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Foreword 
This project has enabled leaders - MDs and Directors - from the South East region Small and Medium Enterprises (SMEs) to benefit from a most effective Action Learning management development programme. This has been possible because of the co-financing from SEEDA/ESF and the co-operation of the 6 SE Business Links, Skills South East (SSE) and the support of Skills 4 Business. 

The project has been delivered in line with the Business Support Simplification Agenda with:

· The SE Business Link network working together to apply the IDB model (i.e. providing Information, undertaking Diagnostics and Brokering a solution) to ensure 60 client’s business needs were identified and 100 leaders and key managers were offered 3 best practice Action Learning options.

· Maximum impact upon the businesses and individuals.
· Sustainable ongoing relationships amongst participating clients.
Building on the regional network consisting of a partnership of SEEDA, 6 Business Links, Skills South East, Skills Active and 2 delivery partners, the partnership reflected the BSSP (Business Support Simplification Programme) that puts Business Link “at the core of a pure access channel”(SEEDA Dec 06). The project was uniquely positioned to provide comprehensive coverage and ensured regional consistency across the six areas of the SE. 
The project utilised the skills and expertise of a nucleus of partners who had extensive knowledge of the priority sectors and contacts within the SE.  The partners helped to establish a pro-active and durable regional framework for increasing capacity of leadership and management provision.  

This project was fully supported and endorsed by Skills 4 Business Network (the network of Sector Skills Councils), through Skills Active, who were contracted by the Sector Skills Development Agency to develop a plan to bring together all sector based management and leadership work. 
The partnership used the Action Learning framework as recommended by the Skills 4 Business Network in their Best Practice Guide and other recognised best practice programmes that had been successfully delivered across sub regions within the SE, supported by SEEDA. This project provided an opportunity to extend the range of leadership and management Action Learning available across the SME regional market place.

The key benefits to this partnership were:
· Optimising access to existing tried and tested Action Learning programmes

· Supporting BSSP  and leading to a more coherent offer to the customer, through regional shared planning and targeting

· Through the IDB model, employers additionally benefited from a range of either no cost or subsidised support services available through the partnership working, such as a  Strategic Skills Review from Skills South East Train to Gain Brokerage
· Encouraged stronger relationships across the region and therefore closer working 

· Supported a longer term strategy for leadership and management

By Janet Robbins – Project Manager
1
Executive Summary
This evaluation exercise has been undertaken on the Management Development through Action Learning programme to identify good practice and inform future plans for, and practice in the use of Action Learning in management development in the South East region. 
It is envisaged that this report will be relevant to the following organisations or groups: SEEDA, LSC, Business Link, Sector Skills Councils, Business Advisers, Leadership Development Advisers and Skills Advisers working with SMEs and to Leadership and Management Providers.
In delivering the Management Development through Action Learning project:

· A total of 171 delegate applications were received

· A total of 15 Action Learning programmes were delivered

· 76 businesses were involved in the project

· 116 managers, leaders and deputies participated in the programmes

· 11 managers left the project early

· 14 people signed up, but subsequently did not start on a programme

· 105 managers completed the programme

· 43 businesses were represented at the Masterclass and 63 people attended.
The key strengths of this programme have been:

· Partnerships, particularly the relationships between Business Links, Skills South East and Skills 4 Business and advisers and providers working together
· Collaboration from the Sector Skills Councils in identifying, promoting to and referring potential beneficiaries to the programme
· The route to market, focusing on and trusting the business adviser’s links to, and understanding of their client’s businesses and needs
· The commercial and centralised focus in event and contract management

· Excellent facilitators, providing expertise, support and guidance to the group in the Action Learning principles and process and in Management and Leadership

· A quality programme delivered that was well planned and managed
· Action Learning, providing a very effective method of enabling managers and leaders to learn and develop

Participant’s feedback at the end of their programme has been extremely positive on the value of this programme to them. All participants spoken to or who responded to the survey have been unequivocal in their praise for the facilitators and for Action Learning as a very relevant and effective management development method for them as business leaders, their business and key managers.
Key areas for future improvement were identified as:
· More timely marketing, to avoid holidays and delays in starting groups
· Introducing a contract (with penalties) to reduce drop outs to the programme 
· Rationalise the initial assessment process to save time / duplication of effort

· Select venues outside of cities/towns and M25 to avoid rush hour frustrations

· Avoid medium/small enterprise mix in group set up

· Collect data and complete forms in sessions to avoid delays in ESF deadlines
· Collect information on business benefits and GVA when the learning has had time to filter through to the business bottom line
2 
Project Overview
2.1 
Project rationale and aims
Management Development through Action Learning was a 12 month project, running from April 2007 to March 2008. The purpose of the project was to increase the level of management and leadership skills within the South East Region’s SMEs by providing effective Action Learning management development programmes.

