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Unit Aims
This unit is about linking coaching and mentoring to strategic performance objectives, the impact of culture on coaching and mentoring and the impact of coaching and mentoring on culture.

Learning Outcomes


	Task 1 {guideline word count: 1,100-1,300 words}

Explain how organisational strategic performance objectives link to individual, team and departmental objectives. Identify these links explaining why alignment between them is important.
Apply relevant performance management theory to describe the relationship between individuals, team, and departmental development and the role of coaching and mentoring within the developmental process. Cite a practical example where coaching and mentoring can develop the performance of the individual, a team, and a department.
Develop a case supported by a cost and benefit analysis that demonstrates how coaching and mentoring can benefit and support the achievement of organsiational strategic performance objectives through individual, team and departmental performance. 


	1.1 Identify the links between individual, team and departmental performance objectives and organisational strategic performance objectives.

Examples of coaching and mentoring policies can also be found on the web and those produced by educational establishments and the public sector usually make excellent authentic resources. Such policies and procedures are useful in this context in that they often articulate the relationship to organisational performance/culture which supports many of the assessment criteria for this module. 
Usefully commencing with a definition of performance objectives as a component of strategic performance management and the linkages between individual, team and departmental objectives through to the wider vision and mission of the organisation, the learner may wish to engage with theoretical perspectives including but not limited to: 
• The Golden Thread principle 
• Approaches that inform the creation of performance objectives such as the use of critical success factors (CSFs), balanced scorecards, EFQM or others used within own organisation.







	1.2 Demonstrate how the relationship between individual, team and departmental performance development links to coaching. 


1.2 & 1.3 Readily co-joined with the narrative above as a sustained piece, once the relationship between individual performance and contribution to the achievement of team, departmental and organisational goals is established then, the rationale for coaching and mentoring as a performance improvement/development approach can be readily made. 








	
1.3 Demonstrate how the relationship between individual, team and departmental performance development links to mentoring. 

1.2 & 1.3 Readily co-joined with the narrative above as a sustained piece, once the relationship between individual performance and contribution to the achievement of team, departmental and organisational goals is established then, the rationale for coaching and mentoring as a performance improvement/development approach can be readily made. 











	1.4 Develop a case that coaching and mentoring can benefit organisational strategic performance objectives through individual, team and departmental performance development.

	It may be useful to outline some of the benefits of coaching and mentoring in supporting performance improvement/development and the achievement of objectives for individuals, teams and departments. Learners, where possible, should integrate the characteristics of their own organisation into this narrative in order to demonstrate the potential for coaching and mentoring to drive organisational performance and development in context. 
Areas that may be of relevance to consider here include (but are not confined to) the following: 
• Coaching and mentoring acts as an enabler at the individual level to create a sustained development opportunity for that individual. The potential value of this would be that the individual’s development could be more rounded, contextualised, personalised and, potentially better assimilated resulting in enhanced performance and development overall 
• Coaching and mentoring promotes communications, developmental, and cultural impacts resulting from collaboration, relationship building, trust, respect, support, formalising informal networks, disseminating good practice, connectivity etc 
• Coaching and mentoring allows more staff to become involved in leadership and organisational development (distributed leadership, distributed learning opportunities) 
• Coaching and mentoring leverages experience and knowledge; sharing personal and professional growth and development (both ways: mentor/coach and mentee/coachee). Assists organisations when preparing for succession. 
• Establishing the key principles of coaching i.e. awareness and responsibility, supports 


 
















	1.5 Conduct a cost/benefit analysis of a coaching and mentoring process to support achievement of organisational strategic performance objectives.

