According to Campbell and 

Fiske (1959), one effect of CMV is an exaggeration of observed correlations, 
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which may provide erroneous support for theories. To mitigate the potential 

common method bias, this study applied a time-lagged design (Chang et al., 

2010). This approach, as suggested by Podsakoff et al. (2012), helps lessen the 

influence of common method variance on the results. Moreover, the research 

targeted respondents with various areas of expertise in their current institutions. 

This was because such respondents would provide a deeper level of understanding 

about the coaching activities in the institutions. This selection was identical to the 

study of Pham et al. (2023). Third, the author also used the Harman’s single factor 

with the goal of checking the common method variance. The problem of common 

method variance exists if the variance of first factor exceeds 50% of the total 

variance (Podsakoff et al., 2003). The average communality, serving as an 

estimate for the overall variance explained by the single factor, was 

approximately 28.73%. According to the guideline set by Podsakoff et al. 

(2003), if the variance of the first factor exceeds 50% of the total variance, 

common method variance would be a concern. In this case, the average 

communality did not exceed this threshold, suggesting that common method 

variance is likely not a significant issue in the dataset. 

Furthermore, discriminant validity was evaluated by comparing the square 

root of the AVE with Pearson correlations between constructs. All AVE 

estimations should be greater than the inter construct square correlation estimates 

(Hair, et al., 2006). It is observed from table 9 that the square roots of the average 

variance extract (AVE) for each latent variable are higher than the correlations 

between any two pairs of constructs. Additionally, the AVE values for each 

variable are greater than the maximum shared squared variance (MSV) for that 

variable. Therefore, the measurement model ensures discriminant validity.  

Table 9. Correlations 

 MSV ICFC ICFS JP POS TL 

ICFC 0.117 0.858     

ICFS 0.130 0.305 0.778    

JP 0.215 0.307 0.361 0.780   

POS 0.174 0.294 0.256 0.376 0.742  

TL 0.215 0.342 0.296 0.464 0.417 0.779 

Notes: Diagonal values are the square root of AVE; correlations of the constructs are below 

the diagnols; ICFC: Informal coaching from colleagues; ICFS: Informal coaching from 

supervisors; JP: job performance; POS: perceived organizational support; TL: 

transformational leadership 

(Source: author) 

4.5.4 Hypotheses Testing 

The effects of Informal Coaching from Supervisors and Colleagues on 

Job performance and Perceived organizational support.  
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Table 2. Evaluation of Hypothesis Testing (Direct Influences) 

Hypotheses Path 
Standardize 

Estimate 
t-value p-value Conclusion 

H1B ICFC ⇨ JP 0.085* 2.163 0.031 Supported 

H2B ICFC ⇨ POS 0.159*** 4.605 <0.001 Supported 

H1A ICFS ⇨ JP 0.246*** 6.133 <0.001 Supported 

H2A ICFS ⇨ POS 0.144*** 3.811 <0.001 Supported 

Notes: *p < 0.05, **p < 0.01, ***p < 0.001; ICFC: Informal coaching from colleagues; ICFS: 

Informal coaching from supervisors; JP: job performance; POS: perceived organizational 

support. 

(Source: author) 

Perceived organizational support mediates the effects of Informal 

Coaching from Supervisors and Colleagues on Job performance. 

 Table 3. Evaluation of Hypothesis Testing (Indirect Influences) 

Hypothes

es 
Path 

Standardize 

Estimate 
t-value p-value Conclusion 

H3A ICFS => POS => JP 0.023** 2.772 0.006 Supported 

H3B ICFC => POS => JP 0.025** 2. 956 0.003 Supported 

Notes: *p < 0.05, **p < 0.01, ***p < 0.001; ICFC: Informal coaching from colleagues; ICFS: 

Informal coaching from supervisors; JP: job performance; POS: perceived organizational 

support. 