Management Development through Action Learning was co-funded by SEEDA/ESF; this programme contributes to the South East Regional Economic Strategy priorities for achieving Global Competitiveness and Smart Growth for South East England.
The project aims were:

· To promote and embed Action Learning as an effective and relevant means to deliver management/leadership development for owners and managers working in SMEs;

· To ensure the provision was accessible region-wide, to ensure that previous best practice in Action Learning was made available to the sub-regions which previously had not had access;
· To link in with the Information, Diagnostic and Brokerage (IDB) model of the Business Link Service Providers by providing choice to eligible beneficiaries. 
2.2 
Project priorities
At its inception and in planning for the project, a number of project priorities were identified, linked to known SME requirements, regional factors and resources. These priorities were defined as:

· Utilising a partnership approach to the project delivery. 
· Providing a robust route to marketing, using existing resources and expertise. 
· Ensuring region-wide coverage, including hard to get to places.
· Providing centralised event administration and logistics.
· Ensuring rigorous initial assessment.
· Delivering a quality programme, with facilitators experienced in the region, Action Learning and in management and leadership.

· Benchmarking to and identifying further best practice guidance.
2.3
Partnerships 

The partnerships used in the project were based on the regional network consisting of 6 Business Links, Skills South East and 2 delivery partner providers. The delivery providers selected were Learning Impact and AVM Picktree - both had a proven track record in the successful delivery of Action Learning programmes in the SE and elsewhere. Through the Business Link network and Skills South East, the project was able to ensure all clients had geographic access to the IDB service. In addition, Skills Active was involved as a lead Sector Skills Council (SSC) and linked with other SSCs in the promotion of the project to business leaders and managers.
2.4
Geographical coverage
The project covered the whole of the South East region - Milton Keynes, Oxfordshire, Buckinghamshire, Berkshire, Surrey, Sussex, Hampshire, the Isle of Wight and Kent. 
2.5
Best Practice guidance
The project sought to use and build on existing best practice guidance in Action Learning. The following resources were used to inform the project planning and implementation, namely:
1. Skills 4 Business  – How to develop leadership capability and improve business performance – a proven case (March 2006)

2. SEEDA – Evaluation of Management Development programmes
The Action Learning best practice principles on which the project was planned and delivered were based on existing best practice guidance and the expertise of the project team. They can be summarised as follows:
· target those with real influence in the business

· effective screening and qualifying of applicants prior to selection

· facilitators with experience of Action Learning, SMEs, the locality and leadership

· set up groups with participants from different sectors to avoid commercial conflict

· Action Learning group participants working at the same level within an organisation
· plan for an optimum group size of 7/8 

· work on real personal, business or organisational issues, not symptoms
· regular, planned meetings delivered over a period of 6/8 months

· built in process for collecting evaluation data during the project

· quality and accessible meeting/learning environment
· develop relationships and trust early in the Action Learning process

· access to coaching and one-to-one support if needed

· provide post programme information

N.B – these priorities are re-stated at the start of the section in the report where they are most relevant.
2.6
Project summary

3 Action Learning programme options were devised to suit a range of leader and manager roles; there were subtle differences between these programmes that reflected the style of the facilitator and the needs of the types of managers involved and the level they were working at. The Bold programme was specifically aimed at deputy or line managers of the leaders and managers participating on the other programmes – supporting succession planning and enabling key managers to benefit from a similar type of development opportunity.
The full cost to the participant for the programme was £135 plus VAT. The real cost of delivering the project was £2,500 for each participant; the difference was supported by SEEDA and ESF co-financing.

