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Abstract

The role of management and leadership in an organization is undeniable.
However, nowadays, more roles have been defined for the manager, one of which
is coaching. In this way, the manager, while managing the affairs, also considers
the employees' training and guidance. Therefore, it is necessary to study this new
role more. This research has been conducted to investigate the impact of
managers' coaching skills on the organization's performance with regard to the
mediating role of organizational architecture knowledge and psychological
capital. This research is applied in terms of purpose and descriptive-survey in
terms of nature. The statistical population of this research was sales employees
of dairy companies in Toos Industrial Town of Mashhad. The sample size was
determined based on Cochran's formula, which was 160 people, who were
selected through simple random sampling. The data collection tool was a
standard questionnaire. Its validity has been checked and confirmed with the help
of confirmatory factor loading analysis, and its reliability with Cronbach's alpha
method and composite reliability coefficient. Smart PLS3 software used
structural equation modeling to check the hypotheses. The findings show that
organizational coaching skills have a significant effect on organizational
performance, knowledge of organizational architecture, and psychological
capital. Also, the knowledge of the organization's architecture and psychological
capital has an effect on the organization's performance. In this research, the
mediating role of organizational architecture knowledge and psychological
capital has been confirmed.
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Extended abstract

1. Introduction

The goal of every organization is to
succeed in the field of activity and to carry
out the assigned mission correctly. In
order for an organization to know how
close it is to the set goals, it needs criteria
that the performance of the organization
can be a combination of these criteria
(Anwar &  Abdullah, 2021). The
organization’s performance is affected by
various factors, from the skills of
employees and managers to strategies,
environmental conditions, and many other
factors. On the other hand, managers pay
special attention to organizational
performance because the final results
show the aggregation of the work
processes and activities of the
organization. Among the factors that can
improve the organization's performance is
the knowledge of the organization's
architecture. The term enterprise
architecture refers to the structure and
form on which a business operates. All
types of businesses, from small companies
to corporate restaurant chains, operate
under this concept. The architecture of
buildings and houses includes dividing
interior spaces into different rooms with
their own purposes. There is no doubt that
the personality and capabilities of the
employees and managers of any
organization  greatly = impact  the
organization's performance. Such cases
are called the psychological capital of the
organization. What is certain is that
managers play a key role in improving
psychological  capital, organizational
architecture knowledge, and
organizational performance (Zuniga et al.,
2020). One of the effective skills of
managers in this matter is coaching skills.
Coaching is a long-term approach in

which managers invest in the growth of
employees by having a vision for the career
path of employees and helping to remove
obstacles on the way. It is often confused
with mentoring. While mentoring can be
considered a solution to the problem in
the short term, coaching takes a long-term
view and focuses on the organization's and
employees' success in the long term (Park
et al, 2021). Not all managers have this
skill, but it can be learned like any other
skill. Based on the concept, it can be
expected that coaching is more relevant in
organizations with stable management, or
in organizations where the management
system changes less when people change.
It can be said that coaching is a
requirement for the success of an
organization over time (Romao et al,
2022). In addition, private companies pay
more attention to the issue of coaching
and psychological capital and the skills of
employees and managers due to their
greater need to succeed in the market. As
a private manufacturing company, Kale
Company is undoubtedly looking for
sustainability and success in the market,
and its investments in the company’s
development sector are fully indicative of
this. Therefore, it can be a suitable study
for the subject of managers' coaching skills
and their impact on the organization's
performance. Based on what was
explained, the main problem of the
research is to investigate the impact of
managers' coaching skills on the
organization's performance regarding the
mediating role of  organizational
architecture knowledge and psychological
capital in Kale company branches in
Khorasan provinces.

2. Research Methods

This research is of a descriptive-
correlation type with a quantitative
approach and positivist philosophy and a
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survey-analytical strategy. Data were used
to measure the research variables from the
standard questionnaires of managers'

coaching skills, organizational
architecture knowledge, and
organizational  performance (source:

Nyfoudi et al., 2023) and psychological
capital questionnaire (source: Mutonyi,
2021). The reliability of the questionnaires
was examined using Cronbach's alpha
coefficient and composite reliability, and
the results showed that the questionnaires
are highly reliable. Also, the validity of the
constructs has been investigated. They
have been collected and analyzed using
structural  equation  analysis.  The
statistical population of this research
includes all sales employees of dairy
companies in Mashhad's Toos Industrial
City, numbering 200 people. Sampling was
done using a simple random method, and
Cochran's formula of 160 people
determined the statistical sample size.
Finally, structural equation analysis was
used to analyze the data.

