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[bookmark: _Toc160805628]Introduction
DSW is your end-point assessment organisation for this apprenticeship. We have created this toolkit to help the apprentice, the apprenticeship training provider (ATP) and the employer to understand what is needed to successfully complete end-point assessment (EPA) for this apprenticeship standard.

All approved end-point assessment organisations must carry out EPA in line with the Coaching Professional Assessment Plan published by the Institute for Apprenticeships and Technical Education (IfATE). The Assessment Plan details the assessment methods used, the criteria to be assessed and the environment in which the assessments must take place. 

The requirements and content of this toolkit come directly from the Coaching Professional Assessment Plan. You can download a copy of this from the IfATE website:  https://www.instituteforapprenticeships.org 

[bookmark: _Toc141705653][bookmark: _Toc160805629]Gateway
[bookmark: _Hlk103090905]Apprentices must be on-programme for a minimum of 12 months before they come through gateway and enter the EPA phase of the apprenticeship. The apprentice, employer and training provider must agree that the apprentice is demonstrating competence against the standard's knowledge, skills, and behaviours (KSBs).

Once an apprentice is ‘gateway-ready’, the training provider must submit the following to DSW’s epaPRO portal for approval:
Gateway Declaration
Proof of Level 2 maths and English
Portfolio of evidence with completed referencing table 

More information on acceptable gateway evidence and the form to be submitted can be found on epaPRO under Support Materials > Gateway Documents. 

If any of these requirements are not met, gateway will not be approved.


[bookmark: _Toc160805630]End-Point Assessment Overview
The EPA will typically be completed over three months after the apprentice has met the EPA gateway requirements. 

The Coaching Professional EPA consists of three assessment methods which can be completed in any order: 

Observation with Questions and Answers (hereafter referred to as the Observation)
Interview supported by the Portfolio of Evidence (hereafter referred to as the Interview)
Knowledge Test

The Observation and Interview are assessed by individual pass and distinction criteria, as per the table below:

	Assessment Methods
	Pass Criteria
	Distinction Criteria

	Observation with Questions and Answers
	8
	5

	Interview supported by Portfolio of Evidence
	6
	3



There are an additional nine knowledge criteria which are mapped to the Knowledge Test.

The KSB Mapping document in Appendix I details which specific criteria must be met for each assessment method. 

[bookmark: _Toc121172775][bookmark: _Toc160805631]Planning Meeting
Following gateway approval, DSW’s Independent End-Point Assessor (IEPA) will make contact with the ATP to introduce themselves and arrange contact with the apprentice. The IEPA and apprentice will agree on the date(s) for the Observation and the Interview – this is typically agreed upon in an online planning meeting or via email. ATPs can also be involved in the booking process if requested. 

The Observations and Interview can occur on the same day, with the option to have a break in between. The apprentice can book their online Knowledge Test on a date of their choosing.

The assessor will then confirm these dates in epaPRO and book the meetings on the agreed upon video conferencing platform. 

[bookmark: _Toc160805632]Conditions for Assessment
All end-point assessments must be undertaken under examination conditions. It is essential that apprentices familiarise themselves with DSW’s Conditions for Live Assessment (available on epaPRO). The document sets out the mandatory requirements to ensure a secure and appropriate assessment environment, including apprentice ID requirements, panning of rooms and appropriate use of technology. 

Failure to comply with DSW’s Conditions for Live Assessment may result in delayed, cancelled or failed assessments.   
[bookmark: _Toc160805633]Observation with Questions and Answers (Q&A)
[bookmark: _Toc160805634]Format of the assessment
The apprentice is required to conduct two one-hour coaching sessions whilst being observed by the IEPA. The sessions must be delivered to different individuals and must be completed within one working day (typically 7.5 hours). It is recommended that the apprentice have a backup coachee available where possible in case of cancellation. 

Following the coaching sessions, the apprentice and IEPA will take part in a 20-minute Q&A where the IEPA will ask the apprentice a series of questions based on their observation of both sessions. 

Across the two coaching sessions, the apprentice should attempt to demonstrate all of the pass criteria assigned to this assessment method. They may also choose to attempt to meet the distinction criteria.  

The Observation is not a simulation, therefore staged activities should not take place. Apprentices should ensure that they have permission from their coachees for the IEPA to observe and record the session. 

Assessment environment
The coaching sessions can take place in any of the following environments:

Face-to-face in the apprentice’s workplace
Face-to-face in the coachee’s workplace 
Virtually, with both the apprentice and coachee fully visible throughout the session
Any other appropriate venue agreed upon in advance by DSW

The IEPA will join the coaching sessions remotely, using the video conferencing platform agreed upon during the EPA planning meeting. Employers and ATPs should contact DSW if they would like to arrange for the IEPA to be physically present during the sessions. 

For each coaching session, before the coachee arrives, the IEPA and apprentice will first join the call for a short ‘housekeeping’ session. This will include introductions, an overview of the assessment process and checks to ensure the conditions for assessment will be met (see ‘Conditions for Assessment’ in Appendix I). It is essential, for example, that the apprentice is in an appropriate environment and that they have their photographic ID with them.

Following the housekeeping activity, the apprentice will invite the coachee to join the session and brief introductions will be given. The IEPA will remind the apprentice and coachee that the session is being recorded before turning off their camera for the duration of the observation. 

During the coaching sessions, the IEPA will simply observe the apprentice; they will not question or interrupt them. Both the apprentice and coachee must be fully visible throughout the session.

The apprentice is permitted to take notes during the observation.
[bookmark: _Toc160805635]The Observation
The activity being observed during the observation must be the delivery of coaching sessions with an individual receiving the coaching. This must be two one-hour sessions with two different individuals receiving the coaching. The Observation with Q&A will be scheduled for a time when the apprentice will be in their normal place of work.   Video conferencing technology will be used to conduct the Observation and Q&A. 

The apprentice should plan to make each coaching session last the full 60 minutes, but will not be penalised if either session finishes early. If a session overruns, the IEPA will not assess anything beyond 66 minutes.

There are elements of some criteria which must be demonstrated in the Observation rather than the Q&A (e.g. use of coaching models). Apprentices should familiarise themselves with the criteria they must cover and keep these in mind during the coaching sessions. The KSB Mapping Document in Appendix I details which criteria can only be demonstrated in the Observation, and which elements may be questioned in the Q&A. 

The full coaching sessions must be recorded. For confidentiality reasons, the sessions must be set up as separate calls. You must capture the introduction and identification of the apprentice each time a new recording starts. 
 Whilst the apprentice is conducting the coaching sessions, the IEPA will mark them against the pass and distinction criteria assigned to this assessment method. They will be unobtrusive and not question or hinder them in any way. 
[bookmark: _Toc160805636]The Q&A
The Q&A between the apprentice and IEPA will take place after the final coaching session has been completed and will last for 20 minutes.  

A 10-minute break is allowed between the final observation and Q&A to allow time for the IEPA to finalise the questions to be asked in the Q&A. 

The Q&A will comprise a minimum of five questions. Up to two follow-up questions may be used per initial question for the apprentice to provide further clarification. The questions will be selected based on the following:

Any pass criteria not seen in the Observation 
Any distinction criteria not seen in the Observation
Validation of observed activities 

Example questions can be found in Appendix II.

DSW will issue the grade for this assessment within five working days of the Observation with Q&A. 

[bookmark: _Toc160805637]Assessment Method 2: Interview supported by Portfolio of Evidence 
[bookmark: _Toc160805638]Portfolio of Evidence
Whilst on-programme, the apprentice must compile a Portfolio of Evidence with examples of work they have completed throughout their apprenticeship. The Portfolio must be submitted at gateway and cannot be amended or added to once submitted. 

The Portfolio must contain evidence mapped to all of the pass descriptors which are assigned to this assessment method. In addition, the apprentice may also choose to map their evidence to the distinction descriptors. The Portfolio will typically contain a minimum of 10 and a maximum of 15 pieces of evidence. Each piece of evidence may map to more than one descriptor. A piece of evidence may be a single document, or it may be a folder containing several documents which link together (for example, an email trail with associated attachments or related documents). 

