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1
Introduction

1.1
Overview 

This report summarises the evaluation of the SME Leadership Development Programme which took place between April 2005 and September 2005. This involved 3 pilot programmes : Glasgow (8 SMEs), Guildford (8 SMEs) and Nottingham (3 SMEs). Each pilot was run by 2 facilitators and involved a combination of monthly workshops and one-to-one coaching sessions. The different pilots involved workshops with a variable amount of action learning, group discussions and formal training sessions. Following the summary of the results, this report includes recommendations for the future rollout of an SME Leadership Development Programme.

1.2
Objectives

The purpose of the evaluation of the programme was to provide an independent assessment of all aspects of the pilot, in respect of effectiveness and efficiency. This includes:

· An assessment of the effectiveness of the action learning process to deliver tangible learning and effective improvement for individual participants and their businesses

· An assessment of the impact of the learning and changes on individuals’ leadership capability

·  An assessment of the three specific projects and how effectively and efficiently they have been delivered by the expert intermediaries (facilitators / coaches).

· An assessment of the project management process by the project manager and the steering group for overall management of the pilots, including the methodology for identification of course participants and the scalability of this process to meet potential programme expansion.

·  An interim written report and final written report and presentation to the Steering Group. This was to include specific recommendations about how to improve any future delivery of this type of learning, in a second phase of pilot programmes
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There are two strands of evaluation: the evaluation of the participants’ leadership development as a result of the programme and the evaluation of the surrounding processes of recruitment, contact intermediaries, project management and co-ordination of the programme.

This report takes the data from the pilot programmes and makes recommendations for the future rollout of the programme. There are separate reports from each of the pilot programmes produced by the facilitators and this report does not duplicate the findings from these reports.

1.3 Executive Summary

The first objective was to assess the effectiveness of the action learning process to deliver tangible learning and business benefits. This has been demonstrated by the very positive responses to the programme – the participants have scored the overall value of the programme as either ‘very good’ or ‘excellent’. The overwhelming majority of positive comments relate to the action learning and group aspects of the programme. The SMEs have found the concept of working with other owner / managers very informative, enjoyable and an effective way of working through their current leadership challenges.

There are significant business benefits reported during the programme. These include cost savings of £2000 per month for one business, a business and action plan based on a 25% increase in turnover for another, and two companies that have been ‘saved’ from potential failure – one due to the leader’s lack of motivation and the other due to the leader’s imminent retirement. 

In addition to the many tangible business benefits, the individual participants have described personal improvements in many areas, including a better work-life balance, improved time management, greater confidence to change the company, improved delegation, increased personal motivation and instigating new initiatives to improve staff motivation.

Whilst all the programmes have powerful success stories, the participants have attributed these principally to action learning and group aspects.

The parts of the programme that were criticised are mainly concerned with the formal training sessions on the pilot programmes. This indicates the serious challenge of presenting leadership and management topics to a potentially very broad and varied audience. 

The second objective was to assess the development of the individuals’ leadership capability as a result of the programme and there are many positive comments and examples of participants reporting new business strategies with accompanying action plans, greater confidence and improved negotiation and communication skills, resulting in better relationships with other directors and staff members. The coaching sessions have been described as ways to help this personal development, by allowing more in-depth discussion of individual challenges.

The 3 pilots have all been delivered in different ways, with only the Glasgow pilot taking the action learning approach for the duration of the programme. The Guildford pilot used action learning for part of the programme and the Nottingham pilot only used action learning towards the end of the programme. The facilitators generally received positive feedback on their ability to run action learning and group sessions. These were frequently referred to as the highlights of the programmes. However there was some criticism about their ability to deliver the taught components of the programme.

The project management of the pilot programmes was challenging, with problems recruiting participants, lack of understanding of action learning amongst stakeholders and participants, and complaints about the programme. These problems have informed the future recommendations for the programme.

In view of the results of this pilot, it is recommended that this programme is continued, however there needs to be several improvements:

· The engagement of participants needs to be undertaken by well-informed and proactive contact intermediaries

· The participants need to be given a clear understanding of what to expect from an action learning programme 

· Facilitators need to be selected and supported to deliver action learning and coaching, rather than training presentations

· The programme needs to be enhanced to include further workshops or reviews following the core 6 month programme

The overall results indicate that this pilot has been successful both in achieving results through an action learning programme, but also valuable learning to identify areas for improvement in the future.

1.4 SME Stories

The following are summaries of some of the success stories of the programme.

Story from Glasgow

‘I joined the programme because I wanted help in taking my company (financial services) to the next stage of creating a stable, profitable business. This would then allow me to handover the running of my business within the next 5 years. I have found the programme extremely useful especially the sessions where the participants are discussing each other’s problems. I have benefited greatly from this and have been able to bring the benefits directly back to my business. My challenge was the lack of profitability in my business despite having more work than we could handle. During the programme, I have resolved to charge fees for the work I do and offer staged payments to clients, rather than relying on commissions as before. I was worried in case I would lose clients, but they have all accepted the new structure without any problems. This will significantly help my profitability and enable a future handover.’

Story from Guildford

‘I was appointed MD two months before the programme and wanted help to gain the confidence to change the company. This programme has really been invaluable. I have now increased the level of promotional and PR activities – we produce newsletters and ask for referrals. I now give staff briefings to keep them all informed and we are starting to document our procedures. I am now working on a culture change to create a more open style of management and increased staff empowerment. I have found the group feedback sessions really useful in helping me to develop my ideas. Thank you!’

Story from Nottingham

‘I joined the programme after it had started but soon found it very helpful. I had not been in this role long and was having problems. I am now being appreciated as a leader. I have delegated almost 80% of my old roles and people are now coming to work earlier, probably as a result of changing my style. I seem to be more approachable – people are asking me for help with their problems instead of hiding them. The point of the course seems to be about dealing with ‘you’ not the shop floor. I have been able to remove my self-made blocks. The business has benefited from reduced wastage and improved production. The programme has really helped me to gain the confidence and achieve these changes.’  

2
Methodology 

2.1
Approach

In view of the nature of the evaluation, both quantitative and qualitative data was collected. This involved the following activities.

	Date
	Stakeholder
	Activity

	Trial Start

April 2005
	Project Manager

Steering Group / SSCs

Facilitators / Coaches 

Participants 


	Initial meeting to confirm activities and deliverables against project plan

Steering group members involved in monthly project management meetings throughout

Interviews with the 3 set facilitators (telephone and face-to-face)

Observation of 3 launch workshops

Review of trial start participant registration questionnaires 



	Mid-Trial

June / July 2005
	Steering Group / SSCs

Facilitators / Coaches

Participants
	Presentation of interim results with feedback and further focus group / meeting / interviews

Interview and Observation  (one per set)

Interim questionnaire (paper) and observation of one set meeting (as described above)

Telephone interviews with 2 participants who left the programme



	Trial End

September 2005
	Participants

Facilitators / Coaches

Steering Group / SSCs


	Final questionnaire 

Review of facilitators’ final reports

As above and review at final workshop

Draft Report Distributed / Feedback

Final review workshop

Presentation of Final Report and Detailed Recommendations for Scalability


The following results are derived from interview notes, observation notes, participant questionnaires, project management meeting minutes, registration documents and the facilitators’ reports. The evaluation questionnaires are shown in Appendix B.

2.2
The Participants

This section contains a profile of the participants in the pilot programme.

The Glasgow pilot started with 9 SMEs, and ended with 8 SMEs, due to a participant leaving as his father died suddenly.

