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About CSES

Coaching Skills Evaluation System

The Coaching Skills Evaluation System (CSES) is an online system used to measure the impact of

coaching. Currently, it is used by more than 2,500 coaches in 28 different countries and is presently
available in English, Japanese and Mandarin Chinese.

After the coaching engagement, clients can clearly understand the progress they have achieved as
a result of coaching. Coaches can receive feedback from their clients about their coaching skills and
use that information to improve the effectiveness of their coaching.

Research Overview

Survey tool : Coaching Skills Evaluation System (CSES)
http://crillp.com/en/services/cses/
40 rating questions (5-point Likert scale),
3 free response questions (*Refer to Appendix for a complete list of questions)
Survey method : A web-based survey of coaches and clients was conducted
after the completion of their coaching engagements
Sample size : 215 clients from 13 countries who have received executive coaching
2,512 clients from 28 countries who have received coaching

*These clients were coached by 198 coaches from 16 countries
Period of data collection : January 2013 — August 2015
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How Executives Succeed through Executive Coaching 3

In recent years, it has become common for executives to hire executive coaches to produce better results
for their organizations in various ways, such as in terms of business performance, corporate culture
reform, branding, and more. The role of the executive coach is to hold dialogue with these executives,
supporting them and contributing to the production of better results.

So what are the differences between executives undergoing executive coaching who achieve high level
results, and those who do not? Do executive coaches interact differently with these high achievers?

We have gathered and analyzed data from 2,512 coaching clients to answer these questions and to learn
what factors may help the success of an executive coaching engagement.

The analysis tool used for this research was the CSES. The CSES is made up of three categories:
A. Overall effects of coaching felt by the clients

B. Changes clients experienced in themselves as a result of coaching

C. How the coach interacted with the client

Post-coaching, clients were asked to respond to this survey to evaluate their coaching experience and
executive coaches. (For a complete list of question items, please refer to the Appendix.)

Among the 2,512 survey respondents, 215 held executive positions (CEO, Chairman, President, Director,
etc.). In this report, we look closely at the data from these executives, but also analyze data obtained
from the non-executives. The level of results achieved through executive coaching was defined using
the scores reported by clients in the question item A1, “I achieved the goals | had set at the outset of the
coaching engagement.”

Analysis of data showed that executives who achieved high level results through executive coaching
reported being better able to 1) be proactive towards goal accomplishment and problem solving, and
2) deal with conflict in interpersonal relationships than other executives. Meanwhile, it was also learned
that (in comparison to other executives) executive coaches of these high-achievers interacted using 1)
focused dialogue on goals and 2) various coaching tools more effectively.

In this report, to validate the effects of executive coaching, we show the results of the analysis from the

following perspectives:

® The gap between the executives’ degree of satisfaction and results achieved from executive
coaching (p.4)

@ Characteristics of changes in executives who produced high level results through executive
coaching (p.5-8)

® Interaction of executive coaches with executives who attained high level results (p.9-10)
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2. The gap between the degree of ‘satisfaction’ and ‘results’

reported by executives undergoing executive coaching

Are highly satisfied clients of executive coaching necessarily able to produce better results?

Figure.1 Figure.2
Executive’s level of satisfaction in executive coaching Executive’s level of results achieved in executive coaching
“| am satisfied with the coaching engagement.” (A3) “I'achieved the goals | had set at the outset of the coaching engagement.” (A1)

Strongly disagree 0.5% \

Neither

2.8% Strongly

Agree

Neither 17.7%
23.3%

Strongly
Agree

56.7%

Agree

40.5%

Agree
55.8%

n=215
5-point scale (1: strongly disagree, 2: disagree, 3: neither, 4: agree, 5: strongly agree)

Figure 1 and 2 show the degree of satisfaction and level of results achieved through executive
coaching.

If we look at the positive results (those who answered “agree” or “strongly agree” in the survey),
many executives were both highly satisfied and achieved results through executive coaching. 97.2%
of the respondents reported that they were satisfied with the coaching engagement, while 73.5%
of the respondents reported that they achieved the goals they had set at the outset of the coaching
engagement.