Portfolio evidence might include:

observation reports 
anonymised written examples of coaching sessions the apprentice has completed
feedback from managers, supervisors, or peers
emails between the coach and coachee
recordings or transcripts of coaching sessions. Video/audio extracts must be timestamped within the referencing table and be a typical maximum duration of 60 minutes. 

This is not a definitive list; other evidence sources are allowable. 

The Portfolio itself is not graded but is used to inform the questioning for the Interview. No feedback will be given to the apprentice ahead of the Interview.  

Reflective accounts and self-evaluation cannot be included as evidence, except in relation to pass criterion P14. However, apprentices are encouraged to include written narratives or case studies to describe work situations they have been involved in and provide context to their evidence. DSW provides a Context Statement template which may be used for this purpose.

More information on compiling a portfolio can be found in the Portfolio Requirements document, available on epaPRO.

The apprentice must submit the Portfolio Referencing Table (Appendix I) along with their Portfolio at gateway. The apprentice should map their evidence to specific criteria in column D. There is additional guidance within the Referencing Table to support the apprentice with their mapping. 

Appendix I of this toolkit provides a link to DSW’s Portfolio Requirements guide, which provides important information on how to structure, present and map Portfolio evidence. 
[bookmark: _Toc160805639]Interview 
A structured Interview will take place between the apprentice and the IEPA, testing the examples provided in the apprentice’s Portfolio of Evidence. 

The apprentice may bring notes and a copy of their Portfolio to the Interview for reference.  It is strongly recommended that apprentices review the content of the Portfolio before the Interview to make it easier for them to refer to it during the assessment.

The Interview must take place in a suitable environment, free from interruption. It will be delivered via an online video conferencing platform such as Webex or Zoom, as agreed between the apprentice and IEPA. It is strongly recommended that the platform is tested before the date of assessment to avoid technical problems and ensure familiarity. Employers and ATPs should contact DSW if they’d like to arrange for the Interview to take place face-to-face.  

Apprentices must refer to DSW’s Conditions for Live Assessment (see Appendix I) to ensure that they are fully compliant with the environmental and technical requirements for the assessment.

The Interview will last 60 minutes (+10% at the discretion of the IEPA to allow the apprentice to complete their last answer).  

The Assessor will ask nine open questions relating to evidence seen in the Portfolio. Up to two follow-up prompts per initial question may be asked where clarification is required. 

Example questions can be found in Appendix III.

Following the Interview, the IEPA will finalise their assessment decision and will issue the final grade and summative feedback to the ATP. This will be done via the assessment record and issued within five working days of the assessment date. 
[bookmark: _Toc160805640]Assessment Method 3: Knowledge Test
Apprentices will undertake a Knowledge Test which tests the nine knowledge criteria mapped to this assessment method.

The Knowledge Test will take place online and will be monitored by a remote invigilator.  Apprentices will have 90 minutes to complete the assessment.

The test will be made up of 40 multiple-choice questions as follows: 

30 multiple-choice questions that will have four possible answers, one of which will be correct
10 multiple-choice questions which will be based on two given scenarios; 5 questions will be asked per scenario which will still require the apprentice to select 1 option from a choice of 4.

The Knowledge Test will be delivered online using a web-based platform called QuestionMark. Apprentices will be provided with a user guide and login details when gateway has been approved. This will allow the apprentice to attempt the mock test and familiarise themselves with the platform. The apprentice is responsible for selecting the date of their live exam on the platform.

The Knowledge Test is closed book and will be conducted under examination conditions. 

Results will be available within five working days of the test.

As well as the online mock test, the apprentice may use the paper-based mock in Appendix I to prepare for the live test. This will need to be marked using the answer sheet provided.



























[bookmark: _Toc160805641]Grading 
[bookmark: _Toc160805642]Observation with Q&A
To achieve a pass for this assessment method the apprentice must meet all eight pass criteria. 
  
To achieve a distinction for this assessment method, in addition to the pass criteria the apprentice must meet all five distinction criteria. 
[bookmark: _Toc160805643]Portfolio-Based Interview 
To achieve a pass for this assessment method the apprentice must meet all six pass criteria. 
  
To achieve a distinction for this assessment method, in addition to the pass criteria the apprentice must meet all three distinction criteria. 
[bookmark: _Toc160805644]Knowledge Test
To achieve a pass for this assessment method, the apprentice must answer 26-34 questions correctly. 
  
To achieve a distinction for this assessment method, the apprentice must answer 35+ questions correctly. 

If the apprentice answers fewer than 26 questions correctly, this will result in a fail of the Knowledge Test. 
[bookmark: _Toc160805645]Overall Grading 
There are three levels of outcome for this standard: fail, pass and distinction. 

To achieve an overall pass for the apprenticeship, the apprentice must achieve a minimum grade of a pass in each assessment method. 

To achieve an overall distinction for the apprenticeship, the apprentice must receive a grade of distinction in all three assessment methods. 
















[bookmark: _Toc160805646]Re-sits and Re-takes 
Apprentices who fail one or more assessment methods will be offered the opportunity to take a re-sit or a re-take of the failed assessment. A re-sit does not require further learning, whereas a re-take does. 

If the apprentice fails the Observation, they will need to be observed carrying out two new coaching sessions and will be asked a different set of questions during the Q&A. 

If the apprentice fails the Knowledge Test, they will be given a different set of multiple-choice questions for the re-sit or re-take. 

If the apprentice fails the Interview, they will be given a different set of Interview questions for the re-sit or re-take. 

Any assessment method re-sit or re-take must be taken within three months of the fail notification, otherwise, the entire EPA must be taken again.

Re-sits and re-takes are not offered to apprentices wishing to move from a pass to distinction.

Where any assessment method must be re-sat or re-taken, the apprentice will be awarded a maximum EPA grade of pass, unless DSW determines there are exceptional circumstances requiring a re-sit or re-take.
































[bookmark: _Appendix_I_–][bookmark: _Toc160805647]Appendix I – Supporting Documents
	Document
	Description

	

	This document details which KSB statements are assessed by each assessment method and details the criteria which must be met for each.


	

	The apprentice must submit the Portfolio Referencing Table along with their portfolio at Gateway. The apprentice should map their evidence to the specific criteria it relates to.

	

	The apprentice can use the paper-based mock Knowledge Test to prepare for the live test. This test contains the same questions as the mock Knowledge Test available on QuestionMark.


	

	The apprentice/ATP can mark the mock Knowledge Test using this answer sheet.



Further guidance documents which you may find helpful are available to download from the Support Materials sections of epaPRO. These include:

Policies and Procedures
Conditions for Live Assessment
Templates – witness testimony, observation record, context statement etc.
Technical requirements for assessment and Zoom/WebEx/Teams user guides
epaPRO user guide 
DSW Portfolio Requirements
Appeals, Reasonable Adjustments, Special Considerations and Flexibilities Policy

[bookmark: _Appendix_II_–_1]Performance-based evidence may take the form of witness statements or observations from credible people, such as a line manager, which confirm that the account provided by the apprentice in the anecdotal evidence is accurate and consistent with their performance in that situation. 

[bookmark: _Appendix_II_–]














[bookmark: _Toc160805648]Appendix II – Mock Questions 
[bookmark: _Mock_Interview_Questions][bookmark: _Toc160805649]Mock Interview Questions 
In your coaching practice, how do you ensure cultural sensitivity and inclusivity when working with clients from diverse backgrounds? 
Describe a coaching relationship that required you to adapt your style or approach to meet the unique needs of the coachee. What strategies did you employ, and what were the results?
How do you maintain professional boundaries and ethical practices in your coaching relationships?