(Source: author) 
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Figure 3. The moderating impact of transformational leadership on the connection 

between informal coaching from supervisors and perceived organizational support 

(Source: author) 

 

Figure 4. The moderating effect of transformational leadership on the connection 

between informal coaching from supervisors and job performance 

(Source: author) 

The moderating impact of transformational leadership on the connection 

between informal coaching from supervisors and perceived organizational 

support. 
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Table 4.  Evaluation of Hypothesis Testing (Interactive Influences) 

Hypothes

es 
Path 

Standardize 

Estimate 
t-value p-value Conclusion 

H4A TL x ICFS ⇨ JP 
 

0.148*** 
 

3.591 
 

<0.001 
 

Supported 

H5A TL x ICFS ⇨ POS 
 

0.124** 
 

3.181 
 

0.001 
 

Supported 

H4B TL x ICFC ⇨ JP 
 

-0.057 
 

1.864 
 

0.062 
 

Rejected 

H5B TL x ICFC ⇨ POS 0.033 0.961 0.337 Rejected 

Notes: *p < 0.05, **p < 0.01, ***p < 0.001; ICFC: Informal coaching from colleagues; ICFS: 

Informal coaching from supervisors; JP: job performance; POS: perceived organizational 

support; TL: transformational leadership 

(Source: author) 

Table 13 showed the summary of the tested hypotheses. It revealed informal 

coaching from supervisors and colleagues positively correlates with job 

performance and perceived organizational support (Hypotheses 1A, 1B, 2A, 

2B). Informal coaching from supervisors and colleagues indirectly influences 

job performance through perceived organizational support (Hypotheses 3A, 

3B). Transformational leadership moderates the influence of informal 

coaching from supervisors on job performance and perceived organizational 

support, supporting the notion that high transformational leadership enhances 

the effects of coaching from supervisors (Hypotheses 4A, 5A). However, for 

coaching from colleagues, transformational leadership's moderating effect was 

rejected (Hypotheses 4B, 5B). 

Table 13. A Summary of the tested hypotheses 

Hypotheses 
Path 

Supported/ 

Rejected 

Strength of 

the influence 

Hypothesis 

1A 

Informal coaching from supervisors is 

positively related to job performance in 

higher education sector. 

Supported Strong 

Hypothesis 

1B 

Informal coaching from colleagues is 

positively related to job performance in 

higher education sector. 

Supported Weak 

Hypothesis 

2A 

In higher education sector, informal 

coaching from supervisors is positively 

related to perceived organizational 

support. 

Supported Strong 
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Hypothesis 

2B 

In higher education sector, informal 

coaching from colleagues is positively 

related to perceived organizational 

support. 

Supported Strong 

Hypothesis 

3A 

Informal coaching from supervisors 

indirectly impacts job performance via 

perceived organizational support in 

higher education sector. 

Supported Weak 

Hypothesis 

3B 

Informal coaching from colleagues 

indirectly impacts job performance via 

perceived organizational support in 

higher education sector. 

Supported Weak 

Hypothesis 

4A 

Transformational leadership 

moderates the impact of informal 

coaching from supervisors on job 

performance, such that the impact at 

the high transformational leadership 

level is better than the impact at low 

transformational leadership.  

Supported Strong 

Hypothesis 

4B 

Transformational leadership 

moderates the impact of informal 

coaching from colleagues on job 

performance, such that the impact at 

the high transformational leadership 

level is better than the impact at low 

transformational leadership. 

Rejected  - 

Hypothesis 

5A 

Transformational leadership 

moderates the impact of informal 

coaching from supervisors on 

perceived organizational support, such 

that the impact at the high 

transformational leadership level is 

better than the impact at low 

transformational leadership. 

Supported  Strong 

Hypothesis 

5B 

Transformational leadership 

moderates the impact of informal 

coaching from colleagues on perceived 

organizational support, such that the 

impact at the high transformational 

leadership level is better than the 

Rejected  - 
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impact at low transformational 

leadership. 