The Guildford pilot started with 9 SMEs and ended with 8 SMEs, due to a participant leaving as she was a late replacement and newly appointed to the role.

The Nottingham pilot should have started with 5 SMEs, although one did not start as his wife was having a baby, and one was too busy to attend the first workshop.  Two participants dropped out early in the programme but a replacement joined part way through, leaving 3 SMEs to complete the programme.

The following diagram shows the number of years the organisations have been established overall and for each pilot.

The following diagram shows that there were only 3 female participants, although one of these dropped out of the Nottingham trial, leaving one in Glasgow and one in Guildford at the end of the trial.

The following diagram shows the size of the organisations in terms of the number of employees, with 16 of the companies employing less than 20 employees.


The following diagram shows the participants’ views of their organisational maturity, with 10 considering themselves as going through periods of growth, 8 at stages of stability and 2 going through a significant change, including succession planning and handover.


The following diagram shows the participants’ organisation by sector.

2.3
Summary of SME Challenges

The following challenges are those that were expressed by the participants at the beginning of the programme. The facilitators and other members of the group commented that many of the challenges were ‘symptoms’ and the programme effectively helped the participants identify and start to address the more important, underlying issues.

	
	Challenges

	Glasgow
	· I want to gain clarity on strategy, profit improvement and developing controlled changes in my organisation

· To coordinate my thoughts on the long term goals of the company and myself

· To extend my leadership skills

· Wanted help in taking the company to the next stage which is creating a stable, profitable business, to handover to my daughter in the next 5 to 10 years

· To learn how to improve marketing and in new business from new clients

· To gain ownership of the business (from my father) and grow the business without severe financial burdens



	Guildford
	· To find out what we need to do to return to growth

· To learn some tools and develop some strategic options to help re-launch the business

· To gain some guidance on how to step back and view the business and take it forward, rather than working ‘in’ the business

· To improve my ability to manage the business

· To learn how to manage a small business better to increase productivity and to determine how to grow as a business

· To learn how to handover my company to my managers and retire



	Nottingham
	· To challenge my current thinking, network with other like-minded MDs and reflect upon my own strategies and plans

· To gain a better understanding of leadership skills

· To examine options and possibilities

· To help me with the transition from doing to leading and managing my organisation to deliver our strategic plan through other people




3
Summary of Results
The following summarises the results of the evaluation. These are the overall value of the programme, the structure and delivery and the project management.

3.1
 Value of the Programme

The participants were asked to assess the overall value of the programme on a scale of 1 (poor) to 6 (excellent), both on an interim questionnaire in July 2005 and the final questionnaire in September 2005.

	
	Interim
	Final

	
	Average
	Average

	Glasgow
	4.5
	5

	Guildford
	4.6
	5.5

	Nottingham
	2.25
	4.5


The following comments were received concerning the overall value of the programme

‘I found the course most enjoyable and of strong benefit to the company’

‘It has helped me dramatically to focus on my business, rather than my clients’

‘Extremely beneficial course’

‘Revitalised my enthusiasm for my role’

‘The course was very good, all small businesses would benefit’

3.2
Benefits to the Business

Participants were asked to assess the benefits of attending the programme to their business, and to try to quantify this wherever possible.

‘Difficult to quantify, but I can prioritise better’ 

‘If I had not attended, I would have probably got so de-motivated that my business would have regressed’

‘I have created a business plan based on 25% increase in turnover for 2006 and have an action plan to enable us to achieve this’

‘The programme has saved my company from potential oblivion when I retire’

‘My board are seeing benefits but it is difficult to quantify’

‘Our new orders are up 50% for the period compared to last year and there is a feeling that the staff are more motivated’

‘Reduced cost and duplication is saving around £2000 per month’.

3.3
Personal Benefits

The participants were asked to comment on personal benefits. All were very positive and the following is an example of some of the comments.

‘I have a new strategy and organisation structure which is more business-like, with better marketing and a better focus. I have now got serious about moving the business onto the next stage’.

‘I have benefited greatly from this and been able to bring the benefit directly back to areas of my business’

‘I have now got the confidence to change the company’. 

‘I have a better work-life balance. I now realise that work is a vehicle to achieve my personal goals.’

‘I have established a personal plan and put into place initiatives to delegate responsibility to lead to a mutually acceptable exit from the company’

‘ I think the programme gave me the confidence to step back and that it was OK not to do everything myself. I have instigated a sales incentive programme and am relocating to better premises to improve staff motivation.’

‘My time management has improved – a better focus’

It should be noted that all the participants in Glasgow and Guildford would recommend this programme to other SME leaders, with comments such as:

‘All SME owner/ managers would benefit from attending the programme.’

‘Every SME leader in Scotland should needs to go through this process’

3.4
The Structure of the Programme

The 3 programmes were delivered in slightly different manners although all the facilitators ran workshops on approximately a monthly frequency and included some aspects of coaching.

The action learning approach varied across the 3 pilots. The pilot in Glasgow started with action learning at the launch workshop and continued this until the final workshop. The Guildford pilot included formal training sessions combined with group discussions. The Nottingham pilot used limited action learning at the beginning but has reported this as 90% of the final session.

3.4.1 The Engagement and Recruitment of SMEs

The M&L Board had agreed (in March 2004) to be the conduit through which nominations were acquired for the pilot programme. As recommended, the steering group produced a brief marketing flyer and nomination form in December 2004. The project manager sent the flyer and form to the M& L board in January requesting nominations by the end of February 2005. This was in accordance with their agreement to provide at least 1 nomination from each of the 15 SSCs represented on the board. Unfortunately the response was very disappointing and the project manager continued to remind and chase the board members, extending the deadline until the end of March. 

The project manager extended the search for nominations to Chambers of Commerce, Business Links, Henley Management College, and other parties. This resulted in sufficient nominations by the beginning of April, for the Glasgow and Guildford pilots, but there were only 4 confirmed for the Nottingham pilot.

There were a total of 24 nominations, however only 13 of these came from the SSCs.  Several reasons were put forward for the SSCs lack of success such as a lower priority attached to cross-sector initiatives, lack of SME connections at a local level and the time commitment was reported to be too much for their SMEs.

Skillfast was the SSC that had most success, recruiting 5 nominations for Glasgow alone, and they had allocated personnel to the task, put in a marketing drive and made personal visits and briefings. This generated a very positive response.

The project manager concluded that the engagement process through SSCs had not worked as well as expected and that some other engagement method was needed. In the future this could possibly be achieved by using an intelligent referral system such as that proposed in the Skills for Business Network’s Gateway project.

The nomination of participants was very effective through Surrey Business Link who contacted people they thought would be interested and might benefit from the programme. 

3.4.1
Workshop Frequency and Length

The participants were asked about the frequency of the workshops, length of the workshops and length of the programme. The programmes involved 6 workshops (except Glasgow with one social evening and 5 workshops), of approximately half a day (except for the one day launch events). All the participants found the frequency and duration of the workshops acceptable, apart from 3 who had the following comments.

‘I would prefer more workshops of a shorter duration. It is difficult to give up half a day’.

‘I think the programme should be longer and a have a built in follow up session.’

‘I would like the programme to be a year long, with latter stages of reviews to make sure plans are being stuck to.’

The remaining participants commented on the appropriateness of the workshop schedule, with comment such as :

‘This programme is best suited to my work commitments’.

‘I liked the fact that the programme was spread out over a number of months’.

