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Why are we making this proposal 
When we were developing the current all sector M&L programme we asked SSCs  where its focus 

should be. Seventeen SSCs responded and the top item, with 96% support, was: 'Make M&L an 

intrinsic part of a wider business focused approach'.  

Nigel Crouch and Carl Leonard of Proskills have already adopted this approach with a refreshed, 

commercially-focused Inspirational Leadership programme piloting in the East Midlands. This is 

designed to be eligible for the ring-fenced, £30M Train to Gain M&L programme funding. You can 

get a flavour of the new approach from the following section of the brochure. 

 

So this paper is about developing a similar 'business focused' wrapper for a re-energised Action 

Learning programme to also tap into the significant M&L funds available. 

(NB: If you are new to the Action Learning concept please read the Action Learning Background 

section at the end of this document.) 

The first challenge we face is that many SSC staff who successfully promoted Action Learning have 

moved on to new roles. The average employer-facing SSC staff member is unlikely to promote this 

solution unless they understand what it is, what employer development issues it can be used to 

address and how and by whom it would be delivered. In short, we need to rebuild our capacity and 

capability.   

These proposals  outline two approaches we could take and asks for your guidance on which would 

be most valuable for your SSC. 
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Proposal 1 
 Strategically, this proposal is to help SSC staff promote Action Learning  to their employers 

as a proven way to improve management and leadership effectiveness. It can also be used a 

valuable implementation follow-on for the Inspirational Leadership programme. 

 Tactically, our plan is to train SSC staff to be ‘ambassadors’ for Action Learning. The idea is 

that these people will become confident enough to promote (and if desired, deliver) the 

programme both to their employers and inside the SSC.  

Benefits that flow from this approach: 

 The SSC staff who complete the training will understand the practice and operation of action 

learning against organisational objectives, be able to facilitate learning through action 

learning, understand the impact of action learning on organisational objectives. 

 They will leave the course with a custom-built ‘business issue’ template designed to be 

highly relevant and attractive to their target employers. 

 In addition to the trained SSC staff, we gain access to a network of external qualified 

deliverers that we can recommend to employers who are interested in a programme. 

 Our ‘offer’ to employers becomes much richer than the previous ’20 point’ programme. It 

will now include a variety of templates to address different business issues – both generic 

and sector specific. 

 As a useful by-product, SSC staff who complete the training will earn a CMI level 5 Unit 5019 

Managing Action Learning Award. It will also allow them to access MIC, the UK’s largest 

management library, use CMI’s Subject Search tool and use the ‘Ask a Researcher’ service. 

The course comprises an initial 3 day session followed after 4 to 6 weeks with a final 2 day 

consolidation session. The only dates available in the next 6 months are: first 3 days selected from 8, 

9, 10, 11 Feb; second 2 days on 4, 5 March. 

The cost for the 5 days will be £950 plus VAT per candidate based on 8 delegates working in one set, 

or £884 per candidate based on 14 delegates working in two sets. We will be able fund some of this 

from the central M&L programme but would need a contribution from each SSC who wished to send 

a candidate. We will also need to find a location to hold the sessions. 

Proposal 2 
This is two day, 'lite' version of Proposal 1.  

 First day, first half – attendees are taught: 

o What action learning is and why it’s relevant to improved M&L performance 
o What successes and case studies are available to support their promotion of the 

solution 

 First day, second half – building the business wrapper for their sector: 
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o Attendees get the opportunity to use an action learning setting to develop a sector-
specific ‘action learning benefits message’ that would be interesting to their 
employers. 

o Attendees agree individual action plans that they will report on in day 2. 

 Second day, 4 to 6 weeks later: 

o Attendees report ‘action learning style’ on their progress, issue encountered, etc. 
o The group discusses how each member could resolve the issues to ensure their 

programme rolls out successfully. 
o The group have the option to continue with future sessions if the experience has 

proved valuable. 

The cost in time and cash would be roughly half of the Proposal 1 figure. 

Call to action 
Please review the above proposals and come to the meeting on the 27th with a view to answering: 

 In principle do you support this approach 

 Which of the two proposals your SSC would support. 

Action Learning Background 
Action Learning Is an extensively used and well received process that helps managers and leaders 

solve both short and long term business issues using the collective wisdom of a supportive group. It 

has been promoted widely by SSCs. 

Action Learning is a continuous process of learning and reflection that happens with the support of a 

group or ‘set’ of colleagues, working on real issues, with the intention of getting things done. The 

participants learn with and from each other and work on an important issue with the support of 

other members of the group.  

The collaborative process helps people take a more active stance, overcome the tendency to be 

passive towards the pressures of life and work. It aims to benefit both the organisation and the 

individual.   

Action Learning groups of six to eight people are formed under the guidance of an independent 

adviser.  The early work of the group enables people to learn to trust each other and share the real 

issues they are dealing with. These groups might meet every four to eight weeks to share their 

current issues, discuss how they are moving their organisations forward and agree actions to take to 

address those issues.  

The adviser manages the process and acts as coach to the group with the aim of making them ‘self 

facilitating’.  

έLǘ ǿŀǎ ǾŜǊȅ ǎǳǇǇƻǊǘƛǾŜ ōǳǘ ŀƭǎƻ ŎƘŀƭƭŜƴƎƛƴƎΦ  Lǘ ƳŀŘŜ ƳŜ ōǊŀǾŜ ŜƴƻǳƎƘ ǘƻ ŦŀŎŜ Ƴȅ ƻǿƴ ǎƛǘǳŀǘƛƻƴέΦ   

Participants are supported and challenged by peers and learn good practice from each other.  

 


