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Module 12:

Coaching & 
Assessments 101
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INSIGHT: Whole Person Coaching Starter Kit

Coaching & Assessments
There are more than 5,000 psychological assessments in the English language. 
When used in concert with your skills as a Whole Person Coach, one of more of 
these assessments can give you a clearer understanding of your clients, and your 
clients a more developed understanding of themselves. 

Most assessments are designed to provide you with enhanced insight and 
awareness during your sessions. Through positive feedback and mirroring, you 
then use the knowledge you uncover to help individuals or groups revise inaccurate 
self-perceptions and move forward with holistic, actionable goals. 

But like the capacity you’ve achieved through your coach training, assessments 
often require additional skills if you hope to use them safely and effectively. While 
they can play a vital role in your coaching toolkit, you need to be equally wary of 
the potential for error. 

Let’s look at the pros and cons first.

PROS: Using Assessments 
• Coach rapidly deepens understanding of their client. 

• Client benefits from learning to guide own self-reflection, goal-setting and 
accomplishment process.

• Increased awareness and learning for client in less time.

• Potential to reveal important discoveries that lead to coaching around 
underlying issues.

 
While the coach and coaching process is designed to help client see themselves 
within the mirror, assessments add another viewpoint. (Think of them like a third 
mirror.) 

As a newer coach, an assessment helps you provide deeper insights and 
perspectives. It assists your clients achieve a more thorough understanding of 
themselves. As a seasoned coach, you may find your real-time insights provide an 
equal advantage to that of an assessment. 

In either case, assessments call for additional responsibility and effort.
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Coaching & Assessments Cont’d

CONS: Using Assessments
• Coach may feel they “know the client.” This can affect the way in which you 

listen and engage. The assessment becomes the map of who the client is or 
what is possible, as opposed to simply one of many lenses with which you 
can view the client. 

• Coach uses same assessment for all clients rather than the right assessment 
due to lack of knowledge and certifications.

• Coach uses assessments that are out of their range of competence. 

• Client forms a self-limiting perspective of self, based on assessment. 

• Client’s input yields inaccurate representation of self. Their selections do not 
reflect reality but rather their self-perception.

• Coach uses assessments without sufficient training, leading to 
misinformation and potential client distress.

Assessments offer insight and value when used accurately. For this reason, your 
feedback techniques as a coach are equally as important as the assessments you 
choose – if not more so. 

On its own, an assessment is just a tool. You are the one who interprets the 
data and frames it into a message that offers understanding without judgement. 
Accuracy of interpretation is critical.

The minimum preparedness for using an assessment are (1) working knowledge of 
what it’s meant to gauge and (2) feedback training that allows you to convey the 
results in a way that is honest and direct yet gentle. 

 
How to Choose an Assessment

• Is the assessment relevant to your client’s desired coaching outcomes?

• Is the assessment well-researched with published reliability and validity studies?

• Does the assessment hold potential to reveal new and unique insights that add 
value to the coaching process? Or might it be redundant?

• Do you possess the necessary qualifications to deliver and debrief this 
assessment?

• What is the length of the assessment? (NOTE: Those that are 30 minutes in 
length or less are ideal for optimal completion rates.)

• How easy is the report to debrief? Is there any room for misinterpretation?
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INSIGHT: Whole Person Coaching Starter Kit

Assessment Tools to Consider
While each of the assessments detailed below may offer added insight to your 
coaching, some also require certification to administer the instrument. If one or 
more of the following seems like a good fit for you, check into the requirements via 
the included URLs.

• The Coaching Outcome Short Scale (COSS: Schmidt & Thamm, 2008 
Measures: Client satisfaction with their coach and offers insight on your 
own strengths and weakness from the perspective of the client. Takes into 
consideration the coaching intervention, goal attainment, outcome, personal 
change, and levels of overall self-satisfaction.  
 
More Information: https://www.academia.edu/1483030/What_assessments_do_
coaches_use_in_their_practice_and_why

 

• The Working Alliance Inventory (WAI: Horvath & Greenberg, 1989) 
Measures: Strength of the coach-coachee relationship. Based on Bordin’s 
pantheoretical, tripartite conceptualization of the alliance that focuses on 
bonds, goals and tasks. 
 
More Information: https://psycnet.apa.org/doiLanding?doi=10.1037%
2F0022-0167.36.2.223

• Myers & Briggs Personality Assessment Instrument (MBTI: Myers, Briggs, 
1962) 
Measures: How clients perceive the world around them and make decisions 
within it by gleaning insight from four introspective categories: introversion or 
extraversion, sensing or intuition, thinking or feeling, and judging or perceiving. 
Though ineffective for providing a deeper analysis of limiting beliefs, the MBTI 
helps with understanding intra and interpersonal factors within the coaching 
relationship. 
 
