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1. Introduction 

 
This report summarises feedback from delegates who attended the two 
pilot Influencing the Future Leadership in Action Programmes. 
These programmes were delivered by a partnership between Phoenix 

Consultancy and NHS Improvement. The programmes were limited to 50 

places for selected graduates of the Influencing the Future Foundation 

Leadership Programmes and were oversubscribed even under very short 

and tight timescales.  The approach of this programme was to build on the 

skills and knowledge gained in the first phase and to focus on the principles 

of leading transformational cultural change. This programme was 

developed shortly after the launch of the NHS Change Model (2012). The 

programme content directly responds to and skills leaders to deliver change  

according to the NHS Change Model.   
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1.1  The goals of the programme  

 
The goals of the programme were for delegates to: 
 
• build on leadership skills, knowledge and personal 
development gained from the Influencing the Future Programme 
• become change agents for pathology improvement and 
culture transformation 
• learn the skills of Continuous Quality Improvement 
• become coaches and guides for on-going sustainable service 
transformation 
 

1.2  Methodology 

 

Participants were coached through a structured Plan, Do, Check, Act 

(PDCA) improvement project using a standardised collaborative 

approach. In addition they were coached to develop themselves 

further as leaders and also as coaches of others. The programme 

delivery employed an innovative blended learning approach, using a 

range of components:  

 Workshops 

 Simulations 

 Project work 

 Self-directed learning 

 Pre-recorded webinars 

 1 to 1  telephone coaching support 

 Visits to Exemplar sites with established CQI cultures.   

 

After 4½ months the graduates exceeded the target set at the 

beginning of the programme for the number of projects delivering a 

measurable service improvement by nearly 300%. On the final 

presentation day we ascertained that 60% (29 of 48) delegates had 

delivered measureable service improvement, exceeding our target 

for this (20%) by a factor of three. The 20% benchmark goal was 

based on data from Intermountain Healthcare, a world class centre 

with established CQI training for more than 20 years. (20% was the 

mean for the first CQI programmes they ran) 

http://intermountainhealthcare.org/qualityandresearch/institute/Docum

ents/Intermountain_miniATP_General_Program_layout_12-5-08.pdf 

http://intermountainhealthcare.org/qualityandresearch/institute/Documents/Intermountain_miniATP_General_Program_layout_12-5-08.pdf
http://intermountainhealthcare.org/qualityandresearch/institute/Documents/Intermountain_miniATP_General_Program_layout_12-5-08.pdf
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 More importantly, there is evidence that many of the graduates are 

using the skills learned in this phase of the programme to coach their 

staff through further cycles of PDCA improvement. Thus begins the 

transformation of culture as the leadership behaviours of the 

graduates empower their staff to take leadership responsibility and 

seek to systematically improve services where they identify 

problems. 

 

In addition, graduates demonstrated the ability to integrate learning 

from both programmes in innovative ways which showed that the 

changes in their styles, approach and methods are now embedded 

and therefore sustained on-going change is certain. 

 
This report is informed by the responses of delegates to an online 
survey that they were asked to complete about two months after 
completing the programme.  There were 38 responses, a completion 
rate of 77%. 
 
It should be noted that, whilst the survey was largely focused on the 
effect of this programme in particular, delegates were also asked to 
reflect on their experience of both this programme and the Phase I 
Influencing the Future Programme. 
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2. Executive Summary 

2.1  Key outcomes 

 This programme demonstrated that the consolidation of 

learning through a focus on workplace activity, transforms a 

positive, yet potentially academic, learning experience into an 

effective vehicle for change. The changes described and 

evidenced are at three levels:  

 

 firstly, it enabled the individual to apply and practise inner 

and outer leadership skills so they become habit and 

therefore embedded and sustained;  

 

 Secondly, the service improvement methodology and 

processes provided a focus for engaging others to implement 

changes extending beyond the pathology service to have a 

positive impact on clinical pathways". 

 

 Lastly, applying and modelling the processes and skills in the 

workplace raised awareness and developed the leadership 

capability of others. 