	Programme 
	Target Audience / Delivery 
	Number

	The PALs 
(Power of Action Learning Sets)
programme

	· Aimed at and delivered to business owners or senior managers/directors.
· Focus on business issue resolution
· Facilitator – Mark Russell
· 7 meetings – 1 day 6/8 weekly over 6/8 months
	6 groups


	The MD (Managing Director and Directors) programme


	· Aimed at and delivered to business owners or senior managers/directors. 
· Focus first on personal development and then business issue resolution.
· Facilitator – Rob Taylor
· 7 meetings – 1day /3 consecutive days /1day /2 consecutive days over 6/9 months
	6 groups

	The BOLD (Building Organisational Leadership Development)

programme


	· Aimed at and delivered to deputies or line managers of leaders and managers on the MD or PALS programme. 
· An element of formal input and learning

· Link to and support from the managers/leaders on MD /Pals programmes working on parallel issues
· Facilitators – Mark Russell and Rob Taylor

· 6 meetings – 2 half days at the start and finish and 4 further days
	3 groups

	The Masterclass
	· Aimed at all managers and leaders who participated in any of the programmes

· Provided key speakers and opportunities for group work
	1 day


· A total of 171 delegate applications were received

· A total of 15 Action Learning programmes were delivered

· 76 businesses were involved in the project

· 116 managers, leaders and deputies participated in the programmes
· 11 managers left the project early
· 14 people signed up, but subsequently did not start on a programme
· 105 managers completed the programme
· 43 businesses were represented at the Masterclass – 63 people attended.
3
Evaluation Methodology

3.1
Purpose of evaluation 
The purpose of this evaluation exercise was to identify factors relevant to the delivery of this programme that may inform future plans for, and practice in the use of Action Learning in management development in the region. 

In particular, it has sought to:

· identify the learning impact of the programme on participants 

· identify the impact of the programme on participants’ businesses
· identify information that will support future marketing strategy 

· produce materials that will support the delivery of quality programmes in the future

The activities used to evaluate the effectiveness and quality of the project were:
· Data collection and analysis

· Attendance at penultimate Steering Group Meeting

· Attendance at SEEDA regional project evaluation meeting

· Attendance at final MD Action Learning meeting for consultation with participants

· Consultation with facilitators

· Consultation with Business Advisers and Sector Skills Adviser
· Consultation with Skills Active Management and Leadership representative
· Consultation with project manager
· Email survey of 50% of participants – PALS and MD programme
· Examine end of course evaluation for all Bold participants

3.2
ESF evaluation requirements

It was also important to ensure, in this evaluation, that the ESF project evaluation framework was adhered to and addressed. 
* See appendix 6 for completed table of information from evaluation report statistics and data references.

	To establish 3 action learning set programmes
	· 60 SMEs

· 100 managers

· 37% women on programmes 
· 33% of 45+ on programmes

	Inform, Diagnose, Broker
	· Route to market

· Price sensitivity of the service

· Marketing messages

	To apply a rigorous initial assessment process
	· Effective initial assessment 
· Right people on the programmes

	Event organisation
	· Event organisation/scheduling

· Drop –out rate

	Participation 
	· Actions implemented

· Key benefits to participation

· Barriers to participation


4
Data and Feedback Analysis

4.1
Participant information
The following tables follow ESF requirements for data capture and presentation
Gender of project participant starts
	Male
	70

	Female
	*46

	TOTAL
	116


*40% of programme participants were woman
	Total
	
	PALS
	
	MD
	
	BOLD
	

	Male
	70
	Male
	29
	Male
	26
	Male
	15

	Female
	46
	Female
	  9
	Female
	  8
	Female
	29

	TOTAL
	116
	TOTAL
	38
	TOTAL
	34
	TOTAL
	44


Employment status of project participants
	
	Male
	Female

	Employed
	67
	42

	Part-time employed
	3
	4

	Unemployed 
	-
	-

	TOTAL
	70
	46


Age groups of project participants
	
	Male
	Female

	Young people (16-18)
	-
	-

	Adults (19-24)
	1
	1

	Adults (25-49)
	48
	31

	People aged 50 years plus
	21
	14

	(People aged 45 plus)*
	(30)
	(19)

	TOTAL
	70
	46


* 42% of programme participants were aged over 45
	
	Total
	PALS             
	MD

	BOLD

	19-24
	2
	
	
	2

	25-49
	79
	26
	22
	31

	50+
	35
	12
	12
	11

	TOTAL
	116
	38
	34
	44


Qualifications of participants on the programme
	Qualifications
	Male
	Female

	None / not known
	12 
	3

	Level 2 - GCSE
	6
	5

	Level 3 – NVQ3 A Level
	4
	16

	Level 4 – Diploma /HNC 
	19
	11

	Level 5 – Foundation Degree
	4
	1                     

	Level 6 – Bachelor Degree
	15
	5

	Level 7 – Masters Degree
	8 
	5       

	Level 8 – Doctoral Degree
	2
	-

	Total 
	70
	46


	   Qualifications                   
	TOTAL
	PALS
	MD
	   BOLD

	None / not known
	15
	4
	6
	5

	Level 2 - GCSE
	11
	5
	4
	2

	Level 3 – NVQ3 A Level
	20
	2
	2
	16

	Level 4 – Diploma /HNC
	30
	8
	6
	16

	Level 5 – Foundation Degree
	5
	2
	1
	2

	Level 6 – Bachelor Degree
	20
	9
	8
	3

	Level 7 – Masters Degree
	13
	7
	6
	

	Level 8 – Doctoral Degree
	2
	1
	1
	

	TOTAL
	116
	38
	34
	44


Black and minority ethnic groups 
	
	Male
	Female

	White – British
	61
	41

	White – Irish
	
	