Looking only at the results of those who answered “5, strongly agree”, 56.7% of executives chose this
answer for level of satisfaction (Figure 1), and 17.7% of the executives chose this answer for level of
results achieved (Figure 2). This result shows a large gap between the level of satisfaction and level
of the results achieved.

© Coaching Research Institute LLP. All Rights Reserved.



How Executives Succeed through Executive Coaching 5

3. Executives who achieved high level results through executive

coaching experienced major changes with themselves

What are the common points are shared between executives who achieved high level results?

Figure.3
Correlation between level of results achieved and level of change experienced by executives

Level of change experienced (*2)

1 2 3 4 5 . 1

Level of results achieved (*1)

(*1) Level of results achieved: Executives' self-evaluation score on "l achieved the goals | had set at the outset of the
coaching engagement.” (A1)

(*2) Level of change experienced: Executives' self-evaluation score on "changes clients experienced in themselves as a
result of coaching" (average score of question items from B1 to B19)

5-point scale (1: strongly disagree, 2: disagree, 3: neither, 4: agree, 5: strongly agree)

Figure 3 shows a bubble chart of the level of results achieved and level of change experienced by the
executives. The results were taken from the CSES survey in which the 215 executives answered various
questions (average scores for 19 items are shown) regarding the degree of change which they themselves
experienced as a result of executive coaching. Sample items include ‘improved clarity of vision” and ‘better
time management’. The size of the circle represents the number of executives.

A correlation analysis revealed that executives who achieved better results generally also had a higher
level of change (r=.64). This suggests a relationship between executives achieving better results and the
changes experienced through executive coaching.

© Coaching Research Institute LLP. All Rights Reserved.
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3-1. Proactive actions towards achieving goals and resolving issues

So what exact changes were experienced by executives who achieved high level results through
executive coaching?

Executives who reported achieving high level results (n=38) (the 17.7% who answered “strongly agree” in
Figure 2) were placed in Group A, while the others who produced moderate or low results (n=177) (those
who chose the other responses other than “strongly agree”) were placed in Group B.

When the scores of these two groups were examined with regards to 'change experienced by clients in
themselves as a result of executive coaching® from the survey, Group A scored significantly higher in all
19 items than Group B (significance level, p < 0.05). Figure 4 shows the top 5 items in which Group A
and Group B differed (i.e. largest effect size).

Figure.4
Top five items showing difference between Group A and B

1 Able to take corrective actions if my actions are not aligned with my goals. (B17)

2 More confident that | can solve issues by myself. (B19)

3 Able to take the right action under any circumstances. (B4)

4 Able to build trust even with people who | don't necessarily share the same values or opinions with. (B15)

5 Able to resolve issues, rather than merely analyzing the cause. (B9)

Looking at the items highlighted in yellow, we can see that the majority of items are related to taking more
proactive actions towards achieving their goals and resolving issues. It is possible that through executive
coaching, the more executives take proactive actions towards achieving their goals and resolving issues,
the better they are able to achieve high level results.
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3-2. Differences between high achieving executives and non-executives

Are there any differences between executives and the non-executives who produce high level results?

As mentioned in the introduction, there were a total of 2,512 survey respondents, 215 of which were
executives. The remaining 2,297 will now be referred to as non-executives. Among the non-executives,
those who strongly agreed that they produced better results were placed in Group C (n=241) and those
who said that they produced moderate and low results were placed in Group D (n=2,056). The 2x2 matrix
in Figure 5 gives us an overview of how the participants were divided into groups.

Figure.5
Matrix showing how participants were divided into groups

Position

Results

High (*3)

Moderate & Low (*4)

Moderate and low achievers)

Executives (*1) Non-executives (*2)

Group A Group C
(Executives/
High achievers)
n=38

(Non-executives/high
achievers)
n=241

Group B

Group D

(Executives/
and low achievers)
n=177 n=2,056

(*1) Executives refers to CEOs, presidents, and senior executives.

(*2) Non-executives refers to managers, team leaders, and staff members.