[bookmark: _Mock_Q&A_Questions][bookmark: _Toc160805650]Mock Q&A Questions 
 How did you handle any resistance or challenges that arose during the coaching session? 
 Describe a specific coaching model or technique you utilised during the session and explain its purpose and impact.
How did you establish rapport and build trust with the coachee during the coaching session?

































[bookmark: _Toc160805651]Appendix III – Toolkit Amendments
[bookmark: _Toc160805652]Version 1.2 – 28/02/2022
Amendment made to amplification for criteria Pass 11 in the mapping document and referencing table.
 
The below documents have been updated to reflect the changes above. The version numbers are 
the current ones for the documents embedded within version 1.2 of the Toolkit: 
KSB and Mapping Criteria V1.2
Portfolio Referencing Table V1.2

[bookmark: _Toc160805653]Version 2 – 06/04/2022
Updated mock test and answer sheet.

The below documents have been updated to reflect the changes above. The version numbers are 
the current ones for the documents embedded within version 2 of the Toolkit: 
Mock Knowledge Test V3.0
Mock Answer Sheet V3.0

Version 2.1 – 10/06/2022 

Updated mock test and answer sheet. 
 
The below documents have been updated to reflect the changes above. The version numbers are  
the current ones for the documents embedded within version 2.1 of the Toolkit:  
Mock 2 Knowledge Test V1  
Mock 2 Answer Sheet V1 
[bookmark: _Toc160805654]Version 2.2 – 26/10/2023
Questions asked during Q&A changed from 5 to ‘a minimum of 5’ to allow more flexibility to cover all areas required.
Clarified that the assessor will switch off their camera once introductions have been done during the Observation.
Amplification updated for clarity:
Amplification for all descriptors amended. We have updated the amplification to confirm exactly what will be covered in the observation vs the Q&A and to what level of detail. 
The amplification for this assessment method has been split into ‘During the observation’, ‘During the Q&A’ and ‘Points to consider’,
Minor wording changes throughout for clarity. For each descriptor, we have confirmed what is required to pass or what would constitute a fail, and what will be covered in the observation vs the Q&A. 
We have defined non-directive feedback for P6. 
P11: clarification on how apprentices with limited stakeholder interaction might approach this descriptor. 
Knowledge test: amplification for all descriptors amended. For every descriptor, we have specified which models are covered and to what level of detail. E.g., rather than ‘Kolb’ we have stated that apprentices should be able to identify each stage of Kolb’s Four-Stage Learning Cycle. 
The apprentice will not be penalised if the EPA period extends beyond three months.
New sample questions added.
New mock test and answer sheet added.

The below documents have been updated to reflect the changes above. The version numbers are the current ones for the documents embedded within version 2.1 of the Toolkit: 
KSB Mapping Document V2.0
Mock 3 Knowledge Test 
Mock 3 Answer Sheet
Portfolio Referencing Table V2

[bookmark: _Toc160805655]Version 2.3 – 20/11/2023
Branding has been updated to the most recent version (front and back page). No changes have been made to the content of this Toolkit. 

[bookmark: _Toc160805656]Version 2.4 – 02/04/2024
Updated mock test.
Question 7 replaced 
Question 11 reworded for clarity
Question 18 replaced
Question 29 replaced
Video/audio extracts within the portfolio must be a typical maximum duration of 60 minutes.
The Care Act 2014 replaces the Mental Health Act 1983 in the Knowledge Test.

The above changes are applicable to apprentices who come through gateway on or after 
12/07/2024. Apprentices who come through gateway before this date may also be assessed 
under this version if they will not be disadvantaged. This should be discussed with the IEPA during the planning meeting.

The below document has been updated to reflect the changes above. The version numbers are 
the current ones for the documents embedded within version 2.4 of the Toolkit: 
Mock Knowledge Test 3.1
KSB Mapping Document V2.1
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Coaching Professional KSB and Criteria Mapping V2.1

Table 1: Observation with questions and answers

Key terms

Applies: Puts into operation or use. Use relevant skills/knowledge/understanding appropriate to the context

Contrasts: Compares and identifies differences

Summarises: To sum up or to put things into your own words or to create an outline of the information discussed

Justifies: Presents a reasoned case for actions or decisions made

Uses: Apply the information provided or apply prior learning. To put into service or action. Employ for a given purpose



		KSB

		Criteria

		Amplification



		K12: The existence of a range of coaching models and techniques, and related psychological approaches, such as Whitmore’s GROW model, Kline’s Thinking Environment, Gestalt, neurolinguistic programming (NLP), cognitive behavioural coaching, positive psychology, metaphor, solutions-focussed coaching and skills and performance coaching. Methods of goal setting, such as SMART goals, alignment of personal and organisational goals, and aspirational/dream goals.

		P1: Applies a range of coaching models and techniques during the coaching sessions to bring about insight and learning.

		During the observations

The apprentice should demonstrate awareness of a range of coaching models/techniques (three in total over the course of the two observations, at least one model and one technique). These should match the needs of the coachee 

These must be demonstrated during the coaching sessions in order to pass

The apprentice’s questions and the tools/models/techniques should help the coachee generate new ideas or perspectives

The tools/models/techniques used must be different to those listed in descriptors P2-P8.

During the Q&A

The apprentice may be questioned about the specific models/techniques used and how they led to insight and learning.

Points to consider

Models provide the structure and guidance for the coaching process, while techniques are the practical methods and tools used within that framework to help clients achieve their objectives or skills.





		S12: Applies coaching theories, models and tools, techniques and ideas beyond the core communication skills in order to bring about insight and learning.

		

		







		S2: Working with those receiving coaching to set clear goals, including visualisation techniques, setting timescales, validating their achievability, recording outcome-focused, prioritised action plans and monitoring progress towards goals.

		P2: Work with a coachee to set clear goals, timescales and outcomes for the coaching session with plans on how they monitor progress towards goals.

		During the observations

Set clear and specific goals/outcomes for the session and future if applicable (a minimum of one per session)

Ensure goals/outcomes are realistic, achievable and outcome-focused

Specify appropriate timescales for future tasks/goals where appropriate

Discuss and agree on how progress will be measured.  

During the Q&A

Apprentices should explain how they set clear goals with the coachee and how progress will be monitored

Apprentices may be questioned on which approaches/models/techniques they used for goal setting and understand whether or not they were effective.

Points to consider

The apprentice may use questioning techniques and\or a model such as SMART to support the coachee in goal setting and progress monitoring

Ensure the coachee has clarity on session and future goals

Utilise various models, techniques and approaches from KSB S2 and beyond.



		S15: Demonstrates awareness of own values, beliefs and behaviours; recognises how these affect their practice and uses this self-awareness to manage their effectiveness in meeting the objectives of those receiving coaching and, where relevant, the sponsor.

		P3: Applies their own values, beliefs and behaviours, showing how these affect their coaching practice and when they use this to manage their effectiveness in meeting the coaching objectives of both the coachee and sponsor.

		During the observations

The apprentice’s own values, beliefs and behaviours must not diminish the effectiveness of the coaching session. Doing so will result in the failure of this criterion.

During the Q&A

The apprentice may be questioned on how their values, beliefs and behaviours influenced their practice  

The apprentice should reflect on instances during the sessions that challenged their beliefs or values. 

Points to consider

Complete demonstration of this criterion may not always be possible in the coaching sessions, but it should be evident that the apprentice is not inadvertently imposing their own values and beliefs on their coachees

Adherence to coaching core principles such as being non-judgmental and respecting the coachee’s preferences should be observed consistently

If the apprentice does not have a direct sponsor, they should consider the organisation instructing the coaching sessions as the sponsor and align their coaching practice with the sponsor’s objectives whenever possible. 



		S15: Demonstrates awareness of own values, beliefs and behaviours; recognises how these affect their practice and uses this self-awareness to manage their effectiveness in meeting the objectives of those receiving coaching and, where relevant, the sponsor.

		D1: Contrasts the two coaching sessions and analyses how their personal values may have affected the coachee in the achievement of their goals, and how they will use this knowledge to improve their delivery of coaching sessions in future.

