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Introduction 

Improving interpersonal and leadership skills is crucial for both employees and 

organizations, as these competencies play a foundational role in driving individual and 

collective success(Almatrooshi et al., 2016). In today’s fast-paced, collaborative work 

environments, the ability to communicate effectively, manage relationships, and lead 

teams is more important than ever. These skills not only enhance employee 

performance but also contribute to the overall health and growth of the organization. 

 

Interpersonal skills encompass a wide range of abilities, including communication, 

empathy, conflict resolution, and teamwork. Employees who excel in these areas are 

better able to navigate the complexities of workplace relationships, fostering a positive 

work environment(Boudreau et al., 2015). Effective communication, for instance, is 

essential for conveying ideas clearly, understanding the perspectives of others, and 

addressing issues before they escalate into conflicts(Littlejohn & Domenici, 2007). 

Furthermore, employees who demonstrate empathy can better understand the needs 

and concerns of their colleagues, which fosters collaboration and trust. 

 

When employees have strong interpersonal skills, they are more likely to work 

cohesively within teams, collaborate across departments, and contribute to a 

supportive and inclusive organizational culture. This not only enhances individual 

productivity but also promotes a sense of belonging and engagement, which is critical 

for employee retention(Kennedy & Daim, 2010). In turn, organizations that prioritize 

interpersonal skills are better equipped to build strong teams that drive innovation and 

problem-solving. 

 

Leadership skills are equally vital, particularly in driving organizational success(Dess & 

Picken, 2000). Effective leaders are capable of guiding teams toward achieving 

strategic objectives, making sound decisions under pressure, and inspiring confidence 

in their subordinates. Leadership is not limited to those in managerial positions; it is an 

essential quality for employees at all levels who aim to take initiative, mentor others, 

and contribute to the company’s long-term vision(Amagoh, 2009). 
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Employees with strong leadership skills help organizations navigate challenges, adapt 

to change, and improve decision-making processes(Uhl-Bien & Arena, 2018). For 

instance, a leader who can inspire and motivate a team fosters high morale and a sense 

of shared purpose, leading to increased productivity and job satisfaction. Furthermore, 

effective leadership ensures that teams are aligned with organizational goals, making 

it easier to drive growth, improve operational efficiency, and maintain competitive 

advantage in the marketplace(Menguc et al., 2007). 

 

The relationship between interpersonal and leadership skills is symbiotic(Singh, 2013). 

Strong interpersonal skills form the foundation for effective leadership. A leader who 

can communicate clearly, understand the emotional dynamics of their team, and 

resolve conflicts effectively is more likely to gain the trust and respect of their 

subordinates(Burke et al., 2007). Conversely, leaders who lack these skills may struggle 

to lead effectively, leading to disengaged teams, poor morale, and ultimately, reduced 

organizational performance. 

 

Moreover, the development of both sets of skills can significantly enhance the 

employee experience. When employees are provided with the tools to build strong 

interpersonal relationships and refine their leadership abilities, they are more likely to 

feel valued and empowered(Anderson, 2017). This leads to a more motivated and 

productive workforce, which is crucial in a competitive business environment. 

 

In today’s dynamic work environment, organizations face the challenge of equipping 

their employees with the skills necessary to adapt to ever-changing demands. Among 

these skills, interpersonal and leadership competencies stand out as critical for 

fostering collaboration, driving innovation, and ensuring effective 

management(Chuang, 2013). Interpersonal skills, such as communication, empathy, 

and teamwork, are essential for building strong workplace relationships, while 

leadership skills, including decision-making, strategic thinking, and team management, 

are vital for guiding teams toward achieving organizational goals. 

 

Traditional training programs, while beneficial, often fall short in delivering 

personalized and actionable insights that directly translate to improved 

performance(Rosenberg, 2005). This gap has led to the growing adoption of coaching 

programs as a tailored approach to employee development. Coaching provides a 

unique opportunity for employees to engage in one-on-one or group sessions with 

experienced coaches, where they can identify their strengths, overcome personal and 

professional challenges, and receive constructive feedback to refine their skills. 

 



Idea: Future Research   

 

Evaluating the Effectiveness of Coaching Programs in Enhancing Employee Interpersonal and Leadership Skills 

99 

Despite the increasing popularity of coaching programs, their effectiveness in 

enhancing interpersonal and leadership skills remains an area that warrants deeper 

exploration(Grover & Furnham, 2016). Questions arise regarding the specific aspects 

of coaching that contribute most significantly to skill improvement, the long-term 

impact on employees' professional growth, and how organizations can optimize such 

programs to achieve maximum benefits. 