In constructing a cost and benefit analysis that demonstrates the achievement of organisational strategic performance indicators, Learners may or may not be able to access relevant specific financial information. If the latter is the case it would still be appropriate for the Learner to identify ‘areas’ of cost and benefit in order that this criteria might be addressed; some examples are listed below but, where possible, these should be linked to the Learner’s own organisational setting. 
Costs: 
• Staff time (coaches, mentors, coachees, mentees) including staff cover for coaching and mentoring activities and supervision of coaches and mentors; lost ‘opportunity cost’ e.g. loss of chargeable time whilst participating in coaching and mentoring activity 
• Cost of training, qualifications, accreditations 
• Administration and management time for the initiative 
• ‘Housekeeping’ items: stationery, accommodation etc 
• Cost of launching and publicising/communicating the initiative 
	Benefits: 
It should be borne in mind that, in actuality, establishing ‘impact’ and ‘effect’ is often a difficult causal link to demonstrate from a specific development activity, and Learners could consider how (ideally in their own organisational context), the value of coaching and mentoring would manifest in order that the ‘return on investment (ROI) or ‘return on expectations’ of the coaching and mentoring programme can be measured appropriately. 
An example of this could be that one of the objectives for a coaching programme might be to reduce a high turnover rate in the population of new managers. This would, in turn inform the measures/metrics that might be engaged as part of the review and evaluation process to identify impact/effect. 
Other examples of ways in which impact/effect might be demonstrated could include, but are not confined to: 
• Using a performance improvement cycle to demonstrate how issues have been addressed through coaching and mentoring 
• Through appraisal or supervision processes or other methods of performance review against a framework of objectives 
• By establishing a baseline measure for areas of organisational, team or individual performance that require improvement through coaching and mentoring; thus enabling changes to performance to be identified e.g. turnover levels in a department, levels of competence, absence levels.







	
3.1 Discuss the use of coaching to contribute towards performance management.

3.1 & 3.2 These criterion share many of the aspects covered in LO1 above. A specific recognition of the need to explicitly embed coaching and mentoring as part of the organisational architecture and strategies around performance management is relevant to these criteria. 

















	3.2 Discuss the use of mentoring to contribute towards performance management. 

3.1 & 3.2 These criterion share many of the aspects covered in LO1 above. A specific recognition of the need to explicitly embed coaching and mentoring as part of the organisational architecture and strategies around performance management is relevant to these criteria. 




















	
	







	Task 2 {guideline word count: 900-1,000 words }

Determine how organsiational culture can impact on coaching and mentoring.
Evaluate a range of cultural influences that may support and, also those that can inhibit the effectiveness of coaching and mentoring within an organisation. You should include at least four examples including some that support and some that inhibit both coaching and mentoring,

	2.1 Determine how organisational culture can impact on coaching 

2.1-2.6 This learning outcome would benefit from an introductory statement that defines what is meant by ‘organisational culture’ ideally, supporting this with references from recognised contributors to the body of knowledge that include (but are not limited to): Morgan, Schein, Handy, Huczynski and Buchanan, Hofstede, Johnson and Scholes and many others. A highly illustrative means of depicting organisational culture is to use the ‘cultural web’ model (Johnson and Scholes and others) and, Learners could consider using this to illustrate their own organisational culture and the influences within it. It would also add value to explore and juxtapose what is meant by the term ‘coaching culture’. Contributors here include: Clutterbuck and Megginson, Hardingham et al, and Caplan. 
The assessment criteria for LO2 are closely interrelated and can readily be covered through a narrative that considers aspects of organisational culture that will support or inhibit, thus impacting upon the efficacy of coaching and mentoring interventions. Learners should be careful to ‘separate’ out different impacts where relevant where these specifically relate to coaching OR mentoring, thus recognising the differences between them. 
Influences and aspects of culture that may be considered include: 
• Power structures and control systems 
• Organisational values, behaviours and norms 
• Management and leadership style 
• The extent that there is ‘buy in’ from senior management 
A worked example of an aspect of culture that could ‘inhibit’ might be the ‘style of leadership’ within the organisation. Thus, a highly autocratic, power centric (command and control) style will be less welcoming and supportive of coaching and mentoring due to the distributed leadership it encourages and the knowledge transfer that occurs (where this is perceived to dilute power). 






















