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1.      Executive Summary

Intelligent Approaches conducted desk-top internet research and undertook a telephone survey with representatives from a range of GoSkills partner organisations and external agencies.   The aim was to establish what first line management and leadership solutions are already in existence and to establish any common themes.
We undertook 19 telephone interviews lasting 20 minutes with respondents who were instrumental to the design and development of the solutions and supplemented by internet desk research concentrating on SME solutions that were aimed a resolving specific business issues. 
These were supplemented by internet desk top investigative research into a further 15 partner organisations to ascertain a sample of best practice.
We were provided with a short data set of 9 partner organisations submitted for research purposes, which we increased to 34 to provide a better analytical sample set. 

Our research found that the extent to which a range of innovative first line management and leadership solutions were on offer to business varied by organisation type.  

· Further Education Colleges offer the expected range of first line management and leadership qualifications at Levels 2 and 3 and offer progression routes ranging from Level 4 upwards and in some cases, Diplomas and above.   

· Private Providers offer crafted and bespoke non-accredited learning programmes mainly aimed at large organisations of 250 plus staff to meet the direct skills needs of their Team Leaders and Supervisors to increase efficiency and profitability of the business. The duration of such programmes tend to be delivered over a 1 to 3 day period and the design 
of the programmes do not appear to consider the Management & Leadership national occupational standards.

Where the provider is LSC approved, the individual is accessed to the first line management suite of NVQ qualifications at Levels 2 and 3. Our research found that these respondent tend to deliver, more often than not, Team Leader/Supervisory NVQ under-pinning knowledge in classroom settings at the Provider’s site followed by a series of work-place assessments. 

· Higher Education Institutions demonstrate a marked and widespread improvement in the interaction between the higher education (HE) sector and business, compared with HEFCE reported findings between 2003 -2005.  Out of all the organisational types researched, it is within this sector that increasingly sees the innovative development and deployment of management and leadership solutions which are primarily aimed at practicing senior managers and executives. None of the HE Institutions studied offered first line management qualifications.
· Employer Bodies and Networks own research and consultation reveals that SME owner/managers have very different attitudes to first line management development and development in general from those of managers in larger firms. The owner/manager is unlikely to view such development as a personal gain for them or their member of staff, or as career development. 
He or she is not looking for the same kinds of rewards or returns from development as a manager in a larger firm.  Rather, development is seen in terms of gains to the business and only development that is seen as directly related to this will be valued.  The Employer Bodies and Networks surveyed reported that their own evidence suggests that there is extremely little interest and take up of the accredited first line management programmes widely offered.
· Professional Bodies are starting to become more active in the provision of management and leadership development for people who would be classified as 'professionals', more than 'managers'. From the small sample, our research concluded that professional bodies and associations are now developing their own qualification frameworks aimed primarily at senior manager level and above and that membership of their body  is conditional upon the new member pursuing these CPD routes.  There was little evidence from the study sample that these qualifications are linked to the management and leadership national occupational standards.
In terms of First Line management and leadership solutions for the future, some organisations felt that the demand for innovative learning methods that explore the use of 21st technologies will increase in the next 5 to10 years mainly because the demanding work schedules and role expectations of today’s first line managers  is set to increase and change.
2.      Background and methodology
GoSkills is the Sector Skills Council for the passenger transport sector and is a key partner to the Skills for Business Network (SfBN).  Under the auspices of the SfBN, GoSkills are the nominated joint lead responsible for the outputs defined under Phase 1 of the First Line Manager SfBN Project.   
The purpose of the project is to capitalize on the Sector Skills Agreement review of employer’s Management and Leadership needs by identifying best practice solutions for the top three discovered areas of need.   
The aim of this programme of research is to ascertain what First Line Management and Leadership solutions are all ready in existence and offered by respected key partner and stakeholder organizations as well as external agencies. The purpose is to reduce the overall network costs and facilitate the speedy adoption of best practice.
2.1
Methodology

Given the short time-scales and budget, we propose to run two pieces of short research in parallel in order to meet the project objectives set by GoSkills.   Quantitative research (in the form of a telephone survey) was undertaken from a sample list of 10 preferred organisations supplied by GoSkills to ascertain the broad nature, scope and impact of the solution. Intelligent Approaches Ltd expanded this data-set to 34   
Qualitative research (internet research) was undertaken to ascertain more in-depth information about the solution(s) offered.

