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IMPLEMENTATION OF COACHING PROGRAMS IN IMPROVING COMPETENCE, EMPLOYEE
SATISFACTION AND SUSTAINABLE PERFORMANCE IN PT. PELINDO.

Abstract:

In the competitive business world, human resource development (HRD) is an important priority to create a
conducive work environment and increase job satisfaction. One increasingly popular method is coaching programs,
which are designed to help individuals hone their skills, explore their potential and achieve professional goals.
Although coaching programs have been widely implemented, their effectiveness on employee competence, job
satisfaction, and sustainability of organizational performance still needs to be investigated.

This study aims to analyze the effect of coaching programs on improving competence, job satisfaction, and
sustainable performance. The study used a quantitative approach with a survey method. Data was collected from
employees of PT. Pelabuhan Indonesia (PELINDO) who have participated in the coaching program. The variables
analyzed include competency improvement, job satisfaction level, and employee performance. Data analysis was
conducted using SmartPLS to test the relationship between variables.

The results show that coaching has a positive impact on improving competence and job satisfaction.
However, its effectiveness is influenced by contextual factors, such as organizational culture and managerial
support. This study suggests that HR managers should ensure that coaching programs are in line with employee
needs, supported by adequate facilities, and strengthen organizational culture that encourages individual
development. For future research, it is recommended to expand the number of respondents and examine the role of
external factors, such as technological changes and industry trends, in influencing the success of coaching programs.

Keywords: Coaching, Employee Competence, Job Satisfaction, Sustainable Performance, Human Resources.

Introduction:-

In the era of global competition and rapid technological development, organizations are faced with great
challenges to maintain their operational sustainability and competitiveness. The success of the organization is highly
dependent on the ability to continuously improve productivity and adapt to changes in the business environment. In
this context, employee competency is a key element that determines organizational success. Competencies include
not only technical skills, but also knowledge and behaviors relevant to the company's strategic goals, as defined by
(Dubois & Rothwell, 2004).

PT. Pelabuhan Indonesia (Pelindo), as a state-owned enterprise engaged in port management, has high
expectations for improving the quality of employee performance. As a form of commitment, the company develops
various competency-based programs to support the achievement of sustainable performance. One of the flagship
programs is coaching, which is designed to personally guide employees in developing technical and interpersonal
skills, while increasing job satisfaction.

The coaching program is based on the concept that direct interaction through mentoring can provide
personal feedback, as described by(Whitmore, 2010). Coaching has also been shown to improve individual
engagement and performance. Research by Harvard Business Review (2018) showed that organizations that
implemented structured coaching programs experienced a 53% increase in job satisfaction and 39% increase in team
performance. Meanwhile, McKinsey & Company (2020) reported that companies that integrate coaching into their
competency development strategy show better adaptability to industry changes.

However, the implementation of the coaching program at PT. Pelindo faces a
number of challenges. These include time constraints, mismatch between coaching methods and individual needs,
and lack of support from direct supervisors. In fact, an internal survey showed that many employees still felt less
motivated and engaged despite having participated in the program. This indicates a gap between the company's
expectations and the actual results on the ground.In addition, there are a number of research gaps that require further
attention. Most previous research has focused on the short-term impact of coaching, while the long-term impact on
organizational sustainability has not been studied. There is also limited research on the different effectiveness of
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coaching methods, whether individual or group. Furthermore, the relationship between coaching and job satisfaction
is often discussed only in general terms, without exploring its influence in depth in an organizational context.
Contextual factors such as organizational culture, managerial structure, and support from the work environment are
often overlooked, even though they are highly influential in the success of coaching programs.Based on this
background and research gap, this study aims to analyze the role of coaching programs in supporting sustainable
performance, evaluate the influence of coaching on employee competence and job satisfaction, and examine the
relationship between increased competence and job satisfaction on individual and overall organizational
performance. This research is also expected to provide new insights into effective coaching implementation that is
relevant to today's organizational context.

1. Coaching as a Method of Human Resource Development (HRD)

The role of coaching is very important in the development of Human Resources (HR), as it focuses not only
on improving technical skills, but also on developing personal aspects such as communication, leadership, and
interpersonal skills. Grant states that coaching helps employees through a process of self-reflection, constructive
feedback, and skill development that enables them to achieve their professional goals (Grant, 2017). In the context
of HR development, coaching also plays a role in creating individuals who are more adaptive and ready to face
challenges in the workplace. Whitmore adds that effective coaching involves improving technical performance as
well as personal development, which is essential in creating competent leaders and employees (Whitmore, 2010). By
improving interpersonal and leadership skills, coaching helps employees become more balanced in dealing with the
dynamics of work, so they can contribute better to the team and organization. This is particularly relevant in HR
development programs because coaching enables individuals to develop in multiple dimensions that contribute to
organizational success. Through coaching, organizations can not only improve employees' technical competencies,
but also strengthen their soft skills, such as teamwork and effective communication.

The importance of integrating coaching into HR development programs, organizations can ensure
that employees have the skills needed to survive and thrive in a changing work environment. Coaching supports the
achievement of a company's strategic goals by creating a workforce that is ready to adapt and contribute to long-
term success.

