04.11.14 d2

	Unit title
	Implementing Coaching and Mentoring

	Level
	5


	Credit value
	6

	Unit code
	5ICM

	Unit review date
	September 2019


Purpose and aim of unit
The purpose of this unit is to develop the learners’ understanding of both coaching and mentoring and of the potential value of both practices within organisations.  The unit will also provide opportunities for the learners to enhance their coaching and mentoring skills. The unit begins by exploring and differentiating between the concepts of coaching and mentoring.  The benefits for different stakeholders including the coach/coachee and mentor/mentee will be explored.  The unit goes on to look at different models of implementing coaching and mentoring in organisations, the role of line managers in both the practices and the factors that all need to consider before implementation.  The unit provides the learners with guidance on how they can support the implementation of coaching and mentoring activity in organisations.

This unit is suitable for persons who:

· are working in or are seeking to develop a career in L&D

· aim to further their understanding of coaching and mentoring and related concepts

· aim to develop their ability to introduce coaching and mentoring into an organisation and contribute to the development of a coaching and mentoring culture.

Learning outcomes

On successful completion of this unit, learners will:

1 Understand the nature, purpose and benefits of coaching and mentoring in organisations.

2 Understand the different ways coaching and mentoring can be implemented in organisations.

3 Be able to support the implementation of coaching and/or mentoring programmes within an organisation.

Guided learning hours
The notional learning hours for this unit are 60 in total. The guided learning hours would normally be considered to be 30, with an additional 30 hours of self-directed learning for reading and the preparation of assessment evidence.

Unit content

Indicative content is provided for each of the learning outcomes of the unit. The content is neither prescriptive nor exhaustive but should enable achievement of the learning outcomes.

1 Understand the nature, purpose and benefits of coaching and mentoring in organisations.

Concepts of coaching and mentoring: history; different definitions; theories and models;

directive and non-directive approaches. Similarities and differences: aims of intervention;

relationship between parties; locus of control/responsibility; styles of interaction;

frequency and types of meeting/interaction; formality/informality of process;

coach/mentor expertise; content of meetings/activities; examples of coaching and

mentoring techniques.

Benefits for different stakeholders: coach/mentee – work-related/performance benefits;

personal benefits; career benefits; direct learning and skills development; enhanced self-

management and learning skills; social/networking and building of contacts.

Coach/mentor – personal development; improved working relationships; performance

benefits; insights into work issues; partnership approaches to work.

Organisation – coaching practice directly linked to individual/team/organisational
objectives; impact on employee skills and knowledge base; impact on employee loyalty
and commitment; changing workplace cultures; role of coaching and mentoring in
bringing about and consolidating change; sharing and disseminating learning and
enhanced organisational knowledge.

2 Understand the different ways coaching and mentoring can be implemented in organisations.

Different types of coaching and mentoring: performance, executive, career, life, peer, line
manager coaching; traditional mentoring; on-line mentoring; peer/group mentoring. 

Role of line managers: advantages and disadvantages of line-manager as coach/mentor;
line-manager support needs; line manager capability requirements; the extent to which
managers adopt or are encouraged to adopt a coaching style; extent to which managers
identify and support staff development needs and career aspirations staff; conflicts of
interest, fairness and objectivity issues.

3 Be able to support the implementation of coaching and/or mentoring programmes within an organisation.

Factors to be considered when implementing coaching and/or mentoring: clear reasons
for implementation; alignment and potential fit with organisational values, objectives,
structure and culture; relation to/integration with wider learning and development (L&D)
strategy and existing L&D initiatives; roles and who will fill them, for example internal or
external coaches; degree of intervention required; role of HR; selection/allocation
processes and equal opportunities; issues of diversity in relation to coaching and
mentoring; financial implications; availability/development of support systems; 

Making recommendations and providing support: making recommendations based on an
assessment of the strengths and weaknesses of existing programmes; providing advice
and support on policy development; systems and processes and documentation; training
of coaches and mentors, implementation, monitoring and evaluation of coaching and
mentoring and measuring return on investment (ROI).

Unit assessment
To achieve this unit, the evidence the learner presents for assessment must demonstrate that they have met all the learning outcomes and assessment criteria.
	Learning outcomes

The learner will:
	Assessment criteria

The learner can:

	1 Understand the nature, purpose and benefits of coaching and mentoring in organisations.


	1.1 Differentiate between the concepts of

coaching and mentoring.

