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Executive Summary 
 

Overview 
 
This report presents the results of the third year evaluation of the Coaching Programme carried out 
by Becky Wright of New Leaf on behalf of Whittington Health, formerly NHS Islington (NHSI), 
between March 2011 and December 2011. It also compares results from year two and places this 
analysis in the context of a period of great change and uncertainty in the NHS in which significant 
initiatives have been proposed to promote innovation and leadership. 
 

Methodology 
 
This Workplace Coaching programme was established as a pilot project with NHS Islington in 2009 
and subject to a comprehensive evaluation published in 2010, utilising brand new forms to measure 
aims, objectives and outcomes. This approach was highly successful. For Year Two the same format 
was followed and in Year Three analysing the results from ten new participants has offered further 
interesting comparisons (albeit recognising the small sample size).  
 
Feedback from the previous reports has led to the development of this 2012 document which not 
only looks at results from 2011 but also compares them with the 2010 year’s results from the 
thirteen previous participants.  

 
The 2011 coaching– the key findings  
 

 The New Leaf Workplace Coaching programme is, by the nature of its design and delivery, a 
highly effective tool in the delivery of the recommendations highlighted by the Boorman 
Review. This was first established in the pilot, and the same outcomes have been delivered 
in 2010 and 2011. 

 

 The average increase in reported satisfaction across all areas of the Life Wheel is far more 
dramatic than those in 2010. In 2011 the start point score of candidates in week one was 
4.44, far lower than the 6.1 of 2010. The finishing scores were similar - 7.52 in 2010 and 7.0 
in 2011. This overall increase of 57% across the wheel in 2011 compared to 23% in 2010 is 
possibly a reflection of higher levels of uncertainty in both their personal and professional 
lives and highlights the enormous impact of the New Leaf coaching programme on the 
individuals taking part in times of increasing change across the NHS. 

 

 In 2011 the areas of highest increase on the Life Wheel were in “work” and “motivation” 
with average increases of over 70%.  Other categories also showed marked improvements 
“Emotional”, “Career” and “Home-life” exceeding 50%. All these figures were significantly 
higher than those for 2010. 
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 Of those participants who answered the question 100% of the objectives chosen by the 
participants in their first session were met by the Coaching Programme, with over 70% met 
‘very’ or ‘extremely’ well. This shows a slight improvement on the figures of 97% and 60% in 
2010. 

 

 91% of the scores from the 2011 participants were more positive about workplace 
development against the evaluation statements after five coaching sessions, similar to the 
results from 2010. 

 

 In terms of personal development, responses show that the impact of the coaching 
programme was the same as 2010, 100% positive. 

 

 Reviewing the structure and content of the programme itself, 80% thought the frequency of 
the sessions was about right; two participants thought there were too few sessions.  100% 
were satisfied with the coaching experience and 100% would recommend the experience to 
a colleague. As these results are a repeat of the results in the 2009 Pilot and 2010, this 
means that New Leaf, and the programme the company delivers, continues with an almost 
100% satisfaction rating with those who have taken part. 

 

 More than 75% of line managers taking part in the evaluation saw real benefits against all 
outcomes ‘on the ground’, with the greatest improvement in areas such as team working, 
positivity, confidence and leadership. There were NO recorded negative effects. 

 

 Managers noted even greater benefits for staff in the area of personal development, with 
positive changes of up to 80%, most particularly in morale and positivity. 

 

 During the programme two participants on the 2011 programme were promoted and one 
participant who was made redundant, but was able to continue the exercise and felt 
confident to set up in business. In the current economic climate this highlights another 
potential benefit of the New Leaf intervention in helping those made redundant to find new 
opportunities. 

                                                                                                                                                                                                                                                                                                               

Conclusion 
 
The workplace coaching programme has produced positive results across all areas of the year three 
evaluation. Once again workplace and personal development have been supported and significantly 
enhanced by using a widely praised one-to-one ‘tailor made’ approach developed by Becky Wright at 
New Leaf. It could offer benefits not just to individuals to but to organisations as a whole should it be 
rolled out more widely.  
 
