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The research problem

Coachees are, to a large extent, assumed to be a 
homogenous group that will all respond to coach-
ing in the same way. The problem with this 
assumption is that it may be masking di�erential 
e�ects in coaching: do some individuals bene�t 
more from coaching than others? Generalised 
self-e�cacy is a relatively stable, generalised 
competence belief. Research has shown that indi-
viduals low in generalised self-e�cacy (i.e. they 
have low beliefs in their own competence across a 
range of settings) tend to bene�t most when 
training supports the development of psychologi-
cal resources needed for the transfer of learning 
to the real world. It is thought that individuals high 
in self-e�cacy may already possess these psy-
chological resources and therefore see fewer 
gains from this type of training. We test whether 
similar trends are present for coaching. 



The research methodology 

We conducted a �eld quasi-experiment to assess whether one-to-one coaching has a 
signi�cant impact on the participants ability to secure a job role/internship. A total of 
172 participants formed the intervention group and received between one and eight 
coaching sessions over a three month period. A total of 185 opted out of coaching and 
therefore formed the quasi control group. Generalised self-e�cacy was measured 
before coaching commenced.

The results

Coaching positively impacted on the participants’ ability to secure a job 
role/internship and for every additional coaching session, coachees were nearly 1.3 
times more likely to secure an internship/job role. For coachees lower in generalised 
self-e�cacy, coaching was a signi�cant predictor of their ability to secure a job 
role/internship and for every additional coaching session, coachees lower in 
generalised self-e�cacy were 1.8 times more likely to secure a job role/internship. 
These results were not replicated for participants higher in generalised self-e�cacy, 
where the number of coaching sessions did not signi�cantly predict the likelihood of 
securing a job role/internship.

1) One-to-one coaching is a useful methodology for career development. 
Increasing the number of coaching sessions signi�cantly enhances the 
likelihood of being successful in securing a job role

2) Individuals low in generalised self-e�cacy bene�t the most from 
coaching. If access to coaching is limited, it may be e�ective to prioritise 
coaching for individuals low in generalised self-e�cacy

3) Coaches support individuals low in generalised self-e�cacy to set 
challenging goals and re�ect on, raise awareness of and challenge negative 
thought patterns. Therefore, it may be helpful for coaches to understand the 
generalised self-e�cacy of their coachee prior to the start of coaching to 
enable appropriate tailoring of the coaching interventions provided

What does this mean for practitioners?
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