	White – Other
	
	1

	Mixed – White and Black Caribbean
	
	

	Mixed – White and Black African
	
	

	Mixed – White and Asian
	
	

	Mixed - Other
	
	

	Asian or Asian British – Indian
	1
	

	Asian or Asian British – Pakistani 
	3
	

	Asian or Asian British – Bangladeshi
	
	

	Asian or Asian British – Other
	
	

	Black or Black British – Caribbean
	
	

	Black or Black British – African
	1
	

	Black or Black British - Other
	
	

	Chinese
	
	

	Other
	2
	2

	Not known
	2
	2

	TOTAL
	70
	46


4.2
Business Information

Business size

	Business Size
	Number

	Micro enterprises (up to 10 employees)
	16

	Small enterprises (10-49 employees)
	34

	Medium enterprises (50-249 employees)
	24

	Large enterprises (more than 250 employees)
	2

	TOTAL
	76


Business sectors
	Construction
	Chemicals
	Distribution, Hotels
	Engineering
	Food, Drink  &Tobacco
	Health & Educ Serv
	Other Manufacturing

	5
	1
	2
	4
	2
	11
	4

	Other Services
	Prof Services
	Public Admin & Defence
	Transport & Comms
	Utilities
	Other 
	

	16
	9
	1
	4
	1
	16
	76


	
	
	
	
	


A detailed matrix of the businesses participating in the programme can be found in the Appendices. This shows the business sectors in relation to the Sector Skills Councils.
5
Marketing and Recruitment

Best Practise Guidance: Response
· Target those with real influence in the business

· Effective screening and qualifying of applicants prior to selection

5.1
Programme marketing
The marketing and promotion of the Action Learning programme was undertaken by the South East Business Link business advisers, Train to Gain skills advisers, leadership development advisers and SSC advisers. No direct marketing approach was made to employers outside of these networks; access to the programme was designed to be via referral from one of the groups of advisers. (3 managers/leaders heard about the programme from other employers and applied directly; they then went through the screening process)
Prior to the launch of the programme, business advisers were briefed at their team meetings/briefings on the project, its aims, purpose, potential/target recipients and benefits, to get their buy in and to ensure quality of referrals. There was a very positive response from the business advisers to the programme and its marketability and relevance to their clients at these briefings. Further and ongoing update information was posted at regular intervals on the leadership and management section of the regional Business Link intranet site– Infose – designed for keeping business advisers informed and up to date.
At the initial adviser briefing sessions, advisers were given a small promotional leaflet and some key messages to use to aid their messages to potential beneficiaries of the programme. These messages were:

· there are limited places 
· there is limited time to commit

· this is a great offer 
· this is a good deal 
· this is great value
Skills Active is the nominated lead SSC for management and leadership; they ensured that all SSCs’ Chief Executives and those with responsibility for management and leadership in each of the SSCs were informed about the project. 

The SSCs collaborated in the marketing of this project and were actively involved in providing information to business advisers on potential participants for the programme. Most SSCs do not have the resource to visit and promote initiatives directly to employers, but do have, through their networks and workforce planning initiatives, good contacts with, and intelligence on potential beneficiaries of development programmes. This sharing of data and collaboration on the identification of potential beneficiaries was extremely successful in recruiting for the programmes.
Business advisers identified organisations and individuals who would benefit from the programmes from their knowledge of the business leaders and managers that they work with. Business Advisers took their own clients and referrals from others and undertook a business diagnostic to identify their suitability for the programme and provided them with information on the 3 possible Action Learning options. Where directors or managers were interested and able to commit, the business adviser then made a referral to a delivery partner, for a detailed initial assessment telephone interview and a more detailed briefing on the programmes and the potential benefits.
171 referrals were received; approximately 75% of these were direct from the Business Link and leadership advisers, the others were from the SSC referrals and from the 2 delivery organisations. 