The life wheel results are the most influential. It seems clear that participants enter the programme 
with low levels of confidence and negative attitudes to their working environment and the pressure 
this puts upon their work life balance. Staff who participated are now much more positive about 
their work, career and the opportunities they have within it. This is reflected in the managers’ 
feedback, which shows that managers continue to believe that the coaching programme resulted in 
significantly more motivated staff.   
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This evaluation has noted how positively the staff engaged with the process and how supported they 
felt in it by the Coach. Comments indicate that relationships between coach and participant were 
entirely positive; this continues to reflect the work carried out in 2010. 

 
As was highlighted in the evaluation of work undertaken in 2010, the key point to be emphasised 
is that (as evidenced within Section 1 of this report) the programme can be used to underpin a 
workforce strategy developed according to the recommendations of the Boorman Review. It 
shows continued commitment by the NHS to the support and development of staff and 
recognition that the health and well-being of staff and managers within an organisation is one of 
the key ways in which value for money and cost savings can be achieved in a sector that is likely to 
be under financial pressure and radical change for the foreseeable future. 
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1. The Workplace Coaching programme 
 

1.1 Year Three: Building on the success of Workplace Coaching 

 
As mentioned in last year’s report, the Boorman Review published in 2009 clearly established links 
between staff health and well-being and organisational performance, efficiency and patient care. 
Organisations which prioritise staff health and well being performed better overall, had improved 
patient satisfaction, higher staff retention and lower sick absence rates.  
 
The Review recommended that all NHS organisations establish a staff health and well-being strategy, 
and Whittington Health demonstrated their commitment to the programme by continuing the 
process into a third year.  
 
New Leaf coaches recognise that there cannot be a rigid over-arching approach to staff support and 
development and results have shown that their tailored approach has worked incredibly well. 
 
The year three programme in 2011, with 10 participants built on the success of 2010 and these 
results can be added to the Year One Evaluation (of 12 participants on the programme).  It offers 
clear evidence of the value of the New Leaf method against the Boorman Review recommendations 
(detailed in Table 1); 
 

 improved management performance,  

 early and effective intervention for common health problems, 

 improved appraisal and self appraisal of managers 

 higher staff retention occurs in organisations that prioritise staff well-being, 
 
It is clear, therefore, that the results of first year pilot and the results of both the 2010 and 2011 
programmes support the findings of the Boorman Review and in doing so offered the possibility of 
providing a tailor made, supportive and valued addition to any NHS well-being strategy. 
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Table 1 
 

Perception of Boorman Recommendation 2010 Results % 

agreed 

2011 Results % 

agreed 
Overall % 

Improved Management Performance - participant 89 100 94.5 

Improved Management Performance - manager 75   

Better Decision making - participant 100 87.5 94 

Better Decision making - manager 85.7   

Early and effective intervention for common mental health 

problems – increased motivation - participants 
89 100 94.5 

Early and effective intervention for common mental health 

problems – increased motivation - managers 
100   

Early and effective intervention for common mental health 

problems – less stressed at work - participants 
67 100 83.5 

Early and effective intervention for common mental health 

problems – less stressed at work - managers 
100   

Improved appraisal and self appraisal of managers – ability to 

prioritise - participants 
100 100 100 

Improved appraisal and self appraisal of managers - ability to 

prioritise - managers 
100   

Higher staff retention occurs in organisations that prioritise staff 

well-being – more positive about work - participants 
100 100 100 

Higher staff retention occurs in organisations that prioritise staff 

well-being– applying for promotions - participants 
90 100 95 
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1.2 About the Workplace Coaching Programme 
 
On 1st April 2011 the NHS Islington, The Whittington Hospital Trust and NHS Haringey formed a new 
organisation, Whittington Health. The 2011 Coaching exercise was managed and carried out by New 
Leaf for the newly formed organisation. It ran from April 2011 to December 2011.  
 
This was a time of great change. The organisations combined and the metamorphosis created a 
great deal of uncertainty among the employees who were applying for the coaching places. This 
uncertainty was heightened by the announcement of further efficiency savings of 30% planned for 
2012. 
 
This is reinforced by Central Government reports such as “Liberating the NHS” (July 2010) in which 
the culture of doing ‘more with less’ and efficiency are emphasised. 
 
In this environment there needs to be support for the principle that staff must be allowed to 
innovate and take on leadership challenges, as noted in a comment on the NHS summary of the 
responses to the call for evidence: 
 
“When staff feel besieged and worried about their jobs and when there are less people to do more 
work they turn inwards and stop learning and innovating. Staff are inundated with emails, web 
information etc. They need to have the capacity to learn. Bottom-up discussion needs to take place in 
all settings with staff to help them develop capacity to learn more effectively.” 
 
