

         								

RECOGNITION OF PRIOR EXPERIENTIAL LEARNING (RPEL) APPLICATION FORM 

This form must be completed where an individual wishes to claim credit for experiential learning and should be completed in consultation with the Academic Mentor or Recognition and Accreditation of Learning (RAL) Adviser.


	1. APPLICANT DETAILS

	Name:

	Caroline Assalian

	Student number (if applicable):

	2240987

	Address:
	12 chemin de Brisach
Lorraine, Quebec
Canada
J6Z 4W2


	Telephone number:

	1-514-709-1598

	E-mail address:

	cassalian26@gmail.com

2240987@student.uwtsd.ac.uk


	Programme of study applied for OR registered (if current student):

	MA Coaching and Mentoring



	Level of study of entry (if not a current student):

	Level 7

	Award title (e.g. BA, Diploma):

	MA

	Institute/Academic Discipline/Centre:

	Institute of Management and Health


	Campus:

	Carmarthen

	Employer details (for Apprentices only):

	Not applicable






	2.  ACADEMIC MENTOR / RAL ADVISER

	Name:

Sarah Loxdale

	Professional Practice Framework

Institute of Management and Health


	Designation:          RAL ADVISER








	3. DETAILS OF EXPERIENTIAL LEARNING FOR WHICH CREDIT IS CLAIMED 
(the text box below is expandable)

	Total number and level of credits of experiential learning claimed (e.g. 120 credits at Level 4 and 60 credits at Level 5):
	
	Portfolio of evidence submitted (please tick):
	

	Details of module code(s) and title(s) (if applicable):
	
	RAL Module successfully completed (if applicable) (please tick):
	

	Total fee payable (at £5 per credit awarded) (if applicable):
	
	Confirm payment has been made (if applicable) (please tick):
	

	
I seek to earn Level 7 academic credits for the experiential learning acquired by undertaking the Professional Practice – Recognition and Accreditation of Learning (RAL) module.

I have substantiated my learning in the following critical areas:

Learning Area 1: Research, design and evaluate coaching effectiveness within an organization through the use of coaching principles. (60 credits) 
Learning Outcomes
1. Research and evaluate a methodology that supports the coaching principle that coaching interventions can be measured.
2. Design and develop a bespoke coaching evaluation program informed by the principle that the methodology to assess coaching effectiveness can be adapted to meet the customized needs of an organization. 
3. Critically evaluate and quantify the effectiveness of coaching interventions within an organization based on the principle that coaching programs can produce quantifiable outcomes.
4. Critically review and apply the use of the coach-coachee relationship and boundaries as coaching principles to support the development of people within an organization.
I led the development and implementation of a comprehensive methodology to research, design, and evaluate coaching effectiveness within an organization, focusing on quantifying the impact of leadership development and coaching programs. In collaboration with the premiere client, I designed and executed a return on investment (ROI) pilot aimed at measuring the effectiveness of their flagship Foundations programs, which included coaching interventions. These programs encompassed multiple tiers for subject matter experts and people leaders across nine distinct groups. Additionally, I provided internal coaching for the company that contracted me, emphasizing the critical aspects of the coach-coachee relationship. This learning area solidified my expertise in evaluating coaching effectiveness.
Summary of Learning Acquired and Its Impact on My Coaching Practice Pertaining to the Learning Outcomes.
1. Research and evaluate a methodology that supports the coaching principle that coaching interventions can be measured
During my journey to research and evaluate a methodology that supports the principle that coaching interventions can be measured, I acquired significant experiential learning that has profoundly impacted my coaching practice. My coach training programs, in pursuit of my Certified Business Coach™ (CBCTM) and Certified Master Business Coach™ (CMBCTM) designations, provided a robust academic foundation in the Kirkpatrick model (1977) and Jack J. Phillips' ROI methodology (2007). This foundation was essential when I collaborated with Learn2’s premiere client to design and implement a framework to measure the effectiveness of their leadership development programs, including coaching interventions. Through this experience, I honed my ability to critically analyze and apply theoretical knowledge to practical scenarios, thereby enhancing my capability to quantify coaching effectiveness. This process not only reinforced my commitment to demonstrating the value of coaching through measurable outcomes but also highlighted the importance of integrating coaching principles into organizational strategies to achieve tangible results. This learning outcome has solidified my expertise in evaluating coaching effectiveness, ensuring that my coaching interventions are both impactful and evidence based.
2. Design and develop a bespoke coaching evaluation program informed by the principle that the methodology to assess coaching effectiveness can be adapted to meet the customized needs of an organization. 
Through the design and development of a bespoke coaching evaluation program, I learned the critical importance of adapting coaching effectiveness methodologies to meet the unique needs of an organization. Drawing from the Kirkpatrick model (1977) and Jack J. Phillips' ROI methodology (2007), I successfully created a framework tailored to evaluate the effectiveness of leadership development and coaching programs for Learn2's premiere client. This involved isolating and measuring the specific impact of coaching, adapting evaluation processes, and managing complexities such as participant engagement and project timelines. The experience honed my ability to critically analyze and apply theoretical knowledge to practical scenarios, ensuring the methodology was both comprehensive and flexible. My efforts not only demonstrated the measurable value of coaching interventions but also highlighted the significance of continuous adaptation and collaboration in achieving successful outcomes. This learning outcome has profoundly impacted my coaching practice, equipping me with the expertise to design and implement customized coaching evaluation programs that align with organizational goals and drive tangible results.
3. Critically evaluate and quantify the effectiveness of coaching interventions within an organization based on the principle that coaching programs can produce quantifiable outcomes.
In critically evaluating and quantifying the effectiveness of coaching interventions within an organization, I have undergone a profound learning process that has significantly impacted my coaching practice. By developing and implementing a comprehensive evaluation framework, I was able to isolate and measure the impact of learning programs as well as coaching interventions on organizational outcomes, affirming that coaching can yield substantial ROI. This approach enabled me to assess and compare the quantifiable outcomes of coaching against other learning interventions. Through this experience, I enhanced my ability to apply theoretical knowledge to real-life contexts, thereby improving my effectiveness as a business coach. The findings underscored the value of coaching interventions, validating their importance within organizational settings. Critically reflecting and analyzing this learning outcome has deepened my understanding of the measurable impact of coaching and emphasized the necessity of data-driven approaches in my practice. This learning outcome has strengthened my expertise in evaluating and quantifying coaching effectiveness, ensuring that my impact with coachees is both impactful and evidence-based.
4. Critically review and apply the use of the coach-coachee relationship and boundaries as coaching principles to support the development of people within an organization.
In critically reviewing and applying coaching principles to support the development of individuals within an organization, I have significantly advanced my understanding and practice of coaching. I have learned the critical importance of the coach-coachee relationship and the establishment of boundaries. Initially, I overestimated my ability to connect with coachees and underestimated the complexity of cultivating a meaningful coaching relationship. Through self-reflection, I recognized that my focus needed to shift from demonstrating my value to being fully present and attentive to the coachee. This shift improved the quality of my coaching relationships and outcomes. Furthermore, my understanding of boundaries evolved as I encountered situations that tested my limits. I learned that boundaries are essential not only for protecting the coach and coachee but also for ensuring effective and ethical coaching. This learning outcome has significantly enhanced my capacity to critically apply coaching principles within an organizational context, ensuring that my interventions are both supportive and effective. This journey has deepened my commitment to maintaining professional boundaries and focusing on the needs of the coachee, thereby reinforcing the value of coaching in organizational development.
Learning Area 2: Research, analyze and assess coaching effectiveness at navigating the complexities of the phase that is known as the “messy middle” in relation to performance. (40 credits) 
In this learning area, I critically examined and analyzed my professional and personal experiences to demonstrate my experiential learning about coaching effectiveness in navigating the complexities of the “messy middle” (Brown, 2015, p. 26-28) phase of performance. This phase refers to the challenging period in an individual's journey toward achieving their goal, elevating performance or changing behaviour. To inform my claim for credit, I explored 19 factors that either facilitated or impeded performance during this phase. My investigation included desk-based research and practical inquiry based on lived experiences to analyze and assess how individuals prepared for, navigated and moved through the challenges of performance. This learning area has significantly enhanced my understanding and application of coaching principles, enabling me to better support clients in achieving their goals, elevating performance or changing behaviour amidst the challenges and complexities of performance.
Summary of Learning Acquired and Its Impact on My Coaching Practice Pertaining to the Learning Outcomes.
1. Critically research and evaluate various established methodologies and academic literature pertaining to the “messy middle” of performance. 
In this learning outcome, I meticulously examined and analyzed a range of established methodologies and academic literature to grasp the complexities of the “messy middle” (Brown, 2015, p. 26-28). Through extensive desk-based research, I researched and evaluated 19 critical factors that either facilitated or impeded performance during this pivotal and challenging phase. My deepening interest in performance coaching was enriched by the in-depth exploration of topics such as change theories, neuroscience, habits, and overcoming resistance. The primary aim was to elucidate the key elements identified in the literature as essential for preparing for, navigating and progressing through the challenging phase of performance. This learning outcome enabled a comprehensive and critical evaluation of various established methodologies and academic underpinnings related to the “messy middle” (Brown, 2015, p. 26-28) of performance.
1. Critically analyze and assess the applicability of methodologies and academic literature concerning the “messy middle” of performance in practical contexts through an inquiry with a range of individuals. 
In this learning outcome, I engaged a critical analysis and assessment of the established methodologies and academic literature concerning the “messy middle” (Brown, 2015, p. 26-28) phase of performance in practical contexts. By conducting a comprehensive study involving a range of individuals, I explored and evaluated the applicability of 19 critical factors identified in Learning Area 2, Learning Outcome 1, which either facilitated or impeded performance. This inquiry included surveys, self-reflection and final debrief interview, providing a comprehensive understanding of the participants' lived experience. The study revealed the most pivotal factors at each stage of goal pursuit. This learning outcome enhanced my ability to critically appraise and evaluate the relevance and applicability of academic literature and methodologies in real-world scenarios while illuminating the hierarchy of these factors at each stage of the “messy middle” (Brown, 2015, p. 26-28).
1. Critically analyze and further develop my coaching practice by integrating critical insights from both the theoretical and practical learning of the “messy middle” of performance.
Through the integration of theoretical insights and practical learnings about the challenging phase of performance, I critically examined and assessed how these findings impacted my coaching practice. I identified gaps in my knowledge and adjusted my coaching approach accordingly. I incorporated tools into my working practice, enhancing my ability to support coachees in preparing for, navigating and moving through the complexities of the “messy middle” (Brown, 2015, p. 26-28). This learning outcome not only increased my empathy and understanding but also enriched my coaching toolkit, enabling me to better assist coachees in achieving their goals, elevating performance or changing behaviour.
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		3.1 Supporting Evidence