Two participants commented on the fact that the programme was scheduled over the summer holiday season and propose that this caused unnecessary absence of group members, who often had to cover for their colleagues holidays as well as being absent for their own holidays. This needs to be considered for future schedules.

3.4.2 Action Learning

There was some confusion amongst the facilitators as to the meaning of action learning, particularly with action planning. For the purpose of this report, the features of action learning  (Pedler, Burgoyne, Brook, 2005) are described as :

· Sets of about 6 people

· Action on real tasks or problems at work

· Learning is from reflection on actions taken

· Tasks / problems are individual rather than collective

· Tasks / problems are chosen independently by individuals

· Questioning is the main way to help participants proceed with their tasks / problems

· Part of an existing programme

· Facilitators are used

In this programme, the Glasgow pilot started using action learning at the first workshop and continued throughout. (The facilitators in Glasgow devoted a lot of time to researching action learning prior to tendering for the programme )The Guildford pilot was using approximately half the workshop for feedback from the participants and using AL type questioning. The Nottingham pilot was using feedback and discussion although found the questioning approach difficult (please see the Nottingham report).

The participants were asked about the balance of group discussion and training sessions, to be answered as appropriate to their programme.

Of all the respondents, 94% said it was acceptable and comments were as follows:

Glasgow

‘Discussions were the point of the exercise and these were very worthwhile’

‘Found it very useful to hear from other business leaders’

‘It was helpful to be working with others with the same problems’

‘I liked the idea that you got to think about your issues prior to the session’

‘We were all business leaders and this gave credibility to the discussions’

‘Very useful for allowing someone in my position an opportunity to freely discuss deep and confidential issues’

‘I have already started using the questioning technique with my colleagues….it is very effective’

‘I liked the emphasis on action’

‘The whole process has been a lot of fun’

Guildford

‘I liked the feedback sessions. These were the real highlight, but it sometimes meant that the formal training was rushed.’

‘The facilitators responded to our requirements and adjusted timings to suit the group’

‘Interaction with other SME owner / managers facing similar problems and sharing solutions was the best part’

The open discussions were really valuable’

‘Much of the benefit was derived from networking and open discussions with other like-minded SMEs’

Nottingham

‘The use of action learning as a key delivery methodology for the MD market is ideal’

‘I really liked getting together with others in business’

‘Sharing experiences and ideas with others in a similar position is very helpful’

3.4.3 Training / Content Presentations

In view of the variable approaches the comments are again categorised separately.

Glasgow

‘The 360 degree and Salomons involvement was disappointing and the material was not suitable for SMEs’

Guildford

‘The formal training sessions should be split off from the group work’

‘Sometimes I felt we were trying to put too much information into too short a time which led to a lot of topics being skimmed over’

‘Much of the material assumed a B2C or B2B market, my interest was in operating at a corporate level.’

‘The housekeeping and hygiene factors were already known to us and a little patronising’

‘I didn’t appreciate the course would be so classroom-based’

‘Some initial confusion between leadership and management’

‘Some excellent elements, some not so good’

Nottingham

Those that left the programme made the following comments at the interim evaluation.

‘Too much reliance on Powerpoint’

‘Had expected new ideas, but SMART objectives, Maslow etc. were very old’

‘Mostly chalk and talk interspersed with practical activity.’

‘The course was at too low a level for me’

Those remaining on the programme reported.

‘They were very supportive.’

‘I found it helpful to discuss my ideas with the tutors’

‘I have successfully used mind-mapping as they suggested.’

3.4.4 Course Materials 

The approach taken on the Glasgow programme resulted in there being very little need for course materials and the responses to this question were that it was just right or not needed.

The Nottingham pilot was complimented on the web-based materials that the participants all found very useful.

The Guilford pilot produced a comprehensive handbook that built up over the programme, as well as software tools. These were generally considered helpful, although the following comments were received.

‘The SSTW software was not particularly user friendly and uses an overly simplistic model’

‘Produced a lot of loose papers and distribution was somewhat uncoordinated’ 

3.4.5 Facilitators

The following table takes the data provided by the facilitators in their reports and the data provided by the participants on the evaluation questionnaires to produce an average on a scale of 1 (poor) to 6 (excellent). 

The overall average is very good  / excellent for all the facilitators.

	
	Glasgow
	Guildford
	Nottingham

	Average Score


	5.4
	4.9
	4.7


Comments as follows:

’Facilitator A  is clear and concise’ - Glasgow

‘Facilitators were good at keeping us on track relative to asking questions rather than giving direct advice’ - Glasgow

Facilitator A is an excellent communicator – his style is very low key but he is committed, caring and effective in his role’- Glasgow

‘Facilitator A is knowledgeable, but perhaps lacking in humour and an easy manner to encourage participation and attention – this improved as the course progressed. Facilitator B is technically good but only average presentation skills’ - Guildford

‘The open discussions were excellently managed by the facilitators’ – Guildford

‘Early presentations could have been better – they worked more as a team towards the end and the facilitation improved significantly as the course progressed.’ – Guildford

‘The programme benefited from the flexible and adaptive approach adopted by the facilitators’ - Guildford

‘It did not feel like they wanted to deviate from the set programme and answer anything that was not from the set presentation. I appreciate that this was to keep everything on track but it made it feel too clinical’. – Guildford

‘This programme requires facilitators with the skill sets to challenge otherwise discussions become ‘hobby horse’ led chats with no focus’ – Nottingham

‘Facilitators did not seize opportunities to explore issues with participants’ - Nottingham

‘Facilitator A was excellent’ - Nottingham

‘Facilitators very good – made the programme work’ - Nottingham

3.4.6 Coaching Sessions

	
	Value of Coaching Sessions

	Glasgow
	5

	Guildford
	4

	Nottingham
	5


The Glasgow pilot programme included the first coaching session prior to the start of the programme, with one facilitator visiting each participant. They continued with one to one coaching sessions and conducted between 2 and 4 sessions interspersed between the workshops. The one participant who only had two sessions stated that he was offered more, but had declined the offer, as he felt that he was making sufficient progress with his issues in the action learning sets. One participant stated that he found the coaching sessions particularly useful to explore issues in further depth than in the group sessions. Another stated that:

‘I really valued the one to one sessions’ 

The facilitators stated that the coaching sessions took longer than originally anticipated, often lasting for 2 to 3 hours with additional travelling time. They felt that they had underestimated the amount of time required at the bid stage.

The Guildford programme included one or two sessions per participant, which started following the initial workshop. In general the sessions were well received, however there were some slightly negative comments:

‘The instructor took no measures to understand my business, I felt that he wanted to leave as soon as possible, 45 minutes was not enough time, advice was textbook and stereotypical’.

‘I had one session but would have liked another’

‘Brief but useful’.

Nottingham carried out 2 coaching sessions for each participant. These were particularly appreciated by the two less experienced owner / managers who commented that:

‘Two sessions were enough in the time, but I would prefer a longer programme.’

‘I liked the sessions to bounce off ideas with the facilitator’.

3.5 Project Management of the Pilot

3.5.1 Activities

The project manager of the pilot programme co-ordinated all aspects of the project from the preparation through to the final review. These activities included:

· Preparation of the tender documents and co-ordinating the bids

· Co-ordinating the tender process and informing outcomes

· Co-ordinating the nomination process

· Actively advising the facilitators, intermediaries and the nominated participants prior to the trial

· Frequent meetings (approximately monthly) including a Board member with the evaluation team

· Co-ordinating interim and final presentations and reports

· Dealing with issues and problems arising from the facilitators, participants and evaluation team

· Managing complaints related to participants’ leaving the programme

· Liaison with the M & L Board

· Being available to advise and inform all the stakeholders as required

Overall the role of the project manager proved invaluable throughout the programme. It was essential to have one person overseeing all 3 pilots and the evaluation to ensure effective co-ordination.