 

This research seeks to address these gaps by analyzing the effectiveness of coaching 

programs in improving employee interpersonal and leadership skills(Bozer & Jones, 

2018). By investigating this topic, the study aims to provide organizations with 

evidence-based insights to design and implement coaching initiatives that foster a 

more skilled, adaptable, and high-performing workforce. 

 

Research Problem Statement 

In today’s competitive and ever-evolving business landscape, organizations are 

constantly seeking ways to enhance employee performance, foster collaboration, and 

ensure effective leadership. One of the most promising approaches to achieving these 

goals is through coaching programs, which aim to develop employees’ interpersonal 

and leadership skills(Ely et al., 2010). However, despite the growing implementation of 

coaching programs across industries, there is still a significant gap in understanding 

their true effectiveness in improving these skills, particularly in the context of long-

term impact and organizational outcomes. 

 

The challenge lies in determining which specific aspects of coaching programs 

contribute most effectively to the enhancement of interpersonal and leadership 

abilities(Boyce et al., 2010). While many organizations invest heavily in coaching, the 

return on investment (ROI) remains unclear(Lawrence & Whyte, 2014). Furthermore, 

the lack of standardized evaluation metrics for coaching effectiveness makes it difficult 

for organizations to assess whether these programs are truly making a meaningful 

difference in employees' skill sets or whether other interventions might be more 

impactful. 

 

In addition, coaching programs vary widely in their design, delivery methods, and 

target groups, which further complicates the task of evaluating their effectiveness. For 

example, some programs may focus more on individual coaching, while others adopt 

a group coaching model or provide a blend of formal training and peer mentoring. 

This diversity in coaching approaches adds complexity to the evaluation process, 

making it difficult to draw conclusive insights about the most effective strategies for 

enhancing interpersonal and leadership skills. 
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Moreover, although there is a wealth of anecdotal evidence suggesting that coaching 

can have positive outcomes, empirical studies that measure the specific impact of 

coaching on employees' interpersonal and leadership abilities remain 

limited(Blackman et al., 2016). Without rigorous research, organizations may struggle 

to make data-driven decisions about whether to continue, expand, or modify their 

coaching initiatives. 

 

This research seeks to address these gaps by investigating the effectiveness of 

coaching programs in improving employee interpersonal and leadership skills. 

Specifically, it aims to identify the key factors that contribute to successful coaching 

outcomes, evaluate the long-term impact of such programs on employee 

performance, and provide organizations with actionable insights on how to optimize 

their coaching strategies. By doing so, this study aims to provide a clear understanding 

of how coaching can be leveraged as an effective tool for employee development and 

organizational success. 

 

Novelty of Research 

The novelty of this research lies in its focused exploration of the effectiveness of 

coaching programs in enhancing two key skill sets interpersonal and leadership skills 

within the context of modern workplace environments. While coaching has gained 

widespread recognition as a valuable tool for professional development, most existing 

studies tend to examine coaching from a broader perspective, often focusing on 

generic skill improvement or personal development outcomes. This research, however, 

uniquely narrows its scope to specifically address the influence of coaching programs 

on the targeted improvement of interpersonal and leadership skills, which are 

increasingly critical in today’s collaborative and fast-paced organizational settings. 

 

Moreover, many existing studies primarily rely on self-reported data or anecdotal 

evidence to assess the impact of coaching, often without providing rigorous, empirical 

analysis(Bozer et al., 2014). This research aims to fill that gap by utilizing a combination 

of qualitative and quantitative methods, including pre- and post-coaching 

assessments, performance reviews, and employee feedback, to rigorously measure 

changes in interpersonal and leadership competencies. This evidence-based approach 

provides a more objective and reliable evaluation of the coaching program’s 

effectiveness, offering insights that organizations can use to optimize their training and 

development strategies(Salas et al., 2012). 

 

Another aspect of novelty is the investigation of the long-term effects of coaching 

programs. Most studies focus on short-term changes in skills or behavior immediately 

following the completion of coaching sessions(Rowe, 2000). However, there is limited 
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research on whether the improvements in interpersonal and leadership skills are 

sustained over time, particularly as employees continue to apply these skills in their 

roles. This research aims to assess not only the immediate impact of coaching but also 

its lasting influence on employee performance and organizational 

outcomes(Theeboom et al., 2014). 

 

Furthermore, this study will explore the impact of different coaching formats individual 

coaching, group coaching, and hybrid approaches on skill development. By comparing 

these various models, this research seeks to provide new insights into which coaching 

strategies are most effective for improving interpersonal and leadership skills in diverse 

organizational contexts. 