5.2
Participant feedback on recruitment
A number of the participants recruited through their business advisers mentioned how they have developed a positive relationship with their business advisers over time, and how this prompted them to trust their judgement that this management development programme was right for them and would benefit them and their business.

The funding support was cited as a key factor in persuading participants to commit to the programme; the smaller the business, the more important this factor was. Over 90% of those responding to the survey of participants said that the low cost was attractive and that it influenced their decision to sign up to the programme. 
Action Learning as a development methodology was particularly attractive to Leaders and managers; participants said:

· I liked the idea of working with people working at the same level as me within a business

· working with my peers was very appealing

· working with peers on real business issues – I need this and so does my business

· when you run a business, it is hard to find people who understand the issues and are able to discuss these openly with you
Some participants said that they did not truly understand how Action Learning would work, or how it differed from other learning or development methods, until they were some way through the programme. Other commented that they really liked the fact that the programme was delivered over months, not days or weeks. This helped them to focus on real business issues and research, plan and implement change during the programme, so that they could continue to access advice, ideas and support from both their peers and the facilitator.
Some participants reported that they felt hurried or pressured to commit quickly; they would have liked more time to consider the offer and to take advantage of it at a time when it was right for them. Others cited initiative overload – finding it difficult to evaluate the range and relevance of the initiatives they are offered.

5.3
Adviser feedback

Feedback from advisers confirmed that the initial briefing helped them to understand the programme, its potential relevance to business managers and leaders and enabled them to identify potential beneficiaries. The simple marketing messages worked well, although further case study examples and business benefit data would have been helpful when talking to clients.
All advisers contacted confirmed that the low cost of this programme was a key factor in helping them to gain commitment from clients. The time commitment of this programme was (6-8 months) a concern for some managers and leaders, with their workload. 

For those managers and leaders who were serious about their own development and that of their business, an Action Learning management development programme was an excellent solution. All advisers contacted would like to have regular Action Learning management development programmes available for them to recommend to their clients.
5.4 
Conclusions
Using advisers with a direct interface with employers to promote the programme and identify suitable participants, supported by quality SSC intelligence, was a very effective way to recruit the right people to benefit from this programme. 

Overwhelmingly positive feedback from participants at the end of their programmes has indicated that the majority of people who were recruited and committed to attend the programme have benefited personally and feel that it has benefited their business. This is also confirmed by the small number of drop outs once the programmes were up and running.

Higher costs could make the participants value the programme more, and many of the participants were prepared to admit after experiencing the programme that it was incredible value, but the low cost was a key factor in their decision to participate at the start. Raising the costs would have made it harder to recruit the large numbers that were involved in this programme and may well have precluded the smaller and less prosperous businesses from participating. 

Marketing and recruitment for a 12 month programme is time consuming and it can easily take a few months to gain momentum and produce results. This project was delivering programmes across a wide area and needed a reasonable number of participants in order to form the groups. By the time these numbers had been reached, a combination of holiday and business commitments conflicted with the event scheduling and prevented some managers and leaders from participating.

Some advisers and participants did not fully understand Action Learning and how it would work in practice. For those participants that understood the process involved, it was a key factor in persuading them that this programme was worth their time and commitment. 
5.5
Success factors
· Develop a marketing plan at the start of the project and implement it promptly

· Decide and communicate simple and effective marketing messages.
· Inform, resource and utilise business advisers to market the programme.
· SSC collaboration in providing details of potential participants is very beneficial in the recruitment process.
· Low costs attract and persuade managers and leaders to commit, particularly for those small and less wealthy businesses.
· Provide clear information to managers and leaders on Action Learning and how it works, (particularly aspects such as working with peers, not a taught programme) and the potential personal and business benefits.
6 
Initial Assessment

Best Practise Guidance Response:
· Effective screening and qualifying of applicants prior to selection.
· Action Learning group participants working at the same level within an organisation
6.1
Screening and selection

When applications were received, potential participants were phoned by one of the facilitators from the delivery organisations to check their understanding and suitability for the programme, using in depth questioning. They discussed their level of responsibility within the business and checked and advised on the kind of issues that they may want to address. 

The key purpose of this qualification interview was to check that the programme was right for the individual; it also provided the facilitator with the opportunity to begin the relationship development with the potential participant and to tell them more about Action Learning and how it worked. For those that were interested in the process, further information on Action Learning was sent by email for them to read. 
At this stage of the selection process, a few potential participants were identified as unsuitable.  This decision was made, based mainly on their level of authority/decision making in the business; they were not in a position where they could make strategic decisions in the business.