2. Implementation of Coaching Programs in Organizations

The implementation of coaching programs in organizations requires attention to various factors in order to
achieve the desired goals. Garvey mention several key elements for successful coaching, the first of which is top
management support (Garvey et al., 2014). This support ensures that the organization provides sufficient resources
and sets clear goals for the coaching program, which should also align with the organization's strategic goals.

Without commitment from leadership, the program may lose its direction and its impact on employees will
be limited. In addition, the fit between coach and coachee is also an important factor. As Gregory and Levy explain,
the quality of the relationship between coach and coachee can influence the success of coaching (Gregory & Levy,
2010). A relationship based on trust and open communication can create a supportive environment for the coachee
to develop. If the coach and coachee have a positive relationship, the coaching process will be more effective and
the goals set will be easier to achieve. However, challenges in implementing coaching programs often arise. One of
the main challenges is the lack of time allocated for coaching sessions, as many organizations are hampered by busy
day-to-day operations. In addition, matching coaches with suitable coachees can also be an obstacle. A mismatch in
communication style or coaching approach can reduce the effectiveness of the program. Furthermore, measuring the
direct impact of coaching on individual or organizational performance is often difficult. Therefore, it is important for
organizations to design clear and realistic evaluation systems and provide adequate time and training for coaches to
ensure that coaching is effective and delivers optimal results. The concept refers to the overall process and elements
that influence the successful implementation of a coaching program, including management support, a relationship
built on trust and open communication, the fit between coach and coachee, the practical challenges faced, and the
need for proper evaluation to ensure effectiveness.

3. Coaching and Employee Competence

The International Coaching Federation (ICF) states that coaching is a partnership with individuals through
a creative process to maximize their personal and professional potential. This partnership is realized through goal
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setting, the creative process of two-way conversations and maximizing potential through ideas and action plans. The
coaching process not only helps employees achieve their goals, but also develops new skills and strengthens
competencies relevant to their role in the company. Employee competencies refer to the knowledge, skills and
abilities possessed by an individual to effectively perform the duties and responsibilities of their job. In the context
of competency development, coachinghasbeen identifiedas an effective approach to improve various aspects of
employee competence, be it technical skills, interpersonal skills, and leadership.Through coaching, employeesare
giventhe opportunityto learn, develop, and obtain constructive feedback in a supportive environment.This
approachgivesemployeesthe spaceto reflect on strengths and areas that need improvement, while setting clear goals
for their professional development.

LuthansandYoussef point out that coaching focuses on developing an individual's strengths, which in turn
improves their performance (Luthans & Youssef, 2007).Coachinggivesemployeesthe opportunityto gain deeper
insight into their own potential, which can improve the way they complete tasks and interact with colleagues.In
addition, with the support of a coach, employees can feel more confident and motivated to achieve their goals.
Jones, Woods, and Guillaume, confirm that coaching can improve leadership skills, communication, and decision-
making abilities (Jones et al., 2016).Their research shows that coachingnot only improves short-term performance,
but also influences the development of competencies that can last in the long term.This is also supported by the
results of research by Grant and Green, which found that coaching has a positive impact on building self-confidence,
interpersonal skills, as well as the ability to manage change in the workplace (Grant & Green,
2018).Coachingservesas a highly effective tool in improving employee competencies, focusing not only on technical
skills but also essential aspects of personal development in a changing world of work.

4. CoachingandJobSatisfaction

Smitherhighlighted how coaching can improve employee job satisfaction by providing support for self-
development (Smither et al., 2003).EffectiveCoachingplays a role in providing constructive feedback as well as
assisting employees in the achievement of personal goals.This, in turn, not only increases the sense of satisfaction
with their work, but also strengthens the attachment to the organization.This satisfactioncontributesto increased
employee engagement and reduced turnover rates.EffectiveCoachingenablesthe achievementof individualgoalsthat
can be alignedwith organizational goals, which creates a better balance in the organization as a whole.

Gartner reinforces previous findings by showing how coaching can play a role in improving employee job
satisfaction.The study concluded that coachingplays an important role in supporting the achievement of a balance
between work and personal life, which is increasingly important in the modern workplace (Gartner,
2020).Coachingalso empowersemployeeshy providingopportunitiesto develop interpersonal skills that are crucial in
their day-to-day interactions in the workplace.In Gartner's research, it was found that when employees feel
supported in the coaching process, they are more likely to feel valued by the organization.Thisfeeling of being
valued increasesoverall jobsatisfaction. In addition, coaching provides a platform for employees to develop the skills
necessary for their success, which ultimately strengthens the relationship between employees and the company.As a
result, high turnover rates can be reduced, while employee engagement increases, which is critical to the
organization's long-term performance.

Overall, this illustrates how coaching is not only a tool for improving technical performance, but also an
important driver of self-development, job satisfaction, and employee engagement.EffectiveCoachingsupportsthe
simultaneous achievementof personal and organizational goals, strengthening the foundations of shared success in
the workplace.