Key experiences that delegates noted that had made this such a 
positive experience included: 
 

 practical focus 

 sharing with others experiencing similar yet different 

challenges and context, including the opportunity to visit 

exemplar sites 

 having one to one coaching support 

 working on a project that provided the disciplines of time 

constraint, structure, engagement with others and 

measurable outcomes. 

 consolidating learning over time and applying theory to the 

workplace. 
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2.2  Conclusions  

The overwhelming message that leaps out from the responses of 
delegates is that this approach worked for them. As a result they 
would have no hesitation in recommending others to attend this 
programme and the ‘net promoter score’ is 91.7 (see Appendix A). 
To put this in context, the net promoter score achieved by the 
programme was almost 6 times greater than the median score 
recorded in a large survey of the customers  of more than 400 
companies reported in the Harvard Business Review in 2003 (median 
NPS 16%). World class organisations such as Amazon achieve scores 
of the order of 75-80% (See Appendix A). 
 
Delegates confirmed that the programme delivered on what it set 
out to do and was a valuable use of both their time and tax payers’ 
money.  
 
They also confirmed that the benefits of the programme, in 
delivering improvement, will continue well beyond the time frame of 
the programme not only through their own influence and efforts but 
through the spreading influence and efforts of others that they have 
engaged through this experience.  
 
The factors that continue to need to be addressed are time 
pressures, limited resources and conflicting priorities. The one aspect 
of the programme that had more variable response was the use of 
the online WebEx sessions. Whilst some found them very useful the 
majority seemed to struggle to prioritise them or were less motivated 
to do so as they found the value less immediate or apparent.  
 

2.3  Recommendations 

 Continue to invest in Leadership in Action Programmes for 

graduates of the Influencing the Future Programmes 

 Review how to improve the use and relevance of WebEx 

online learning 

 Encourage the spreading of coaching skills to support 

continuous development and spread of culture change 

 Consider further programmes to include related disciplines 

and meet the interest stimulated in others by the example of 

those who have already benefitted. 
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3. Delegate responses to survey questions 

(Complete verbatim comments can be found at: 
 
Influencing the Future: Leadership in Action – Survey Results 
2013 
 

3.1  Overall value 

Delegates were asked to reflect on the value of the course with a 
number of questions: 
 

How would you rate the programme overall? 
Would you recommend the programme to colleagues? 
Did the programme meet its stated goals? 
Was participation in the two programmes worthwhile for the 
NHS? 
 

In Each case  85% or more gave it the highest rating whilst all the 
remainder  were all positive. 
The information delegates provided to support their assessment 
including comments such as: 
  

 The content of the individual sections was very good, and 

fantastic to have the feel of delivery by people who really 

understand and can actually do the stuff talked about. 

 

 The content was blended really well to meet differing learning 

styles and needs. 

 

 Extremely well done particularly in view of the tight time 

scale; pitched just right for the audience. 

 

 Practical workshop sessions well designed to illustrate 

principles in an easily assimilated and enjoyable way. 

 

 Brilliant, the right mix of teaching and break-out sessions. 

 

 Good mix of information, interaction and practical sessions. 

The workshops were well linked and built up over the 

programme to develop a comprehensive programme. 

 

http://www.phoenixconsultancy.org/uploads/files/Survey_Results_Influencing_the_Future_leadership_in_Action_2013.pdf
http://www.phoenixconsultancy.org/uploads/files/Survey_Results_Influencing_the_Future_leadership_in_Action_2013.pdf
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 Best programme I have ever done. I have been on NHS 

'management courses' but they do not address benefits of the 

staff engagement and culture in a way this programme has. I 

now understand what makes a successful leader in a health 

care environment. 

 

 I cannot see any other way of dealing with the unknown 

complexities of future health care. 

 

 Pathology is now actively considered in my Trust when 

making changes to services & other departments, we are not 

the invisible back room team that we once were. We need to 

actively work to maintain this improved profile. Pathology 

leadership, especially my own, is taken more seriously and I 

am treated with more respect and consideration - probably 

more valued as an asset to the Trust rather than an expensive 

drain on resources. 

 

 It has helped develop skills, network and vision that would 

not be possible without participation in the programme 

 

 It’s led me into coaching and supporting other people’s 

leadership development. I'm now able to share ideas and 

stimulate others to think about different approaches and 

have a huge interest in how we should lead in the NHS 

 

3.2  Benefits and impact 

Delegates were asked to describe the benefits that they felt had been 
gained through the programme in both quantitative and qualitative 
terms. Whilst some quantitative responses did not give sufficient 
data in terms of measurable outcomes that could be given a financial 
value they did include the following examples: (Reminder: The total 
programme lasted 4.5 months and project work began after month 
2) 
 

 80% of patient samples now have their DNA extracted on 

same day the sample is received as opposed to 15% 

previously. The haemoglobinopathy genetics service has 

reduced its median turnaround time from 30 days to 20 days. 
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 Project increased the % of endoscopic biopsies cut up and 

processed on the day of receipt from 18% to 60% 

 

 My small project improved 3 day turnaround times by around 

10%. We have 22000 surgicals per year so over 2000 results 

more will be available within 3 days each year.   

