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 ABSTRACT 

The role of Organizational Development (OD) interventions is now moving beyond the 

conventional, process driven interventions to psychologically informed, people centric 

approaches to solving complex organizational problems. In the modern organizations where it 

is fast digitalized, with increasing automation and changing workforce demands, behavioural 

convergence and mind-set makeover have emerged as key requirements to sustainable 

performance. Neuro Linguistic Programming (NLP) has come up as a behavioural model that 

can facilitate this change through provision of systematic approaches to cognition, 

communication and behaviour in the organisational setting. Coaching is one of the many 

applications of OD, which has become a very practical and effective intervention capable of 

delivering a profound and long-lasting behavioural change. The study investigates the efficacy 

of NLP based Coaching as a strategy intervention used in OD that lead to the improvement of 
leadership effectiveness, communication competence, behavioural flexibility, employee 

engagement and cultural alignment. The study is based on a qualitative research design as the 

investigation of the influence of NLP based coaching of organizations is presented with the help 

of literature review, thematic analysis, practitioner observations and pre and post intervention 

behavioural measurements. The review examines the effect of NLP strategies like rapport 

building, reframing, anchoring and perceptual positioning on the inner representations and 

conversion of organizational objectives into a behavioural change of an individual. The results 

show that NLP informed Coaching promotes cognitive clarity, emotional control and self-

awareness which help employees and leaders to embrace positive behavioural patterns in line 

with organizational goals. Trust, psychological safety and collaborative culture are another 

aspect that is also developed through coaching by enhancing communication and interpersonal 
effectiveness. The study concludes that NLP based Coaching is holistic, sustainable and 

humanistic OD intervention, which is able to facilitate transformation in an organization... 

Keywords: Neuro Linguistic Programming; Coaching; Organizational Development; 

Behavioural Change; Leadership Effectiveness. 

 
 

INTRODUCTION: 

The modern business world is becoming more intricate 

and unstable, with globalization, high speed digitalisation, 

automation, demographic changes and shifting workforce 

expectations pushing organisations in a world where it 

operate. The rapid increase in technological progress and 

especially the introduction of artificial intelligence and 

data-driven decision-making has changed the efficiency 
of operations, strategic planning, and organizational 

structure (Terblanche, et al., 2024). Nevertheless, even 

with such technological advances, organizations are still 

encountering some challenges regarding the level of 

employee engagement and being effective leaders, 

breakdown in communication, resistance to change, and 

cultural misalignment. This contradiction shows that 

human behaviour and psychological processes have a 

lasting value in the success of an organization (Novikova, 

2023). 

The current Organizational Development (OD) 

interventions that mainly aim to redesign, streamline, and 

change policies have been found to be unsuitable in the 
context of behavioural and mental aspects of change as 

organizations evolve. Modern OD practice is becoming 

more and more aware of the fact that sustainable change 

demands the need to make changes that not only systems 

and processes but also mind-sets, beliefs, feelings, and 

chances of relationships between employees (Sposato, & 

Dittmar, 2025). OD has therefore grown to include 

psychologically minded methods that focus on 

behavioural flexibility, emotional intelligence and self-

awareness. These methods aim to ensure that the 

behaviour of individuals is aligned to the goals of the 
organization and create resilience and learning within the 

dynamic environment (Bianco-Mathis, & Burrell, 2023). 

Neuro-Linguistic Programming (NLP) becomes a potent 

paradigm in this paradigm shift in OD because it is 

concerned with the order in the subjective experience of 

humans. NLP focuses on how people understand reality, 
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receive information, convey meaning and how it turn 

internal representation into visible behaviour 

(HAFTLANGI, 2025). NLP has the tools that can be 

applied in improving communication, behaviour change 

and performance by decoding these cognitive and 

linguistic patterns. Its usage in the organizational context 

permits a more detailed interpretation of the behaviour of 

employees, their leadership approaches, and cultural 

interactions, which is especially relevant to modern OD 

intervention (Bohra, & Shukla, 2023). 