		During the observations

This criterion can only be assessed during the Q&A.

During the Q&A

Questions will focus on how the apprentice managed their own personal values during the sessions and how this may inform future sessions.

Points to consider

The apprentice could critically examine each of the coaching sessions to evaluate the impact of their personal values on the coachee’s goal attainment, and use this insight to enhance future practice

The apprentice could contrast their findings and look for influences, patterns and/or differences etc to determine what key factors affected their practice and how they can use this information to improve the delivery of future coaching sessions. 



		S3: Communication, including (but not limited to) descriptions of the coaching process and roles and responsibilities (including those related to boundaries and confidentiality), and the benefits of coaching in relation to the context of those receiving coaching.

		P4: Summarises roles and responsibilities in the coaching process and the benefits to the individual.

		During the observations

Summarise roles and responsibilities in the coaching process/session where appropriate.

During the Q&A

The apprentice may be questioned about the approach used for summarising and the benefits to the coachee

If this is not covered in the observation, the apprentice must justify their approach and cover the value of summarising roles and responsibilities and the benefits to the individual.

Points to consider

The apprentice may need to remind and/or reinforce roles and responsibilities 

The apprentice may explain the benefits of coaching, such as improved thinking and performance, or the coachee’s ability to apply coaching approaches on themselves after the coaching concludes.  



		S6: Rapport/trust building and maintenance, including recognition of the personal values, emotional state(s) and response of those receiving coaching, validating their understanding of themselves and their circumstances, dealing with difficult coaching relationships and ensuring non-dependence on the coach.

		P5: Builds rapport/trust with the coachees, responding appropriately to the coachee’s personal preference, particularly where they bring a level of relational challenge including adapting style and methods throughout the coaching sessions while ensuring non-dependence.

		During the observations

Apprentice demonstrates rapport/trust with the coachee

Any behaviour causing bad rapport, mistrust or dependence will result in the failure of this criterion

Appropriately responds to the coachee’s personal preferences, especially when facing challenges, including adapting style and methods during the coaching session.

During the Q&A

The apprentice may be questioned on their methods of building rapport/trust with coachees

Addressing non-dependence may be covered during the Q&A if this could not be observed in either session through no fault of the apprentice

If there was no relational challenge during the sessions, the apprentice may be asked for an example of how they have dealt with relational challenges with past coachees.

Points to consider

Good relationship building evident

Coachee positively responds to the apprentice’s approach and style

The apprentice shows flexibility and adaptability during the session

The session is coachee-centred with the apprentice working in the moment with what arises

Roles are clear, with the coachee being responsible for the choices they make.   



		S11: Demonstrates emotional intelligence, including demonstrating empathy and genuine support for those receiving coaching ("unconditional positive regard"), and adapting language and behaviour in response to the whole person of those receiving coaching.



		

		



		B4: Is spontaneous, open and flexible, demonstrating respect and engendering trust.

		

		



		S7: Deliver feedback in a style that is useful, acceptable, non-judgmental and meaningful to those receiving coaching.

		P6: Delivers non-directive and non-judgmental feedback that is meaningful to those receiving the coaching.

		Non-directive feedback can be described as offering an observation and appropriate explanation without this coming in the form of a "you should" statement (or equivalent)

During the observations

Delivers non-directive and non-judgmental feedback

The feedback must be meaningful to those receiving the coaching.



The apprentice will fail if:

Only directive feedback is given

Feedback is not meaningful

Judgemental feedback is given.

During the Q&A

The assessor will address any instances of directive feedback. The apprentice must justify its use to pass

If no feedback is given, the apprentice must provide a justification.

Points to consider

The apprentice should understand where they fall on the spectrum of directive/non-directive feedback and where each is appropriate

Directive feedback guides the coachee to choose between options rather than directing them towards a specific outcome

Feedback is used appropriately and always in the coachee’s best interest

Coachees are encouraged to assess their own performance 

Focus is on behaviour and impact, not on the coachee’s character

Feedback relates to what was seen or heard e.g. patterns of behaviour

Feedback is given with care and attention so as not to break rapport

Feedback increases coachee’s self-awareness and/or enables them to rethink or refocus

The apprentice avoids imposing their own values and judgements in their feedback

Difficult responses to feedback are acknowledged and handled with care and attention

The apprentice seamlessly integrates feedback into the conversation, ensuring it feels natural and not forced.



		S7: Deliver feedback in a style that is useful, acceptable, non-judgmental and meaningful to those receiving coaching.

		D2: Uses intuition to deliver feedback in a non-directive and non-judgmental manner that enables new insight in those receiving coaching.

		During the Observations

Delivers non-directive and non-judgmental feedback

Feedback leads to new insights for the coachee.



The apprentice will fail if: 

Only directive feedback is given

Feedback is not meaningful

Judgemental feedback is given.



During the Q&A

Apprentices should be aware of how their intuition informed the delivery of feedback

How they ensured that their feedback was non-directive and non-judgmental

If no feedback is given, the apprentice must provide a justification

Apprentice should consider how their feedback enabled new insight for the coachee.

Points to consider

In addition to the example pass evidence, the apprentice listens between the lines and makes connections with what the coachee is saying or not saying. The apprentice is able to pick up verbal and non-verbal cues

Integrates information, identifies patterns and uses observations to provide feedback that enables new insights for the coachee. 



		S8: Identification of patterns of thinking and limiting/enabling beliefs and actions.



S9: Questioning techniques to raise the self-awareness of those receiving coaching, including asking open questions, broaching challenging subject areas (e.g. emotional state, characteristics of wider systems) and questioning untrue, limiting assumptions.

		P7: Uses appropriate questioning techniques to identify patterns of thinking and limiting/enabling beliefs and actions.

		During the Observations

Questioning techniques must be used across the two sessions – at least three in total 

Identifies patterns of thinking and limiting/enabling beliefs and actions through effective questioning.

During the Q&A

Apprentices may be questioned about the techniques used and their effectiveness

Apprentices should identify any thinking patterns or limiting beliefs observed during the sessions where appropriate.

Points to consider

Utilise active listening to determine the most appropriate questions for each moment in the conversation

Evidence of a range (at least three) of questioning techniques such as open questions, Socratic questioning, clarifying, hypothetical, challenging etc

The apprentice’s questions are based on real-time observations, not pre-planned

Questions challenge core beliefs, dysfunctional assumptions and/or negative automatic thought.



		

		

		



		S8: Identification of patterns of thinking and limiting/enabling beliefs and actions.



		D3: Justifies their questioning techniques when following up responses with additional prompts and questions to elicit additional insights from the coachee.



		This criterion can only be explored during the Q&A

Apprentices may be asked to explain their choice of questioning technique and the insights it provided.

Points to consider

The apprentice should provide an explanation for their chosen questioning approach.



		S9: Questioning techniques to raise the self-awareness of those receiving coaching, including asking open questions, broaching challenging subject areas (e.g. emotional state, characteristics of wider systems) and questioning untrue, limiting assumptions.

		D4: Uses advanced questioning techniques (such as open funnelling, framing and probing) when broaching challenging subject areas for example in relation to physiological and emotional state, to raise the self-awareness of those receiving coaching, enabling them to question views.

		During the Observations

Use of advanced questioning techniques (at least two across both sessions

Questions promote self-awareness in coachees, enabling them to question their ‘model of the world’.

During the Q&A

Apprentices may be asked to explain the reasoning behind their use of a specific questioning technique and how it enhanced the coachee’s self-awareness. 

Points to consider

Questions used when broaching more sensitive or challenging subject areas for the coachee

Can be covered in the Q&A if this could not be observed through no fault of the apprentice

Advanced questioning techniques encourage deeper thinking and responses from the coachee

Questions explore hypothetical scenarios, challenging limiting assumptions, increasing self-awareness and leading to shifts in perspectives

At least two advanced questioning techniques should be evidenced.  Questions should be purposeful and impactful, with sensitivity when addressing challenging topics

Questions facilitate the coachee in questioning and reevaluating their worldview or “model of the world”.