(*3) High achievers refers to those who gave a self-evaluation score of "5: strongly agree" on "l achieved the goals | had
set at the outset of the coaching engagement.” (A1)

(*4) Moderate and low achievers refers to those who gave a self-evaluation score between "1: strongly disagree" and

(Non-executives/moderate

"4: agree" on "l achieved the goals | had set at the outset of the coaching engagement." (A1)
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Next, using answers for the questions about “level of change experienced”, Groups A, B, C and D were
compared.

Figure 6
Comparison of Groups A-D in terms of reported "level of change experienced"

5.0

15 -/.\-/-\-\-
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-/‘\—__\ Group C (*3)

4.0
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(*1) Group A (Executives/High achievers): n=38.Among 215 executives in the survey, this group gave a self-evaluation score of "5: strongly
agree" on question A-1 "I achieved the goals | had set at the outset of the coaching engagement.”

(*2) Group B (Executives/Moderate and low achievers): n=177. Among 215 executives in the survey, this group gave a self-evaluation score
between "1: strongly disagree" and "4: agree" on question A-1 "l achieved the goals | had set at the outset of the coaching engagement."

(*3) Group C (Non-executives/High achievers): n=241.Among 2,297 non-executives in the survey, this group gave a self-evaluation score of
"5: strongly agree" on question A-1 "l achieved the goals | had set at the outset of the coaching engagement."

(*4) Group D (Non-executives/Moderate and low achievers): n=2,056.Among 2,297 executives in the survey, this group gave a self-evaluation
score between "1: strongly disagree" and "4: agree" on question A-1 "l achieved the goals | had set at the outset of the coaching
engagement.

Clients who reported their "level of change experienced" in all 19 items showed that the high achievers (Groups A and C)
were significantly higher compared to the moderate and low achievers (Groups B and D). Specifically, the six items listed
in Figure 6 showed that Group A was significantly higher than Group C. This means that in the context of producing better
results in coaching, there were differences among executives and non-executives (significance level, p<0.05)

Highlighted in yellow are items related to taking more proactive actions towards achieving goals and resolving issues (first
mentioned in section 2-1) such as "able to resolve issues, rather than merely analyzing the cause" (B9) and "able to take
corrective action if my actions are not aligned with my goal" (B17). Highlighted in blue are items related to dealing with
conflict in interpersonal relationships such as "able to build trust even with people who | don't necessarily share the same
values or opinions with" (B15) and "able to build relationships with people that | find difficult to deal with" (B16). This leads
us to believe that in addition to taking more proactive actions towards achieving goals and resolving issues, dealing with
conflict in interpersonal relationships becomes an important factor for executives to produce better results.

In situations where executives may require bringing change into an organization to produce better results, they are in a
comfortable position where they can give orders and instructions using their given authority. But executives may also face
obstacles or opposition from members of the organization and perhaps company stockholders. We would imagine that
things may go smoother when the executive can involve and work with others in the decision making process. There
could be potential conflicts along the way, but by overcoming them and establishing stronger, trusting relationships,
the chances of succeeding in bringing changes are probably higher. This is why we believe that being able to deal with
interpersonal conflicts could be an important factor for executives.

© Coaching Research Institute LLP. All Rights Reserved.



How Executives Succeed through Executive Coaching 9

4. Executives coaches interacted with the executives by having

conversations on goals and using effective tools to produce better
results

4-1. High performing executives had coaches who focused on
conversations about goals and purpose

So what kinds of interactions occur between executives who reported achieving high level results and
their executive coaches? For this we looked at the scores of Groups A and B in the “coach’s interaction
with the executives” category from the survey.

Group A scored significantly higher in 14 out of the 18 items than Group B (significance level: p < 0.05).
Figure 7 shows the top 5 items on which Group A and Group B differed the most (effect size).

Figure.7
List of top five items on which Group A and B differed

1 Made the goals of the session clear at the beginning (C13)

2 Reviewed whether my objectives were at the end of each session (C14)

3 Set specific goals that can be measured numerically (C12)

4 Help expand list of choices (C11)

5 Asked questions which helped gain new insights (C7)

Looking at the top 3 items (highlighted in yellow), it can be seen that many are items are related
to communicating about goals and purpose. This suggests that executive coaches who coached
high performing executives focused on dialogue about goals and purpose throughout the coaching
engagement.