Following the successful format of 2010, 10 members of staff were identified by Whittington Health. 
Each individual was offered five sessions of Workplace Coaching lasting 90 minutes per session. The 
participants worked at a level between bands 4 to 8 within a number of different service areas. One 
participant worked at Head of Service Level. One participant did not return the evaluation forms at 
the end of the programme. 
 
At the first session objectives were set and participants completed ‘Life Wheels’.  These were based 
on the same general, work-related categories used in the pilot and year two. Although it is not 
intended to go into the results of the Life Wheels in such detail for the purposes of this report, it is 
possible to draw some comparisons year on year.  
 
The success of the programme relies on the focus on objectives in specific areas of personal or 
workplace development as identified by each participant. The structured meetings offer coaching 
aimed to help the individual make decisions and grow and develop.  
 
As previously discussed, the process works to support outcomes endorsed by the Boorman 
recommendations, focussing on improving performance, productivity and developing individuals’ 
skills.  The coaching programme assumes that the individual participants are self-aware and 
psychologically healthy.   
 
“Workplace coaching works through the complexity to create stronger transformational leaders.” 

 Becky Wright, Director, New Leaf 
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1.3 Evaluation Methodology 
 
For the purposes of comparison, proper evaluation and evidence of value, the methodology used for 
the pilot and in 2010 has been adopted for the third year of the programme.  
 

 Participants completed Life Wheels at the first session and after all five sessions were 
completed.  

 With the coach, they chose three objectives for the coaching programme. 
 At the end of the Workplace Coaching Programme, the participants completed evaluation 

forms asking them to reflect on the effect that the coaching programme had on their 
personal development and working life, as well as asking for feedback about the Coaching 
Programme itself. 

 At the end of the Workplace Coaching Programme, the line managers of the participants 
were asked to complete an evaluation form asking for their opinions of whether the 
Workplace Coaching Programme had had any effect on their participant’s working life. 

 
 
This report will follow a similar format to the second evaluation with the addition of some 
comparisons with the pilot year to determine any trends or anomalies. As in 2010 it is not proposed 
to present the findings in such detail. Rather than graphing each individual Life Wheel for example, 
results have been taken across the group. This, in addition to the continued omission of the identity 
of any comments, once again recognises the importance of anonymity within the small group and 
ensures that no participant can be identified. 
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2 The ‘Life Wheels’ 
 
2.1 Participation 
 
Ten people participated on the Coaching Programme in 2011, all were female. None of these 
participants had previously worked with a Workplace or Life Coach. One of the employees on the 
programme was only able to attend 4 of the 5 sessions due to illness. One of the participants, made 
redundant during the course, was allowed to complete the process and has since set up in business 
on her own. 
 

2.2 Methodology  
 
The Life Wheel (or Wheel of Life) is a tool commonly used by professional coaches.  It is called the 
"Wheel of Life" because each area of the participant’s life is mapped on a circle, like the spoke of a 
wheel. It helps participants focus on different areas of their lives and assess which areas need focus 
and improvement. 
 
The categories that were chosen for the purpose of this evaluation were general categories with an 
emphasis on work-related areas. They were: emotional, health, motivation, work, career, personal 
development, home life and spiritual.  Precisely how these areas were defined was left to the 
individual. 

 
  
 
 
 
 
 
 
 
 
 
 
 
 

 
 

The Life Wheel tool used during this evaluation 
 
The Life Wheel was used during this coaching as a means of evaluating the participant’s perceptions 
of the changes that occurred by the end of the coaching programme. This exercise is undertaken at 
the beginning of the coaching programme and again at the end. In this way, we can compare how 
the participant feels that their satisfaction levels have ‘improved’ across a broad range of areas. The 
before and after reports, from the participants, are mapped onto an octagon, on a scale of 0-10, 
corresponding with the participant’s feelings about these aspects of their lives. 
 
In addition the overall perceptions from the groups have been compared between 2010 and 2011 to 
assess the impact of the coaching programme over the two years. 
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2.2 Life Wheel analysis: comparing before and after coaching 
 
All 10 participants completed a Life Wheel both before and after the programme. The results have 
been averaged and mapped on the one wheel, below.  
 