 

 Significant improvement in our Blood Sciences specimen 

reception with a 72% reduction in data entry errors being 

made since the introduction of single piece flow.  Reduced 

delays in Paediatric admissions for patients with acute 

respiratory infections and cohort bed management.  

Improved turnaround times for A&E due to "hot bench" to 

manage samples from the air delivery sample tube transport. 

 

 We have about 12 A3 projects on the go. Simple changes - 

new ways of making up chlorine (saving 5 minutes per day!); 

reduced turnaround times for blood cultures (from 48h to 

36h); new procedures for reducing errors booking in 

antenatal bloods (all forms now correctly initialled and no 

errors on recent audit); 

 

 Improvement in 3 patient pathways so far 

 
In terms of qualitative change the feedback included: 
 

 An air of "we can do it" is flourishing in the laboratory, 

positive attitude and good acceptance of change.  Ideas for 

changes and improvements being put forward.  

  

 CQI groups set up in the different departments and starting to 

work on A3 problem solving.   

 

 Definite raised profile of Pathology within the Trust, direct 

meetings with the CEO, Chief of Nursing, service 

improvement teams. Invitation to join the Trust team to 

review demand management in diagnostics 
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 A change in culture in the lab so that all see their role in 

quality improvement, MLAs are engaged. Less top down 

command. 

 

 Calmer department, more discussions, and participation of 

team members in new ideas, staff feel more empowered. I 

constantly remind myself that there is no "I" in "Team" and 

therefore use "we" much more than I! Makes a big difference 

to morale in the team. 

 

 Personality change and a real transformation. Two months 

after this course finished and I still think and apply all the 

principles we were taught. 

 

 Huddles are now routine; people feel empowered to 

influence change 

 

 Attitude to change improvement.  Respect for my views. 

 

 Involved staff and improved teamwork (different roles 

communicating better for service improvement). 

 

3.3  Content 

Delegates were asked to comment on the content of the course, 
what sessions or subjects they found pivotal and anything they felt 
need not be included in the future. 
Key pivotal elements the people referred to included: 
 

 The Lego exercise to illustrate lean principles 

 

 A3 and Switch method for change 

 

 The exemplar site visits 

 

 The importance of engagement and relationships on  making  

change happen 

 

 Integration and interaction with colleagues across hospitals, 

specialisms and roles 
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In fact almost every aspect of the course was identified by someone 
as the key for them! 
 
In terms of what was not valued, the majority of delegates simply 
restated the value and importance of it all! Some observed that there 
was a lot packed in but rather than leave elements out were asking 
for more time to get more benefit. 
There were individual observations: 
 

 One didn’t find the telephone coaching particularly useful 

 

 Another questioned the value of time spent on mission 

statement – keen to get involved in the more practical 

exercises 

 

 One questioned time spent on clarifying problem statements 

but there was no particularly theme other than the pressure 

of time constraints. 

Delegates were then asked specific question about the components 
of the course additional to the training days. 
 

3.4  Projects 

Again the overwhelming majority of delegates found the project to 
be a key aspect of the programme (see graph of results in Appendix 
B). Comments included: 
 

 Learning requires 'doing' for me - otherwise there is a danger 

of forgetting the moment you leave the course venue! 

 

 The requirement to apply the learning in a real life setting 

ensured that the new concepts and skills were practiced and 

embedded whilst still fresh. The confidence given by actually 

achieving a service improvement was also very valuable. 

 

 The project really gave an opportunity to work through the 

process from beginning to end and to see the positive effects 

that could be made by the introduction of small, well targeted 

changes and how imaginative and creative solutions could be 

found given the right environment for them to be heard. 
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 This is not an intellectual exercise. It is the practicality of the 

programme that is its strength. 

 

 The project puts to test all the theoretical underpinnings and 

makes the skills required very obvious. 