		S10: Uses several established tools and techniques to develop their own coherent model of coaching to help those receiving coaching work towards outcomes. Uses models and approaches from the context of those receiving coaching.



		P8: Applies coaching tools and models in their coaching session and justifies how their choices provide clear insight and learning to enable the individual to work towards agreed outcomes.

		During the Observations

Use of at least three types coaching tools, techniques, and models across the two sessions.

During the Q&A

The apprentice justifies how their choice of tools techniques, and models used, highlighting their role in providing clear insight and facilitating learning to enable the coachee to work towards agreed outcomes

Demonstrate understanding of the impact of the tools, techniques and models applied.

Points to consider

At least three tools, techniques, and models used that are selected based on the coachee’s needs and the context, providing a clear path towards achieving agreed outcomes

Explain how the chosen tools, techniques, and models will support the coachee in working towards their goals

Justify or explain the choice of tools, techniques, and models to encourage the coachee’s engagement.



		S10: Uses several established tools and techniques to develop their own coherent model of coaching to help those receiving coaching work towards outcomes. Uses models and approaches from the context of those receiving coaching.



		D5: Provides considered justification for why they used particular techniques for the two coaching sessions, and how other coaching tools and models would have provided different outcomes.

		During the Observations

This criterion can only be explored during the Q&A.

During the Q&A

The apprentice analyses their choice of techniques/tools/models within the coaching sessions and what impact different techniques could have had on the outcomes.





















Table 2: Interview supported by portfolio of evidence

Key terms

Describe: To give a detailed and structured account of the subject matter.

Explain: To clarify something by providing more detail where needed, or to describe the subject matter in using a different approach.

Evaluate: Use a transparent, consistent and structured approach to consider various features and aspects of the subject matter being reviewed. Provide a conclusion based on the various aspects of the subject matter which have been considered.





		KSB

		Criteria 

		Amplification



		K4 The importance of coaching contracting and recontracting, and models enabling its effectiveness.





		P9: Describes why coaching contracting and re-contracting is important and which models enable the effectiveness of this, and how evaluation is important in demonstrating return on investment and delivery of value.

		Apprentices should consider:

the importance of contracting/recontracting, thinking about the purpose and benefits of each. 

approaches that can be used within the contracting process to enable effectiveness. 

which models make this process work well, e.g. the employer’s own model for contracting, SMART for goal setting.

the role evaluation plays in demonstrating return on investment and delivery of value.

the importance and benefits of evaluation in demonstrating return on investment and delivery of value. 

the relationship between evaluation, and demonstrating return on investment /delivering value.

the importance and benefits of demonstrating return on investment and delivery of value.



		K9: Evaluation: theories of return on investment and delivery of value.

		

		



		K9: Evaluation: theories of return on investment and delivery of value.

		D6: Explains how they have contributed to organisational effectiveness and strategic aims through coaching others.

		Apprentices should consider:

how they have helped the organisation to (a) improve and achieve results, and (b) achieve its strategic/company goals through the coaching work they have done.

how they knew when they had achieved this.







		S1: Time management, including scheduling coaching sessions, and self-leadership to resolve conflicting priorities and ensure sufficient time for record keeping and other role activities.

		P10: Explain how they schedule coaching sessions to allow time to prepare mentally and maintain records of the session and to reduce conflicts with other activities of their role.

		Apprentices should consider:

how they manage their time to allow time for their role and any conflicting priorities.

time management principles.

mental preparation; being in an optimum state for coaching.

processes for scheduling coaching sessions to enable them to be in the best mental state for delivering coaching. 

management of time to schedule coaching sessions and allocate time for record-keeping, other elements of your role or any other conflicting priorities.

self-leadership to resolve conflicting priorities.

time management principles used. 



		S4: Contracting with all relevant stakeholders, including logistics, preferences of the coach and those receiving coaching, considerations of the system within which the coaching relationship sits, goal setting, outcome realisation and contract conclusion. This includes holding oneself to high ethical standards, particularly in the areas of confidentiality (including when maintaining coaching records) and management of boundaries (including their own competence and values, relevant codes of ethics, and relevant legislation, policies and procedures).

		P11: Explain how they work and contract with stakeholders to achieve agreed outcomes and act as an ambassador for the role, maintaining confidentiality and boundaries.

		Apprentices should consider:

contracting with all relevant stakeholders, including logistics, preferences of the apprentice and those receiving coaching.

considerations of the system within which the coaching relationship sits.

goal setting, outcome realisation and contract conclusion.

How to involve and manage multiple stakeholders in the coaching process.

the impact of this on agreeing and achieving outcomes.

how this impacts on maintaining confidentiality and boundaries.

barriers to effective contracting.

holding oneself to high ethical standards, particularly in the areas of confidentiality (including when maintaining coaching records).

acting as an ambassador/role model to represent coaching in a positive light with the aim of increasing awareness and/or promoting the benefits of coaching and/or demonstrating the high ethical standards of the profession.

stakeholder management theory including a range of challenging and senior people and focus on their agenda and outcomes throughout.

coaching competencies, relevant codes of ethics, and relevant legislation. 

management of boundaries within the above including their own competence and values, relevant codes of ethics, and relevant legislation, policies and procedures.

if the apprentice has limited stakeholder interaction, they should consider the broader stakeholder group, such as the HR department responsible for implementing coaching interventions. While the coachee may be the primary focus in a specific coaching relationship, the apprentice can refer to the coaching strategy of the organisation.



		S5: Stakeholder management, including a range of challenging and senior people, and focus on their agenda and outcomes throughout.

		

		



		B3: Act as an ambassador for a coaching mindset and positive approach to personal development.

		

		



		S4: Contracting with all relevant stakeholders, including logistics, preferences of the coach and those receiving coaching, considerations of the system within which the coaching relationship sits, goal setting, outcome realisation and contract conclusion. This includes holding oneself to high ethical standards, particularly in the areas of confidentiality (including when maintaining coaching records) and management of boundaries (including their own competence and values, relevant codes of ethics, and relevant legislation, policies and procedures).

		D7: Evaluates the systemic outcomes of the coaching session to ensure that it meets the desired outcomes of a range of stakeholders, including other members of the value chain they participate in, making recommendations to re-contract to focus sessions on meeting future desired outcomes.



		Apprentices should consider:

how outcomes of individual coaching sessions fit into the bigger picture and wider needs of the organisation.

processes and judgements about how to meet and balance a range of stakeholder and organisational needs and outcomes.

process used to determine when improvements could be made and when re-contracting is required.

managing any of the above when dealing with a range of challenging or senior people.

evaluation of the outcomes of coaching across a range of stakeholders.





		S5: Stakeholder management, including a range of challenging and senior people, and focus on their agenda and outcomes throughout.

		

		



		B3: Act as an ambassador for a coaching mindset and positive approach to personal development.

		D8: Evaluates approaches to personal development and the way that coaching has supported this.

		Apprentices should consider:

the different types of personal development approaches and benefits of each in different contexts

the role coaching plays within personal development

being an ambassador for having a positive approach to personal development and a coaching mindset



		S13: Identifies energy shifts within a coaching context, enabling these to be aired and addressed and managed.

		P12: Describe energy shifts in a coaching session and how they use their own behaviours and self-awareness to enable these to be addressed and managed.

		Apprentices should consider:

the types of energy shifts seen or heard during a coaching session in the coachee or yourself.

how to identify energy shifts. 

the purpose and benefits of addressing energy shifts.

how to address/approach/air and manage energy shifts with your coachee.

how to recognise/be self-aware and manage your own thoughts, feelings and behaviours in these situations.

how recognising/being self-aware and managing your own thoughts, feelings, beliefs and behaviours can support the management of the shifts in energy.