5. Coaching and Sustainable Performance

Sustainable performancerefersto long-term performance that is stable and continues to improve over time,
which is especially important in the context of organizations focused on achieving long-term goals and adapting to
changing markets and work environments.Kerns explained that coaching plays an important role in improving
sustainable  performance.EffectiveCoachingfocuseson  developing  employee  competencies,  providing
constructivefeedback, and better managing change (Kerns, 2003).Coachingcan strengthenthe relationshipbetween
individuals and organizational goals, as well as help employees to develop continuously in order to be able to adapt
to the growing demands of work.Increasing competencethrough coaching involvesnot only improving technical
skills but also developing soft skills, such as communication skills, leadership, and better decision
making.Employeeswhocontinue to developin these aspects will be better prepared to face the challenges that arise in
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the future.Kernsalso emphasizesthat coachingallowsindividualsto understandtheirrolein the organization and how
they contribute to long-term performance.

Coachingnot only improves individual performance but also supports the strategic goals of the
organization.One of the important aspects emphasized in this study is the management of change.The
dynamicbusinessworldrequiresemployees who are flexibleand able to adapt quickly.Coachingservesas a tool to
improve employee adaptability, which in turn can reduce resistance to change and facilitate the achievement of
organizational goals in the face of changing external challenges.Coachingallowsindividualsto seechangeas an
opportunity to grow and not just as a threat. McGovern found that coaching focused on developing leadership and
interpersonal skills resulted in significant performance improvements over the long term(McGovern et al.,
2001).Employeeswho havegoodleadershipskillstendto be more effective at leading teams and managing projects,
which directly impacts the achievement of organizational goals. Bothstudiesshowthat
coachingservesnotonly as a tool to improve individual performance, but also as an important strategy to support
sustainable performance in organizations.With a focuson skills development, increased job satisfaction, and
adaptability to change, coaching serves as a key factor in creating a workforce that is competent and prepared for the
challenges of the future.Coachingalso strengthensthe bondbetweenindividualsandorganizations,
increasesemployeeengagement, and reducesturnoverrates, allof which contributetobetter and more sustainable
organizationalperformance.

6. The Impactof Competenceand Job Satisfaction on Employee Performance

Bangun, said performance is described as the work achieved by employees in carrying out tasks in
accordance with their responsibilities (Bangun, 2012).Bangunemphasizesthat performanceincludesaspectsof
quantity and quality of work, which can be assessed based on certain standards that the organization has
established.Performanceis also influencedby threemainfactors: the individual's abilityto includeknowledge, skills,
and competencies that are relevant to the job.Competenceand jobsatisfactionhavea significantrolein
influencingindividualperformanceoutcomes, with competenceencompassingknowledge, skills, and abilities relevant
to the job, as well as job satisfaction referring to the degree to which employees are satisfied with various aspects of
their work.Hameed& Waheedidentified that employee competencies, both technical and non-technical, have a
crucial role in improving performance effectiveness (Hameed & Waheed, 2011).Interpersonal and managerial skills,
for example, help employees interact more effectively with colleagues and superiors, increasing productivity as well
as team performance.Inaddition, this study also reveals that job satisfaction plays an important role in supporting
performance improvement.Employeeswho feelsatisfiedwith their work tend to work harder and are more committed
to organizational goals, which in turn increases productivity and results in better performance.Boyatzisemphasizes
the importance of personal transformation through self-awareness, positive relationship development, and
continuous learning (Boyatzis, 2008).This concept is about the importance of being a leader who is "resonant,” a
leader who is able to connect emotionally with others and create a positive impact through coaching, mentoring, and
inspiration.SonnentagandFresesuggest that increased competence has a direct correlation with improved
performance (Sonnentag & Frese, 2002).

Employeeswho havea higher level of competence tend to be able to face job challenges effectively,
complete tasks more efficiently, and achieve optimal results.The right competenciesallowindividualsto use more
adaptive work strategies, manage pressure well, as well as take the right decisions in complex
situations.Thus,mastering competenciesnot only increases productivity, but also contributes to individual success in
meeting job demands on an ongoing basis, which ultimately has a positive impact on organizational
performance.Judgeshowed that job satisfaction, which is influenced by various factors such as salary, recognition,
and interpersonal relationships, has a positive relationship with employee performance (Judge et al., 2001).The
researchsuggeststhat in addition to intrinsic factors such as involvement in work and self-development, extrinsic
factors such as fair compensation and a supportive work environment also contribute significantly to job
satisfaction, ultimately improving individual performance in organizations.Kuvaasstates that employees who are
satisfied with the performance appraisal system and recognition of their competence tend to be more productive

(Kuvaas, 2006).A transparent and fair gradingsystemprovidesconstructivefeedbackand
supportscompetencydevelopment, which in turn increases job satisfaction and motivates employees to perform
better. Competenceand job satisfaction are not only interrelated but also serve as key drivers of better

employee performance.For this reason, companies need to create conditions that favor the development of
competencies through appropriate training, as well as ensuring employee job satisfaction through fair recognition, a
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positive work environment and an adequate compensation system.Managingthesetwo factorswellwill resultin more
productive and committed employees, ultimately driving long-term success for the organization.