2.2
Quantitative Research  
We undertook 23 telephone interviews with representatives at companies or organisations who had knowledge of how the lack of first line management and leadership skills impacts on the UK economy and presents a potential barrier to achieving world class skills for world class businesses. After telephone contact, 2 
organisations requested that they would prefer to answer by electronic means and the question set was emailed over for response out of which 1 organisation responded. It should be noted that it was extremely difficult to get hold of the right person who could help with this research.
All interviews were conducted by telephone interviewers at our regional office based in Belper, Derbyshire. The interview lasted 20 minutes.  
A question set of 8 questions  was supplied by GoSkills.   The majority of these pilot questions were open-ended and the results of the pilot were shared with GoSkills to ensure that the responses were inline with the contract expectation. A copy of the final questionnaire can be found in the Appendix.

2.3
Qualitative Research

We undertook internet desk research on 11 organisations to explore the solution(s) in depth.  Where information critical to this research was not evident via the website, our researchers made telephone contact in order to gain responses.  The web research by organisation was scheduled to last for around 20 minutes although in practice, the research ran for much longer.   

3.      Research findings - Overview
The sample of organisations researched is presented below:
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3.1 Private Providers
From our small sample of the first line management solutions offered by the private provider sector, we conclude, unsurprisingly, that the bespoke crafted training/solution(s) offered are aimed primarily at those larger organisations employer 250 or more staff. The research evidences that there is a limited reliance on the findings of external research to inform the content/design of the solutions. 

The majority of the first line management solutions offered are crafted and bespoke to meet the specific organisational needs and thus provide the flexibility to fit into the busy working lives of managers through shorter or more modular training courses.
In response to the question “Which particular aspect of Management and Leadership was the solution aimed at?” one interviewee stated that “the development of inter-personal and leadership skills was a high priority and not

easily achieved through conventional formal training”
Another responded “We are increasingly seeing First Line Managers being given a number of important roles in the development of their teams, yet they are rarely equipped to carry these out, or really be encouraged to develop others. This has provided our business with a unique opportunity to capitalize on designing a suite of learning programmes to respond to these skills gaps”
Interestingly, the majority of the private providers surveyed reported that there has been a huge growth of interest in more personal forms of senior management development support such as coaching and mentoring driven from the expectation that most managers are now told to manage their own careers, but do so with little effective support or information.

It was found that high attention is often given to senior managers and ‘high potential’ staff both in their skill development and in career planning with little regard to those in junior or middle management positions. 
Furthermore, to a certain degree, respondents reported that their clients state that career development is a vital form of management and leadership development but proactive career management is mainly used for very senior managers or populations of special interest (such as high potential managers or graduate trainees).
The majority of senior management and leadership solutions are offered on a flexible training yet little there was little evidence of the deployment of any innovative practices or solutions for first line managers emerging from the study. 
3.2 
Further Education Providers

In the main, Colleges want to engage more with business and industry but most businesses are confused about how to start, who will fund them and where to go. 
The Government, in creating a plethora of agencies and intermediaries to help colleges work with business, has succeeded in confusing both the colleges and the companies they are trying to attract. 
Despite these significant obstacles, FE Colleges have the potential and the enthusiasm to become key deliverers of Management and Leadership solutions for business and industry as increasingly more Colleges UK wide achieve CoVE Management and Leadership status.  Our research sampled 3 CoVE’s.   
A shining light example in this field is North Warwickshire and Hinckley College whose innovative “mobile office” solution is an ideal way to deliver the CoVE first line manager suite of qualifications out in the community and local business, which thus allows the Cove to broaden their audience to include those who wouldn't normally make it into college. This solution will suit people working unusual shifts or with little time to spare and is particularly aligned to the needs of owner-managers who cite time away from the office as a barrier to their personal development.