Coaching is one of the most effective and useful areas of 

NLP implementation in organizations. The coaching is a 

structured but personalised process by which individuals 

ponder their behaviours, definition of goals, dismantling 

of limiting beliefs, and acquisition of new competencies 

(Tusquellas, et al., 2025). Combining it with NLP tools 

like rapport building, reframing, anchoring, sub-

modalities and perceptual positions, coaching can be a 

transformational process that enables profound behaviour 
change. In contrast to directive training programs, NLP-

based coaching allows individuals to come up with self-

directed discoveries to increase ownership, motivation, 

and accountability (Wee, 2020). 

The study discusses NLP-based coaching as a strategic 

intervention of the Organizational Development that helps 

organizations to overcome the discrepancy between 

organizational expectations and individual behaviour. It 

discusses the role of coaching in the effectiveness of 
leadership, communication, behavioural flexibility, 

employee engagement, cultural alignment (Mitchell, 

2021). The positioning of coaching as a developmental as 

well as transformational aid strengthens the capacity of 

coaching to design adaptive and psychologically 

compatible and high performance organizational systems 

in times when human capability has become an important 

source of competitive edge (Zainal, et al., 2025). 

 Coaching as a Behaviourally Driven Organizational 

Development Intervention 

Coaching has become a fundamental pillar of modern 

Organizational Development through its individualized, 

goal oriented and behaviour oriented nature. Contrary to 

the conventional OD interventions, which take the macro 

level of operation, coaching is more direct in its 

interactions with people, thus facilitating specific 

behavioural change in line with the organizational goals 

(Khattak, et al., 2023). When organizations exist in a state 

of constant change, coaching helps workers and 
executives to achieve self-awareness, emotional stability, 

and adaptive thinking skills critical in maintaining 

performance in complex settings (Pelaez Zuberbuhler, et 

al., 2020). 

Once coaching is combined with the principles of NLP, it 

goes beyond the traditional performance coaching and 

turns into behaviourally based OD intervention. NLP 

based coaching specialises in defining cognitive patterns, 

belief systems and communication styles that shape 

behaviour (Wang, et al., 2022). Using methods like 
reframing and perceptual positioning, people are urged to 

re-define problems, broaden behavioural options and 

become more resourceful in mind. This strategy allows 

permanent transformation to occur through the internal 

motivators of behaviour instead of simply correcting the 

external behaviour (Shani, & Noumair, 2021). 

NLP-based coaching is relevant to the organizational 

effectiveness in that it promotes the behavioural 

alignment at the levels of the organization. Leaders 

become more influential and more empathetic, teams able 

to work better, and employees show more engagement 
and responsibility (Passmore, & Lai, 2020). Coaching is 

turned into a systemic process that helps to aid in cultural 

change, development of leadership, and learning in the 

organization (Van Rhoon, et al., 2020). 

 NLP Techniques in Coaching for Organizational 

Transformation 

The success of the NLP-based coaching is due to the fact 

that it has a wide number of techniques which directly 
affect the communication, perception and behavioural 

response. The NLP method of rapport building is used to 

build trust and psychological safety between coaches and 

coaches, which allows open communication and the frank 

self-reflection (Zaoui Seghroucheni, et al., 2025). This is 

a critical trust that is necessary in the achievement of 

successful coaching outcomes especially in organizational 

settings where authority and performance pressures tend 

to act as a deterrent to honest communication (Guo, et al., 

2024). 

Such techniques include anchoring and sub-modalities, 

which enable people to enter and control emotional states 

which favour high performance. With a connection 

between resourceful emotional states and certain triggers, 

the workers improve their confidence, resilience, and 

attention to detail when faced with a critical situation in 

the workplace. Sub-modalities allow people to adjust 

internal representations of experiences and therefore 

change the level of emotion and behavioural reactions to 

stress, conflict, or change (Ojika, et al., 2021). 

Besides, reframing and perceptual positions allow one to 

see an organizational problem in various ways, which 

fosters flexibility of thought and empathy. Such methods 

assist leaders and workers in conflict solving, decision 

making as well as making personal values and corporate 

objectives consistent. Taken together, NLP strategies 

incorporated in coaching form a potent organizational 

change mechanism, as it redefine the way people think, 

communicate and behave in the organizational system 

(Kanitz, et al., 2023). 