1.2 Assess the benefits of coaching and

       mentoring for different stakeholders in

       organisations.


	2 Understand the different ways

coaching and mentoring can be implemented in organisations


	2.1 Assess the different types of coaching

and mentoring that can be implemented within organisations.

2.2 Evaluate the role of line managers within

coaching and mentoring.



	3 Be able to support the

implementation of coaching and/or mentoring programmes within an organisation.


	3.1 Assess the factors which need to be

considered when implementing coaching and mentoring in organisations.

3.2 Make justified recommendations for how

coaching and mentoring activities could be developed and implemented.

3.3 Contribute to the development of

coaching and mentoring in an organisational context.



Learning resources for unit: 5ICM

This section provides suggestions for suitable resources for this unit. The list is indicative only and should not be considered as prescriptive or exhaustive. 

Essential reading

1 CONNOR, M.P. and POKORA, J.B. (2012) Coaching and mentoring at work. 2nd ed. Maidenhead: Open University Press. 

2 KNIGHTS, A. and POPPLETON, A. (2008) Developing coaching capability in organisations. London: Chartered Institute of Personnel and Development.

3 PELTIER, B. (2010) The psychology of executive coaching: theory and application. Hove: Routledge.

4 STEWART, J. and ROGERS, P. (eds) (2012) Developing People and Organisations. London: Chartered Institute of Personnel and Development. 

Key textbooks 

1 ANDERSON, V., RAYNER, C. and SCHYNS, B. (2009) Coaching at the sharp end: the role of line managers in coaching at work. London: Chartered Institute of Personnel and Development.

2 BLAKEY, J. and DAY, I. (2012) Challenging coaching. London: Nicholas Brealey Publishing. 

3 BLUCKERT, P. (2006) Psychological dimensions of executive coaching. Maidenhead: Open University Press.
4 COX, E. (2013) Coaching understood: a pragmatic enquiry into the coaching process. London: Sage Publications. 

5 CLUTTERBUCK, D. and MEGGINSON, D. (2005) Making coaching work: creating a coaching culture. London: Chartered Institute of Personnel and Development.
6 FLAHERTY, J. (2010) Coaching: evoking excellence in others. Oxford: Butterworth- Heinemann. 

7 KAY, D. and HINDS, R. (2012) A practical guide to mentoring. 5th ed. Oxford: How To Books. 

8 PARSLOE, E. and LEEDHAM, M. (2009) Coaching and mentoring: practical conversations to improve learning. 2nd ed. London: Kogan Page.

Key journals

1 Coaching at Work

2 Human Resource Development International

Available at www.cipd.co.uk/journals 
3 Human Resource Development Quarterly

Available at www.cipd.co.uk/journals 

4 Human Resource Development Review

5 International Journal of Training and Development

Available at www.cipd.co.uk/journals 
6 T+D

Available at: www.cipd.co.uk/journals 

7.   European Journal of Training and Development 
Online resources

1 CHARTERED INSTITUTE OF PERSONNEL AND DEVELOPMENT. (2012) Coaching and mentoring [online]. Factsheet. London: CIPD. 

Available at: www.cipd.co.uk/hr-resources/a-z
2 CHARTERED INSTITUTE OF PERSONNEL AND DEVELOPMENT. (2008) Coaching and buying coaching services [online]. 2nd ed. Guide. London: CIPD. 

Available at: www.cipd.co.uk/hr-resources/a-z
3 CHARTERED INSTITUTE OF PERSONNEL AND DEVELOPMENT. (2007) Coaching in organisations [online]. Research report. London: CIPD. 

Available at: www.cipd.co.uk/hr-resources/a-z
4 CHARTERED INSTITUTE OF PERSONNEL AND DEVELOPMENT. (2009) Taking the temperature of coaching [online]. Survey report. London: CIPD. 

Available at: www.cipd.co.uk/hr-resources/a-z
Websites

1 www.ahrd.org 

Website of the Academy of Human Resource Development

2 www.cipd.co.uk
Website of the Chartered Institute of Personnel and Development (CIPD)

3 www.emccouncil.org 

Website of the European Mentoring and Coaching Council 

4 www.ufhrd.co.uk 

Website of the University Forum for Human Resource Development

5.   www.associationforcoaching.com 

      Website of the Association for Coaching 
� Qualifications and Credit Framework (QCF) level 5, Comparable to QCF level 5 in England, Comparable to EQF level 5
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