Next, Figure 8 shows the items in which Group A and Group B differed the least.

Figure.8
Items on which Group A and B differed the least with regards to interaction between coaches and executives

16. Conveyed his/her observations and feelings (C8)
17. Did not give directions or advice from a superior standpoint (C2)

18.Listened to me without interrupting (C1)

For these items, there were no statistically significant differences in between evaluations of how executive
coaches interacted with executives. In other words, this suggests these methods of interactions are
already being done by most executive coaches. For executives to achieve high level results, executive
coaches need to do more than what is described here but also other methods of interactions like those
listed in Figure 7.

© Coaching Research Institute LLP. All Rights Reserved.
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4-2. An effective method to interact with executives is utilizing tools

Are there differences between what methods are effective when coaching executives and non-
executives? Let’s bring back Groups C and D (first mentioned in section 2-2). Figure 9 shows one of the
18 items in the category “Coach's interaction with the clients” from the survey, the only item in which a
statistically significant difference was observed (p < .05).

When executive coaches used tools such as questionnaires and worksheets, both groups who produced
better results (Groups A and C) evaluated their executive coaches differently. For the high performing
groups, we can see that executives (Group A) scored higher compared to the non-executives (Group C).
This may indicate that executive coaches utilized these tools more effectively with executives compared
to non-executives.

Figure.9
Difference between Groups A-D when coach used a variety of tools in coaching
"The coach used a variety of tools such as questionnaires and worksheets" (C16)

5.0

Group A

Executives

(1) Group C

Non-Executives
*2) Group B Group D
Beauiives Non-Executives

(*1) (2

High achievers (*3) Moderate and low achievers (*4)

Results

(*1) Executives refers to CEOs, presidents, and senior executives.
(*2) Non-executives refers to managers, team leaders, and staff members.

(*3) High achievers refers to those who gave a self-evaluation score of "5: strongly agree" on question A-1 "l achieved the goals | had set at the

outset of the coaching engagement.

(*4) Moderate and low achievers refers to those who gave a self-evaluation score between "1: strongly disagree" and "4: agree" on question A-1

"l achieved the goals | had set at the outset of the coaching engagement.”

In executive coaching, tools such as 360 degree assessments are commonly used in order to get a
picture of the organization’s current situation and evaluate the executive’s leadership ability. These tools
can be used to solve the ‘executive dilemma’, tackling the important problem of getting feedback from
the people around the executive, which gets more difficult as he or she rises in position. It is important
to the success of the executive to use tools such as questionnaires and surveys to create important
opportunities for feedback.

© Coaching Research Institute LLP. All Rights Reserved.
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5. Take-away

While many studies on success cases of executive coaching tend to focus on the coach’s perspective,
through this study, we have attempted to add the executive’s perspective using results from our surveys.
The data shed light on information such as the types of changes the executives experienced as a result
of executive coaching, and how coaches effectively interacted with executives throughout their coaching
engagements.

Executives reported being more proactive towards achieving goals and resolving issues and also
being better able to deal with conflicts in interpersonal relationships. Meanwhile, it was also found that
executives who strongly agreed that they achieved better results had executive coaches who interacted
by focusing on conversations about goals and who utilized tools effectively.

We hope that this study may help in supporting the success of their executives, increase effectiveness of
coaching engagements and in turn produce better results for organizations.

© Coaching Research Institute LLP. All Rights Reserved.
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Appendix

l. Complete list of the CSES survey questions

A. Effects of coaching felt by the clients (3 items)

1. lachieved the goals | had set at the outset of the coaching engagement.
2. l'was able to achieve my goals faster as a result of being coached.