“For years, colleges have been slated by Government for not working closer with business and industry. NWHC realise that business engagement is vital for colleges. It delivers not only additional income streams, but other benefit such as equipping lecturers with up-to-date knowledge of management and leadership practices to give students a more relevant, case-study packed curriculum. Our Mobile Office is also a great way to make contact time with people on distance learning programmes easier, as the college can effectively come to them to deliver the support they need”  North Warwick and Hinckley College
North Hertfordshire College (CoVE status) is another example of leading the way in developing innovative first line management and leadership solutions. Our research revealed a good example of the use of e-technologies to support and advance the management and leadership skills of Team Leaders and Supervisors. 
An online interactive Blackboard Academic Suite enables students to benefit from social networking via the web, through on-line discussion forums, inter-active exchanges, as well as access to a vast range of learning resources, management publications and e-journals.
“Our Blackboard Academic Suite solution is a leap beyond normal teaching practices and our own evaluations report a correlation between social networking to stimulate managerial entrepreneurship and business collaboration” North Hertfordshire College
Craven College was awarded the Business Leadership and Management CoVE in October 2004, endorsing the college’s reputation for consistently providing excellent business leadership and management teaching, training and learning. 

The Business Leadership and Management CoVE has created and developed a resourceful and responsive service designed to meet the workforce development needs of businesses and organisations in North Yorkshire and further a-field.

“CoVE status for Management and Leadership has enabled the College to play a greater role in driving not only our local labour market but our business economy as a whole. Whilst the demand for first line management programmes remains static, we are seeing an increasing demand for HE management programmes to be delivered within the CoVE which is constantly re-defining our core management curriculum offer” Craven College
3.3 
Higher Education Providers

Our research, whilst only a small scale sample, demonstrates a marked and widespread improvement in the interaction between the higher education (HE) sector and business, compared with HEFCE reported findings between 2003 -2005. 
Positive benchmarking and other trends indicate a progressively more strategic and embedded approach by HE to third stream HE-business interactions.  They have been encouraged to do so through the HE Innovation Fund (HEIF) and elsewhere. 
The use of indicators and metrics, especially with their potential for use related to funding decisions, has inevitably influenced HE activity to offer increased 
Provision of higher level management and leadership courses for business with the related involvement of employers.

The majority of the HE providers sampled demonstrate that they offer virtual solutions to enable the development of vital interactions between students studying under-graduate and post graduate management and leadership pathways and the faculty and the wider business community concerned with excellence in learning.
An example of a virtual solution as a beacon of good practice is drawn from the Robert Gordon University’s Aberdeen Business School. It is one of the leading providers of management and professional education in Scotland. The Times Higher Education tables (June, 2006) ranked the university as the top university in Scotland for graduate employment and tenth overall in the UK.
Their management and leadership courses are delivered on the web via the University's Virtual Campus. Facilities include online discussion forums, online tutorial feedback and web and/or paper-based learning materials. The skills component of the Information Technology module is supported by interactive CD Rom using material developed for the European Computer Driving License.
Similarly but uniquely, the Cranfield Centre for Logistics and Supply Chain Management maximise the benefits of Pod Casts to broadcast 20 minute learning and development sessions to busy managers on the move. 

“For sometime, we have been researching innovative solutions to disseminate supply chain management concepts which can really make a difference to both commercial and non-profit organisations. By using the pod cast as a communication medium, managers are able to use their "free time" (i.e. the time traveling to work and external meetings) more productively and learn new concepts more readily in a face paced environment” Cranfield Centre for Logistics and Supply Chain Management
Our research reviewed the offer of solutions available and on offer by The Northern Leadership Academy (NLA) which was founded in 2006 for existing leaders and those with leadership potential in business, the public sector and with the aim of developing entrepreneurial growth in North of England through increasing leadership talent. 
The NLA is a collaboration between Lancaster University Management School, Leeds University Business School and University of Liverpool Management School and is based at the Lancaster Leadership Centre. Partners include the three northern regional development agencies and The Northern Way. 
The objective is to develop more and better leaders and more productive entrepreneurs, by providing new opportunities for leadership development within communities through a range of higher level management and leadership qualifications at Diploma level and above. 

A range of First Line Management courses and qualifications are offered by over 100 of the Academy’s partner organisations, details of which are accessed through the Academy’s on-line Knowledge Centre. The range of courses and qualifications offered by third parties include NVQ Levels 2 and 3 Team Leading, ILM Certificates, Awards and Introductory Certificates, CMI Certificates as well as bespoke courses, events and seminars.
3.4 
Employer Bodies and Network
Our research sought the views of a small sample of employer bodies and networks.  This research also included the reviewing of a variety of research and consultation papers published by this respondent group as suggested bodies of further reference.