(Source: author) 

5. DISCUSSIONS 
This research aimed to examine the connections between informal coaching 

from supervisors and colleagues, and academic staff’s job performance with the 

mediating impact of perceived organizational support and the moderating effect 

of transformational leadership. These findings are emphasized and discussed with 

respect to the two research questions as below: 

•  Research question 1: Do informal coaching affect faculty staff’s job 

performance? 

• Research question 2: What is the role of perceived organizational support and 

transformational leadership towards the effect of informal coaching on faculty 

staff’s job performance? 

The direct effects of informal coaching and perceived organizational 

support on faculty staff’s job performance 

Informal coaching from supervisors has already examined their importance 

for employee performance and perceived organizational support. The data 

analysis findings of this research indicated that informal coaching from 

supervisors had significant impacts on employee’s job performance and perceived 

organizational support as shown in table 16 (β = 0.246, p < 0.001; and β = 0.144, 

p < 0.001 respectively). Thus, informal coaching from supervisors was exposed 

to be an important role to promote positive behaviors, enabling staff to making 

extra efforts to improve work performance. These results could corroborate with 

the findings of previous studies of Ellinger et al., 2003; Agarwal et al., 2009; Liu 

& Batt, 2010; Elmadağ et al., 2008; Kim & Kuo, 2015, which found the positive 

impact of coaching on staff performance. In its essence, informal coaching in the 

context of higher education institutions prompt more beneficial effects, including 

promote employee learning, improve performance, help individuals achieve their 

goals at work, and boost morale in the workplace.  

Although the association between informal coaching from colleagues and 

employee’s job performance and perceived organizational support were 

significant, the relationship between informal coaching from colleagues, and 

employee’s job performance was quite weak. The findings of the analysis 

revealed that informal coaching from colleagues had impacts on employee’s job 

performance and perceived organizational support (β=0.085, p-value=0.028; 

β=0.159, p-value=0.001 respectively). This is understandable given that the 

informal coaching from peers relies mainly on the level of willingness between 

the coach and coachee to assist each other in resolving problems at any time. Thus, 
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these relationships could not be strong enough when the higher education 

institutions still do not have any official policies on this.  

The mediating influence of perceived organizational support towards the 

effect of informal coaching from supervisors and colleagues on faculty staff’s 

job performance 

The findings of the analysis revealed that the mediating role of perceived 

organizational support in between informal coaching from supervisors and peers, 

and job performance were significant (β=0.023, p-value=0.006; β=0.025, p-

value=0.003 respectively), but quite weak. It had come to the author’s notice 

through systematic literature review that staff who receive informal coaching 

practices from supervisors or colleagues are more likely to perceive high level of 

organizational support and in turn reciprocate through increased job performance. 

Furthermore, my dissertation absorbs from social exchange theory (Blau, 1964) 

which posits that by emphasizing the importance of reciprocity and mutual benefit 

in social relationships, social exchange theory helps to explain why employees 

who receive coaching practices and support from their organization are more 

likely to feel committed to the organization and reciprocate through increased job 

performance. Hence, the significance of perceived organizational support in 

between informal coaching from supervisors and peers, and job performance is a 

noteworthy finding through this thesis and are in tandem with results of Burke 

(2003), Rhoades et al. (2001); and Allen et al. (2003). Nonetheless, the observed 

associations between the variables under investigation exhibited relatively modest 

strengths. This outcome can be rationalized by the fact that job performance 

evaluations were predominantly based on self-assessments provided by 

employees. Consequently, the findings primarily reflect a unidimensional 

perspective of job performance. An alternative methodological approach would 

involve the utilization of performance assessments conducted by supervisors. 

Although this approach is more intricate and resource-intensive, it has the 

potential to yield more nuanced and discriminative performance measures. 

Consequently, the current research findings may not attain the requisite level of 

statistical significance to convincingly advocate for the prioritization of informal 

coaching in the practices of managers and leaders within Higher Education 

Institutions.  