7. The Impactof IncreasingCompetencyand Job Satisfaction through Coaching Programs on Sustainable
Performance

A well-designed coaching Program can create positive outcomes, both for individuals and for the
organization as a whole.EffectiveCoachingcan improvecompetence, job satisfaction, and ultimately sustainable
performance.LuthansandYoussef revealed that coaching focuses on developing an individual's strengths, which in
turn will improve their performance (Luthans & Youssef, 2007).Coachinggivesemployeesthe opportunityto
exploretheir strengthsand weaknesses, as well as get constructive feedback that can improve their
skills.McGovernadded that coaching also contributes to the improvement of leadership, communication, and
decision-making abilities (McGovern et al., 2001).Theseskillsareessentialin creatingbetterperformance, especiallyin
the faceof constantly evolving challenges in the world of work.Employeeswho feelsatisfiedwith their work tend to
have higher levels of engagement and show greater dedication to their tasks.Smithershowed that effective coaching
can improve employee job satisfaction by providing support for personal development and achievement of
individual goals (Smither et al., 2003).With coaching, employeesfeelvaluedand given room to grow, which
strengthens their commitment to the organization.Gartner also confirms that coaching helps employees achieve a
better work-life balance, which contributes to increased overall job satisfaction.Employeeswho
feelsupportedthroughcoachingare morelikelyto feel valued by the organization, which in turn increases their job
satisfaction (Gartner, 2020).

Sustainableperformanceisthe resultof achieving stable and continuously improving performance over the
long term.Kernsexplains that coaching plays a role in creating sustainable performance by helping individuals
adapt to changes and evolving challenges in the work environment (Kerns, 2003).Coachingfocusedon the
development of individual competencies allows employees to constantly develop and contribute to the achievement
of organizational goals.An ongoingcoachingProgramcan ensurethat individualsarealways readyto take on new
challenges and adapt to the changing needs of the organization.Hameed& Waheedin their research showed that the
competence of employees, both technical and non-technical, a significant effect on the effectiveness of performance
(Hameed &Waheed, 2011).Jobsatisfactionalso plays a role in improving performance, because employees who are
satisfied with their work will be more excited and committed to achieving organizational goals.Judge in a meta-
analysis they also confirmed that factors such as salary, recognition and interpersonal relationships can increase
job satisfaction, which in turn contributes to better performance (Judge et al., 2001).Thus, it can be concluded that
coachinghasan impacton improving competence, job satisfaction, and sustainable performance.An
effectivecoachingProgramcan providethenecessary supportfor the development of technical and interpersonal skills,
as well as increase employee attachment to the organization, all of which support the achievement of stable, long-
term performance.Therefore, companiesneedto considercoachingas an important part of their human resource
development strategy to achieve optimal results.

Research Method

1. Hypotheses

Basedon the literaturereviewand research gapthat has been described, the hypothesisinthis studycanbe
builtas follows:

Hypothesis1(H1): Implementationof the coachingprogramhas a positiveeffectonemployeeperformance
Hypothesis2(H2): Implementationof the coachingprogramhas a positiveeffectonimprovingemployeecompetence
Hypothesis3(H3): Implementationof the coachingprogramhas a positiveeffectonthe level of jobsatisfaction
Hypothesis4(H4): Increasingemployeecompetencehas a positiveeffectonemployeeperformance

Hypothesis5(H5): The level of jobsatisfactionhas a positiveeffectonemployeeperformance
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Hypothesis6(H6): Increasingemployeecompetencythroughcoachingprogram has a positive
effectonsustainableperformance

Hypothesis7(H7): Increasedjobsatisfactionthroughcoachingprograms has a positiveeffectonsustainableperformance

H2 K .
ompetensi

\ H1

H3 Kepuasan

2. ResearchDesign

This study will use a quantitative approachwith cross-sectionalsurveydesign, which allowsthe collectionof
dataat one point in time to test the relationship between variables.This studyfocuseson understandingthe
directinfluenceof coachingprogramsonvariablessuch as competence, job satisfaction, and employee performance.

3. Populationand sample

The study populationisthe managerswho followthe coachingprogramat PT. Pelabuhanindonesia(PELINDO)
as many as 160 people and 75 people were sampled using stratified sampling (more specific organizational
structure) to ensure a balanced representation of various levels of positions, departments, and experiences.