 

 Essential to reinforce the learning; the programme would not 

have achieved the results it did for me without the project 

 

 Being encouraged to 'try out' the tools that we'd acquired was 

essential. 

 

 I felt the projects were variable in terms of true LEAN 

application but it is hugely important to actually be made to 

do a project rather than just listen to the theory. It is only 

then that the key elements fall into place. You also get to use 

your more generic leadership skills too. 

A recurrent theme was also the challenge of time and the 
limitations of finding a project that best fitted the time 
constraints of the programme. 
 

3.5  Exemplar site visits 

The chance to visit exemplar sites was again valued by vast majority 
of responders (see graph of results in appendix I) the reasons given 
included: 
 

 It was my second visit to Bolton and I was blown away when I 

first visited - this was what first prompted me to endeavour to 

introduce LEAN to local transfusion lab. I can truly say it was 

life changing. Revisiting was once again inspiring and to see 

how embedded it is - something to aspire to. 

 

 I was really inspired by what they had managed to do. 

 

 Really brought home the value of putting lean problem 

solving into practice. Very useful to visualise the concept, left 

very enthusiastic 
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 Good to see the process in action and the impact it had.  

Definitely a "must" for any future course. 

 Specifically linked to involvement of all staff at all levels and 

the concept of the tools being part of the "day job" (cytology 

at Taunton) 

 

 Seeing how the tools fit into a working pathology lab was a 

real eye-opener and filled me with enthusiasm for what could 

be achieved in my department. 

 

 Emphasised how important overall culture is to success - 

leadership and strategy will both fail if culture not right 

 

 Again I was astounded as to the magnitude of what could be 

achieved in terms of quality and increased capacity/efficiency 

with no additional staff. The evidence of the increased 

productivity and improvement in turnaround times between 

current state and future state was impressive to say the least.  

With evidence like this it make trying 'new initiatives' more 

appealing and worthwhile. Additionally the staff seemed 

really happy and confident. The improvement genuinely 

appeared to reinforce a partnership/team effort - which can 

be unusual in some laboratories. 

 

 The penny dropped...  You can't teach a culture - you need to 

feel it - this for me is 'the end in mind' 

 

 So much insight into how to get off the starting blocks and 

that this is actually achievable in the real warts and all NHS! 

 

3.6  Coaching 

The use of telephone coaching was piloted for this programme (the 
Influencing the Future Foundation leadership programme used face 
to face coaching). This offered significant benefits in terms of cost 
efficiency and flexibility although the level of uptake and perceived 
value, whilst still high was more varied than was previously 
experienced with face to face coaching. Some reasons for this are 
offered by the delegates however more detailed evaluation would 
need to be undertaken if alternative coaching experiences are to be 
properly assessed. 
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The comments used to support high ratings included: 
 

 Again, essential for bouncing ideas and guidance 

 

 Ensured that momentum maintained - difficult sometimes to 

find time for additional work but coaching ensured this 

occurred and also provided additional teaching re methods, 

allowed me to consider other overlooked aspects - tailored to 

my situation and problem. Without this the chance of 

successful delivery of A3 in timeframe would have been 

significantly smaller and this would have wasted this training 

and educational opportunity. 

 

 When I wasn't sure what to do next the session really helped - 

invaluable in the timescale we had. 

 

 Coaching was enormously helpful and insightful as well as 

offering practical approaches to problems. I particularly liked 

the fact that it was non- directional, and I had to work out the 

solution for myself. 

 

 Motivating, clarifying and supporting 

 

 My coach is excellent. He really challenged my thinking in all 

our 1:1's and I feel a lot more confident and stronger for it 

(although it didn't necessary feel it at the time)! It’s odd but 

the beauty of coaching (and this course) is that I didn't 

necessarily 'get it at the time' however once I internalised 

everything I learnt and was taught I suddenly made 'giant' 

strides in my thinking and understanding.  I feel as if I've 

made a friend for life both in my coach and fellow coachee.  It 

is also reassuring that I am able to contact him still, for a chat, 

if I become a little overwhelmed or hit a problem where the 

solution is not immediately apparent. 

 

 After a challenging week at work, 30 minutes on the phone 

with my coach put everything into perspective. We had the 

freedom (and confidentiality) to discuss anything I wanted to 

and often felt far more positive at the end of the call than at 
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the beginning. Having experienced coaches who had 'been 

there, done that' was invaluable. 