 Aim of the study 

The main purpose of the study is to analyse the efficacy 

of Neuro-Linguistic Programming (NLP)-based Coaching 

as an Organizational Development (OD) strategy in 

facilitating behavioural and cultural change in 

organizations. The study aims at examining the effects of 

applying NLP concepts in coaching sessions on the 

cognition of an individual, the styles of communication, 
leadership, behavioural adaptability and emotional 

control, which bring alignment between the behaviour of 

employees and the organisational objectives and values. 

The study integrate theoretical views with empirical 

evidence by presenting coaching as a psychologically 

based and behaviourally oriented OD mechanism that 

interconnects organizational strategy with individual 
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action and augments employee engagement and 

sustainable organizational performance in turbulent and 

complicated working contexts. 

Literature Review 

 Organizational Development and Behavioural 

Interventions 

The early OD interventions were systems-oriented, 

structural, job redesign and process improvement (Garg, 

et al., 2021). With time, it has been realised that 

sustainable change involves the change in human 

behaviour, not only structures of the organisation. The 

new OD models promote leadership development, 

emotional intelligence, and coaching, cultural change and 

communication improvement. 

 Neuro-Linguistic Programming (NLP) 

Bandler and Grinder (1979) developed the neuro-

linguistic programming (NLP) as a model approach to 

model excellence in communication and human 

behaviour. NLP presupposes that people act on the 

principles of the internal mental maps created by words, 

sensory impressions, and subconscious processes. In 

organizational settings, NLP is used for: 

Behavioural change 

Leadership presence 

Communication improvement 

Conflict resolution 

Emotional regulation 

Enhancing rapport and trust 

Research suggests that NLP tools contribute to increased 

self-awareness and adaptive behaviour (Dilts, 2016; 

Shahi, & Sinha, 2021). 

 Challenges of Change Management in the Indian 

Fertilizer Industry 

It has been shown that workers of public and joint-sector 

fertilizer organizations feel uncertain and stressed when a 

change initiative is going on, which ultimately leads to 

productivity and morale decline (Sinha and Kanungo, 

2017). Hence, change of mind-set is a significant aspect 

when OD interventions are applied in this field alongside 

effectiveness of communication and emotional 

congruency, and not structural redesign. 

 Coaching as an Important Element for OD 

Intervention 

Indian organizational development (OD) has gone 

through a transformation because of Industrial reforms, 

economic liberalisation, and restructuring and growing 

competition in the public sector. Ageing of workforce, 
change resistance, hierarchical cultures and unionised 

working environments are some of the challenges that 

Indian organizations, predominantly in the manufacturing 

and process-driven industries, are grappling with 

(O'Connor, 2021). 

Researchers on Indian OD practice highlight that it is 

ineffective to modernise the technology without a 

behavioural and cultural change (Pareek & Rao, 2016). 

Such problems are particularly manifested in the fertilizer 

industry that is a strategic one in India because of its 

dominance of the public sector, strict organization, and 

focus on the compliance with the regulations and 

efficiency of operations. 

The concept of coaching is characterized as a process of 

personal and professional objectives achieved through the 

help of a structured, future-oriented, and solution-oriented 

process (Kang, et al., 2020). It improves self-regulation, 

interpersonal effectiveness, and clarity and performance 

of individuals. 

According to recent research, Coaching is a key 

intervention to achieve leadership traits, enhance 

emotional intelligence, engage more and create high-

performing cultures (Beheshti, et al., 2023). 

 Coaching as a Powerful OD Intervention in India 

Coaching has become a potent OD intervention tool in 

Indian organizations because it does not violate cultural 

values like mentorship (Guru- Shishya Parampara), 

respect of authority ad experience (Biswas, et al., 2025). 

In contrast to the directive training models, Coaching 
stimulates meditation and self-exploration and self-

ownership, which are more and more demanded in the 

transforming Indian organizations. 

The results of empirical research on the Indian corporate 

and public-sector environments show that Coaching 

increases the effectiveness of leadership, the confidence 

in decision-making and change flexibility (Mukherjee and 

Sahay, 2019). Coaching interventions have been applied 

to the fertilizer organizations where it has been reported 

to be effective in leadership development, succession 

planning and in safety culture improvement. 

 NLP and Coaching: An Integrated Approach 

Neuro-Linguistic programming adds behavioural targets 

to Coaching by including aspects like rapport building, 

representational systems, perceptual positions, anchoring 

positive states, reframing limiting beliefs and language 

pattern awareness. Such methods help speed up insight, 
learning and attitude change, and Coaching makes OD 

programmes more organized and effective (Grimley, & 

Dilts, 2023). 