5. Research Variables
Variablesthis study is dividedinto3(three) variables, suchas:

e IndependentVariable: CoachingProgram
e Mediation variables: employeecompetenceandemployeesatisfaction
e DependentVariable : EmployeePerformance

6. Data Analysis Techniques

The data obtainedwere analyzedusingstatisticalmethodssuch as:

e Linearregressionto testthe effect of the independent variableonthe dependentvariable.
e StructuralEquationModeling(SEM)to testmore complexmodelswithrelationships between latent variables,
SEM(with SmartPLS software) is usedto ensureoverall model suitability
o ReliabilitytestusingCronbach's Alpha to test questionnaire consistency.
7. HypothesisTest

a.RegressionsignificanceTest(t-test)

e To testany relationshipbetween an independent variable (such as a coaching program) and a dependent
variable (such as competence, job satisfaction, and employee performance), a t-test is used to measure
whether the regression coefficient is significant at a significance level of 0.05 or less.
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e Example hypothesisHI(Coaching Program —employeeperformance): HO: coaching Program has no
significant effect on employee performance.H1: coachingProgramhas a significanteffecton employee
performance.

b.MediationTest

To testthe competenceand job satisfaction of acting as a mediator in the relationship between coaching and
employee performance, mediation tests are used.This can be done using techniques such as Baron and Kenny's
mediation test or more modern bootstrapping methods.

8. Validity and Reliability Testing
Beforeproceedingwith the analysis, the validity and reliability of the instrument are tested:

e Validity: usingconstructvaliditytests(e.g., exploratory or confirmatory factoranalysis) to ensure that the
instrument measures the intended variable.

¢ Reliability: usesCronbach's Alphatotestthe internal consistency of the instrument(values >0.7are
consideredreliable).

Result and Discussion

ConvergentValidityaimsto determine the validity of each relationship between the indicator and its
construct or latent variable.Convergentvalidityof the measurement model with reflective indicatorsis
assessedbasedon the correlationbetween item scoreor component score with latent variable score or construct score
estimated with PLS program.Convergentvalidityis examinedwiththe value of outerloadingswherean itemissaid to be
validifit has an outer loadings value >0.7.

Figurel: ConvergentValidationbasedon correlationbetween scoreswith variablescores

(Source: SmartPLSProgram)



302

303
304
305
306

307

308

309

310

311

312
313

314

measures

037610.07)

0713 0000

NN .

. 2 (0006 QE80(0000) ™ 08 0000~
aom s\ 021 000 S g D
e N N
\ ™~

.

Inaddition to measuring Validity, the outer model also measures the Reliability of the construct or latent
variables measured by looking at the value of composite reliability and Cronbach alpha from the indicator block that

the

construct.The constructis

declaredreliableifthe

compositereliabilityvalueis

Cronbachalphavalueis above0.6. The reliabilitytestresultsareas follows:

) Composite Cronbach )
Variable N, Summarize
Reliability Alpha
CoachingPrograms 0.986 0.982 | Reliable
Work Competence 0.975 0.974 Reliable
Satisfaction 0.981 0.979 Reliable
Performance 0.979 0.978 Reliable

Tablel: MeasurementsonconstructReliabilityorLatentVariables

(Source: SmartPLSProgram)

above0.7andthe

Coefficient Of Determination (R-Square),the valueof R-Square(R?) indicates the degree of determination of
the exogenous variable against its endogenous. The higherthe value of R?, the better the level of determination.

Variable R’
Work Competence 0.094
Satisfaction 0.250
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Performance 0.497

Table2: determinationof exogenous to endogenous variables

(Source: SmartPLSProgram)

The result of R? calculationforeachendogenous latentvariablein the table above showsthe following values:

e R? competencyvariableis0.094which meanscompetencyvariablecan be explainedorinfluencedby coaching
program variableis9.4%. Meanwhile, the remaining90.6% were influenced by other factors outside the
modeling of this study.

e RPsatisfaction variableof0.250which meansthat the satisfactionvariablecanbe explainedor influenced by the
coaching program variable of 25%.Meanwhile, the remaining75% is influenced by other factors outside the
modeling of this study.

e R’performance variableof0.497which meansthat the competencevariablecanbe explainedor influenced by
the coaching program variables, competence and satisfaction of 49.7%.Meanwhile, the remaining50.3%
were influenced by other factors outside the modeling of this study.

Predictive Relevance Test (Q%), the value of Q® can be used to measure how well the observed values are
produced by the model and also the estimation of its parameters. A Q? value greater than 0 indicates that the model
is said to be good enough, while a Q? greater than 0 indicates that the predictions made by the model are judged to
have been relevant.

Q*=(1-(1-RH)) x (1 - (1-R) x (1-(1-R.))
Q%= (1 - (1-0.094)) x (1 — (1-0.250) x (1 - (1-0.497))
Q?=10.094 x 0.250 x 0.497

Q%=0.012

Based on calculations with equation Q?, this model also has a very high predictive relevance, because the
value is greater than 0 (zero).

Goodnessof Fit(GoF) Calculationof Goodnessof FitModel(GoF) is used to measure the feasibility or
accuracy of a research model. The GoFvalue is measuredbasedon the AVE value and the R? value.

Variable AVE R’
CoachingPrograms 0.751 -
Work Competence 0.694 0.094

Satisfaction 0.735 0.250
Performance 0.715 0.497
Average 0.724 0.280

Table3: GoFvalue measuredbasedon AVEvalueand R? value.
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(Source: SmartPLSProgram)

Referring to the table above, the calculation for the value of Goodness of Fit as follows:
GoF=V(AVE x R*2)
GOF=(0.724 x 0.280)

GoF=0.238

Based on the calculation of Goodness of Fit Model (GoF) of 0.238. This value explains that overall the research
model is quite feasible, because the value of Goodness of Fit Model (GoF) approaches the value of 0.25.