Please list and reference the supporting evidence in your portfolio.

	SECTION
	CODE
	DESCRIPTION

	Learning Area 1

	
Learning Outcome1
 
  
  
 
	LA1L01.1
	Requirements of CBC Coaching Training Program

	
	LA1L01.2
	Organizational Coaching Cultures

	
	LA1L01.3
	Sample of Weekly Discussion Slides

	
	LA1L01.4
	Bell Master Notes 2020 02 08 Need for ROI

	
	LA1L01.5
	Bell Master Notes 2021 11 29 Addition of 50 Coaching Packages

	
	LA1L01.6
	ROI Institute Assalian and Phillips

	
	LA1L01.7
	DNA of VUCA Peterson

	
	LA1L01.8
	Sample of Suggested ROI Calculation

	
	LA1L01.9
	Think About M13 14 Steps

	Learning Outcome 2
  
 
 
 
 
 
 
	LA1L02.1
	Bell to Lead

	
	LA1L02.2
	Roles and Responsibilities

	
	LA1L02.3
	2021 12 16 Deck Recommendation Slide 8&35

	
	LA1L02.4
	Sample of People Leader Questionnaire

	
	LA1L02.5
	Discrepancy in Total Participants Slide 10

	
	LA1L02.6
	Fall 2021 Foundations Schedule

	
	LA1L02.7
	Status of Coaching Completion Rate. Slide 8

	
	LA1L02.8
	L3 Professionals Slide 5. 14 of 28 Responses

	
	LA1L02.9
	BARS 7% Response Rate - Slide 6

	
	LA1L02.10
	Request to Postpone Coaching 

	
	LA1L02.11
	Schedule Showing 5 Week Gap. Slide 3

	
	LA1LO2.12
	ROI Using Leadership Development Capabilities. Slide 18

	
	LA1LO2.13
	BARS Pre & Post Assessment Anonymity

	Learning Outcome 3

 

 
 