The moderating effects of transformational leadership to the 

connections from informal coaching to perceived organizational support, 

and informal coaching to job performance 

The results supported the moderating role of transformational leadership in the 

connections between informal coaching from supervisors and job performance 

(β=0.148, p-value <0.001), between informal coaching from supervisors and 

perceived organizational support (β=0.124, p-value < 0.01). The analysis of the 

moderating figure indicates that when transformational leadership is at higher 
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levels, the slope of the line is steeper and significantly surpasses the slope 

observed at lower levels of transformational leadership. This has come to the 

author’s notice through systematic literature review that transformational leaders 

who provide positive work environment can enhance the effectiveness of 

managerial coaching behaviors and lead to more effective job performance and a 

higher level of perceived organizational support. These results could corroborate 

with the results of previous studies of Vasilaki et al. (2016); Jeong et al. (2016); 

Kunze & Bruch (2010); and Stinglhamber et al. (2015).  

However, the research findings indicate that transformational leadership does 

not exert a moderating impact on the association between informal coaching from 

colleagues and employee performance, nor between informal coaching from 

colleagues and the perception of organizational support. This is not surprising 

because transformational leaders create a supportive working environment that in 

turn enhances the effectiveness of coaching (Baig et al., 2021). In fact, informal 

coaching from colleagues relies mainly on the level of willingness between coach 

and coachee to assist each other in resolving problems at any time, rather than a 

supportive work environment (e.g., learning opportunities, facilitating career 

growth). Thus, these findings suggested that employees who operate under 

transformational leaders and within organizations that prioritize informal 

coaching are more likely to engage in behaviors that are beneficial for informal 

coaching from supervisors rather than from colleagues. Therefore, this research 

did not find any evidence to support the notion that the association between 

informal coaching from colleagues and staff’s performance, as well as the 

relationship between informal coaching from colleagues and perceived 

organizational support, is significantly impacted by the presence of 

transformational leaders.  

6. CONTRIBUTIONS OF THE STUDY  

6.1 Theoretical contributions 

The study's main goal, as stated in the objective part, was to develop a 

comprehensive model to analyze the factors that influence faculty staff job 

performance. This work contributed in numerous crucial ways to filling the gaps 

identified in the literature evaluation. Firstly, informal coaching from supervisors 

has already revealed their importance for employee performance. By using the 

social exchange theory, the results have identified the role of informal coaching 

to job performance in higher education institutions. By investigating the influence 

of informal coaching from supervisors on staff’s job performance, this research 

added significant value to the current body of literature (Ellinger et al., 2003; 

Agarwal et al., 2009; Liu & Batt, 2010; Elmadağ et al., 2008; Kim & Kuo, 2015) 

by looking at a narrower area of coaching; that is the connection between informal 

coaching and employee’s job performance. Moreover, this study also tackled the 
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limitation about the generalizability in the study findings of previous qualitative 

studies by adopting a quantitative approach in the larger population.  

Second, the study contributes to the current body of literature on this topic by 

providing nuanced findings about how perceived organizational support mediates 

the association between informal coaching from supervisors and employee 

performance in higher education institutions. This suggests that when employees 

receive informal coaching from their supervisors, they are likely to develop a 

more positive perception of their organization, which in turn leads to greater work 

performance. This finding is consistent with previous researches (e.g., Burke, 

2003; Rhoades et al., 2001; Allen et al., 2003) that have highlighted the role of 

perceived organizational support in enhancing employee attitudes and behaviors. 

By discovering one under-studied mediator (e.g., perceived organizational 

support) in this relationship, this study extends social exchange theory (Blau, 

1964) by incorporating the new factor of perceived organizational support to 

highlight the behavioral connection between the coaches and coachees in the field 

of higher education institutions in the developing country as Vietnam.  