Hipotesis (SJ;:r?rl)rI]: | ij‘;ﬁ'e f)t:\zggg?\ T sStatistics | P

0) M) (STDEV) (|O/STDEV]) | Values
Coaching ->Satisfaction 0.500 0.515 0.107 4.652 0.000
Coaching ->Competence 0.307 0.320 0.129 2.378 0.018
Coaching->Performance -0.116 -0.120 0.108 1.074 0.283
Kepuasan->Performance 0.082 0.082 0.144 0.567 0.571
Kompetensi ->Performance | 0.683 0.691 0.108 6.348 0.000

Tabled: HypothesisTest(direct effect) basedon T Statistic, T TableandPValue

(Source: SmartPLSProgram)

Coachingeffecton satisfaction, this is because the value of T statisticis greaterthan T table (1.96) and the
value of P value is smaller than 0.05 (0.05 > 0.000) with a positive coefficient value.Soit can be
concludedthatcoachinghas a positiveeffectonsatisfaction

Coachinginfluenceon competence, this is because the value of T statisticis greaterthan T table (1.96) and
the value of P value is smaller than 0.05 (0.05 > 0.018) with a positive coefficient value.Soit can be
concludedthatcoachinghas a positiveeffecton competence

Coachingeffecton performance, this is because the value of T statisticis smallerthan T table (1.96) andthe
valueof Pvalueis smallerthan 0.05(0.05 > 0.283) soit can be concluded that coachinghas
noeffectonperformance

Satisfactioneffecton performance, this is because the value of T statisticis smallerthan T table (1.96) andthe
valueof Pvalueis smallerthan0.05(0.05 > 0.571) soit can be concludedthat satisfactionhas
noeffectonperformance

Competenceeffecton performance, this is because the value of T statisticis greaterthan T table (1.96) and
the value of P value is smaller than 0.05 (0.05 > 0.000) with a positive coefficient value.Soit can be
concludedthatcompetencehas a positiveeffectonperformance
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Original | Sample | Standard -
Hipotesis Sample | Mean Deviation go /?I_ag;t\llclj \P/alues
(@) (M) (STDEV)
Coaching ->Satisfaction ->Performance | 0.041 0.044 0.078 0.520 0.603
Coaching ->Competence ->Performance | 0.210 0.221 0.099 2.123 0.034

Table5: Hypothesis Test (indirecteffect) basedon T Statistic, T TableandPValue

(Source: SmartPLSProgram)

Basedon the indirecteffecttestabove, it is knownthat the influence of coaching indirectly to performance through
satisfaction Meanwhile, the influence of coachingindirectlytoperformancebythrough competenceFurthermore, will
be testedwith the examinationmethodthat aimsto determine whether the mediation variables in this study included in
the classification of mediation no mediation, partial mediation, full mediation or suppression mediation (Baron &
Kenny, 1986).

Theanalysisisas follows:

The mediating role of satisfactionon the effect of coachingon performanceln the
indirecteffecttestresultsabove, it is knownthat the influence of coaching on performance through
satisfaction has a statistical t value smaller than 1.96 and a P-value greater than 0.05, therefore the decision
was rejected.Meanwhile, judgingfrom the direct effect of coachingonperformanceis also rejected.Thus, it
can be interpreted if the results of indirect and direct effects are equally insignificant.Thusit can be
concludedifsatisfactionin this study actsas no mediation or not as a mediation variable.

The role of competence mediationon the effect of coachingonperformanceln  the
indirecteffecttestresultsabove, it is knownthat the influence of coaching on performance through
competence has a statistical T-value greater than 1.96 and a p-value smaller than 0.05, therefore the
decision is accepted.Meanwhile, judgingfrom the direct effect of coachingon performanceis acceptable, it
can be interpreted if the indirect effect is significant while the direct effect is not significant. Thus, it can be
concludedthatthe competencein this study actsas a full mediation, which means that coaching cannot affect
performance without going through competence as a mediation variable.

398

Fromthe results of the above research, the discussion related to these results is describedas follows :

a.

Coaching programs influence on sustainable performance in organizations

Ongoing performance in the organization is not only influenced by the coaching program, although
coaching has an important role in aligning individual goals with those of the organization. There are
various other factors that also determine the success of the organization in achieving long-term
performance. One of them is effective leadership, where a leader who is visionary and able to motivate his
team can create a productive and innovative work culture. In addition, a supportive organizational culture,
such as one that emphasizes collaboration, accountability, and innovation, plays a significant role in
creating a conducive work environment. Another factor is strategic human resource management, including
continuous training and an integrated performance appraisal system. Adoption of technology and
innovation is also a major catalyst in improving work efficiency and organizational competitiveness.
Employee motivation and engagement, which can be increased through rewards, recognition and work-life
balance, also greatly affect productivity. On the other hand, fair and transparent incentive systems and the
ability of organizations to adapt to external changes, such as market dynamics, contribute to sustainable
performance. By integrating these various factors, organizations can achieve long-term goals more
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effectively. This is also confirmed by previous research that says coaching can improve individual
performance by helping them develop their skills and potential and a structured and effective coaching
program can result in a significant increase in employee productivity (Chidir et al., 2021; Lalitaratri, 2023;
Napitupulu, 2021; Nashrullah & Saragih, 2020; Wulansari & Fauzi, 2023).