3. Overall, | am satisfied with the coaching engagement.

B. Changes experienced by clients as a result of coaching (19 items)

1. My direction and vision have become clearer as a result of coaching

2. The link between my organization’s goals and my personal goals has become clear as a result of coaching.

3. My priorities have become clearer and | am able to use my time more efficiently as a result of coaching.

4. | am able to take the right actions under any circumstances as a result of coaching.

5. I have become accountable in taking actions proactively as a result of coaching.

6. I now approach things differently, rather than sticking to previous ways as a result of coaching.

7. lam able to respond more quickly to changes as a result of coaching.

8. | am able to identify potential problems and attend to them before they become an issue as a result of coaching.

9. lam able to resolve issues, rather than merely analyzing the cause as a result of coaching.

10. | am able to choose my responses, rather than reacting emotionally as a result of coaching.

11. lam able to look at myself objectively to understand my situation as a result of coaching.

12. | have learned how to improve my performance as a result of coaching.

13. | am able to accept feedback from others as a result of coaching.

14. | am able to communicate what | am thinking more frankly with others as a result of coaching.

15. | am able to build trust even with people who | do not necessarily share the same values or opinions with as a result of
coaching.

16. | am able to build relationships with people that | find difficult to deal with as a result of coaching.

17. lam able to take corrective action if my actions are not aligned with my goal as a result of coaching.

18. I'now make it a habit to continuously develop my abilities as a result of coaching.

19. I'am more confident that | can solve issues by myself as a result of coaching.

C. Coach’s interaction with the clients (18 items)

1. The coach listened to me until | finished speaking and did not interrupt in the middle of my speech.
2. The coach did not give directions or advice from a superior standpoint.

3. | felt safe to talk about anything | wanted with the coach.

4. I made my own decisions (not the coach).

5. The coach asked for my feedback regarding his/her coaching.

6. The coach's questions helped me clarify my current situation.

7. The coach's questions helped me gain new insights.

8. The coach conveyed his/her observations and feelings regarding the session.

9. The coach summarized my thoughts in a way that was easy to understand.

10. The coach did not impose his/her ideas, but suggested ideas which expanded my perspective.
11. l'was able to expand my list of choices with the help of my coach.

12. | set myself specific goals that can be measured numerically.

13. I made the goals of the session clear at the beginning.

14. | reviewed with my coach as to whether my objectives were met at the end of each session.

15. | clarified what actions | would take before the next session.

16. The coach used a variety of tools such as questionnaires and worksheets.

17. The coach provided value-added information through resources such as books and case studies.
18. The coach explained the definition of coaching (purpose, effects, methodology).

© Coaching Research Institute LLP. All Rights Reserved.



How Executives Succeed through Executive Coaching

13

Il. Definitions

- Clients' position
The clients’ positions are defined as follows:

° Executives: CEO, Chairman, President, Director
° Non-executives: Manager, staff members

In this report, executive coaching refers to coaching delivered to executives.

- Level of results achieved

Level of results achieved in executive coaching is defined by the scores given by clients in question item A-1, “l achieved the goals |

had set at the outset of the coaching engagement.”

° High Results: clients who gave a self-evaluation score of “5: strongly agree”
) Moderate & Low Results: clients who gave a self-evaluation score between “1: strongly disagree” and “4: agree