The comments used to support lower ratings included: 
 

 It was very good but I wouldn't say it was significant in 

comparison to everything else. I enjoyed talking things over 

and getting advice but it definitely wasn't one of the big parts 

of the course. I probably didn't make the most of it but that 

was mainly down to time constraints at work. 

 

 I did not find it easy to develop a very productive relationship 

with my assigned coach using the telephone - through no 

fault of hers! The course was very well resourced and I did not 

seek additional advice or resources from her that were 

probably available. This probably speaks volumes about my 

introverted leadership style and desire to be self-resourced. 

 

 Unfortunately the coaching on both the leadership and the 

service improvement course was not to the standard of my 

previous experience and I found it to be of little help.  But 

some of that is within me and not all on the part of the 

coaches. 

 

3.7  WebEX online learning 

The WebEx online learning sessions were the aspect of the 
programme the most divided opinions.  
 
Whilst some comments confirmed their value: 
 

 Shared with staff for better, more accurate dissemination of 

information 

 These are a great resource not only during the course but for 

afterwards 

The majority of responses were about not finding time to access 
and seeing them more a resource for future reference. Typical 
responses included: 
 

 I have not used these tools but will now do so! 
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 Have had difficulty accessing them 

 

 I probably didn't use these enough to give a meaningful 

comment. I meant to but the pressure of time got to me! 

 

 Not had chance to view yet - but saved the links 

 

 I’m ashamed to say I haven’t got round to any of these yet. I 

have all the links and it’s on my ‘to do’ list... 

 

 Watched a few; found it a bit difficult to learn from. 

 

 To my shame I never accessed any and for that reason my 

answers to 10 are all "OK" 

 

 It is difficult to set aside the time to access these so it is very 

good that they are still available. 

It is clear that the web based sessions are an area for improvement in 
future programmes. There is much to learn from the recent explosion 
in on-line learning. We will need to develop Webex sessions that are 
shorter, more focussed on the needs of the participants, easy to 
access and designed to facilitate team learning when the participants 
return to their own workplace. 
 

 

©Phoenix Consultancy USA, Incorporated June 2013 
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Appendix A:  Net Promoter Score 

 

Influencing the Future - Phase 2:  

Participants’ feedback 
 
36 participants responded to the question: 
How likely would you be to recommend this programme to a 
colleague? 
Please indicate your preference where '0' is very unlikely and '10' is 
absolutely 
 
 

Score Number of respondents Percentage of total 

0-7 0 0 

8 3 8.3% 

9 4 11.1% 

10 29 80.6% 

 

ItF Phase 2 Net Promoter Score = 91.7 
 
CALCULATING YOUR NET-PROMOTER SCORE 

Asking a statistically valid sample of customers “How likely is it that you 

would recommend our company to a friend or colleague?”  enables you to 

calculate your net-promoter score: the ratio of promoters to detractors. 

Based on their responses on a 0 to 10 rating scale, group your customers 

into “promoters” (9–10 rating—extremely likely to recommend), “passively 

satisfied” (7–8 rating), and “detractors” (0–6 rating—extremely unlikely to 

recommend). Then subtract the percentage of detractors from the 

percentage of promoters. Companies that garner world-class loyalty 

receive net-promoter scores of 75% to more than 80%.  

reference: Reichheld F. Harvard Business Review December 2003 
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Your Net Promoter Score can range anywhere from -100 to 100 and 

is always shown as an integer. 

 

 

 

 

 

David Clark 4 June 2013  
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Appendix B:  Graphs of quantitative delegate 

response data 

 
The following pages represent the delegates’ responses to the 
online survey. 
Included are their responses to a series of evaluative questions 
in graphical forms. 
 
The entire verbatim comments from completed surveys can be 
found at this link: 
 
Influencing the Future: Leadership in Action – Survey Results 
2013   
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3. How likely would you be to recommend this programme 
to a colleague? 

Please indicate your
preference where '0' is very
unlikely and '10' is absolutely

http://www.phoenixconsultancy.org/uploads/files/Survey_Results_Influencing_the_Future_leadership_in_Action_2013.pdf
http://www.phoenixconsultancy.org/uploads/files/Survey_Results_Influencing_the_Future_leadership_in_Action_2013.pdf
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4. How would you rate the 'quality' of the workshop 
content overall? 