CoachingProgramcan affectemployeecompetencecoaching

Programisan effectiveapproachto improve employee competence, both technical and non-
technical.Coachingprovidesa supportiveenvironmentfor employees to identify development needs, explore
potential, and find solutions through personalized coaching.StructuredCoachinghelpsemployeesmasterthe
latesttechnologiesand digital work systems that are relevant in the era of digital transformation.In addition,
coaching also improves non-technical skills, such as communication, leadership, teamwork, and time
management.Researchshowsthat coachingprograms improveemployees ' ability to complete tasks, make
decisions, and take work initiatives, which has a direct impact on individual and team productivity.With
coaching, organizationscan ensurethat their employeesmeetcompetencystandardswhilebeing able to adaptto
changing work environments, making it an important strategy to increase competitiveness and support
long-term organizational success.Previousresearchalso confirmedthat the coachingprogramisa processof
improvingemployeeperformancethat affectscompanyperformanceandcoachingisa
techniquetodevelopemployeepotentialand employee performance (Fauziatunisa et al., 2018; Khonsa &
Palupi, 2023; Riyanti, 2024; Riyanti et al., 2024).

432

CoachingProgramscan affectJobSatisfaction

Coachingprogramshavea significantimpactin improvingemployeejob satisfactionthrougha personal
and empathic approach. In coachingsessions, employeesare givenspaceto conveytheir views, challenges and
aspirations, so that they feel heard and valued.This recognitionnot only strengthens the emotional
connection between employees and the organization, but also creates a deeper sense of belonging to the
organization's goals.In addition, coaching helps employees identify and overcome obstacles they face on
the job, be it technical or emotional challenges.With structuredguidance, employeeslearnto managestress,
improve work-life balance and find relevant solutions to everyday challenges.This process encouragesthem
to look at work from a more positive perspective, thus increasing their motivation and
satisfaction.Researchshowsthat afterparticipatingin a coachingprogram, employeejob satisfactionlevels
increasesignificantly. This is reflectedin increasedmorale, loyalty, and commitment to the organization.By
creatinga more supportiveworkenvironment, coachingprogramsnot only improve the well-being of
individuals, but also contribute to the creation of a healthy, productive and harmonious work culture in the
organization.Previousresearchalso corroboratedthis findingby
sayingcoachingprogramsnotonlypositivelyaffectthe motivation of a staffbutalso affectjobsatisfactionandare
ableto serveas a mediator between managers in the workplace or organization (Chidir et al., 2021; Latif et
al., 2023; Subariyanti, 2017; Usman et al., 2024).

450

The Impactof Increasing CompetenceonEmployeePerformance

Increasingthe competenceof employeeshasa significantinfluenceon their performance in the
organization.Better competenciesincludetechnicalability, interpersonal skills, and a deep understanding of
the tasks to be completed.With higher competence, employeescan completeworkmoreefficiently,
accurately, and in accordance with expected standards.Thisnot only increases individual productivity, but
also  contributes to the achievement of overall organizational targets.Researchshowsthat
employeeswithhighercompetenciesare ableto make a greater contribution to the quality of work and
innovation in the workplace.Forexample, they are faster at adopting new technologies, finding creative
solutions to problems, and collaborating effectively with teams.In addition, increased competence allows
employees to face job challenges with more confidence, so that they are able to maintain consistency in
their  performance.Competencedevelopmentalsoplaysan ~ importantrolein  creating  organizational
competitiveness.In a dynamic business environment, employee competencebecomesa strategicassetthat
supportsthe sustainability of organizational performance. Therefore, investmentsin training, skills
development, and coaching programs are crucial elements to ensure that employee performance continues
to evolve and aligns with organizational needs.Researchthat supportsthe resultsof this study
saysemployeeperformanceis influencedbyemployeecompetencewhich includeselementsof knowledge, skills
andattitudessothat employeeperformanceincreasesin proportionto the increase in knowledge, skills and
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attitudes of employees (Manajemen et al., n.d.; Muslimah, 2016; Riyanti & Diwanti, 2023; Soetrisno &
Gilang, 2018).