 

Lastly, while coaching programs are often implemented across various industries, the 

specificity of this research to a particular organizational context or sector will provide 

a deeper understanding of how different environments may influence the success of 

coaching interventions. This focus will allow for tailored recommendations that can be 

directly applied to organizations in specific industries, making the findings more 

relevant and actionable for practitioners(Lavis et al., 2003). 

 

In summary, the novelty of this research stems from its focused examination of the 

effectiveness of coaching programs in improving interpersonal and leadership skills, its 

use of rigorous empirical methods, its investigation of the long-term impact of 

coaching, and its exploration of different coaching formats. By addressing these areas, 

this study aims to contribute valuable insights to both the academic literature on 

employee development and the practical implementation of coaching programs within 

organizations. 

 

Plan for the results and discussion of this research 

The Results section will provide a detailed presentation of the data collected through 

various research methods, including pre- and post-coaching assessments, 

performance reviews, and employee feedback. It will be organized into clear 

subsections based on the research objectives and evaluation criteria. The first 

subsection will focus on the specific changes in employees’ interpersonal skills, such as 

communication, empathy, conflict resolution, and teamwork. The results will be drawn 

from pre- and post-program evaluations, highlighting any statistically significant 

improvements or areas where no noticeable change was observed. Data from 

employee surveys or interviews will be analyzed to understand employees’ perceived 

improvements in their ability to collaborate, resolve interpersonal issues, and manage 

relationships within the workplace. 
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The second subsection will evaluate changes in leadership competencies, such as 

decision-making, team management, vision-setting, and strategic thinking. Similar to 

interpersonal skills, pre- and post-coaching assessments will be used to identify any 

measurable improvements. Qualitative data, including feedback from direct reports or 

supervisors, will also be included to assess changes in leadership effectiveness and the 

influence of coaching on employees’ leadership styles. 

 

Comparison of Coaching Formats, this section will analyze the results across different 

types of coaching formats (individual coaching, group coaching, hybrid models) to 

determine which approach yielded the most significant improvements in both 

interpersonal and leadership skills. Data from participants in each format will be 

compared to assess whether certain models of coaching are more effective in fostering 

skill development, with consideration of the size of the groups, the frequency of 

sessions, and the content of coaching. 

 

A follow-up assessment will be included to evaluate whether the improvements in 

interpersonal and leadership skills were sustained over time. This may involve re-

assessing participants after a period of several months to gauge how well they have 

retained and applied the skills learned during the coaching program. Insights from 

employees and managers will provide a deeper understanding of the real-world 

impact of coaching on job performance and leadership within the organization. 

 

The Discussion section will interpret the results in the context of existing literature, 

organizational theory, and practical applications. It will aim to explain the significance 

of the findings and how they contribute to the understanding of coaching programs 

as a tool for developing interpersonal and leadership skills. The discussion will begin 

by interpreting the data in relation to the research objectives. Key findings will be linked 

to theoretical frameworks in employee development and leadership, offering an 

understanding of how coaching influences interpersonal and leadership growth. This 

section will also explore unexpected results or areas where coaching did not produce 

the anticipated improvements, providing possible explanations based on factors such 

as program design, participant engagement, or organizational context. 

 

The effectiveness of coaching programs in improving interpersonal and leadership 

skills will be assessed in light of both qualitative and quantitative findings. This will 

include a detailed analysis of the coaching models, session structures, and 

methodologies used during the program. Comparisons with existing research on 

coaching effectiveness will allow for a deeper understanding of how the outcomes of 

this study align with, or diverge from, previous studies in similar organizational 

contexts. 
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The discussion will explore the practical implications of the research findings for 

organizations seeking to implement or enhance coaching programs. 

Recommendations will be made regarding the most effective coaching formats, the 

necessary resources and commitment required, and the optimal duration and structure 

of coaching programs to maximize skill development. Insights into how coaching can 

contribute to employee performance, job satisfaction, and organizational success will 

be highlighted, particularly in the context of leadership development and team 

cohesion. 

 

The discussion will acknowledge any limitations encountered in the study, such as 

sample size, potential biases in self-reported data, or variations in program 

implementation. This will provide transparency regarding the scope of the findings and 

areas where further research may be needed. Suggestions for future studies will be 

provided, such as investigating the long-term impact of coaching on organizational 

performance, exploring the effectiveness of virtual coaching platforms, or comparing 

coaching outcomes across different industries or cultural contexts. The final part of the 

discussion will summarize the key findings and their implications for both theory and 

practice. The research will conclude by reinforcing the importance of coaching in 

developing interpersonal and leadership skills and its potential to foster a more 

competent, adaptable, and engaged workforce. 
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