		B2: Self-awareness, including of their own behaviours, values, beliefs and attitudes, and attending to their own wellbeing, resilience and maintaining mental capacity.

		

		



		S14: Manages and celebrates diversity in their coaching practice, including demonstrating how diversity and inclusion informs their professional practice.

		P13: Explains how diversity and inclusion informs their practice by providing a considered justification for valuing the inherent diversity between them and their coachee.

		Apprentices should consider:

the different types of diversity and inclusion.

diversity and inclusion and the coaching relationship.

the importance and benefits of valuing diversity in a coaching context.

the impact this has on coaching practice.

how diversity and inclusion inform coaching practice.

managing and celebrating diversity and inclusion in your coaching practice.



		B1: Committed to self-development, including self-reflection, gathering information on the effectiveness of their own practice, producing personal development plans and receiving coach supervision.

		P14: Explains with examples how they perform reflection and research to determine the effectiveness of their own practice, producing personal development plans to maintain ongoing development in their role.

		Apprentices should consider:

methods and models of reflection and purpose and benefits of each.

principles of self-development including self-reflection. 

how to demonstrate commitment to self-development principles.

evaluation of practice.

how to gather information on the effectiveness of own practice.

description and/or models of personal development plans including purpose and benefits.

principles of assessing and managing ongoing development.

the role personal development planning plays within this.







Table 3: Knowledge Test

		Pass Criteria

		Pass Amplification



		K1: Theories of learning and reflective practice such as Kolb, Gibbs, Schon, etc., and basic schools of psychology and neuroscience, including linguistic interpretation and application.

		Kolb’s Four-Stage Learning Cycle. Apprentices should be able to identify each stage

Gibbs’ Reflective Cycle. Apprentices should be able to identify each stage

Schön’s model of reflection: apprentices should be able to identify each stage

Basic schools of psychology. Apprentices should be able to distinguish between Gestalt, Behaviourism, Humanism and Cognitivism and understand the basic definition of psychology as opposed to other disciplines

Neuroscience: basic definition

The above models may also be applied to scenario-based questions, e.g. identifying where someone is in a particular cycle/stage.



		K2: The theories of emotional and social intelligence, such as Goleman and Salovey & Mayer, and application of the theories to understanding self.

		Salovey & Mayer’s emotional intelligence theory. Apprentices should have a good understanding of this theory and be able to identify each branch. How they defined social intelligence   

Goleman’s Emotional Intelligence Framework. Apprentices should be able to identify each domain 

The above may be applied to scenario-based question.



		K3: Diversity and inclusion and bias theory, including personality type theories, such as preferences for introversion vs extroversion, integrity, ontology and human values and how they impact on behaviour and organisations. The theory of self-actualisation, such as Maslow’s Hierarchy of needs, motivational theory, Herzberg.

		The importance of diversity and inclusion in coaching. Diversity vs inclusion 

Jung – introversion vs extroversion. Identifying personality types.

Ontology and integrity – basic definitions

Bias theory. How unconscious bias can influence behaviour, strategies to combat unconscious bias 

Definitions of beauty bias, horns effect, selection bias, gender bias, halo effect, confirmation bias, expedience bias, substitution bias, and affinity bias

Personality type theory 

Maslow. Identifying each level of Maslow’s Hierarchy of Needs 

Herzberg. Good understanding of the two-factor motivation theory Identifying motivators 

The definition of integrity

The above may be applied to a scenario, e.g. identifying personality types, types of bias affecting situations, applying Maslow’s hierarchy



		K5: The theory of organisational culture (and values) and leadership styles, and the impact these can have on individuals and their behaviour.

		Schein - the theory of organisational culture (and values). Apprentices should understand what each level is, and which levels are more visible than others

Hershey & Blanchard's Situational Leadership Theory. Apprentices should be able to identify the different leadership styles outlined in this theory and be able to apply them to a scenario. 



		K6: Coaching theory, including maintaining good practice coaching protocols and a code of conduct within the coaching process (including "unconditional positive regard", non-judgmentalism and non-directiveness).

		Maintaining good practice. How the Association for Coaching defines maintaining good practice

Coaching protocols. The definition and purpose of coaching protocols 

Code of conduct within the coaching process. Knowledge of the key points of the EMCC global code of ethics 

Managing conflicts of interest

Unconditional positive regard. The definition and purpose of unconditional positive regard. Identifying this within a scenario 

Non-judgmentalism. Identifying a non-judgmental approach 

Non-directiveness. Identifying a directive and non-directive approach When a more directive approach might be appropriate.  



		K7: Methods of communication including verbal/non-verbal / building rapport/matching and mirroring. Listening skills, including levels of listening. Theories of relationship management, including transactional analysis, power dynamics, and stakeholder management theories.

		Verbal/non-verbal communication 

Building rapport – techniques and benefits. The definition of rapport 

Matching and mirroring. Apprentices should be able to define each and distinguish between the two. They should also know how matching can be used to build rapport. Definition of cross-over mirroring 

Listening skills. Understanding of active listening. Kline’s 10 components.

Transactional analysis. Definition of each ego state and optimal life positions 

Power dynamics 

Questioning techniques: understanding of open/closed questioning, rhetorical questions, funnelling, leading questions

Stakeholder management theory. Definition of stakeholders. Basic definition of stakeholder management theory. Where a Power Interest Grid might be useful. 



		K8: Theories of increasing self-awareness such as the Johari Window and the journey from unconscious incompetence to unconscious competence, and types of feedback.

		Johari Window. Identifying and defining each area. Application of this to a scenario

The journey from unconscious incompetence to unconscious competence. Definition of each stage

Types of feedback. Purpose and benefits of providing feedback.

Application of the above to a scenario.



		K10: The differences and similarities between coaching, mentoring, training, counselling and consulting.

		The differences and similarities between coaching, mentoring, training, counselling and consulting

The role of consultants, trainers, mentors, coaches and counsellors. Which situation is most appropriate for each and how each is defined

Definition and benefits of coaching (benefits to the coachee)

Application of the above to a scenario.



		K11: Relevant legislation (e.g. Data Protection Act, safeguarding) and coaching competencies and codes of ethics described by the main professional bodies.

		The basics of the Data Protection Act. How UK GDPR applies when using personal data, who it applies to, and when it applies. How long personal data can be held

Safeguarding legislation – when it should be considered in a coaching environment, and who it applies to. The aims of the Care Act 2014 in relation to safeguarding 

Coaching competencies. Identifying the four domains of the ICF Core Competencies 

Codes of ethics as described by the main professional bodies. The purpose of a code of ethics.
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Coaching Professional Portfolio Referencing Table V2.0

		Apprentice Name 

		 



		ULN

		 







		Pass Criteria 

		Distinction Criteria

		Evidence title and location



		P9 Describes why coaching contracting and re-contracting is important and which models enable the effectiveness of this, and how evaluation is important in demonstrating return on investment and delivery of value.

(K4, K9)

		D6 Explains how they have contributed to organisational effectiveness and strategic aims through coaching others.

(K9)

		



		

		

		



		P10 Explain how they schedule coaching sessions to allow time to prepare mentally and maintain records of the session and to reduce conflicts with other activities of their role.

(S1)

		

		



		P11 Explain how they work and contract with stakeholders to achieve agreed outcomes and act as an ambassador for the role, maintaining confidentiality and boundaries.

(S4, S5, B3)

		D7 Evaluates the systemic outcomes of the coaching session to ensure that it meets the desired outcomes of a range of stakeholders, including other members of the value chain they participate in, making recommendations to re-contract to focus sessions on meeting future desired outcomes. 

(S4, S5)

		



		

		

		



		

		D8 Evaluates approaches to personal development and the way that coaching has supported this.

(B3)

		



		P12 Describe energy shifts in a coaching session and how they use their own behaviours and self-awareness to enable these to be addressed and managed.

(S13, B2)

		

		



		

		

		



		P13 Explains how diversity and inclusion informs their practice by providing a considered justification for valuing the inherent diversity between them and their coachee.