Third, by developing a model specifically designed to examine the interactive 

influence of transformational leadership, this study enhances the understanding 

of the influence of informal coaching from supervisors on employee outcomes 

and perceptions. The findings emphasize the significance of transformational 

leadership, highlighting that when employees operate in an organization with a 

higher number of transformational leaders, informal coaching from supervisors 

becomes more effective in influencing their behaviors and perceptions within the 

workplace. In comparison to recent publications on the topic of transformational 

leadership and employee behaviors (Vasilaki et al., 2016), there is a paucity of 

empirical researches that have investigated the role of transformational leadership 

in relation to informal coaching matters. Consequently, gaining a deeper 

comprehension of how transformational leaders shape the outcomes of informal 

coaching from supervisors can fill existing research gaps and contribute to the 

current theoretical knowledge.  

Finally, this study contributes to the current literature by examining the 

influence of informal coaching on staff’s performance in a new research area, 

namely higher education sector, which is a scarcity of research on the application 

of informal coaching into higher education institutions of one developing 

country.  This research assumes that its findings can be broadly applied in other 

developing countries.  

6.2Practical contributions 

The results of the investigation offer insightful information that should 

particularly interest university administrators, human resources managers, and 

human resource consulting firms working with higher education institutions, as 
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well as government authorities in charge of monitoring educational policy. These 

findings provide doable solutions to urgent issues that universities are facing.  

To successfully integrate informal coaching, HEIs should first create an 

environment that encourages continuous learning and open communication. This 

can be achieved by promoting regular, informal interactions between supervisors, 

colleagues, and faculty members. Institutions might consider establishing 

mentorship programs, peer-coaching groups, or regular informal check-ins 

focused on both personal and professional development. These initiatives can 

help normalize the practice of informal coaching, making it a natural part of the 

organizational culture. Research has shown that mentorship serves as a beneficial 

tool for faculty, particularly for those from underrepresented backgrounds, by 

providing essential support and guidance in navigating academic challenges 

(Oller et al., 2021).  

Moreover, to cultivate transformational leadership, HEIs should invest in 

targeted leadership development programs that focus on the key aspects of 

transformational leadership: inspirational motivation, individualized 

consideration, intellectual stimulation, and idealized influence. Workshops and 

training sessions should be designed to equip leaders with the skills necessary to 

inspire and empower their teams. For instance, leadership training might include 

simulations and role-playing exercises that prepare leaders to handle real-world 

challenges while motivating and intellectually engaging their staff. Such training 

programs can significantly enhance the capacity of academic leaders to foster an 

environment conducive to informal coaching and continuous improvement 

(Martinez et al., 2020).  

In addition, HEIs should incorporate transformational leadership behaviors into 

performance evaluation criteria for academic and administrative leaders. By 

aligning evaluations with leadership behaviors that prioritize the growth and 

development of employees, institutions can incentivize leaders to adopt and 

practice transformational leadership more consistently. This alignment not only 

reinforces the importance of effective leadership but also ensures that leaders are 

held accountable for fostering a supportive environment that encourages informal 

coaching and professional development (Philpott & Dagenais, 2012).  

Furthermore, recognizing and rewarding effective informal coaching and 

transformational leadership is crucial. HEIs can establish recognition programs 

that highlight and reward leaders and staff who excel in these areas, thereby 

reinforcing the importance of these practices and encouraging their widespread 

adoption. By institutionalizing these practices, HEIs can foster a culture that 

values continuous learning and effective leadership, ultimately leading to 

enhanced faculty performance and organizational success. Such recognition can 

motivate individuals to engage more deeply in mentoring relationships and 
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informal coaching, further embedding these practices into the institutional culture 

(Pfund et al., 2022). These results can also be used by consulting firms that 

specialize in education to provide customized advice and assistance to colleges 

looking to improve faculty performance and job satisfaction through informal 

coaching programs. They can support in consulting, developing and 

implementing policies that encourage informal coaching practices, thereby 

contributing to establishing positive and productive work environments in higher 

education institutions. Finally, these findings can help the government 

authorities create regulations and policies that promote informal coaching 

activities in higher educational establishments. These findings underscore the 

need for supportive policies and interventions that foster a culture of informal 

coaching, ultimately enhancing the quality of faculty and addressing challenges 

related to talent development and faculty shortages in universities.  
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