Life wheels reported in 2011 
 

 
 
 
The average increase in reported satisfaction across all areas of the Life Wheel is far more dramatic 
than that witnessed in 2010. In 2011 the start point score of candidates in week one was 4.44, far 
lower than the 6.1 of 2010. The finishing scores were similar 7.52 in 2010 and 7.0 in 2011. This 
overall increase of 57% across the wheel in 2011 compared to 23% in 2010 is a possibly a reflection 
of higher levels of uncertainty in both their personal and professional lives and highlights the 
enormous impact of the New Leaf coaching programme on the individuals taking part in times of 
increasing change across the NHS. 
 
Life wheels reported in 2010 
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3   Participants’ objectives 
 

3.1 Objective setting: methodology 
 
As in 2011, each participant set their own goals and objectives at the first session, as well as stating 
the criteria by which success could be measured. This was done in order to set specific, immediate 
goals that would be the focus of the coaching programme.  Each participant set three objectives. 
 

3.2 Analysis of participants’ objectives 
 
The objectives set were specific to each participant and covered a broad range of themes.  Analysis 
of the participant’s objectives shows that the most popular themes in 2011 were clearly to “Reduce 
stress and become healthier” followed by “Building Confidence”.   
 
Objectives 2011 
 

 
 
This is a change from 2010 when the emphasis was on that of “improving personal and professional 
aims” and achieving a “better life balance”. 
 
Objectives 2010 
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Personal / Professional 
aims

Build confidence

Better Life Balance

Better decision maker

Reduce Stress / become 
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The objectives chosen, participants were then asked to consider the criteria that for them would 
mark success.   This clarified their aims and gave them a tool with which to gauge their 
achievements. 
 
The following table offers an example of some of the objectives and success criteria chosen by those 
taking part in the programme.  
 

Objective: Success criteria: 

Manage Stress To be calmer, less hectic, finish at a realistic time at 
work, to prioritise more. 

Develop my Management Skills To delegate more, to explain tasks clearly 

To face my health issues Go to GP for tests, make time for the gym, book 
more breaks 

To find a work life balance Doing more things for myself (yoga) Leaving work 
on time, have a relationship. 

To be more confident and assertive Be able to assert my authority without panic 

 
3.3 Participants’ self-reporting of achievement of objectives 
 
At the end of the coaching programme participants were asked to revisit their original objectives and 
evaluate how successful they had been in meeting these objectives.  Only 9 out of the 10 
participants returned these evaluations. Of these, each had three objectives.   
 
In 2011, of those participants who answered the question, 100% of the objectives chosen by the 
participants in their first session were met by the Coaching Programme, with over 70% met ‘very’ or 
‘extremely’ well.  
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This compares well with last year when 97% of the objectives chosen were met by the Coaching 
Programme, with nearly 60% met ‘very’ or ‘extremely’ well. 
 
Although some interpretation has been used to categorise the objectives, in 2011 the participants 
chose a very similar selection of goals and therefore it is possible to compare with the results from 
2010. In both years, participants have found the programme to successfully meet the objectives set 
at the start of the first session.
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4. Participants’ views on the impact of the Coaching 
Programme on their working lives 
 
As in 2010 participants were asked to rate the impact of the Coaching Programme on their working 
lives. They were given a variety of statements and asked how strongly they agreed with each 
statement.   
 
Five options were given for each statement: strongly agree, agree, neither agree nor disagree, 
strongly disagree or disagree. In all categories the participants were able to state that they either 
strongly agreed or agreed with all impacts. The only anomaly was the statement concerning “I have 
taken steps to further my career” which was not so strongly supported. 
 
Impact on Working Life 2011 
 

 
 
Impact on Working Life 2010 
 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

I feel more positive about my work

I feel more positive about my career

I am more confident in my ability to make decisions

I am more confident in my ability to make lead

I have taken steps to further my career in the organisation

My motivation has increased

My performance at work has been enhanced

Dealing with personal issues at work

I feel less stressed at work

Employees Evaluation 2010
Impact of the Coaching Programme on Working Life

Strongly Agree & Agree Neither Strongly Disagree & Disagree
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This can be directly compared to 2010 figures. Overall, participants feel less positive than they did in 

2010, but a year on year comparison has to take into account the increased challenges within the 

NHS, both in terms of stress and motivation and in the opportunities for career advancement 

currently offered. There are also significant personal challenges posed by the continuing economic 

downturn. 