The frequent meetings between the project manager and the evaluation team were very informative and the involvement of at least one board member at the project management meetings helped to disseminate information and inform the progress of the evaluation.

3.5.2 Participants Abandoning Programme

One of the significant problems that the project manager needed to manage was caused by participants abandoning the programme.

One participant gave up the Glasgow programme following the first workshop because his father died, although he did continue with one-to-one coaching..

One participant left the Guildford programme stating that the reason was due to the fact she was a replacement for the previous person in her role, and found it difficult to cope with starting a new job and being on the programme.

The most difficult problems occurred around the 2 participants that left the Nottingham programme. Telephone interviews with these people generated some very negative comments specifically about the facilitators and the content of the training sessions. Both of these people had expected an action learning programme and found the presentations were not what they had anticipated. It should be noted that both of these people had substantial experience as management consultants and their businesses were quite different to the other participants. They were also in litigation with each other and one refused to be present if the other was there.

A third participant stayed throughout the programme but was very critical at the final workshop about the project management. All this criticism was fed back to the project manager who was attending the workshop.

4 Recommendations

This section includes comments from the participants followed by the facilitators’ views. The evidence from all the pilots is then collated into an overall recommendation for future pilot programmes.

4.1 Participant Views

Whilst the overall views of the participants’ were all very supportive and positive, they did suggest some minor areas for improvement, as follows

· Ensure more participants

· Ensure commitment of participants to stay the course

· Broaden to different types of organisation eg. Technology

· Split the taught sessions apart from the group sessions

· Get a better balance on the amount of topics discussed at each seminar

· Concentrate on the initial team forming / building exercise to make a strong team

· Keep the excellent location (Guildford)

· Meet all the delegates in their working environment first

· Keep web-based materials as useful for reference 

· A handbook would be nice

4.2 Facilitators’ Views

The following have been extracted from the facilitators’ report.

4.2.1
Glasgow 

· The recruitment of suitable delegates needs to be better planned and managed, as none of those taking part had any idea what they had signed up for.  A lot of time was taken up explaining what the programme was about and achieving buy-in.  It would be desirable to have an explanatory document that could be sent out to delegates in advance.

· The selection procedure needs to involve a process that gets delegates to commit to the programme; to being open and honest and also to respect the confidentiality of the programme.

· The numbers taking part in the programme need to be increased to a minimum of 12 delegates, thus allowing for the inevitable drop out due to holidays and business pressures etc.  With the smaller numbers it was difficult for some teams to function properly because team members we absent.

· There is a need to look at the learning requirements and communication skills of each of the delegates prior to engagement on programme.

· Although the 360 Degree feedback tool provided valuable insights it was designed for use in large corporate structures and was therefore deemed to be inappropriate for small business.  That said, there is still a requirement for a model to assess delegate’s leadership skills and deficiencies.

· It was clear from delegates that the programme ended too abruptly and there is a need and desire for on going support.

4.2.2 Guildford

The following is a summary of their comments:

· There are varying degrees of understanding of and implementation of Action Learning amongst the stakeholders involved in the project

· The strategic issues identified by the delegates was more often a symptom rather than a cause

· Extend the duration of the project 12 months and put in robust post-project support mechanisms

· Ideal number of delegates is 8 to 10

· Do scene setting exercise and Teamscape game before introductions

· Be more explicit about the reasons behind the subjects being covered in the workshops, whether knowledge transfer or in response to a request or feedback.

4.2.3 Nottingham

· Keep the mixing of cross-sector and ability, but this needs better pre-course management

· We recommend a visit to each of the businesses by the team to help appreciate each other’s operations and problems

· The course should have a minimum of 6 participants (target for 8) and a maximum of 10

· Social aspects of the programme should be promoted, which would be helped if the facilitators lived nearby

· 1 to 1 meetings should be earlier in the programme

The Nottingham facilitators have described their concerns about action learning in their report, but these can be summarised as:

‘Focus on action learning techniques can deflect the participants ability to learn’

‘Incisive questioning can seem hostile’

‘Revealing yourself, problems, lack of skills in the course can be very difficult’

‘There is a definite resistance to action learning’ 

4.3 Evaluation Team Recommendations

This section assimilates the results from the trial, the recommendations from participants and facilitators, by taking the positive aspects of the feedback forward and addressing the problems experienced during the programme. These recommendations cover the recruitment of participants, the design of the programme, the recruitment of facilitators and the project management for the rollout.

4.3.1 Recruitment of Participants

This aspect of the programme was initially intended to be carried out by a role called  ‘contact intermediary’. This pilot has illustrated some good examples of recruitment by well-informed members of staff at Surrey Business Link, by some of the board members and by others, including HMC and the facilitators themselves. However this will need to be more coordinated and standardised for the future, as follows.

· Clear, detailed information (in a brochure and on relevant websites) needs to be provided to those in contact with SMEs. This should describe the action learning approach and the structure of the programme, so that people know what is involved, the commitment required, the benefits to the SME leader and stories of past successes taken from the pilot programmes. As many SMEs (approx. 70%) initially take their business problems to their accountants and bank managers, these people should be targeted, so that they can signpost their clients to this programme.

· Promote the programme to these contact intermediaries and provide them with the above information.

· Appoint a project manager and an efficient team to co-ordinate the programme schedule and registration of participants onto the programme, ensuring that all personal details are completed correctly, to enable effective communication.

· The contact intermediary or possibly the project manager will need to make sure that the potential participants fully understand the action learning approach and that this programme is NOT a formal classroom style training course. A learning style assessment may be useful to ascertain this.

· A handbook should be designed and produced for the participants, containing information about the programme and somewhere for them to document action plans and reflections.

· Each programme should have between 10 and 12 participants with 2 facilitators.

· The programme should continue with the cross-sector mix of participants. 

4.3.2 Design of the Programme

· Agree suitable locations for the workshops. The Barnet Hill Centre in Guildford was the most favoured, so similar locations should be selected. The guideline of 30 minutes travelling time should be continued as much as possible.

· The programme duration of 6 months, with monthly meetings, the first of one day, followed by half-day sessions should be continued. However, the programme should have pre-scheduled review workshops at intervals of some months after the end of the programme and the option of follow-on support, possibly involving one-to-one coaching, for those tackling a significant lengthy action plan.

· The 6 month programme should be scheduled to avoid the peak holiday times of July and August. This might be September / October to March / April or January to June, with workshops carefully scheduled to avoid the Christmas and Easter holidays.

· The programme should be preceded by a visit from the facilitator to the participant in their business to help identify their leadership challenges and start to build a relationship. This may also involve providing more details about the programme. It is possible that the participant may decide that the programme is not suited to their learning style and they may decide to cancel at this point. This would be less disruptive than leaving the programme once it had started.

· The social and team-building activities should be continued. The ‘meet and eat’ start in Glasgow seemed to really establish the trust in the group and build relationships between the participants and the facilitators. Similarly the team-building exercise in Guildford was very popular and also helped to establish relationships. The option to have a lunch before or after the half-day sessions was also appreciated as a way of keeping the social network between the groups.

· The action learning approach was very successful and should form the basis of the programme. 

· The most effective coaching sessions took about 2 hours, generally at the participants’ business and were repeated at monthly intervals in between the workshop meetings. This should be continued. 