Not unsurprisingly, the views and associated research revealed that the importance of possessing general leadership skills largely depended upon the size of the organisation. Respondent views indicated that the management development needs of small firms are different to those of large firms. 

 “SMEs find management development too ‘supply led’. Informal approaches to management and leadership development are highly valued with the preference for learning through doing being more appropriate for SME’s” The Engineering Employers Federation
“94% of all Northern Ireland VAT registered businesses employ less than 10 people. The practicalities of being away from work for significant periods, and costs in many cases, are barriers to development and it certainly appears that small business people tend to have developed the learning strategy and style of learning by doing and seeking informal support and advice from those that they know and trust in their personal social and business networks. 
We have SME evidence to suggest that people from small businesses have indicated that they would benefit from more formal blended learning opportunities but the reality is that they do not use them very much, and this is not for the lack of them being on offer.” The Management and Leadership Network
This evidence is largely based on the views and perceptions of people leading and managing small businesses.  Overall the supportive literature, consulted for this research, suggests that the best approaches to management development for small firms will lie in the short course or individual business coaching models. It has been known for some time that it is difficult to get SMEs to engage in management development. 

The literature further suggests that SME’s would undertake management development if they saw the value of it and if it served their interests. An interesting case study of an initiative involving business coaching found that this was an effective way of gaining the interest of SMEs. These findings showed that the key factor was trust and that where a relationship of trust was built up between the company and the coach, effective change and learning did take place.

Research and consultation by employer bodies and networks also reveals that SME owner/managers have very different attitudes to management development and development in general from those of managers in larger firms. 
The owner/manager is unlikely to view development as a personal gain, or as career development. He or she is not looking for the same kinds of rewards or returns from development as a manager in a larger firm. 
Rather, development is seen in terms of gains to the business and only development that is seen as directly related to this will be valued.
The conclusions we can from our total survey sample of training suppliers is that the majority of first line management and leadership solutions offered by the supplier base to SMEs do not appear to be in alignment with the critical need factors of direct business gain. 
3.5  
Professional Bodies and Associations
It is worth mentioning here that professional bodies in the UK are starting to become more active in the provision of management and leadership development for people who would be classified as 'professionals', more than 'managers'.
· Perren (2001) in survey for CEML of 149 professional bodies found that these bodies did see management and leadership as important, but that such skills are not often included in membership entry or CPD. 
From the small sample, our research concluded that much is still the same today although the professional bodies sampled are beginning to structure their own qualifications, the take up of which is conditional to membership.

Our research also sought the views of a small sample of professional associations and some development specialists. The terms 'management' and 'leadership' were used interchangeably. The professionals themselves felt that the most important aspects of management/ leadership were interpersonal/ relationship skills and communication skills. The professional bodies and trainers agreed less on what was important. The trainers used mainly conventional learning methods (classroom, courses) but also learning sets or action learning and e-learning.   Coaching was also fairly prevalent.   
Most of the associations had some links with suppliers of management and leadership training and some accredited university courses in management were included as part of their CPD offering to members.
4. Summary findings 
4.1
Qualifications 

The Private Providers and Further Education Colleges that were contacted evidenced a broad offer of first line management accredited qualifications from ILM and CMI Introductory Certificates and Awards to NVQ’s at Level 2 and 3 which map into the national occupational standards.  
The Business Schools, Professional Associations and Higher Education Institutes that were contacted are continuing to develop and promote a range of higher level qualifications including certificates and diplomas.   The new management and leadership standards are providing a focus for a more coherent structure of qualifications, improved progression and a tool for continuing professional development.
The Chartered Manager launched by the Chartered Management Institute in 2003 is a significant contribution to the promotion of management learning and professional standards

Our evidence suggests that the relevance and quality of leadership and management teaching is being strengthened through the HEFCE funded HE subject centre for learning and teaching in business and management and supportive funds such as HEIF is an enabler towards the development of innovative e-learning and teaching methods.