These instruments accelerate the behavioural change and 

make Coaching more structured and effective. Studies 

have found NLP-grounded Coaching to be more insightful 

with faster learning and mind-set changes required to 

transform the workplace (Mhanna, et al., 2024).  

 NLP- LIFT Transformation Architecure Module- 

LIFT Model is a four-step model that has been proposed 

by Dr Mangesh Dash. It is a human centric, 

straightforward NLP system that takes one through a 

problem to a solution by re-establishing the way of 

thinking, feeling, and reacting of the individual.
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Naturally, through alteration of internal map beliefs, 

emotions and meanings outer performance and results 

change. LIFT is a diagnostic framework, practical, and 

aims at long-term change as opposed to temporary 

motivation. 

The change in terms of any OD intervention starts at the 

person level. With the LIFT Module, NLP-based 

Coaching assists employees and leaders to reframe 

challenges, redesign minds and behaviour in accordance 

with organizational objectives (Singh, & Mahmood, 

2021). 

Since LIFT is a Coaching-based OD intervention, 

resistance turns into ownership, clarity to individuals to 

culture and personal alignment to organization, as a result, 

change becomes empowering and not enforcing.

 

 

 NLP-Based Coaching for Behavioural and Cultural

 Change in Fertilizer Organizations 

Coaching using NLP combines goal-setting methods of 

coaching with methods that help individuals make quick 

cognitive and emotional changes. The mind-set, attention 

and emotional control is relevant in the fertilizer industry 

where employees frequently work in safety-sensitive and 

high-risk job environments. 

Research conducted in Indian manufacturing and process 

industries shows that NLP-based Coaching positively 

impacts: 

Safety behaviour and compliance 

Leadership communication during shift operations 

Stress management and emotional resilience 

Change acceptance during modernisation initiatives 

(Sharma & Gupta, 2020)  

By addressing limiting beliefs and habitual responses, 
NLP-based Coaching enables employees to internalise 

organizational change objectives, thereby enhancing OD 

effectiveness. 

Research Gap 

Despite the extensive research on Coaching and the 

established cognitive ability in NLP to act as a behavioural 

tool, there is limited research on the application of NLP as 

an official OD intervention especially in sectors where 
structural changes are being experienced like 

manufacturing, fertilizer and chemical industries. 

As well, there is very little research literature in the Indian 

organizational setting that examines the effects of NLP-

based Coaching on communication, leadership style, 

behavioural change and cultural alignment. The current 

study fills these gaps by combining the NLP, Coaching 

and OD results analysis. 

Life issues
Internal 

Representation
Frame & Focus Transformation
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Research Objectives 

To explore how NLP serves as a transformative 

behavioural framework for OD interventions. 

To examine the role of Coaching as a critical NLP tool in 

bringing organizational change. 

To identify the benefits of NLP based Coaching in 

enhancing communication skills, leadership qualities and 

interpersonal effectiveness. 

To analyse how Coaching influences individual growth, 

brings positive behavioural change and enhances 

performance. 

To evaluate whether NLP based Coaching contributes to 

employee engagement, motivation and organizational 

success. 

Hypotheses 

H1: NLP- based Coaching significantly enhances 

communication skills and interpersonal effectiveness 

among employees. 

H2: Coaching grounded in NLP enhances leadership 

capabilities and behavioural flexibility. 

H3: NLP-based Coaching interventions positively 

influence employee engagement and motivation. 

H4: NLP- based Coaching leads to measurable 

improvements in culture, collaboration and performance. 

H5: NLP- based Coaching aligns individual goals with 

organizational values and objectives, leading to 

sustainable OD outcomes. 

Conceptual Framework 

The conceptual framework integrates NLP principles with 

Coaching and OD outcomes. The framework consists of 

four key components: 

NLP Techniques → Rapport, reframing, anchoring and 

perceptual positions 

Coaching Process → Goal setting, reflection and 

cognitive restructuring 

Behavioural Changes → Communication, leadership 

presence and decision-making 

OD Outcomes → Engagement, productivity, culture and 

collaboration 

This framework supports with an understanding of how 

NLP based Coaching drives individual and organizational 

transformation. 