· All the final workshops involved presentations of the participants' progress and action plans. This type of formal end to the programme was very useful to help the participants reflect on their progress and their learning and this should be continued.

The relevance of formal training sessions needs to be agreed. There is a risk to taking a ‘course approach’ as it is very difficult to produce content that meets the needs of such a potentially varied group. For some it will be too basic and patronising and for others, it will be too sophisticated. The pilot programmes included people with MBAs and people with no formal education since leaving school. It would be very difficult to select topics to meet this group’s needs.

4.3.3 Recruitment of Facilitators

The facilitators should be recruited from the local area both for convenience travelling to workshops and coaching visits and also for their understanding of the local business environment. The approach of using 2 facilitators proved effective; both to cover sickness, and also to enable working with 2 learning sets in each programme.  

In view of the experiences of the pilot, the lack of definition of the role of facilitator and the meaning of action learning caused some confusion. Therefore it is recommended that facilitators are selected with the following competencies: 

· Knowledge – action learning, group facilitation, coaching, leadership, SME experience, relevant practical industry experience 

· Interpersonal – Communication, especially listening and questioning, empathy, credibility

· Personal – adaptability, resilience, integrity, self-confidence

These competencies need to be developed into a more detailed competency model. The assessment of facilitators against the competency model could involve the development of a certification scheme to enable identification of suitable facilitators for future programmes.

To ensure consistency across future programmes, it is strongly recommended that a training workshop / induction seminar is designed to ensure that the facilitators understand the objectives and delivery of this action learning leadership development programme.

Other experts may need to be involved, especially concerning financial and accounting practices. The Glasgow pilot was fortunate in that one of the participants was a qualified and very experienced accountant, who could bring his expertise to the learning set, although he did not give specific professional advice. One of the Guildford facilitators was also an accountant and was able to give a financial perspective if asked. As 2 out of the 3 pilots needed to have this type of information to inform their plans, this may need to be available in some way, although there may be issues concerning professional indemnity especially if a facilitator gave financial advice which might jeopardise the participant’s business.

4.4
Other Recommendations

· As the 360-degree was deemed ‘too corporate’ and not suitable for SME leaders, there is a need to investigate other more appropriate instruments. The LDQ was taken by some of the facilitators although this has not been used by SMEs in this programme. 

· It had been hoped that the group would take the imitative to continue without the facilitators’ involvement, this has not happened. Perhaps there is a need to form an ‘Alumni Club’ for those that complete the programme and want to continue, perhaps taking turns at hosting the meetings at their different businesses?

· Web-based materials were appreciated on the programme. These could be developed further to provide a comprehensive set of resources and tools to support future programmes. It would be preferential to have one set of resources rather than different ones for each programme, as in the pilot.

The following diagrams represent the recommended rollout sequence and the pre-programme preparation.
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5 SUMMARY

This report has endeavoured to bring together the large amount of data produced in the pilot programmes into a coherent set of recommendations for the future rollout of the programme.

The dominant theme has been that the action learning programme does indeed deliver significant business benefits and provides a real opportunity for SME leadership development.

Whilst there are some real success stories, there have also been some problems and lessons learnt by all concerned. These have been incorporated into the recommendations as much as possible.

In summary, this programme indicates an important opportunity and should be developed further.

Appendix A

SME Stories

The following are more expanded versions of comments and stories provided by the participants on the programme.

A.1
Since starting on the programme, I have been taking actions to ensure effective delegation to 3 senior managers. I have introduced templates for documents and capturing information so that this is now visible. I have become aware that many of my people are ‘unconsciously competent’.
 I have also changed the rewards and incentives scheme to help motivate the people in my company

A.2
I have been working on assessing our projected performance and have mixed financial and marketing indicators to come up with an overall performance indicator. I have been monitoring hits on our website and enquiries through our website. When we reviewed the website, we thought that it did not appeal much to our customers, so we have changed the presentation and now include news and stories of relevance to our customers. We have also written a joint case study with one of our customers, so that we really promote and communicate what we are good at doing. We include referrals and recent successes. This has contributed to us now achieving a bid success rate of 1 out of 2, when previously we only succeeded in 1 out of 7 bids. I am still working on the challenge to buy out my ex-partner’s shares. 

A.2
Since starting the programme, I have focused on how to handover my business on my retirement. I have appointed a General Manager on a 3-month trial, and have taken the decision to be deliberately inactive on day-to-day business matters. I have moved out of the main office into a small side office to help encourage delegation and empowerment. I have been spending my time writing operating manuals and process documents to preserve my knowledge and help the business in the future without me needing to be there. The staff had been very product-focused, but are now developing a greater customer service focus and working hard to understand customer needs. On reflection, I really think that the job description for the SME CEO should be different. 

A.3
When I started the programme, I had some real people problems and sales were flattening out instead of increasing as planned. I have now employed an external consultant to produce a business plan and he is working via a business angel to secure funding. I am working with 2 of the people in my learning set as I rewrite my marketing materials. I have fired one salesman and recruited another, so that I am ready to go for a big push on sales in September and am feeling really confident.

A.4
My challenge concerned my co-director who was being an obstacle in the way of growing the business, as I wanted. I have worked through a 10- year plan for the business with my partner, based on current performance. This was very effective in showing him that the dream of selling up and retiring early to live in the Caribbean would not happen unless we changed the business fundamentally. On current figures, there would be nothing left of the business in 10 years. My partner is now committed and on board to help me make strategic changes. This has been a major achievement.

A.5
When I started at my company, I did not effectively negotiate and document a promised increase in my shareholding after an agreed number of years. The other directors founded the company but now view it as a pension fund and are not really interested in the day-to-day business. Any changes I suggest are rejected and I am really considering whether this is the right job for me. I would like to buy them out, but they insist that the business is worth a lot, yet the accountant values it at virtually nothing. People have talked about this perceived ‘sweat value’ as 20 years of emotional value, blood, sweat and tears, which means a lot to the founders of the business, but is of no value in financial terms. This programme has helped me to reflect on this position and consider my options for the future.

A.6
My problems concerned my director who contradicted me and changed his mind, undermining my credibility with the staff. We had low morale in the factory and I wanted to improve this, by focusing on improving quality and encouraging teamwork. The programme has really helped me understand how I can achieve this and I have felt confident to stand up to my director by having a reasonable discussion and asserting myself. I have also significantly improved relationships with the staff, who will now approach me with problems, rather than hiding them from me. In this way, we have been able to look for a solution, rather than allocate blame. We are already seeing improved profitability, due to less quality problems.

A.7
I have been working on a major project review, where we have been concentrating on how to order promptly and make effective use of materials. By doing this, we hope to address the problems of wasting expensive materials and therefore increase profitability. This has also included a full review of our safety procedures. 

A.8
When I started the programme, I had a very basic website, even though it would be the ideal way for me to promote my products and take orders (clothing company). I have now employed a professional website designer, who is producing a very good technical and exciting website so that I can really expand my customer base. I can then concentrate my direct sales efforts on big, special orders. It has been very helpful to talk this through with the others in my group, some have already tried this and others had similar questions to mine. 

A.9
This programme worked very well for me. I think it was fascinating how we shared some very sensitive and confidential information, concerning other directors, shareholdings, customer problems etc. It was essential that there were no consultants who might exploit this information and also no direct competitors. The group needed to maintain full confidentiality and trust in each other. This was a vital ingredient to our success.