4.2
Signposting for the private sector
Our research found that a number of signposting systems for management and leadership development are already in existence with many more currently under development.   
For example, the on-line e-diagnostic tool hosted by Businesslink.gov is freely available and is specifically aimed at SME owners and managers.  Use of the tool enables users to generate a personal development plan and signposts users to providers who can meet their needs.  

Additionally, the site signposts to government funded schemes aimed at the particular development of the management and leadership skills of MDs.  The criteria to access the funding is based upon regional needs but in the main, the emphasis of the funding is to support informal learning opportunities, peer support and on the job coaching as well as more formal provision.    

The scheme was originally rolled out in September 2004 and by March 2008, it is expected that 17,000 SME MDs will have benefited from the initiative.
Similar examples and beacons of good practice that our research revealed included:

 IIPUK’s on-line diagnostic tool, originally developed with the Learning and Skills Council for use by Train to Gain Brokers, which has since been modeled, in partnership with SSC`s,  to reflect the specific needs of their industry sectors

The Council for Excellence in Leadership and Management on-line interactive Business Improvement Tool for Entrepreneurs (BITE) is a question based tool aimed at helping the user review their organisation against set Management and Leadership principles and to develop an action plan. BITE does not return any formal assessment, feedback or results. The benefit of going through the questions is to help develop the organisations own way forward.
The Department for Business, Enterprise and Regulatory Reform (a recent joining of DTI and the Better Regulation Executive functions) has developed a leadership diagnostic tool that has been available through Business Links since March 2006. Users of the tool are able to identify, understand and use their strongest attributes for inspiring others. 
ACAS “Model Workplace” is based upon a culmination and distillation of 30 years of experience in Britain’s workplaces.   The base of the model is 11 key principles and practical features that ACAS believe make a “model workplace”.   In booklet form, this self-help tool provides Managers with a yardstick against which they can measure the effectiveness of their employment relationships and helps Managers to identify areas for development.

Solutions4Business (Summit Skills – the SSC for Building Services Engineering)   This is a web-based portal that signposts businesses accurately to the provision and services that firms in the Building Services Engineering sector can get to and use to deal with their specific issues and problems.
The portal offers a credible gateway to business services and help for   Building Services Engineering businesses. The portal offers access to a range of help management related topics that affect productivity and sensitivity to changes as well as serving as a Gateway to market for good practice. 

Public sector initiatives

A number of initiatives are well advanced post commitment from the Cabinet Office to building stronger and more visible leadership. From our sample, it was found that these structured initiatives are aimed primarily at senior managers and executives. 
The National School for Government, a non-Ministerial Department, was created to support the business priorities of Government, assumes the role of promoting closer working relationships with similar learning organisations elsewhere in the public sector and building relationships with academic institutions, professional bodies and business schools.   This facilitates access to the best possible leadership and management development for public servants

The Leadership Centre for Local Government is funded by the government department Communities and Local Government.   
The small team is made up of leadership experts with experience in politics, local and central government and the private sector and their role is to help create great places to live by giving leaders the opportunity to shift their thinking on leadership so they can fundamentally transform their communities for the better. 

A number of initiatives are offered which include:
The Leeds Castle Leadership Centre has launched the unique Leeds Castle Leadership Programme. It targets chief executives and senior politicians in local government only, customizing the learning so participants can apply the knowledge to their real-life issues.
The LCLG has compiled the country’s only leadership development supplier on-line data-base to make life easier for users when researching the best organization to employ for management and leadership training delivery
Voluntary sector (Third sector)  initiatives

The term 'Third Sector' is used to describe a range of institutions, which occupy the space between the State and private sector. Third sector organisations share common characteristics in the social, environmental or cultural objectives they pursue; their independence from government; and in the reinvestment of surpluses for those same objectives.
The Third Sector is well placed to deliver key public services because of its resourcefulness, community links, specialist knowledge, and the passion it has for its agenda. 
However barriers, such as the lack of management and leadership skills, can in some cases, prevent the sector from fully engaging in public service delivery. A recent survey by chief executives' body Acevo (Third sector leaders in professional development) showed that although nine out of 10 charity heads believe there needs to be more first line management development within the sector, only three out of 10 are actually addressing the issue. 

Acevo has developed seven leadership programmes to improve the management skills of sector leaders and encourage aspiring young chief executives to pursue a career in the voluntary sector. 