.

 

 

Research Methodology 

Research Design 

This study adopts a mixed qualitative and conceptual 

research approach suitable for behavioural and 

organizational development research. 

Qualitative Review: A thematic review of literature 

related to NLP, Coaching and OD interventions. 

Industry Observations: Researcher field visits to 

organizations in the fertilizer sector and other 

manufacturing industries. 

Semi-Structured Interviews (n = 30): HR leaders, line 

managers, plant heads and employees involved in 

Coaching-based OD programmes. 

Comparative Analysis: Evaluation of behavioural 

patterns, communication effectiveness and leadership 

styles pre- and post-Coaching interventions. 

Statistical analysis using paired t-tests, descriptive 

statistics and effect size (Cohen’s d) is performed to 

validate behavioural changes before and after Coaching. 

Thematic coding is used for qualitative interpretation. 

 

Conceptual Model –
NLP-Based Coaching 
as an OD Intervention

NLP Techniques
(Rapport, Reframing,
Anchoring, Perceptual

Positions)

Coaching Process
(Goal Clarity, 

Reflection,
Behavioural Insight, 

Mindset Shift)

Behavioural Change
(Communication, 

Leadership,
Engagement, Emotional 

Control)

OD Outcomes
(Productivity, Culture,

Collaboration, 
Performance)
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 Data Collection and Sources -  

The sources of data were interview transcripts of HR 

leaders, plant managers, and plant heads and employees 

whose sample size is 20 individuals. Other sources were 

coaching session report reviews and behavioural 

assessment. During OD visit observations were taken and 

literature review of academic journals, books and 
professional literature is used to supplement practical 

insights. 

 Data Analysis Technique 

The analysis combined the following approaches: 

Thematic analysis using coding and pattern recognition 

Behavioural pattern comparison 

Interpretative Phenomenological Analysis (IPA) 

Insights derived from NLP frameworks (sensory 

language, internal representations and belief shifts) 

Validation through triangulation between interviews and 

observation notes 

The analysis is interpretative in nature and aims to 

establish how NLP-based Coaching influences OD 

outcomes. 

Results 

Qualitative Themes 

The findings of the study highlight several positive 

impacts of NLP based Coaching as an OD intervention.  

a) Enhanced Communication Competence 

The feedback of the participants indicated significant 

betterment in clarity, assertiveness and listening skills. 
The employees also complained of better communication, 

listening skills and the ability to express it better. Other 

components of NLP like representational systems, rapport 

building, and reframing and language patterns made the 

employees learn the different styles of communication. 

b) Leadership Development 

Managers demonstrated enhanced leadership traits who 

underwent NLP based Coaching, including: 

Higher emotional intelligence 

Improved delegation and decision-making 

Constructive conflict management 

Strategic thinking 

Behavioural flexibility in leading teams 

Enhanced influencing capabilities 

Leadership presence improved significantly due to the 

application of NLP tools such as anchoring, reframing and 

perceptual positions. 

c) Behavioural Transformation 

Behavioural change is observed as employees adopted 

more constructive behaviours, reducing negative 

behaviours such as procrastination, low confidence and 

resistance to change. Coaching supported individuals in 

achieving the following: 

Increased accountability and ownership 

Reduced resistance to change 

Solution- oriented thinking and overcoming limiting 

beliefs 

Lower stress levels and improved emotional maturity 

Adoption of growth mind-sets 

d) Improved Engagement and Motivation 

Teams involved in NLP- based Coaching reported: 

A greater sense of purpose 

Increased team cohesion 

Improved clarity in roles 

Stronger alignment with organizational values 

Better collaboration 

e) Productivity and Performance Gains 

Mangers observed the following improvements: 

Enhanced problem-solving ability 

Improved decision-making skills 

Reduced conflicts 

Higher output with quality 

Improved task ownership 

Higher efficiency levels 

f) Quantitative Summary 

In addition to qualitative findings, quantitative analysis 

supported with the effectiveness of NLP based Coaching 

interventions: 

Communication improved significantly (t = 5.98, p < 

0.001) 

Leadership scores increased (t = 6.22, p < 0.001) 

Emotional regulation improved (t = 5.71, p < 0.001) 

Overall engagement showed a strong effect size (Cohen’s 

d = 0.94) 

Coaching helped employees bridge gaps between 

potential and actual performance. Enhanced listening 

skills contributed to improved understanding and 

collaborative approach. 