Data Analysis

e Table 1 shows details of the data analysis for Figure 4 on the report. (Scores of Group A and B in the “Changes experienced by
clients as a result of coaching” category from the survey)
Table 1
Group A(n=38) Group B(n=177) P Effect size
M SD M SD (welch t-test) (cohen's d)
17. 1 am able to take corrective action if my actions are not aligned with my goal 4.68 0.53 3.81 0.67 <.001 o 1.45
19. | am more confident that | can solve issues by myself 4.55 0.60 3.60 0.71 <.001 il 1.45
4. | am able to take the right actions under any circumstances 4.50 0.51 3.66 0.72 <.001 b 1.35
15. 1 am able to build trust even with people who | do not necessarily share the same values or opinions with 4.50 0.65 3.63 0.68 <.001 e 1.31
9. | am able to resolve issues, rather than merely analyzing the cause 4.55 0.55 3.73 0.68 <.001 bl 1.31
8. | am able to identify potential problems and attend to them before they become an issue 4.37 0.59 3.54 0.68 <.001 bl 1.30
18. | now make it a habit to continuously develop my abilities 4.53 0.60 3.74 0.66 <.001 b 1.25
7. 1 am able to respond more quickly to changes 4.53 0.69 3.67 0.69 <.001 b 1.24
16. | am able to build relationships with people that | find difficult to deal with 4.37 0.67 3.56 0.70 <.001 bl 117
10. | am able to choose my responses, rather than reacting emotionally 4.63 0.54 3.92 0.68 <.001 ex 1.16
13. | am able to accept feedback from others 4.71 0.46 4.05 0.68 <.001 b 1.13
2. The link between my organization’s goals and my personal goals has become clear 4.71 0.46 4.04 0.70 <.001 i 1.13
12. | have learned how to improve my performance 4.58 0.50 3.90 0.70 <.001 il 1.12
3. My priorities have become clearer and | am able to use my time more efficiently 4.53 0.56 3.84 0.68 <.001 b 111
1. My direction and vision have become clearer 4.82 0.39 4.23 0.64 <.001 e 1.10
6. | now approach things differently, rather than sticking to previous ways 4.68 0.57 3.98 0.69 <.001 e 1.10
11. 1 am able to look at myself objectively to understand my situation 4.63 0.49 3.99 0.68 <.001 il 1.08
14. | am able to communicate what | am thinking more frankly with others 4.53 0.60 3.86 0.69 <.001 b 1.03
5. | have become accountable in taking actions proactively 4.58 0.60 3.91 0.75 <.001 e 0.99

***p <.001,*:p <01, *p <05, +p <1
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e Table 2 shows details of the data analysis for Figure

experienced”

Table 2-1

9. I am able to resolve issues, rather than merely analyzing the cause

Descriptive statistics

6. (Comparison of groups A-D in terms of reported “Level of change

Clients' position Level of results achieved n M SD
Executives High 38 4.55 0.55
Executives Moderate & Low 177 3.73 0.68
Non-executives High 241 4.30 0.70
Non-executives Moderate & Low 2056 3.73 0.65
ANOVA
P
Source of Variation df SS MS (F-test)
Clients' position 1 1.88 1.88 .037 *
Level of results achieved 1 52.88 52.88 <.001 =
Interaction 1 1.64 1.64 .052 +
Error 2508 1089.69 0.43
Corrected Total 2511 1183.18
Effect size
P Effect size
Clients' position Level of results achieved df SS MS (F-test) n"2
Executives/ High 1 212 212 027 * 002
Non-executives
Executives/ Moderate & Low 1 0.01 0.01 865 .000
Non-executives
Executives High/Moderate & Low 1 20.94 20.94 <.001 e .019
Non-executives High/Moderate & Low 1 70.84 70.84 <.001 o .061
***p <.001,**:p <01, *p <.05, +:p <1
Table 2-2
10. 1 am able to choose my responses, rather than reacting emotionally
Descriptive statistics
Clients' position Level of results achieved n M SD
Executives High 38 4.63 0.54
Executives Moderate & Low 177 3.92 0.68
Non-executives High 241 4.30 0.67
Non-executives Moderate & Low 2056 3.92 0.69
ANOVA
P
Source of Variation df SS MS (F-test)
Clients' position 1 2.81 2.81 .015 *
Level of results achieved 1 32.82 32.82 <.001 =
Interaction 1 3.10 3.10 .01 *
Error 2508 1193.32 0.48
Corrected Total 251 1241.70
Effect size
P Effect size
Clients' position Level of results achieved df SS MS (F-test) n"2
Executives/ High 1 355 355 006 003
Non-executives
xecutives/ Moderate & Low 1 0.01 0.01 884 000
lon-executives
Executives High/Moderate & Low 1 16.05 16.05 <.001 i .013
Non-executives High/Moderate & Low 1 31.11 31.11 <.001 i .025

***:p <.001,**:p <.01,*p<.05,+p<1
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Table 2-3

15. | am able to build trust even with people who | do not necessarily share the same values or opinions with