A.10
Since starting the programme, I have taken several actions. I have worked to improve internal communication and now produce newsletters, staff briefings and meet with people much more often. I am trying to adopt a more open style of management to encourage staff empowerment. I hope that this will ensure less reliance on me as an individual in the future and thus help create a healthier work-life balance for me. I have increased my marketing, promotional and PR activities. This has already helped to increase my new orders by 50% and there is a feeling that all the staff are more motivated.

A.11
This programme really gave me confidence. I have changed the structure of my company and now have 2 people in senior management positions to help build a chain of command. I have also implemented a sales incentive programme to help motivate staff and am in the process of relocating the office to create a better working environment and one where communication will flow more easily. The working environment has become more structured and we have weekly team briefings and staff training sessions. I also have a weekly meeting with my 2 senior managers. There is a new sales incentive package to give the opportunity to earn financial rewards. I will continue to write down my personal goals and assess periodically how I am working towards these. I have created a business plan based on 25% increase in turnover for 2006 and a plan of action on how to achieve this. I am delegating more of my responsibilities and this has enabled me to step back from the day-to-day working of the business and have more time for planning how to drive the business forward over the coming years.  I think that the programme has given me the confidence to step back and feel that I do not personally have to do everything!

A.12
The principle benefit of the programme to the business has been to enable me to focus and establish a personal plan to introduce and initiate changes leading to a mutually acceptable exit from the business on my retirement. Prior to the programme I was having difficulty resolving many of the potential and real problems. By documenting a personal plan and building the company future around this, it has helped me to develop a personal and company vision for the future. This led to developing the management team and ongoing delegation of various tasks.  The real benefit of the programme was the strength of the team formed with the other participants and the flexible approach to the delivery. This programme has probably save my company from potential oblivion on my retirement.’

.  

Appendix B 
Evaluation Questionnaires

The following questionnaires were distributed by the evaluation team and returned directly by the participants in the programme.

The first questionnaire was sent in June and July.

The second questionnaire was sent at the beginning of October, following the completion of the pilots. 

PROGRAMME LAUNCH EVALUATION FORM

Please complete the following details:

Name:


Job Title: 


Name of Company / Organisation:  

Address: 





















PROGRAMME COMPLETION EVALUATION FORM

Please complete the following details:

Name:

Name of Company / Organisation:  

Address: 










 Section 2 – Coaching Sessions













Section 3 – Summary Questions


















																																							      	                     																																																																												























Assessment and Evaluation of the Programme





Pilot


Programme


Preparation





Pilot


Programme


Review





Action Learning Set - A





Action Learning Set - B





Action Learning Set - C





E-mail Address:





Tel no:

















Principal business of company:





Number of employees:

















Date business established (approx):





Main activities of your company - 





													                   																																																																														





Would you describe your company as:





Going through a period of growth





A new start-up organisation

















							                   																																																																														

















Going through a period of stability

















Other (please describe)		





Have you attended any other leadership or management development programmes in the last 2 years? 





YES / NO





If Yes Please Describe:





Description:																																											                   																																																																														





Please describe your objectives in attending this programme.





Description:																																															                   																																																																														





How many workshops / seminars have you attended so far?











For each of the following, please indicate your overall assessment on the scale of 1 to 6, where 1 is poor and 6 is excellent and please provide comments to help us to improve the programme in the future.





1. Communication and information provided BEFORE the first workshop





Poor - 1





Excellent - 6





1





2





3





4





5





6





5. Workshop handouts, materials & web based 


resources (as applicable)





Comments





7. Any other comments





6. Overall value of the programme to you so far





4. Workshop location & environment





3. Structure & format of workshop / seminar





2. Facilitators’ skills 





Poor - 1





Excellent - 6





1





2





3





4





5





6





Poor - 1





Excellent - 6





1





2





3





4





5





6





Poor - 1





Excellent - 6





1





2





3





4





5





6





Poor - 1





Excellent - 6





1





2





3





4





5





6





Poor - 1





Excellent - 6





1





2





3





4





5





6





Comments





Comments





Comments





Comments





Comments





Comments

















																																							      	                     																																																																												





Tel no:





E-mail Address:

















The pilot programmes have all taken slightly different approaches, but please try to answer the following questions as accurately as possible and please use the comments boxes to make any additional comments. Your comments and feedback will be very helpful to inform future improvements to the programme.





1. How many workshops / seminars have you attended?











Section 1 – Workshops / Seminars





2. Would you have preferred more workshops? 











Comments





3. Would you have preferred longer workshops? 











Comments





4. Would you have preferred a longer programme? 











Comments





The workshops have all involved different combinations of formal presentations / training sessions and action learning / group discussions. 





5. Would you have preferred more formal presentations / training sessions?





6. Would you have preferred more time for action learning / group discussions?

















Comments





For each of the following, please indicate your overall assessment on the scale of 1 to 6, where 1 is poor and 6 is excellent and please provide comments to help us to improve the programme in the future.





9. Overall value of the workshops/seminars





8. Materials provided (paper/web-based/other) 





Poor - 1





Excellent - 6





1





2





3





4





5





6





Poor - 1





Excellent - 6





1





2





3





4





5





6





Poor - 1





Excellent - 6





1





2





3





4





5





6





Comments                  





Comments                       





Comments                          





7. Facilitators’ skills and knowledge





1. How many coaching sessions have you had?

















2. Would you have preferred more coaching sessions? 





Comments





3. Would you have preferred longer sessions? 











Comments





4. Would you have preferred a longer coaching programme? 





Comments





Poor - 1





Excellent - 6





1





2





3





4





5





6





Comments                          





5. The skills of your coach / coaches





6. Overall value of coaching sessions





Poor - 1





Excellent - 6





1





2





3





4





5





6





Comments                          








1. Please rate the overall value of the leadership development programme





Poor - 1





Excellent - 6





1





2





3





4





5





6





Comments                  





2. Please describe any specific actions that you have already taken as a result of this programme.





Comments





3. Please describe your planned actions to be taken after the programme.





Comments





4. How has your business benefited as a result of attending this programme? Please can you be specific about cost savings, time savings, and any other financial benefits?





Comments





5. How have you benefited personally from attending this programme?





Comments





10. Any other comments?





Comments





9. How could we improve this programme?





Comments





8. What would you consider the best aspects of the programme?





Comments
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Version 1

_1192001555.xls
Master

		

		Trial		Org. Name		Name		Job Title		Sex		Male		Female		No.of Yrs Est.		0-10 Years		11-19 Years		21-39 Years		40+ Years		No. of Employees		0-10 Employees		11-20 Employees		21-30 Employees		31+ Employees		Maturity		Start Up		Growth		Stabilty		Change		Sector

		Glasgow		Mearns & Company		Margaret Mearns		Practitioner Principal		Female				1		10		1								7		1								Growth				1						Finance

		Glasgow		Fourply		Alan Morris		MD		Male		1				4		1								25						1				Stability						1				Construction

		Glasgow		NJSR McLean Architects Ltd.		Don McLean		MD		Male		1				10		1								17				1						Growth				1						Construction

		Glasgow		Atkinson & Co Ltd.		Neil Atkinson		Director		Male		1				18				1						8		1								Growth				1						Finance

		Glasgow		Storrier & Donaldson		Danny McKinney		Director		Male		1				24						1				15				1						Stability						1				Construction

		Glasgow		Robertsons of Stonehaven		John O'Dowd		Partner		Male		1				32						1				20				1						Growth				1						Food And Drink