This continued decrease in positive attitudes was also a conclusion from the 2009 pilot. It’s 

continued decline in the 2010 programme and again in 2011 and should be a concern for those 

responsible for morale in the NHS as a whole.  

The analysis does illustrate that initiatives such as this coaching programme can increase staff 

motivation and potentially increase innovation, creativity, confidence and leadership even in these 

uncertain and challenging times. 
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5. Participants’ views on the impact of the Coaching 

Programme on their personal development 

 

5.1 Examining the figures 
 
In 2011 participants were once again asked how good the Coaching Programme had been at helping 
them to improve in various areas of their personal development. 
 
As can be seen from the graph below, all participants felt that the programme had a positive effect 
on personal development, the overwhelming majority deeming it to be ‘excellent’ or ‘good’. 
 

 
 

 
 

Once again, this compares well with the 2009 pilot and the 2010 programme which produced very 
similar positive results, approaching 100%, when the “No answer” category is excluded. 

 
5.2 Some direct responses 
 
The evaluation asked participants to comment on the impact they felt the programme had on their 
personal development in relation to their own development. They were asked to think about the 
following: 

 
Please comment on any impact that you believe the Coaching Programme has had on you: 
 
“Helped me to look at “ME” and how I work / deal with things and people”” 
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“The framework of goals has been useful to help me realise where my energies are best focused”” 
 
Please comment on any impact that you believe the Coaching Programme has had on your 
working life: 
 
“Has helped me feel more confident as a team lead” 
 
“Because I have more structure I am able to get things done within appropriate time frames” 
 
Please comment on any impact that you believe the Coaching Programme has had on your 
organisation 
 
“I have been able to respond to a change in management, with subsequent additional duties, in a 
positive manner” 
 
“I am a more effective team leader”. 
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6. Participants’ review of the Coaching Programme 
 
The participants were also asked to review the coaching programme itself, and the results are 
overwhelmingly positive. 

 
 100% thought the frequency of the sessions was about right (same as 2010 and the 2009 

pilot 
 

 100% were satisfied with the coaching experience (same as 2010 and the 2009 pilot) 
 

 100% would recommend the experience to a colleague (same as 2010 and the 2009 pilot) 
 
When asked about the number of sessions they were offered, the response was similar to 2010 in 
that a small number of participants though there had been too few. 
 
Result from 2011 
 

 
Result from 2010 

38%

62%

0%

Participants views on having 5 
coaching sesions

Too Few

About Right

Too Many

 
 
From the chart above it is clear that a proportion of participants still felt there would be some value 
in the programme continuing beyond the five sessions currently offered. Certainly, not one 
participant felt they had to attend too many sessions.  
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The evaluation form gave participants the opportunity to comment directly on the Coaching 
Programme and the impact it has had on their development.  
 
How has the Coaching Programme compared with other learning and development opportunities 
you have been given? 
 
“One of the benefits of having the coaching programme over a number of sessions means you get the 
opportunity to practice strategies / techniques and then discuss / reflect on them at the next 
session”. 
 
“All other training has been work related; this programme is different because it focussed on me as 
an individual.” 
 
Do you have any additional comments about your coaching programme? 
 
“I would like to continue this journey and ........... meet up with others who have completed the 
programme” 
 
“I can’t thank Becky enough for giving me her time throughout this programme” 
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7. Managers’ evaluations  
 
7.1 The manager’s view – working life 
 
After the Coaching Programme, the line managers of the participants were sent evaluation forms 
using the web service “Survey Monkey” and asked to complete them. These questionnaires asked 
the managers for their opinions of the effects of the Coaching Programme on their employees (the 
participants). 
 

 
 
 
Of the 10 managers contacted, only 5 returned completed evaluation forms, this is disappointing as 
in both 2010 and the pilot 75% of managers completed the survey. This has now fallen to 50%. 
 
Despite the lower rate of returns, the response to the programme and its impact on participant’s 
working lives was positive - 80% in the Strongly agree and Agree assessments. Managers continue to 
see real benefits against all outcomes, with the greatest improvement in areas such as, leadership, 
motivation, decision making and target setting.  
 
On the evaluation form, managers were asked specifically about any improved management skills: 
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Do you consider your staff member to be a better team leader as a result of the Coaching 
programme?  
 