More Information: https://www.myersbriggs.org/my-mbti-personality-type/take-
the-mbti-instrument/

• Process Evaluation Scale (PES: Ianiro, Lehmann-Willenbrock, & Kauffeld, 
2014) 
Measures: Coachee goal attainment by factoring in quantifiable aspects of 
progress and overall goal attainment. Respondents rate their degree of goal 
achievement on a scale of 1 (not at all achieved) to 10 (fully achieved). 
 
More Information: https://positivepsychology.com/coaching-tools-examples-
assessments/
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Assessment Tools to Consider Cont’d
• The VIA Inventory of Strengths (VIA-IS: Peterson & Seligman, 2004) 

Measures: Individual values and strengths in abundance, allowing you to focus 
on the client’s strengths as opposed to their weaknesses. Shown to improve 
outcomes related to self-concordant goals, greater progress toward their goals, 
and higher levels of general well-being. 
 
More Information: https://positivepsychology.com/coaching-tools-examples-
assessments/

• The Leader Competency Inventory (LCI: Kelner, 1993) 
Measures: Individual’s use of four aspects of leadership – information seeking, 
conceptual thinking, strategic orientation, and service orientation – by asking 
about the degree to which the client has witnessed those behaviors. 
 
More Information: https://positivepsychology.com/coaching-tools-examples-
assessments/

 

• The Leadership Skills Inventory (LSI: Karnes & Chauvin, 1985) 
Measures: Leader abilities through 56 metrics that examine the five skills of 
leadership: self-management, interpersonal communication, consulting for 
developing groups and organizations, and versatility. 
 
More Information: https://positivepsychology.com/coaching-tools-examples-
assessments/

• DiSC Personality Test (DiSC: Clarke, 1994) 
Measures: Client’s behavioral differences including how they respond to conflict, 
as well as what motivates them, causes stress, and how they solve problems. 
Additional metrics focus on communication shortcomings and the dispositions 
and priorities of others. 
 
More Information: https://www.discprofile.com/what-is-disc/overview/

• Hogan Personality Inventory (HPI: Hogan, 1987) 
Measures: Team performance through the lens of “normal, or bright-side 
personality traits.” Within the context of a team or work group, this can offer 
you insight into how people work, how they lead, and how successful they will 
be. 
 
More Information: https://www.hoganassessments.com/assessment/hogan-
personality-inventory/



6 Copyright © 2004-2021 Coach Training World |  www.coachtrainingworld.com Copyright © 2004-2021 Coach Training World  |  www.coachtrainingworld.com

INSIGHT: Whole Person Coaching Starter Kit

Assessment Tools to Consider Cont’d
• CliftonStrengths (Clifton, 1999) 

Measures: How your clients naturally think, feel and behave to uncover the 
personal attributes shown to benefit individuals in their work. Talents fall into 
one of four domains: executing, influencing, relationship building, and strategic 
thinking. 
 
More Information: https://www.gallup.com/cliftonstrengths/en/252137/home.
aspx

• Enneagram (Ichazo, Naranjo, 1950s-1970s) 
Measures: Client’s ability to relate to themselves, others and the world to 
explore ever-deepening personal and/or professional development (though 
this assessment has been scrutinized for its validity). Invites self-analysis to 
determine which one (or more) of the nine Enneagram types an individual 
identifies with. 
 
More Information: https://enneagramworldwide.com/the-enneagram/

• Kolbe A Index (Kolbe, 1991) 
Measures: Strengths and an individual’s instinctive way of doing things by 
tapping into a dimension of the mind known as “conation.” This reveals a 
client’s “MO” (or method of operation) and has the potential to reveal how they 
might feel most comfortable and perform best when undertaking an action. 
 
More Information: https://www.kolbe.com/kolbe-a-index/

• Emotional Intelligence (EI: Mayer, Caruso, Salovey, & Sitarenios, 2003 
Measures: Cognitive capacity and skills used to solve emotional problems, 
as well as aspects of job performance, by appraising four components – self-
awareness, self-management, social awareness, and relationship management 
 
More Information: https://positivepsychology.com/emotional-intelligence-tests/

• Thomas-Kilmann Conflict Mode Instrument (TKI: Thomas, Kilmann, 1974) 
Measures: A client’s preferred method of conflict response and alternative 
conflict-handling options by taking into the account the unique needs of the 
individual. 
 
More Information: https://theassessmentsite.com/