Table 1: NLP Techniques and Their Organizational 

Applications 

NLP 

Techniqu

e 

Descriptio

n 

Application 

in OD 
Impact 

Rapport 

Building 

Establishin

g trust & 

connection 

Team 

collaboratio

n, conflict 

resolution 

Higher trust, 

psychologic

al safety 

Reframin

g 

Changing 

perspectiv

e of events 

Change 

managemen

t, problem-

solving 

Reduced 

resistance, 

improved 

creativity 
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Anchorin

g 

Linking 

emotional 

states to 

triggers 

Leadership 

presence, 

confidence 

building 

Stable 

positive 

behaviour 

Sub 

modalitie

s 

Modifying 

sensory 

coding of 

thoughts 

Stress 

reduction, 

motivation 

Improved 

focus and 

emotional 

control 

Perceptua

l 

Positions 

Viewing 

events 

from 

multiple 

perspectiv

es 

Leadership, 

negotiation 

Enhanced 

empathy, 

balanced 

decisions 

 

Table 2: Thematic Coding of Interview Data 

Theme 
Indicator

s 

Frequen

cy 

Observe

d 

Sample 

Quote 

Communicati

on 

Improvement 

Clarity, 

active 

listening, 

articulatio

n 

High 

“I can 

communica

te 

assertively 

without 

conflict.” 

Leadership 

Growth 

Decision-

making, 

empathy, 

delegation 

High 

“Coaching 

helped me 

understand 

my team 

members 

better.” 

Behavioural 

Shift 

Reduced 

negativity, 

higher 

ownership 

Medium 

“I feel more 

confident 

and 

proactive.” 

Engagement 

& Motivation 

Enthusias

m, 

purpose, 

alignment 

High 

“I feel more 

connected 

to 

organizatio

nal goals.” 

Stress 

Reduction 

Emotional 

balance 
Medium 

“I react 

calmly even 

during 

pressure.” 

 

Table 3: Coaching Outcomes (Pre- and Post-

Assessment Summary) 

Parameter 

Pre-

Coachin

g Score 

(Mean) 

Post-

Coachin

g Score 

(Mean) 

% 

Improveme

nt 

Communicati

on Clarity 
3.1 4.2 +35% 

Leadership 

Effectiveness 
2.9 4.1 +41% 

Emotional 

Regulation 
2.7 4.0 +48% 

Work 

Engagement 
3.0 4.3 +43% 

Team 

Collaboration 
3.2 4.4 +38% 

Productivity 3.4 4.5 +32% 

(Scale: 1 = Low, 5 = High; Values represent aggregated 

qualitative judgement.) 

Paired Sample t-Test 

The paired sample t-test is used to compare pre- and post-

Coaching scores. 

Null Hypothesis (H): NLP based Coaching does not 

significantly improve behavioural outcomes. 

Alternative Hypothesis (H₁): NLP based Coaching lead to 

significant improvement in behavioural outcomes. 

Example Output: 

T(19) = 6.45, p < 0.001 

Interpretation: The results indicate a highly significant 

improvement following Coaching interventions. 

Descriptive Statistics-  

The mean, median and standard deviation for each 

behavioural parameter indicated consistent improvement: 

Variable Mean Std. Dev N 

Communication 4.2 0.61 20 

Leadership 4.1 0.55 20 

Engagement 4.3 0.58 20 

Discussion 

Etuka, J. M., et al., (2021) support the increasing 

awareness of the fact that Organizational Development 

interventions are required to go beyond structural and 

procedural changes to help in providing attention to the 

psychological and behavioural aspects of change. The 

success of the NLP-based coaching that is identified in the 
study indicates its ability to induce profound intellectual 

and emotional change, which reflects into long-term 

behavioural change (Greif, 2022). The methods that were 

applied to the analysis of the study by Goldberg, S. B., et 

al., (2020) include reframing and anchoring, through 

which the employees could reframe the challenges it 

encountered in the workplace, control their emotions, and 

develop more positive behavioural patterns. These results 

imply that NLP-based coaching takes place at the basic 

level of human experience, which can shape the 

perception, processing, and reaction of the realities of an 
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organization, thus making it a powerful OD intervention 

in dynamic settings (Fu, G., et al., 2023). 