“I believe the participant has gained confidence to lead her own independent team in the future” 
 
The participant is in a new chapter in her professional and personal life and the Coaching Programme 
has definitely supported this transformation” 
 
Can you think of an example of something that has happened that has made you come to this 
conclusion? 
 
“Her attitude at work and during one to one meetings” 
 
“The participant talked of changes she wants to implement – and working with another team to 
ensure teams work together” 

 
7.2 The manager’s view – personal development 

 
When asked about any impact they had seen on their staff member’s personal development, 
managers had once again noticed significant changes.  
 
Clearly the managers had seen improvement most obviously in areas such as morale and positivity, 
and 100% of them believe that their organisation would benefit from life coaching being more 
widely available, the same percentage as in 2009. 
 
Again, the evaluation form asked for any specific comments about the impact of the programme on 
their staff member’s personal development: 
 
On reflection, which aspects of your staff member’s behaviour have changed most noticeably since 
starting the Coaching Programme? 
 
“Increased confidence, motivation and morale” 
 
“Her communication has improved with her team” 
 
“The participant is able to reflect on situations in a positive manner” 
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8. Conclusions 
 
At the end of the 2010 Programme, contact was made with those benefitting from the coaching in 
the 2009 Pilot to assess the lasting effect of the sessions with a Workplace Coach and the results 
were overwhelmingly positive. (See Valuing Staff Well-being 2010). 
 
Although there were no resources to undertake a two-year follow-up there is no evidence to suggest 
that similar results would not be achieved. 
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Appendices 

 
Appendix 1: Participants’ evaluation data in detail 
 

 
Referring back to your Aims and Objectives:  

 
How well did the coaching programme help 

you meet these objectives?  
 

Extremely 
well 

Very well 
Reasonably 

well 
Not very 

well 
Not at all 

Objective 1 44.44% 33.33% 22.22%   

Objective 2 22.22% 33.33% 44.44%   

Objective 3 11.11% 66.67% 11.11%   

As a result of the Coaching Programme: 
strongly 

agree 
agree 

neither 
agree nor 
disagree 

disagree 
strongly 
disagree 

I feel more positive about my work 33.33% 66.66%    

I feel more positive about my career 44.44% 44.44% 11.11%   

I am more confident in my ability to make 
decisions 

55.56% 33.33% 11.11%   

I feel more positive about my ability to lead 33.33% 55.56% 11.11%   

I have taken steps to further my career in the 
organisation 

 66.67% 11.11% 11.11%  

My motivation has increased 44.44% 55.56%    

My performance at work has been enhanced 22.22% 66.67%    

I have been able to deal with personal issues 
which may otherwise have affected my 
performance at work 

33.33% 55.56% 11.11%   

I feel less stressed at work 22.22% 55.56% 11.11%   

How good was the coaching programme at 
helping you to: 

excellent good satisfactory 
not 

satisfactory 
N/A 

Improve your performance 33.33% 66.67%    

Become more aware of learning 33.33% 44.44% 11.11%   

Prioritise your development needs 55.56% 44.44%    

Set yourself development goals or targets 33.33% 66.67%    

Set yourself new goals 55.56% 44.44%    

Feel more positive about your development 55.56% 44.44%    

Raise your morale 77.78% 22.22%    
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Appendix 2: Managers’ evaluation results in detail 
 

As a result of the Coaching Programme, I believe 
that my staff member: 

strongly 
agree 

agree 

neither 
agree 
nor 

disagree 

disagree 
strongly 
disagree 

is more positive about their work  100%    

is more positive about their career 40% 20% 40%   

is more confident in their ability to make decisions 20% 80%    

is more positive about their ability to lead 20% 60% 20%   

is more aware of the impact of their behaviour on 
others 

 60% 40%   

is more motivated 40% 40% 20%   

is performing better at work  60% 40%   

is less stressed at work  60% 40%   

Cooperates with their team better 20% 40% 40%   

is more effective in dealing with difficult people and 
situations 

40% 20% 40%   

has improved their performance 20% 40% 40%   

is more aware of learning 20% 80%    

is better able to prioritise their development needs  100%    

is better able to set themselves development goals or 
targets 

40% 60%    

is more positive about their development 20% 60% 20%   

has raised their morale 80% 20%    
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