470
The Impact of IncreasedJobSatisfactionon EmployeePerformance.

Increasedjobsatisfactiondoeshave a contributionto employee performance, although the impact is
not always immediately apparent.Employees who are satisfiedwith their work tendto showhigher
motivation,  loyalty to the organization, and  better = morale.Jobsatisfactionprovidesa
positivepsychologicalbasisfor employees, which enables them to carry out tasks with more enthusiasm and
contributes to a conducive working atmosphere.However, researchshowsthat jobsatisfactionis not the only
factor that directly affects employee performance.Other factorssuchas competence, workload, leadership
style, and organizational culture also play an important role in determining the level of productivity and
quality of employee output.Forexample, even if an employee feels satisfied with their job, without the
support of adequate skills or an inspiring leader, their contribution to the achievement of the organization
may remain limited.Jobsatisfactionmoreoftenservesas a trigger for building a positive emotional connection
with the organization, which can then encourage employees to work harder.However, to ensure optimal
performance, organizations need to combine increased job satisfaction with effective competency
development and resource management strategies.Withthis approach, the positive impact of job satisfaction
on performance can be maximized sustainably. (Halimah et al., 2024; Paparang et al., 2021; Putri &
Nawatmi, 2024; Subiyanti & Trisnadi, 2022).

The Impactof CompetencyimprovementthroughCoachingProgramonEmployeePerformance

Coaching programs play an important role in the improvement of employee competencies that
directly impact their performance. Through a personal and focused approach, coaching provides an
opportunity for employees to learn new skills and improve on existing skills. This process involves the
analysis of individual development needs, the identification of competency gaps, as well as the preparation
of specific learning plans according to the needs of each employee. The results showed that employees who
participated in the coaching program not only experienced improvements in technical competencies, such
as mastering new technologies or problem solving, but also in non-technical competencies, such as
communication, time management, and decision making. More than that, coaching helps employees apply
the acquired skills in their daily work, which in turn increases their work efficiency and effectiveness. This
increase in competence has a direct impact on various performance indicators, including productivity,
quality of work, and the ability to innovate. With coaching, employees also become more confident in
carrying out their duties, which reinforces their contribution to the achievement of organizational goals. A
coaching program is therefore not only a competence development tool, but also an important strategy to
improve employee performance on an ongoing basis. This research is also emphasized by saying that the
high achievement of coaching received can be maximized in helping to improve job performance because
during training coaches are always friendly and pleasant in providing debriefing, so that after attending
employee training they are able to cultivate a level of creativity in themselves (Asri & Moderin, 2024;
Chidir et al., 2021; Fauziatunisa et al., 2018; Lalitaratri, 2023; Usman et al., 2024).

506
The Impact of IncreasedJobSatisfactionthrough CoachingProgramsonEmployeePerformance

Coachingprogramsare provento increaseemployeejob satisfactionbycreatinga supportive and
empathetic workenvironment. Through coachingsessions, employeesfeelmore valuedand supported in
facing work challenges as well as in achieving personal and professional goals.The
coachingprocessprovidesspace for employees to explore solutions to the problems they face, while
increasing their confidence.By feelingheardand guided by a coach, employees gain a more positive work
experience, which ultimately increases their job satisfaction.However, although coachingcan createa
significantimpacton job satisfaction, research shows that this increase has not had a direct effect on
employee performance.When it comes to productivity, quality of work, and contribution to the team, there
are many other factors at play, such as technical skills, organizational culture, and leadership
style.Therefore, the coachingprogramneedsto be designed holisticallysothat it not only has an impact on
increasing job satisfaction, but is also able to become a strategic instrument in encouraging employee
performance more thoroughly.This requires the integrationof coachingwithother organizationalinitiatives,
suchas competency development, recognition of achievement, and strengthening of common goals, to
create maximum and sustainable results. Thisisalso in linewith research that has been done which says that
many other aspects that affect job satisfaction other than coaching that have an impact on performance
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523 include leadership, compensation, and work environment and work quality (Fauziatunisa et al., 2018;
524 Hutahaean et al., 2023; Nurrohmat & Lestari, 2021; Rahman et al., 2023; Riyanti et al., 2024).

525

526  Conclusion
527

528 Basedon the researchfindings, it can be concluded that the coaching programhasa positiveimpacton various
529  aspects of employee and organizational  performance.Coachingprograms are  proventoimprove
530  sustainableperformanceby aligningindividual and organizational goals, as well as improving employees ' technical
531  and non-technical skills.Employeesinvolvedin coaching note a significant increase in their competence, which has a
532 direct impact on productivity, quality of work and innovation.In addition, coaching programs also increase employee
533  job satisfaction, create a sense of value, and strengthen the emotional connection between employees and the
534 organization.The hypothesisinthis studyshowsthat the coachingprogramhas a significanteffecton competence and job
535 satisfaction, which in turn has a positive impact on employee performance.The accepted hypothesisisthe effect of
536 coachingon improvingemployee competence and performance, as well as increasing job satisfaction.However,
537 despiteincreasedjobsatisfaction, nosignificant direct effect on employee performance was found.Thissuggeststhat
538 otherfactors, suchas competenceand leadership support, also play an important role in achieving optimal
539  performance.For furtherresearch, it is advisable to explore additional factors that affect employee performance, such
540  as leadership style and organizational culture.Further researchmay focuson the integrationof coachingwithother
541 competencydevelopmentstrategiesaswell as its impact on overall team and organizational performance.In addition,
542 research across different industries or with different demographic variables can also provide deeper insights into the
543  effectiveness of coaching programs in a broader context.
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