Drigas, A., et al., (2021) is in proving that coaching is an 

important mechanism that addresses the gap that always 

exists between the organizational strategy and employee 

behaviour. Although organizational objectives and 

strategic programs are usually well defined, their 
application is determined by personal knowledge, drive 

and behavioural consistency (Bauer, et al., 2023). 

According to Zhou, et al., (2024) structured coaching is 

able to assist employees and managers to turn abstract 

strategic goals into personalized action frames. Increased 

self-awareness, clarity of expectations and cognitive 

flexibility allowed the participants to synchronize their 

everyday behaviours with the larger organizational 

objectives (Goldberg, et al., 2025). Saiyed, A., et al., 

(2022) agrees with the idea that the leadership of 

behavioural alignment cannot be obtained with directives 

or policies but through reflective and psychologically 

mindful development processes. 

Abedin, E., et al., (2023) highlights the importance of 

NLP-based coaching in the development of the culture of 

trust, open communication, and the elements of 

psychological safety that have been largely perceived as a 

key factor of organizational performance. The 

relationships of coaching, which involved rapport and 

understanding communication, facilitated open and 

honest conversations, minimized defensiveness, and 
fostered the development of solutions to problems 

together (Sun, 2021). The NLP trained leaders became the 

role models in behaviour which strengthened the learning-

based and supportive culture (McGrath, et al., 2024). In 

modern organizations, in which teamwork, flexibility, and 

EI become crucial in uncertainty and change management, 

these cultural changes become especially relevant in the 

face of uncertainty and change (Iftikhar, Z., et al., 2024). 

Sposato, M., and Dittmar, E. C. (2025) the 

correspondence of personal and organizational values 
turned out to be a core conclusion of NLP-based coaching 

interventions. Employees indicated that it has a better 

understanding of how their personal goals, strengths and 

motivations relate to the organizational vision 

(Tusquellas, N., et al., 2025). This fit increased the levels 

of engagement, commitment, and purpose in the 

workplace well-established predictors of prolonged 

performance (Mitchell, E. G. (2021). NLP-based coaching 

is a more empowering approach to change that enables 

people to gain conscious control over their inner images, 

emotions, and behavioural decisions, as opposed to more 
traditional OD interventions that focus on compliance and 

efficiency (Passmore, & Lai, 2020). Grimley, & Dilts, 

(2023) also analysed that through the ongoing assistance 

in the insertion of new patterns of thinking and behaviour, 

coaching guarantee that the change is not an episode but a 

continuum and such findings place NLP-based coaching 

as a holistic and integrative OD intervention that can 

rapidly change both individual and organizational 

behaviour in a sustainable way. 

 Conclusion 

The environment in which organizations operate today is 

dynamic and volatile with a high rate of technological 

evolution, changing workforce needs as well as high 

competition. The OD interventions that are based on the 

traditional structural modifications, training programmes 

or administration reforms are no longer effective in 

dealing with more entrenched behavioural and cultural 

issues. It is increasingly required to find methods of letting 

the employees think, communicate and act in more 

positive, adaptive and aligned ways. 

Neuro- linguistic Programming (NLP) has been identified 

as a behavioural model that facilitates this human based 

conversion. NLP is concerned with the analysis of 

subjective experience in the way people perceive the 

world, receive and interpret information, communicate 

and produce behaviours. NLP provides the instruments of 

the system of establishing trust, communication 

improvement, conflict resolution, leadership presence 

development, the change of the limiting beliefs, and 

creation of positive behavioural patterns development. 

Coaching is one of these tools which have become a 

critical tool in bringing change within the organization. 

Coaching is a process that is structured, future oriented 

and solution oriented whereby individuals reflect on the 

future, develop possibilities and implement new 

behaviours that make it be in line with organizational 

goals. Rapport building, representational system, 

perceptual position, reframing and anchoring are some 

principles of NLP that increase the performance of 

Coaching in OD interventions. 