3. Results

Research findings show that
organizational coaching skills have a
significant effect on organizational

performance, organizational architecture
knowledge, and psychological capital.
Also, the knowledge of the organization's
architecture and psychological capital has
an effect on the organization's
performance. In this research, the
mediating role of  organizational
architecture knowledge and psychological
capital has been confirmed. PLS software
was used to check the research's direct
hypotheses, and the first to fifth
hypotheses were confirmed. The role of
mediating variables has been calculated
using the bootstrapping approach in
Smart PLS3 software. According to the
results of the above table, because the

value of t statistic based on the bootstrap
method for the sixth and seventh
hypothesis is equal to 2.876 and 6.427,
respectively, and is higher than 1.96, the
indirect path of the effect of managers'
coaching skills on performance Kale
company is significant in North Khorasan,
Razavi Khorasan, and South Khorasan
provinces with the mediating role of
organization architecture knowledge and
psychological capital, so the sixth and
seventh hypotheses are confirmed with
95% confidence.

4. Conclusion

The role of management and leadership in
an organization is undeniable. However,
nowadays, more roles have been defined
for the manager, one of which is coaching.
In this way, the manager, while managing
the affairs, also considers the employees'
training and guidance. Therefore, it is
necessary to study this new role more.
This research has been conducted to
investigate the impact of managers'
coaching skills on the organization's
performance, considering the mediating
role of organizational architecture
knowledge and psychological capital. The
results of the research showed that the
coaching skills of managers have a
significant effect on the performance of
the Kale company in North, Razavi, and
South Khorasan provinces, and the first
hypothesis of the research has been
confirmed. A large part of an
organization's performance is due to the
performance of its employees. Managers'
coaching skills help employees receive
appropriate and real feedback on their
performance and guide them towards
better performance and fewer errors.

Coaching skills improve
communication between managers and
employees, and this makes managers more
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aware of the market situation and
environmental conditions by giving more
information to employees. In this case, the
manager's requests are more
understandable for the employees. A
manager with coaching skills tries to
improve the organization's performance
by promoting employees. The results of
the second hypothesis showed that the
coaching skills of managers have a
significant effect on the knowledge of
organizational architecture in the Kale
company in North, Razavi, and South
Khorasan provinces, and the second
hypothesis was confirmed. Therefore,
managers with coaching skills know that
employees need to be aware of details as
valuable company resources. This
knowledge makes them sensitive to the
company’s current processes. When
managers convey the feedback and impact
of employees in the production and
marketing process, employees will have a
correct view of themselves in the
production chain. It gives them a correct
understanding of the company's situation
and even helps them understand the
company's financial issues more. This is
the  knowledge of  organizational
architecture. The results of the third
hypothesis show that managers' coaching
skills significantly affect the psychological
capital of the Kale company in North,
Razavi, and South Khorasan provinces.
Therefore, the third hypothesis is
confirmed. Thus, maintaining employees'
morale, creating hope in them, and
encouraging them to work harder are
some of the duties of a successful
manager. Employees of an organization
should always be present with extra
strength and energy to perform their
duties so that they can implement the
orders and demands of managers and
achieve organizational goals. The fourth
hypothesis of the research was that the

knowledge of organizational architecture
significantly affects Kale company's
performance in North, Razavi, and South
Khorasan provinces, and the fourth
hypothesis was confirmed. Therefore, if
the employees of an organization know
where they are in the product production
chain and what role they play in producing
a product, they will work more carefully
and responsibly. As much as they are
aware of how much their contribution is in
producing a high-quality product and how
important it is to produce a high-quality
product, they can have a better view of
their job and duties. The results of the fifth
hypothesis showed that psychological
capital has a significant effect on the
performance of the Kale company in
North, Razavi, and South Khorasan
provinces, and the fifth hypothesis was
confirmed. In fact, what improves the
performance of employees is their
motivation. Motivation is an important
issue and cannot be ignored. One of the
important motivating factors is the hope
of progress in a job. The results of the sixth
hypothesis indicated that knowledge of
organizational architecture plays a
mediating role in the effect of managers'
coaching skills on the performance of the
Kale company in North, Razavi, and South
Khorasan provinces, and the sixth
hypothesis was confirmed with 95%
confidence. In this regard, it can be said
that coaching skills give managers the
ability to interact and guide employees in
such a way that they understand the
necessary information to understand their
position in the organization. The results of
the seventh hypothesis indicated that
psychological capital plays a mediating
role in the effect of managers' coaching
skills on the performance of the Kale
company in North, Razavi, and South
Khorasan provinces, and the seventh
hypothesis was confirmed with 95%
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confidence. Therefore, when managers
have coaching skills in an organization,
employees become more optimistic about
the future of their organization and career,
and can plan and set goals for their
personal and work lives.
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