Descriptive statistics

Clients' position Level of results achieved n M SD
Executives High 38 4.50 0.65
Executives Moderate & Low 177 3.63 0.68
Non-executives High 241 419 0.76
Non-executives Moderate & Low 2056 3.68 0.70
ANOVA
P
Source of Variation df SS MS (F-test)
Clients' position 1 1.75 1.75 .061 +
Level of results achieved 1 52.06 52.06 <.001 ***
Interaction 1 3.65 3.65 .007 *
Error 2508 1242.98 0.50
Corrected Total 2511 1322.77
Effect size
P Effect size
Clients' position Level of results achieved df SS MS (F-test) n"2
Executives/ High 1 314 314 o012 ¢ 003
Non-executives
pxecutives/ Moderate & Low 1 0.52 0.52 308 000
lon-executives
Executives High/Moderate & Low 1 23.84 23.84 <.001 e .019
Non-executives High/Moderate & Low 1 55.56 55.56 <.001 e .043
***:p <.001,**:p <.01,*p <05, +p<1
Table 2-4
16. 1 am able to build relationships with people that | find difficult to deal with
Descriptive statistics
Clients' position Level of results achieved n M SD
Executives High 38 4.37 0.67
Executives Moderate & Low 177 3.57 0.70
Non-executives High 241 4.10 0.89
Non-executives Moderate & Low 2056 3.63 0.72
ANOVA
P
Source of Variation df SS MS (F-test)
Clients' position 1 1.21 1.21 136
Level of results achieved 1 4417 4417 <.001  ***
Interaction 1 3.07 3.07 .018 *
Error 2508 1367.76 0.55
Corrected Total 251 1435.39
Effect size
P Effect size
Clients' position Level of results achieved df SS MS (F-test) n*2
N Executives/ High 1 245 245 034 . 002
lon-executives
Executives/ Moderate & Low 1 064 0.64 280 001
Non-executives
Executives High/Moderate & Low 1 20.19 20.19 <.001 e .015
Non-executives High/Moderate & Low 1 47.25 47.25 <.001 e .033

»ip <001, *p <01, *:

p <.05,+p<1
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Table 2-5

17. 1 am able to take corrective action if my actions are not aligned with my goal

Descriptive statistics

Clients' position Level of results achieved n M SD
Executives High 38 4.68 0.53
Executives Moderate & Low 177 3.81 0.67
Non-executives High 241 4.37 0.67
Non-executives Moderate & Low 2056 3.77 0.62
ANOVA
P
Source of Variation df SS MS (F-test)
Clients' position 1 3.25 3.25 .004 >
Level of results achieved 1 59.51 59.51 <.001  **
Interaction 1 2.09 2.09 .022 *
Error 2508 995.90 0.40
Corrected Total 251 1100.60
Effect size
P Effect size
Clients' position Level of results achieved df SS MS (F-test) n"2
N Executives/ High 1 317 347 005 ** 003
on-executives
Executives/ Moderate & Low 1 0.19 0.19 490 000
Non-executives
Executives High/Moderate & Low 1 24.02 24.02 <.001 rex .024
Non-executives High/Moderate & Low 1 77.56 77.56 <.001 e .072
***p <.001, **:p <.01,*p <05, +p<1
Table 2-6
19. 1 am more confident that | can solve issues by myself
Descriptive statistics
Clients' position Level of results achieved n M SD
Executives High 38 4.55 0.60
Executives Moderate & Low 177 3.60 0.71
Non-executives High 241 4.29 0.74
Non-executives Moderate & Low 2056 3.65 0.72
ANOVA
P
Source of Variation df SS MS (F-test)
Clients' position 1 1.28 1.28 114
Level of results achieved 1 69.22 69.22 <.001
Interaction 1 272 272 .021 *
Error 2508 1289.91 0.51
Corrected Total 251 1406.70
Effect size
p Effect size
Clients' position Level of results achieved df SS MS (F-test) n"2
N Executives/ High 1 2.33 2.33 033 . 002
on-executives
Executives/ Moderate & Low 1 0.40 0.40 379 000
Non-executives
Executives High/Moderate & Low 1 28.46 28.46 <.001 rx .022
Non-executives High/Moderate & Low 1 87.79 87.79 <.001 i .064