Each programme has been constructed with a management consultancy or business school specialising in different areas of leadership and management. 

These include transformational leadership and change, forming effective partnerships and a programme to develop new chief executives. 
NCVO (The National Council for Voluntary Organisations) is a registered charity who is giving voice and support to voluntary and community organisations. 

NCVO believes passionately in the voluntary and community sector. This is a sector with the power to transform the lives of people and communities for the better.  The NCVO website provides a range of tools aimed at supporting the development of third sector managers and leaders.  Users are able to access details of a range of business schools and higher education establishments throughout the UK that offer MA and Msc programmes either on a part time or full time basis. 
The Voluntary Training Sector Unit (VSTU) was established in 1994 as part of a Middlesborough City Challenge project in conjunction with Teesside TEC and Middlesborough Council. 
The VSTU now offers a wide range of first line management training opportunities for people in the North East; from short one day courses up to a year long Certificate in Management at  NVQ Level 4 and many stops in between. Many of the courses are accredited (City & Guilds, Institute of Management, RSA, TROCN). Although the VTSU was set up initially to meet the needs of registered charities and community groups, they are also gaining recognition in the Statutory and Private Sectors. 
5. Conclusions

1. It should be noted that it was extremely difficult to get hold of the right person in each organisation by telephone who could help with this research.  We undertook additional research by visiting the websites of   each organisation and in some cases, this research was inconclusive.

2. It is also worthy of note that the question set supplied was extremely broad and that the terminology used was not easily understood by respondents.    The word “solution”, for example, meant many things to different people and there was confusion in the market place in general and with the organisations sampled, about the definition of “first line manager”.    
3. The dependency on external research to inform the design of the first line management solution varied by organisational type.   Our sample concluded that Higher Education Institutions and Employer Bodies and Networks frequently rely on both their own and externally commissioned research in contrast to the limited reliance placed on research findings by private providers, professional bodies and associations.
4. Whilst the majority of private providers surveyed offer accredited first line management qualifications, often linked to government funding, their strategic approach and preference is to target large organisations to win new business delivering bespoke non-accredited first line management courses which reap greater financial gains than delivering the first line management qualification framework.
5. There was little evidence from our research that bespoke programmes offered by private providers map into the national occupational standards.

6.  The accuracy of the stated numbers of people accessing the “solutions” offered by the organisations sampled is questionable since those respondents that did answer stated that they were unable to access actual statistical data at the time of contact.

7. Whilst our research revealed a wealth of practiced delivery methods, innovative solutions, such as maximizing e-technologies in the learning environment, were demonstrated by Higher Educational Institutes only. A possible conclusion is that this is due to their ability to access the Higher Education Innovation Fund.
8. Despite a plethora of bespoke higher level learning opportunities for managers and leaders in the public sector , evidence suggests that the first line management development needs of public servants is heavily reliant upon the ability of the private training provider sector to adapt generic first line management qualifications to meet specific needs.
9. With the UK government placing increasing importance on the Third Sector to deliver public services more cost effectively, it is important to report an important emerging theme from our research.  None of the main stream organisations sampled by telephone, offered first line management solutions that meet the specific needs of this sector, despite the recent increase in the number of businesses (of all sizes) incorporating as a social enterprise of community interest company with social aims.
10.  Whilst Professional Bodies and Associations in the UK are starting to become more active in the provision of management and leadership development, their qualifications are aimed at people who would be classified as 'professionals', more than 'managers'. Increasingly, membership is conditional upon an individual’s commitment studying those specific CPD qualifications offered by each Body or Association.

6.      Appendix

6.1
Introduction

Good morning/afternoon.    My name is…. and I am calling from Intelligent Approaches Ltd.   We are conducting a Management and Leadership survey on behalf of GoSkills, the Sector Skills Council for the passenger transport service.

It is really important that you connect me to the senior person in your organisation responsible for the design of your current offer of Management and Leadership programmes for business.  Thank you

ONCE PUT THROUGH>>

Good morning/afternoon.    My name is…. And I am calling from Intelligent Approaches.   We are conducting a Management and Leadership survey on behalf of GoSkills, the Sector Skills Council for the passenger transport service.