(S14)

		

		



		P14 Explains with examples how they perform reflection and research to determine the effectiveness of their own practice, producing personal development plans to maintain ongoing development in their role.

(B1)
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Level 5 Coaching Professional Multiple-Choice Knowledge Test

(DSW-MockCPMKT-03)

Purpose of the Multiple-Choice Knowledge Test

The Coaching Professional end-point assessment consists of three components. One of these components is the Multiple-Choice Knowledge Test.



The Multiple-Choice Knowledge Test will assess your understanding of the following areas of the Coaching Professional standard:



K1: Theories of learning and reflective practice such as Kolb, Gibbs, Schön, etc., and basic schools of psychology and neuroscience, including linguistic interpretation and application.

K2: The theories of emotional and social intelligence, such as Goleman and Salovey & Mayer, and application of the theories to understanding self.

K3: Diversity and inclusion and bias theory, including personality type theories, such as preferences for introversion vs extroversion, integrity, ontology and human values and how they impact on behaviour and organisations. The theory of self-actualisation, such as Maslow’s Hierarchy of needs, motivational theory, Herzberg.

K5: The theory of organisational culture (and values) and leadership styles, and the impact these can have on individuals and their behaviour.

K6: Coaching theory, including maintaining good practice, coaching protocols and a code of conduct within the coaching process (including "unconditional positive regard", non-judgmentalism and non-directiveness).

K7: Methods of communication including verbal/non-verbal / building rapport/matching and mirroring. Listening skills, including levels of listening. Theories of relationship management, including transactional analysis, power dynamics, and stakeholder management theories.

K8: Theories of increasing self-awareness such as the Johari Window and the journey from unconscious incompetence to unconscious competence, and types of feedback.

K10: The differences and similarities between coaching, mentoring, training, counselling and consulting.

K11: Relevant legislation (e.g. Data Protection Act, safeguarding) and coaching competencies and codes of ethics described by the main professional bodies.



Format of the Multiple-Choice Knowledge Test

The Knowledge Test will last 90 minutes and consists of 40 questions. There are two short scenarios in the test, each of which has 5 questions. The remaining 30 questions are standalone. 



Each question has 4 possible options, 1 of which will be correct. Each question is worth 1 mark. 



In order to achieve a pass for this assessment method the apprentice must answer 26-34 questions correctly. 

  

In order to achieve a distinction for this assessment method the apprentice must answer 35-40 questions correctly.



If the apprentice answers fewer than 26 questions correctly this will result in a fail of the Knowledge Test. 



The Knowledge Test is closed book and must be taken under exam conditions.



[bookmark: _Toc70409148]QUESTIONS



		KSB

		Question number

		Question

		Options



		K1

		1

		At which stage of Kolb's Four Stage Learning Cycle should you try out what you have learned?

		a

		Active experimentation



		

		

		

		b

		Concrete experiencing



		

		

		

		c

		Reflective observation



		

		

		

		d

		Abstract conceptualisation



		K1

		2

		At which stage of Schön's model of reflection would reflection in action occur?

		a

		Whilst the situation is happening



		

		

		

		b

		After the situation has happened



		

		

		

		c

		Before the situation occurs



		

		

		

		d

		While the situation is being planned



		K1

		3

		What is the first stage of Gibbs’ reflective cycle?

		a

		Evaluation



		

		

		

		b

		Action plan



		

		

		

		c

		Description



		

		

		

		d

		Analysis



		K1

		4

		Which of the following describes Gestalt psychology?

		a

		It sees the mind as a whole rather than as several parts



		

		

		

		b

		It seeks to compartmentalise thoughts and feelings to facilitate understanding



		

		

		

		c

		It focuses on how past events and experiences shape an individual's behaviours



		

		

		

		d

		It sees spontaneity and creativity as obstacles to objective decision-making



		K2

		5

		There are four branches to Salovey & Mayer's model of emotional intelligence. Perception, Understanding, Management/Regulation, and:

		a

		Social Awareness



		

		

		

		b

		Conclusion



		

		

		

		c

		Facilitation



		

		

		

		d

		Reflective Observation



		K2

		6

		According to Salovey & Mayer, which of the following is an indicator of social intelligence?

		a

		Ability to control the emotions of others



		

		

		

		b

		Ability to suppress emotions



		

		

		

		c

		Ability to use emotions in a way that facilitates thought



		

		

		

		d

		Ability to turn a conversation towards self



		K2

		7

		Which of the following is a defined domain of Goleman’s Emotional Intelligence Framework?

		a

		Physical intelligence



		

		

		

		b

		Interpersonal skills



		

		

		

		c

		Social competence



		

		

		

		d

		Relationship management



		K3

		8

		The highest level of needs in Maslow's Hierarchy is:

		a

		safety



		

		

		

		b

		physiological



		

		

		

		c

		esteem



		

		

		

		d

		self-actualisation



		K3

		9

		The need for achievement, power, and affiliation are part of whose motivational theory?

		a

		Herzberg



		

		

		

		b

		McClelland



		

		

		

		c

		Vroom



		

		

		

		d

		McGregor









		K3

		10

		According to Carl Jung, what are the two major attitudes that affect psychological functions?

		a

		Pessimism and optimism



		

		

		

		b

		Introversion and extroversion



		

		

		

		c

		Logic and emotion



		

		

		

		d

		Aggression and passivity



		K5

		11

		The three levels of Schein’s model of organisational culture are underlying beliefs, espoused values, and:

		a

		artifacts



		

		

		

		c

		opportunities



		

		

		

		d

		context



		

		

		

		d

		power distance



		K5

		12

		According to Hershey & Blanchard's Situational Leadership Theory, which of the following leadership styles is low in support and high in directive behaviour?

		a

		Delegating



		

		

		

		b

		Participating



		

		

		

		c

		Telling



		

		

		

		d

		Selling



		K6

		13

		Which of the following is an example of a directive approach?

		a

		Listening to understand



		

		

		

		b

		Asking leading questions



		

		

		

		c

		Summarising



		

		

		

		d

		Controlling own thoughts



		K6

		14

		In coaching, 'good practice' includes:

		a

		achieving specific goals and outcomes for the client



		

		

		

		b

		adhering to ethical standards and professional guidelines



		

		

		

		c

		focusing solely on the coach's agenda and objectives



		

		

		

		d

		avoiding challenging and difficult conversations with the client



		K6

		15

		Which of the following describes how using coaching protocols can benefit a coach?

		a

		They direct a conversation and challenge a coachee



		

		

		

		b

		They establish a power dynamic between the coach and the client



		

		

		

		c

		They eliminate the need for goal setting



		

		

		

		d

		They give structure and framework to conversations



		K6

		16

		What is the primary benefit of a coach exhibiting unconditional positive regard?

		a

		It helps the coach to show complete support and acceptance of the coachee no matter what they say or do



		

		

		

		b

		It helps the coach identify how to support the coachee with a problem or goal



		

		

		

		c

		It helps the coach show genuine concern for the coachee's problems



		

		

		

		d

		It helps the coach to show that they understand what the coachee is feeling



		K6

		17

		What should a coach do if a conflict of interest arises that cannot be managed effectively?

		a

		Disclose the conflict of interest to the client and continue coaching



		

		

		

		b

		Withdraw from the relationship



		

		

		

		c

		Limit interaction with the coachee



		

		

		

		d

		Complete the contracted sessions as normal



		K7

		18

		Who developed the concept of Transactional Analysis?

		a

		Eric Berne



		

		

		

		b

		Nancy Kline



		

		

		

		c

		Daniel Goleman



		

		

		

		d

		Edgar Schein









		K7

		19

		What questioning technique could you use to find out increasing details of a coachee’s career goals?

		a

		Leading



		

		

		

		b

		Closed



		

		

		

		c

		Rhetorical 



		

		

		

		d

		Funnelling



		K7

		20

		Selective listening is characterised by: 

		a

		listening only to the parts that align with one’s own beliefs or interests



		