		Glasgow		Axis Animation		Richard Scott		Executive Producer		Male		1				4		1								10		1								Growth				1						Film

		Glasgow		Lochaven of Scotland		David Hamilton		MD		Male		1				52								1		30						1				Growth				1						Textiles

		Guildford		Turnpower Services Limited		Chris Munton		MD		Male		1				12				1						20				1						Change								1		Construction

		Guildford		Alps F S Ltd.		Julian Ellis		Director		Male		1				14				1						5		1								Stability						1				Finance

		Guildford		BPA Consulting Ltd.		Mark Hutton		MD		Male		1				34						1				6		1								Change								1		Electronics

		Guildford		Turner Legg Consuting Ltd.		Graeme Scannell		Company Director		Male		1				10		1								18				1						Stability						1				Construction

		Guildford		ISDN Datacom Ltd.		Jocelyn Lomer		MD		Male		1				8		1								6		1								Growth				1						IT

		Guildford		Travel Renaissance holidays Limited		Wendy Atkin-Smith		MD		Female				1		29						1				8		1								Growth				1						Travel

		Guildford		SFW Limited		Peter Hornsby		Director		Male		1				13				1						30						1				Stability						1				IT

		Nottingham		Combined Environmental Services Ltd		Mervyn Brown		MD		Male		1				19				1						9		1								Stability						1				Construction

		Nottingham		Exponential Training & Assessment		John Moore		MD		Male		1				6		1								12				1						Growth				1						HR

		Nottingham		Silver Lining Solutions Ltd.		Fiona Hudson-Kelly		CEO		Female				1		6		1								11				1						Growth				1						IT

		Nottingham		Allen Signs Ltd.		David Allen		Director		Male		1				40								1		13				1						Stability						1				Oil and Gas

						Total		Glasgow		Guildford						Nottingham

				0-10 Years		8		4		2						2

				11-20 Years		5		1		3						1

				21-40 Years		4		2		2						0

				41+ Years		2		1		0						1

				Male		16

				Female		3

						Total		Glasgow		Guildford						Nottingham

				0-10 Employees		8		3		4						1

				11-20 Employees		8		3		2						3

				21-30 Employees		3		2		1						0

				31+ Employees		0		0		0						0

						Glasgow		Guildford		Nottingham

				Start-up		0		0		0

				Growth		6		2		2

				Stability		2		3		2

				Change		0		2		0

						Start-up		Growth		Stability						Change

				0-10 Years

				11-20 Years

				21-40 Years

				41+ Years





Chart1

		Total		Total		Total		Total

		Glasgow		Glasgow		Glasgow		Glasgow

		Guildford		Guildford		Guildford		Guildford
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Master

		

		Trial		Org. Name		Name		Job Title		Sex		Male		Female		No.of Yrs Est.		0-10 Years		11-19 Years		21-39 Years		40+ Years		No. of Employees		0-10 Employees		11-20 Employees		21-30 Employees		31+ Employees		Maturity		Start Up		Growth		Stabilty		Change		Sector

		Glasgow		Mearns & Company		Margaret Mearns		Practitioner Principal		Female				1		10		1								7		1								Growth				1						Finance

		Glasgow		Fourply		Alan Morris		MD		Male		1				4		1								25						1				Stability						1				Construction

		Glasgow		NJSR McLean Architects Ltd.		Don McLean		MD		Male		1				10		1								17				1						Growth				1						Construction

		Glasgow		Atkinson & Co Ltd.		Neil Atkinson		Director		Male		1				18				1						8		1								Growth				1						Finance

		Glasgow		Storrier & Donaldson		Danny McKinney		Director		Male		1				24						1				15				1						Stability						1				Construction

		Glasgow		Robertsons of Stonehaven		John O'Dowd		Partner		Male		1				32						1				20				1						Growth				1						Food And Drink

		Glasgow		Axis Animation		Richard Scott		Executive Producer		Male		1				4		1								10		1								Growth				1						Film

		Glasgow		Lochaven of Scotland		David Hamilton		MD		Male		1				52								1		30						1				Growth				1						Textiles

		Guildford		Turnpower Services Limited		Chris Munton		MD		Male		1				12				1						20				1						Change								1		Construction

		Guildford		Alps F S Ltd.		Julian Ellis		Director		Male		1				14				1						5		1								Stability						1				Finance

		Guildford		BPA Consulting Ltd.		Mark Hutton		MD		Male		1				34						1				6		1								Change								1		Electronics

		Guildford		Turner Legg Consuting Ltd.		Graeme Scannell		Company Director		Male		1				10		1								18				1						Stability						1				Construction

		Guildford		ISDN Datacom Ltd.		Jocelyn Lomer		MD		Male		1				8		1								6		1								Growth				1						IT

		Guildford		Travel Renaissance holidays Limited		Wendy Atkin-Smith		MD		Female				1		29						1				8		1								Growth				1						Travel

		Guildford		SFW Limited		Peter Hornsby		Director		Male		1				13				1						30						1				Stability						1				IT

		Nottingham		Combined Environmental Services Ltd		Mervyn Brown		MD		Male		1				19				1						9		1								Stability						1				Construction

		Nottingham		Exponential Training & Assessment		John Moore		MD		Male		1				6		1								12				1						Growth				1						HR

		Nottingham		Silver Lining Solutions Ltd.		Fiona Hudson-Kelly		CEO		Female				1		6		1								11				1						Growth				1						IT

		Nottingham		Allen Signs Ltd.		David Allen		Director		Male		1				40								1		13				1						Stability						1				Oil and Gas
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		Trial		Org. Name		Name		Job Title		Sex		Male		Female		No.of Yrs Est.		0-10 Years		11-19 Years		21-39 Years		40+ Years		No. of Employees		0-10 Employees		11-20 Employees		21-30 Employees		31+ Employees		Maturity		Start Up		Growth		Stabilty		Change		Construction		Electronics		Film		Finance		Food and Drink		HR		IT		Oil and Gas		Textiles		Travel		Sector

		Glasgow		Mearns & Company		Margaret Mearns		Practitioner Principal		Female				1		10		1								7		1								Growth				1												1														Finance

		Glasgow		Fourply		Alan Morris		MD		Male		1				4		1								25						1				Stability						1				1																				Construction

		Glasgow		NJSR McLean Architects Ltd.		Don McLean		MD		Male		1				10		1								17				1						Growth				1						1																				Construction

		Glasgow		Atkinson & Co Ltd.		Neil Atkinson		Director		Male		1				18				1						8		1								Growth				1												1														Finance

		Glasgow		Storrier & Donaldson		Danny McKinney		Director		Male		1				24						1				15				1						Stability						1				1																				Construction

		Glasgow		Robertsons of Stonehaven		John O'Dowd		Partner		Male		1				32						1				20				1						Growth				1														1												Food And Drink

		Glasgow		Axis Animation		Richard Scott		Executive Producer		Male		1				4		1								10		1								Growth				1										1																Film

		Glasgow		Lochaven of Scotland		David Hamilton		MD		Male		1				52								1		30						1				Growth				1																						1				Textiles

		Guildford		Turnpower Services Limited		Chris Munton		MD		Male		1				12				1						20				1						Change								1		1																				Construction

		Guildford		Alps F S Ltd.		Julian Ellis		Director		Male		1				14				1						5		1								Stability						1										1														Finance

		Guildford		BPA Consulting Ltd.		Mark Hutton		MD		Male		1				34						1				6		1								Change								1				1																		Electronics