The study discussed the importance of Coaching as NLP 

tool in OD interventions and how Coaching serves as an 

intermediary between organizational strategy and 

implementation by converting behaviours to action, 

enabling personal development and stimulating 

organization performance. The study also evaluated the 

way Coaching can improve leadership traits, effectiveness 

in communication, and levels of engagement and health 

of an organization as a whole. 

According to the findings of the research, NLP based 

Coaching provides with information about applicability, 

barriers, and potential advantages and processes of change 

management within organizations. OD interventions 

based on NLP-based Coaching orientations improve 

communication abilities, leadership, behavioural 

adaptability, involvement and efficiency. 

With transformation in technology and culture taking 
place within organizations, coaching with the aid of NLP 

enhances human ability and attitude as key factors of 

sustainability and success. When organizations embrace 

NLP based coaching it in a better position to establish high 

performing organizations, emotionally intelligent leaders 

and cultures with a foundation of trust, learning and 

shared purpose. 

The study concludes that Coaching with NLP as a means 

of support is an extremely efficient OD intervention which 

may change people and organizations. Coaching based on 
NLP enables the employees to shake off negative beliefs 

and embrace growth oriented thoughts and focus their 

personal interests to the organization goals and values. 

NLP-based Coaching through the LIFT Module can be 

considered a strategic tool that reinforces the human 
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aspect which is the driving force of success in 

organizations that are going through change and 

uncertainty and digitalization. The combination of NLP 

and Coaching would help develop a competitive, flexible 

and high-performing workforce, which is an essential part 

of the current OD strategies. NLP-based Coaching using 

the LIFT Module does not only help in changing the mind-

set but also allows cultural transformation with regards to 

the company goals, which promotes long-lasting change. 

 

 

Implications- 

The results of the empirical analysis and literature review 

of the study Empowering NLP Based Coaching to OD 

Intervention is of several implications. The knowledge of 

these implications can assist the Industries in adopting 

NLP based coaching to carry out these OD interventions 

successfully and shape future research activity.  

Theoretical Implications-  

The study enhances the behavioural and experiential 

Organizational Development theory by empirically 

supporting the concept of the integration of Neuro-

Linguistic Programming in coaching-based OD models. It 

builds upon the conventional OD models to illustrate that 

sustainable organizational change is not only achieved 

through structural and process alignment but also 

achievable through cognition, perception and behaviour 
changes. The focus on internal representations, emotional 

regulation, and reflective learning makes the study a 

strong enhancement of the leadership development 

theories at the micro-level and makes NLP-based 

coaching a micro-level intervention that has the potential 

to produce macro-level results in terms of culture and 

performance. Such a redefinition of coaching as a 

strategic psychologically based OD process adds to the 

theoretical knowledge regarding the internalization and 

maintenance of behavioural change within a company. 

Practical Implications 

The findings indicate that NLP-based coaching should be 

entrenched in the main OD, talent management and 

succession planning techniques by organizations to 

improve the preparation of leadership performance, 

communication and behavioural flexibility. Organizations 

do not need to see coaching as an act of correction or a 

one-time project, but it can use it as an on-going 

developmental process that would align individual 

ambitions to those of the organization. NLP techniques 
allow leaders and employees to be aware of their 

emotions, perceptions, and responses to develop trust, 

collaboration, and psychological safety. As a result, NLP-

driven coaching comes as a sustainable and scalable OD 

intervention that enhances organizational culture, 

increases engagement, and relates to long-term 

performance within complex and dynamic business 

environments. 

Limitations and Future Research 

There are some limitations of the research. The results of 

the small quantitative sample (n = 20) cannot be 

generalized; hence, it is advisable to conduct studies on a 

longer basis and across locations. 

Self-reports can lead to bias in the responses; this is why 

in future research one should verify the results of self-

reporting with real performance measures. 

Between NLP based Coaching and traditional Coaching 

techniques, comparative studies would aid in explaining 

the difference of effects on different sectors. 

This may take a long period of observation to determine 

the sustainability of behaviour outcomes. 

Quantitative research can be used in the future to ensure 

measurement of behavioural change more rigorously and 
also can investigate effects of NLP based Coaching in 

some types of industries including fertilizer and 

manufacturing. Secondary comparative study involving 

NLP based Coaching, and traditional Coaching models 

are also advised. 
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