		

		

		b

		listening without any specific goal or agenda



		

		

		

		c

		paying full attention to the speaker and understanding their message



		

		

		

		d

		understanding and sharing the speaker's feelings



		K7

		21

		In coaching, what does 'matching and mirroring' refer to?

		a

		Understanding what the coachee is communicating and responding thoughtfully



		

		

		

		b

		Deliberately displaying behaviours that are different from those of the coachee



		

		

		

		c

		Aligning your behaviours with those of the coachee



		

		

		

		d

		Ensuring the language used by the coach is similar to that of the coachee's line manager



		K8

		22

		Being aware of a skill deficiency is known as:

		a

		unconscious incompetence



		

		

		

		b

		unconscious competence



		

		

		

		c

		conscious competence



		

		

		

		d

		conscious incompetence



		K8

		23

		The Johari Window consists of how many sections?

		a

		Two



		

		

		

		b

		Three



		

		

		

		c

		Four



		

		

		

		d

		Five



		K8

		24

		Using the Johari Window, you help the coachee to identify their ‘blind spot’. The 'blind spot' refers to:

		a

		actions that are known to others, but the individual is not aware of them



		

		

		

		b

		actions that are unknown to the individual and to others



		

		

		

		c

		actions that are known to the individual, but not known to anyone else



		

		

		

		d

		actions that are known to the individual and those around them



		K10

		25

		Which of the following best describes training?

		a

		A process by which a colleague gives advice and acts as a role model



		

		

		

		b

		A process to help an individual learn rather than to teach them



		

		

		

		c

		A process to support individuals looking for advice and guidance on their personal problems



		

		

		

		d

		A process of gaining knowledge, skills or abilities by study, experience, or teaching
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		Which of the following would be the most appropriate to address emotional and psychological issues?

		a

		Mentoring



		

		

		

		b

		Consulting



		

		

		

		c

		Counselling



		

		

		

		d

		Training
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		What are the similarities between consulting and coaching?

		a

		Both methods are based on telling and giving an answer to identify solutions



		

		

		

		b

		Both methods require professional or expert advice in a particular field 



		

		

		

		c

		Both methods can be used to help people to solve a specific problem



		

		

		

		d

		Both methods involve giving advice
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		According to the principles of UK GDPR, personal data held about the data subject must be:

		a

		kept for no longer than is necessary



		

		

		

		b

		kept for no longer than 10 years



		

		

		

		c

		automatically shared with the data subject



		

		

		

		d

		reviewed annually by the Data Protection Officer
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		Which of the following describes a key role of a coach in relation to safeguarding?



		a

		Providing medical assistance to coachees in need



		

		

		

		b

		Reporting concerns about abuse or neglect involving the coachee to the appropriate parties



		

		

		

		c

		Arranging financial support for vulnerable coachees



		

		

		

		d

		Conducting background checks on coachees
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		The ICF Core Competencies are organised into four domains. These are Foundation, Co-Creating the Relationship, Communicating Effectively and:

		a

		Growing and Changing



		

		

		

		b

		Listening



		

		

		

		c

		Cultivating Learning and Growth



		

		

		

		d

		Facilitating Insight







SCENARIO 1

You are a coach working on a new in-house coaching programme as part of your organisation’s succession plan. The coaching programme aims to identify talent and facilitate coaching to enable coachees to achieve their career goals.

You have been allocated a coachee, Juliet, who has applied for a new role with another internal department to grow personally while staying within the business.

Juliet was unsure about applying for the new role. She feels safe in her current role but is also interested in the potential of the new opportunity. 

After a number of sessions, you find that Juliet still is struggling to make a decision. 
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		You decide to use transactional analysis to explore current thinking. Which of the following life positions is optimal? 

		a

		I'm not ok, you're not ok



		

		

		

		b

		I'm not ok, you're ok



		

		

		

		c

		I'm ok, you're not ok



		

		

		

		d

		I'm ok, you're ok
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		Why might it be appropriate to use a more directive approach with Juliet?

		a

		Because she is unable to make a decision



		

		

		

		b

		Because you can clearly see the best option for her



		

		

		

		c

		Because you want to help her



		

		

		

		d

		So you can complete the coaching sessions
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		What stakeholder management tool would help Juliet identify the key stakeholders in her career plans?

		a

		Johari Window



		

		

		

		b

		Power Interest Grid



		

		

		

		c

		Eisenhower Matrix



		

		

		

		d

		Myers-Briggs 
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		You notice that Juliet has a tendency to interpret new evidence as evidence of her existing beliefs. This is commonly known as:

		a

		expedience bias



		

		

		

		b

		confirmation bias



		

		

		

		c

		substitution bias



		

		

		

		d

		affinity bias



		K3

		35

		Juliet tells you that salary increases do not motivate her. According to Herzberg, salary is:

		a

		a motivating factor



		

		

		

		b

		a hygiene factor



		

		

		

		c

		an intrinsic factor



		

		

		

		d

		a detracting factor







SCENARIO 2

You are coaching Rob, who hasn’t been performing very well at work recently.  He tells you he doesn’t see the point of putting any effort into his job as he gets the same pay regardless. He is fairly satisfied at work, as working conditions are good. However, he says he never gets any recognition, and he is never given any responsibility even though he feels he is good at his job.

He is quiet and reserved in larger groups, likes his privacy, and prefers to be by himself or in small groups of people. As a result of this, he feels like there is no point in putting himself forward for promotion as he wouldn’t get it. He tells you that the last person who was promoted, Monika, only got the job because she was a bubbly, popular person who had excellent customer service, but very little knowledge.
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		You don’t agree with Rob’s approach to the situation. Which of the following approaches most closely aligns with unconditional positive regard?

		a

		Accept everything the coachee has done



		

		

		

		b

		Put judgement aside



		

		

		

		c

		Ask Rob to reflect on his approach



		

		

		

		d

		Use positive body language
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		According to Herzberg, Rob is most likely which of the following? 

		a

		Not dissatisfied; not motivated



		

		

		

		b

		Dissatisfied; motivated



		

		

		

		c

		Dissatisfied; not motivated



		

		

		

		d

		Not dissatisfied; motivated
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		Going by Rob’s description, which type of unconscious bias could have influenced Monika’s promotion?

		a

		Beauty bias



		

		

		

		b

		Horns effect



		

		

		

		c

		Gender bias



		

		

		

		d

		Halo effect
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		According to Maslow, which level of unmet needs may be having an impact on Rob's performance?

		a

		Love and belonging



		

		

		

		b

		Esteem



		

		

		

		c

		Safety and security



		

		

		

		d

		Physiological
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		Which personality type is Rob displaying?

		a

		Intuition



		

		

		

		b

		Adaptation



		

		

		

		c

		Extroversion



		

		

		

		d

		Introversion 





------------------------------------------------------------------------------------------------------------------------------

End of Test
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Level 5 Coaching Professional Multiple-Choice Examination Answer Sheet (DSW-MockCPMKT-03)

		Question

		Answer

		KSB 



		1

		A

		

K1



		2

		A

		



		3

		C

		



		4

		A

		



		5

		C

		

K2



		6

		C

		



		7

		D

		



		8

		D
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		9

		B

		



		10

		B

		



		11

		A
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		12

		C

		



		13

		B

		





K6



		14

		B

		



		15

		D

		



		16

		A

		



		17

		B

		



		18

		A
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		19

		D

		



		20

		A

		



		21

		C

		



		22

		D

		K8



		23

		C

		



		24

		A

		



		25

		D

		K10



		26

		C

		



		27

		C

		



		28

		A

		K11



		29

		B

		



		30

		C

		



		31

		D

		K7



		32

		A

		K6



		33

		B

		K7



		34

		B

		K3



		35

		B

		K3



		36

		B

		K6



		37

		A

		K3



		38

		D

		K3



		39

		B

		K3



		40

		D

		K3
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