		Guildford		Turner Legg Consuting Ltd.		Graeme Scannell		Company Director		Male		1				10		1								18				1						Stability						1				1																				Construction

		Guildford		ISDN Datacom Ltd.		Jocelyn Lomer		MD		Male		1				8		1								6		1								Growth				1																		1								IT

		Guildford		Travel Renaissance holidays Limited		Wendy Atkin-Smith		MD		Female				1		29						1				8		1								Growth				1																								1		Travel

		Guildford		SFW Limited		Peter Hornsby		Director		Male		1				13				1						30						1				Stability						1																1								IT

		Nottingham		Combined Environmental Services Ltd		Mervyn Brown		MD		Male		1				19				1						9		1								Stability						1				1																				Construction

		Nottingham		Exponential Training & Assessment		John Moore		MD		Male		1				6		1								12				1						Growth				1																1										HR

		Nottingham		Silver Lining Solutions Ltd.		Fiona Hudson-Kelly		CEO		Female				1		6		1								11				1						Growth				1																		1								IT

		Nottingham		Allen Signs Ltd.		David Allen		Director		Male		1				40								1		13				1						Stability						1																		1						Oil and Gas
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Master

		

		Trial		Org. Name		Name		Job Title		Sex		Male		Female		No.of Yrs Est.		0-10 Years		11-19 Years		21-39 Years		40+ Years		No. of Employees		0-10 Employees		11-20 Employees		21-30 Employees		31+ Employees		Maturity		Start Up		Growth		Stabilty		Change		Sector

		Glasgow		Mearns & Company		Margaret Mearns		Practitioner Principal		Female				1		10		1								7		1								Growth				1						Finance

		Glasgow		Fourply		Alan Morris		MD		Male		1				4		1								25						1				Stability						1				Construction

		Glasgow		NJSR McLean Architects Ltd.		Don McLean		MD		Male		1				10		1								17				1						Growth				1						Construction

		Glasgow		Atkinson & Co Ltd.		Neil Atkinson		Director		Male		1				18				1						8		1								Growth				1						Finance

		Glasgow		Storrier & Donaldson		Danny McKinney		Director		Male		1				24						1				15				1						Stability						1				Construction

		Glasgow		Robertsons of Stonehaven		John O'Dowd		Partner		Male		1				32						1				20				1						Growth				1						Food And Drink

		Glasgow		Axis Animation		Richard Scott		Executive Producer		Male		1				4		1								10		1								Growth				1						Film

		Glasgow		Lochaven of Scotland		David Hamilton		MD		Male		1				52								1		30						1				Growth				1						Textiles

		Guildford		Turnpower Services Limited		Chris Munton		MD		Male		1				12				1						20				1						Change								1		Construction

		Guildford		Alps F S Ltd.		Julian Ellis		Director		Male		1				14				1						5		1								Stability						1				Finance

		Guildford		BPA Consulting Ltd.		Mark Hutton		MD		Male		1				34						1				6		1								Change								1		Electronics

		Guildford		Turner Legg Consuting Ltd.		Graeme Scannell		Company Director		Male		1				10		1								18				1						Stability						1				Construction

		Guildford		ISDN Datacom Ltd.		Jocelyn Lomer		MD		Male		1				8		1								6		1								Growth				1						IT

		Guildford		Travel Renaissance holidays Limited		Wendy Atkin-Smith		MD		Female				1		29						1				8		1								Growth				1						Travel

		Guildford		SFW Limited		Peter Hornsby		Director		Male		1				13				1						30						1				Stability						1				IT

		Nottingham		Combined Environmental Services Ltd		Mervyn Brown		MD		Male		1				19				1						9		1								Stability						1				Construction

		Nottingham		Exponential Training & Assessment		John Moore		MD		Male		1				6		1								12				1						Growth				1						HR

		Nottingham		Silver Lining Solutions Ltd.		Fiona Hudson-Kelly		CEO		Female				1		6		1								11				1						Growth				1						IT

		Nottingham		Allen Signs Ltd.		David Allen		Director		Male		1				40								1		13				1						Stability						1				Oil and Gas

						Total		Glasgow		Guildford						Nottingham

				0-10 Years		8		4		2						2

				11-20 Years		5		1		3						1

				21-40 Years		4		2		2						0

				41+ Years		2		1		0						1

				Male		16
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						Total		Glasgow		Guildford						Nottingham

				0-10 Employees		8		3		4						1

				11-20 Employees		8		3		2						3
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				31+ Employees		0		0		0						0
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Master

		

		Trial		Org. Name		Name		Job Title		Sex		Male		Female		No.of Yrs Est.		0-10 Years		11-19 Years		21-39 Years		40+ Years		No. of Employees		0-10 Employees		11-20 Employees		21-30 Employees		31+ Employees		Maturity		Start Up		Growth		Stabilty		Change		Sector

		Glasgow		Mearns & Company		Margaret Mearns		Practitioner Principal		Female				1		10		1								7		1								Growth				1						Finance

		Glasgow		Fourply		Alan Morris		MD		Male		1				4		1								25						1				Stability						1				Construction

		Glasgow		NJSR McLean Architects Ltd.		Don McLean		MD		Male		1				10		1								17				1						Growth				1						Construction

		Glasgow		Atkinson & Co Ltd.		Neil Atkinson		Director		Male		1				18				1						8		1								Growth				1						Finance

		Glasgow		Storrier & Donaldson		Danny McKinney		Director		Male		1				24						1				15				1						Stability						1				Construction

		Glasgow		Robertsons of Stonehaven		John O'Dowd		Partner		Male		1				32						1				20				1						Growth				1						Food And Drink

		Glasgow		Axis Animation		Richard Scott		Executive Producer		Male		1				4		1								10		1								Growth				1						Film

		Glasgow		Lochaven of Scotland		David Hamilton		MD		Male		1				52								1		30						1				Growth				1						Textiles

		Guildford		Turnpower Services Limited		Chris Munton		MD		Male		1				12				1						20				1						Change								1		Construction

		Guildford		Alps F S Ltd.		Julian Ellis		Director		Male		1				14				1						5		1								Stability						1				Finance

		Guildford		BPA Consulting Ltd.		Mark Hutton		MD		Male		1				34						1				6		1								Change								1		Electronics

		Guildford		Turner Legg Consuting Ltd.		Graeme Scannell		Company Director		Male		1				10		1								18				1						Stability						1				Construction

		Guildford		ISDN Datacom Ltd.		Jocelyn Lomer		MD		Male		1				8		1								6		1								Growth				1						IT

		Guildford		Travel Renaissance holidays Limited		Wendy Atkin-Smith		MD		Female				1		29						1				8		1								Growth				1						Travel

		Guildford		SFW Limited		Peter Hornsby		Director		Male		1				13				1						30						1				Stability						1				IT

		Nottingham		Combined Environmental Services Ltd		Mervyn Brown		MD		Male		1				19				1						9		1								Stability						1				Construction

		Nottingham		Exponential Training & Assessment		John Moore		MD		Male		1				6		1								12				1						Growth				1						HR

		Nottingham		Silver Lining Solutions Ltd.		Fiona Hudson-Kelly		CEO		Female				1		6		1								11				1						Growth				1						IT

		Nottingham		Allen Signs Ltd.		David Allen		Director		Male		1				40								1		13				1						Stability						1				Oil and Gas

						Total		Glasgow		Guildford						Nottingham

				0-10 Years		8		4		2						2

				11-20 Years		5		1		3						1

				21-40 Years		4		2		2						0

				41+ Years		2		1		0						1
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