We are speaking to a range of partners, stakeholders and external organizations across the UK to find out more about the range of management and leadership business solutions offered and to identify any common themes with similar organisations to yours.
The survey length is about 20 minutes. Can you take part now or at another point in time? If you would like to make an appointment, please advise when a suitable time to call back would be.

CONTINE OR MAKE NOTE OF APPOINTMENT TIME TO CALL BACK>>
Before I start the interview, can I just confirm the following with you:

1. That you are the right person responsible for the solutions offered by your organisation

2. That you are happy to be identified as a respondent taking part in this research for GoSkills (Note this is not obligatory so you can say no) 

6.2 
Questionnaire
1. We would like to know what research, if any, was conducted to establish the need for your Management and Leadership solution. For example, do you regularly rely on the results of surveys published by external, trusted organisations that are freely available in the public domain or do you rely upon your own
2. Can you please tell us which particular aspect of your Management and Leadership solution is aimed at? e.g. SMEs, Business Specific issues  - tax and legislation, specific leadership development

3. What solutions do you offer?  These could be a range of management course either accredited or non-accredited or bespoke for example. Alternatively, you may have developed an innovative product aimed to enhance the skills of Managers and Leaders.

4. What is the aim of your solution?

5. How is the training or solution content defined?

6. How is the solution delivered? If your solution is a training course, what delivery methods are used? If the solution is a product, how is it delivered to users?

7. How many delegates or users have benefited from your training programme or solution to date?

8. How do you identify the suitability of an individual to participate on your training courses or benefit from your product?

9. Has there been any form of external evaluation to gauge the effectiveness of the programme or solution?

10. Do you wish to make any further comments?

Thank and close>>
6.3 
List of telephone respondents

Those 19 organisations who took part in the research by telephone and were willing for their organisation to be identified are as listed below:
1) BELMAS (British Educational Leadership, Management & Administration Society) Institute of Commercial Management - 0114 279 9926
2) The Management and Leadership Network – 028 9080 4202
3) The Institute of Leadership and Management – 020 7294 9069
4) Council for Excellence in Management and Leadership – 020 7215 1684 (The Department for Business, Education and Regulatory Reform)
5) Robert Gordon University – 01224 262200
6) Northern Leadership Academy – 01524 594038
7) Chartered Management Institute – 01536 207401
8) IDeA (Improvement and Development Agency for  Local Government) – 020 7296 6216

9) Investors in People – 0800 328 9726
10) Leadership Management UK – 01628 669888
11) North Hertfordshire College –  01462 424239
12) Health and Safety Executive – 0115 971 2800

13) Academy for Chief Executives International Ltd – 0870 228 3369
14) Institution of Engineering and Technology –  01438 313311
15) Ashridge Business School – 01442 841133
16) Craven College – 01756 797266
17) North Warwickshire and Hinckley College – 02476 323311
18) Oxford Leadership Academy – 01865 811114
19) Engineering Employers Federation – 0207 654 1584 

6.4 
Organisations researched via the web
The web address details of the 15 organisations researched via internet are as listed below:

1) Business Link – www.businesslink.gov.uk
2) Lancaster Leadership Centre – www.lancs.ac.uk/leadership
3) Academy for Health and Leadership – www.lancs.ac.uk/leadership/ahl
4) Academy for Women and Leadership – www.lancs.ac.uk/leadership/women-and-leadership
5) Academy for Educational Leadership – www.lancs.ac.uk/leadership/ael
6) Academy for Environmental Leadership – www.lancs.ac.uk/leadership/environmental-leadership
7) RDI Consultants Ltd – www.rdi.co.uk
8) Institute of Directors – www.iod.com
9) Development Processing Group – www.dgp.co.uk
10)  IIP UK – www.investorsinpeople.co.uk
11)  Cranfield Centre for Logistics and Supply Chain Management – www.som.cranfield.ac.uk
12)  Acevo – www.acevo.com
12.1 Voluntary Training Sector Unit – www.vstu.org.uk

12.2 National Council for Voluntary Organisations- www.ncvo-vol.org.uk
13)  National School for Local Government – www.nationalschoolg.gov.uk
13.1 Leadership Centre for Local Government – www. localleadership.gov.uk

14)  Solutions4Business – www.s4business.co.uk
15)   ACAS – www.acas.org.uk
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