***p <.001, **:p <.01,*:

p<.05,+p<1
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e Table 3 shows details of the data analysis for Figure 7 (List of top 5 items on which Groups A and B differed) and Figure 8. (items
on which Groups A and B differed the least with regards to interaction between coaches and executives)

Table 3
Group A(n=38) Group B(n=177) P Effect size
M SD M SD (welch t-test) (cohen's d)
13. I made the goals of the session clear at the beginning 4.66 0.48 3.88 0.80 <.001 e 1.18
14. | reviewed with my coach as to whether my objectives were met at the end of each session 4.68 0.53 3.96 0.81 <.001 i 1.06
12. | set myself specific goals that can be measured numerically 4.42 0.72 3.57 0.88 <.001 e 1.05
11. 1 was able to expand my list of choices with the help of my coach 4.87 0.41 4.27 0.69 <.001 e 1.05
6. The coach's questions helped me clarify my current situation 4.89 0.31 4.45 0.58 <.001 e 0.96
7. The coach's questions helped me gain new insights 4.89 0.39 4.45 0.56 <.001 e 0.92
4. 1 made my own decisions (not the coach) 4.89 0.39 4.47 0.54 <.001 e 0.90
15. | clarified what actions | would take before the next session 4.63 0.75 3.97 0.72 <.001 i 0.90
16. The coach used a variety of tools such as questionnaires and worksheets 4.74 0.55 411 0.89 <.001 i 0.85
5. The coach asked for my feedback regarding his/her coaching 4.63 0.79 4.06 0.85 <.001 e 0.70
9. The coach summarized my thoughts in a way that was easy to understand 4.74 0.64 4.31 0.60 <.001 e 0.68
10. The coach did not impose his/her ideas, but suggested ideas which expanded my perspective 4.76 0.43 4.46 0.56 <.001 e 0.60
3. | felt safe to talk about anything | wanted with the coach 4.89 0.31 4.67 0.49 <.001 e 0.54
17. The coach provided value-added information through resources such as books and case studies 4.50 0.89 4.17 0.82 041 * 0.39
18. The coach explained the definition of coaching (purpose, effects, methodology) 4.68 0.77 442 0.66 .060 + 0.36
8. The coach conveyed his/her observations and feelings regarding the session 4.74 0.64 4.60 0.53 223 0.23
2. The coach did not give directions or advice from a superior standpoint 4.61 0.89 4.55 0.78 714 0.07
1. The coach listened to me until | finished speaking and did not interrupt in the middle of my speech 476 0.71 479 0.41 .854 0.04

***:p <.001,*:p <.01,*p <.05, +:p <1

e Table 4 shows details of the data analysis for Figure 9. (Difference between Groups A-D when coach used a variety of tools in

coaching)

Table 4

16. The coach used a variety of tools such as questionnaires and worksheets

Descriptive statistics

Clients' position Level of results achieved n M SD
Executives High 38 4.74 0.55
Executives Moderate & Low 177 411 0.89
Non-executives High 241 4.33 0.91
Non-executives Moderate & Low 2056 4.09 0.84
ANOVA
P
Source of Variation df SS MS (F-test)
Clients' position 1 5.08 5.08 .007 **
Level of results achieved 1 20.78 20.78 <.001
Interaction 1 4.09 4.09 .016 *
Error 2508 1779.54 0.71
Corrected Total 251 1806.93
Effect size
p Effect size
Clients' position Level of results achieved df SS MS (F-test) n"2
N Executives/ High 1 5.49 549 005 003
on-executives
Executives/ Moderate & Low 1 0.08 0.08 736 .000
Non-executives
Executives High/Moderate & Low 1 12.40 12.40 <.001 i .007
Non-executives High/Moderate & Low 1 12.70 12.70 <.001 rax .007

***:p <001, **:p <01,

*p<.05,+p<1
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