5 - Excellent

4 - Good

3 - OK

2 - Poor

1 - Very poor

7. The project work was a valuable learning experience 

Strongly agree

Agree

Neither

Disagree

Strongly disagree
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8. Coaching was a significant part of my learning 
experience 

Strongly agree

Agree

Neither

Disagree

Strongly disagree

9. The pre-recorded WebEx sessions provided useful 
learning 

Strongly agree

Agree

Neither

Disagree

Strongly disagree
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11. Please rate the relevance of the Exemplar site visit  
to your development as a leader 

Significant

Quite a bit

Moderate

Little

Very little

13. The programme content of leadership development 
and improvement methodology content was for me 

Perfectly synergised

OK - although the
two did not feel well
connected

Too focused on
improvement
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14. In your opinion, has this programme met its stated 
goals?  

 

Yes

No

Partly

17. In your view has your participation in the two 
Influencing the Future programmes been worthwhile for 

the NHS? 

5 - Strongly agree

4 - Agree

3 - Neither

2 - Disagree

1 - Strongly disagree
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0.0%
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20.0%
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40.0%
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60.0%
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90.0%

Learning
completed
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a bit further
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significant

further benefit

Absolutely
ongoing

Spreading to
others

18. Do you believe that the learning and benefits from 
these programmes is ongoing and will continue, even 

though the programmes are now completed? 
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Appendix C:  Survey questions 

 

 
1. Name 

2. Organisation 

3. How likely would you be to recommend this programme to a 

colleague? 

4. How would you rate the 'quality' of the workshop content 

overall? 

5. Please tell us one or two key concepts or sessions that were 

pivotal for you 

6. Please tell us which content or sessions you would suggest we 

do not include in future programmes 

7. The project work was a valuable learning experience: 
Strongly disagree 
Disagree 
Neither 
Agree 
Strongly agree 
 

8. Coaching was a significant part of my learning experience: 
Strongly disagree 
Disagree 
Neither 
Agree 
Strongly agree 
 

9. The pre-recorded WebEx sessions provided useful learning: 
Strongly disagree 
Disagree 
Neither 
Agree 
Strongly agree 
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10. Please rate the quality of the WebEx sessions that you have 

used: 1 = Very poor, 2 = Poor, 3 = OK, 4 = Good, 5 = Very 
good: 

Value Stream Mapping 
Process Sequence Charts 
Statistical Process Control 
5S 
Visual Management 
Standard Work 
Kanban Stock Control at Chesterfield 
Engagement Surveying 
 

11. Please rate the relevance of your Exemplar site visit to your 
development as a leader: 

Very little 
Little 
Moderate 
Quite a bit 
Significant 
 

12. Please confirm which Exemplar site you visited: 
Path Links 
Barts Health Trust (Whipps Cross) 
South West Pathology 
Bolton NHS Foundation Trust 
 

13. The programme content of leadership development and 
improvement methodology content was for me: 

Too focused on leadership 
Too focused on improvement 
OK although the two did not feel well connected 
Perfectly synergised 
 

14. In your opinion, has this programme met its stated goals?  
 

- Engage selected Influencing the Future graduates for further 
leadership development to become change agents for pathology 
service improvement.  
- Accelerate the spread of Continuous Quality Improvement (CQI) 
systems based on 'lean' methodology across NHS pathology 
services in England by developing a cohort of opinion leaders in 
pathology with the skills to lead a CQI transformation.  
- Catalyse transformational change within NHS pathology services 
by delivering continuous improvements in quality, safety, delivery 
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and productivity and supporting the redesign of pathways to 
improve health outcomes for all patients. 

Yes 
No 
Partly 
 

15. Please indicate key outcomes, benefits, impact on others 
from your participation in this programme: - Quantitative / 
Measurable 

 
16. Please indicate key outcomes, benefits, impact on others 

from your participation in this programme: - Qualitative: 
 

17. In your view has your participation in the two Influencing the 
Future programmes been worthwhile for the NHS? 

Strongly disagree 
Disagree 
Neither 
Agree 
Strongly agree 
 

18. Do you believe that the learning and benefits from these 
programmes is on-going and will continue, even though the 
programmes are now completed? 

Learning completed 
May carry on a bit further 
I expect significant further benefit 
Absolutely on-going 
Spreading to others 
 

19. Please use this space to provide any further comments you 
would like to make regarding this programme. 

 

 