	LA1L03.1
	BLSP vs Learning Outcomes for Assessment

	
	LA1L03.2
	Assessments based on Learning Outcomes - p. 19-20

	
	LA1L03.3
	Assessment pre & post Outcomes - Slide 7

	
	LA1L03.4
	Calculations for L3 L4 and L5

	
	LA1L03.5
	Example of ROI Calculation based on Impact Project - p. 12

	
	LA1L03.6
	Additional Coaching only for People Leaders - p.14

	
	LA1L03.7
	Calculation of Leadership Development Capabilities p. 18

	
	LA1L03.8
	Premiere Client Final ROI Report

	
	LA1L03.9
	Benchmark of 1.27 ROI Shared - p. 4

	Learning Outcome 4




	LA1L04.1
	Coach Coachee Connection - p. 7 & 15

	
	LA1L04.2
	RCC 5C Coaching Model

	
	LA1L04.3
	RCC Competency Self Assessment

	
	LA1L04.4
	Coaching Notes - VIA Survey Integration

	
	LA1L04.5
	Coachee Feedback - Q9 & Q10

	
	LA1L04.6
	WABC Competencies - 3 Areas

	
	LA1L04.7
	Coaching and Mental Health - 2021 - p. 3 & 4






	Learning Area 2

	Learning Outcome 1








	LA2L01.1
	CBC Coach Training Program 2020 - Overview

	
	LA2L01.2
	CBC Challenge and Commitment of Coachees

	
	LA2L01.3
	CMBC Assignment 2021 - Interest in Performance Coaching

	
	LA2L01.4
	Peak Performance Assessment Collaboration

	
	LA2L01.5
	Most Coaching Limited to Two Sessions

	
	LA2L01.6
	RCC Transitions Model and Intentional Change

	
	LA2L01.7
	CBC Use of Intentional Change Theory 2020 - p. 3

	
	LA2L01.8
	Example of Intended Change Theory Use 2020 - p. 2

	
	LA2L01.9
	CBC Changeology - 2020

	
	LA2L01.10
	CBC Motivation - 2020

	
	LA2L01.11
	Example of Goal Use 2021

	
	LA2L01.12
	CMBC Art and Science - 2021 - p. 2

	
	LA2L01.13
	Neuroscience in Leadership Development Content

	
	LA2L01.14
	CBC Immunity to Change - 2020

	Learning Outcome 2
 
 
  
 
 
	LA2L02.1
	CMBC Coaching Training Program 2021 - Overview - Project Requirement

	
	LA2L02.2
	Practical Study on Messy Middle - 2023 - Annex A - p. 46-50

	
	LA2L02.3
	Final Debrief Interview Option

	
	LA2L02.4
	Call for Volunteers

	
	LA2L02.5
	Excerpt from Study - None achieved Goal - p. 26

	
	LA2L02.6
	Excerpt from Study - Planning - p. 27-28

	
	LA2L02.7
	Factors in the Messy Middle - p. 28

	
	LA2L02.8
	Duration of Messy Middle - p. 29

	
	LA2L02.9
	Factors Getting Through Messy Middle - p. 30

	Learning Outcome 3
  
 
 
 
 
 
	LA2L03.1
	Use of Messy Middle

	
	LA2L03.2
	Multiple Messy Middles (AD)

	
	LA2L03.3
	Coach Coachee Relationship (UM)

	
	LA2L03.4
	Use of ICT with Clients

	
	LA2L03.5
	Immunity to Change in LD Content

	
	LA2L03.6
	Survey Results Summary

	
	LA2L03.7
	Achieving Goals in LD Content

	
	LA2L03.8
	Example of Strength Use 2022

	
	LA2L03.9
	Participant Feedback - Gibbs Reflection Cycle in LD Content

	
	LA2L03.10
	Added-Value to Study Participants

	
	LA2L03.11
	Summary of Added-Value Requests - p. 56

	
	LA2L03.12
	Study Demographics

	Reflective Essay

	Reflective Essay 
	Essay.1
	Lack of Accessibility

	
	Essay.2
	Listening Cleanly - p. 2




	By typing your name in the box below you are signing this form electronically.

	
Signature:  Caroline Assalian

	
Date: 7 August 2024



Once you have completed the above sections, you should ask your Academic Mentor/RAL Adviser to complete section 4 below who will then submit your application to the Academic Office to be considered at the next meeting of the RPEL and Accreditation Board.
	
4.  STATEMENT FROM ACADEMIC MENTOR OR RAL ADVISER

	(the text box below is expandable)

	
For claims relating to Specific Credit, the Academic Mentor should firstly hold a professional discussion with the applicant. Following this, they should comment on the portfolio of evidence, evaluate the applicant’s prior experiential learning and recommend whether the applicant’s learning may be recognised in terms of equivalence to the module(s) for which credit is claimed (the Academic Mentor role is described in the RPL Policy).

For claims relating to General Credit, the RAL Adviser should firstly hold professional discussions with the applicant. Following this, they should comment on the portfolio of evidence and the reflective essay evaluating the learning that has been achieved in relation to the volume and level of credits claimed (the RAL Adviser role is described in the RPL Policy).































	By typing your name in the box below you are signing this form electronically.

	
Signature:

	
Date:
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