	2.2 Determine how organisational culture can impact on mentoring















	2.3 Evaluate the current cultural influences that may inhibit coaching

















	2.4 Evaluate the current cultural influences that may inhibit mentoring



















	2.5 Evaluate the current cultural influences that may support coaching


	2.6 Evaluate the current cultural influences that may support mentoring


	Task 3 {guideline word count: 1,000-1,200 words}

Determine the need for board level endorsement of coaching and mentoring schemes. Illustrate your response with examples of what the outcome might be with, and without, board level support. 
Determine four ways in which coaching and mentoring can support a range of development issues. 
Describe using examples, four possible effects coaching and mentoring may have on organisational culture and evaluate the potential impact of these effects. 


	3.3 Determine the need for board level endorsement of coaching

3.3 & 3.4 As discovered as part of LO2 above, for coaching and mentoring to be most effective, they need to be embedded and aligned with the organisation’s culture, infrastructure, strategies and procedures. For this to happen it is imperative that coaching and mentoring is supported by the senior management team so that coaching and mentoring has ‘legitimacy’ and recognition within the organisation. This also has a practical dimension in terms of the resources and costs associated with it, and also, the ‘role modelling’ and cues given by senior management that supports integration with the organisation’s culture. 















	3.4 Determine the need for board level endorsement for mentoring  

3.3 & 3.4 As discovered as part of LO2 above, for coaching and mentoring to be most effective, they need to be embedded and aligned with the organisation’s culture, infrastructure, strategies and procedures. For this to happen it is imperative that coaching and mentoring is supported by the senior management team so that coaching and mentoring has ‘legitimacy’ and recognition within the organisation. This also has a practical dimension in terms of the resources and costs associated with it, and also, the ‘role modelling’ and cues given by senior management that supports integration with the organisation’s culture. 















	3.5 Determine how coaching can support a range of development issues

3.5 & 3.6 Linking to AC 3.1, 3.2, 3.3 & 3.4 and thus the content proposed above, a worked example could relate to: 
• Continuous Professional Development and the notion of the ‘learning organisation’. An appetite on the part of the individual and, institutionally, to create opportunities for lifelong learning and organisational development is well-served by the coaching and mentoring process due to its pervasive, embedded and enduring characteristics. An established coaching and mentoring culture can change the way the organisation provides development and how it addresses issues relating to development. 


















	3.6 Determine how mentoring can support a range of development issues

3.5 & 3.6 Linking to AC 3.1, 3.2, 3.3 & 3.4 and thus the content proposed above, a worked example could relate to: 
• Continuous Professional Development and the notion of the ‘learning organisation’. An appetite on the part of the individual and, institutionally, to create opportunities for lifelong learning and organisational development is well-served by the coaching and mentoring process due to its pervasive, embedded and enduring characteristics. An established coaching and mentoring culture can change the way the organisation provides development and how it addresses issues relating to development.
















	3.7 Evaluate the effect of coaching on organisational culture

3.7 & 3.8 These criteria are similarly linked to LO2 above but demonstrate the ‘reverse’ effect i.e. rather than organisational culture impacting and influencing on coaching and mentoring, how coaching and mentoring impact and influence the organisational culture. An example is illustrated as follows: 
• Silo’d working practices could be broken down through the use of coaching and mentoring due to the cross working and other practices it promotes such as communications, collaboration, relationship building, trust, respect, support, formalising informal networks, disseminating good practice, connectivity etc. 



















	3.8 Evaluate the effect of mentoring on organisational culture

3.7 & 3.8 These criteria are similarly linked to LO2 above but demonstrate the ‘reverse’ effect i.e. rather than organisational culture impacting and influencing on coaching and mentoring, how coaching and mentoring impact and influence the organisational culture. An example is illustrated as follows: 
• Silo’d working practices could be broken down through the use of coaching and mentoring due to the cross working and other practices it promotes such as communications, collaboration, relationship building, trust, respect, support, formalising informal networks, disseminating good practice, connectivity etc. 
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	Reflective Statement (Approx. 300 words)

	Reflective statements should be used to demonstrate to the person assessing your
assignment:

• What you have learned from completing the Unit
• How you will be able to use this new knowledge in the future

Although the content of your reflective statement will not be assessed, completing the
reflective statement is a mandatory part of your assignment and your assignment will not
pass unless you have completed the reflective statement.





