14 individuals who committed to the programme withdrew before the start. Where the individual decided not to join the programme, the reasons stated, in order of most to least often, were:

· more pressing commitments at this point in time

· holidays

· need time to plan for this

· the time is not right for me

· 
unexpected business

6.2
Business challenges

As part of the selection process, all participants were asked to identify the kinds of business issues they would like to address on the programme. Examples of these challenges and issues identified by participants were:
· develop a business plan

· create a business strategy

· develop a succession plan

· improve my work-life balance

· clarify roles in the business

· improve networking and business links

· review finance/reduce costs

· develop the management team

· set goals and rewards

· develop a strong team

· improve polices / procedures/ processes

· improve morale

· raise company profile

· recruit new personnel

Asking applicants to identify these business issues at this stage was a useful part of the qualification process; it enabled the facilitators to identify those who were not working at a strategic level within the business or thinking strategically.

Challenges and issues developed and evolved as the programme progressed; these become less operational and more strategic with help from the facilitator and the support from peers, who helped participants to distinguish between key strategic issues and the problems they caused.
6.3
Conclusion

Initial assessment was a useful exercise and its value can be seen in the low drop out rate and excellent end of programme feedback from participants, but it was very time consuming. Contacting a large number of busy managers and leaders by phone and finding a time when they were able to have a meaningful telephone conversation was a major logistical exercise. There were economies that could have been made here, by trusting the business advisers to select and qualify the potential participants, as part of the marketing and selection process. Exceptionally, where there were issues or doubts about a manager and their ability to contribute and gain from the programme, these could have been referred to and dealt with by the facilitator.
Managers and leaders will have many pressures on their time. Faced with these, they may not always be able to see the possibilities or value in their own development. For the majority of those that made a start, experiencing the programme was enough to motivate them to continue. 
Positive feedback from participants at the end of their programmes indicated that the success of the Action Learning approach is not dependent on an individual’s preferred learning style, their business size, sector or maturity. The majority of individuals who embarked on the programme, continued, found it valuable and enjoyed it.

6.4
Success factors
· Allow business advisers to qualify applicants as part of the marketing and recruitment process and refer only those where there are doubts or queries.

· Identify and assess the level that applicants are working at within their organisation; where all are operating at the same level, this helps the group to operate effectively.
· Ask participants to sign a contract, with a cancellation clause (and penalty), to reduce the drop out rate prior to starting the programme.
· Ask applicants to identify the business issues they would like to address as part of the qualification process.
7
Event Scheduling
Best Practise Guidance Response:
· Set up groups with participants from different sectors to avoid commercial conflict

· Built in process for collecting evaluation data during the project

· Quality and accessible meeting/learning environment

7.1
Event scheduling
The scheduling of 15 programmes for 116 managers from 76 businesses to provide regional geographical coverage and to achieve a mix of business size and sectors was a logistical challenge. 
The Action Learning groups were set up to contain a mix of business sizes from a range of sectors; businesses from the same sector were not put in the same group, to avoid any possibility of commercial conflict. The optimum size of each group was planned at 7 participants, based on best practice guidance from previous programmes delivered. It was not always possible to achieve this number, because of drops outs and logistics.

Venues were selected and booked centrally by a project administrator, with the view that no participant would need to travel for more than 30 minutes to reach their venue. Achieving a balance of quality and cost effectiveness were the aims of the venue selection, making the most of the budget available and providing an accessible and conducive learning environment.
Contacts with participants to inform them of planned meeting dates and venues were made by email. This was an extremely effective way of communicating arrangements with participants.

7.2
Contract Management
Contracts with the two providers were prepared and managed to ensure that the evidence and data collection requirements for the project were met. Providers were given the responsibility for collecting information and data on the project participants and for ensuring that this was submitted at relevant times. Payment was made to providers at milestone dates, dependent on submission of essential data and paperwork.
7.3
Feedback

Feedback from participants on event arrangements, information and contact from the co-ordinator was very positive. Email contact worked well and was usually timely and appropriate. There was the occasional overlap in contacting participants, with provider and the project co-ordinator providing the same information.
Venues were, in most cases, described as comfortable and provided the quality of environment that was expected.  Where there were issues or complaints with the venues, it was mainly because of the location; those in a town/city centre or off the M25 caused travel and time delays to access and caused participants frustrations.
7.4 
Conclusions
With the numbers of programmes, locations and participants involved, attention to detail in event and contract management are crucial to ensure success. It is equally important to ensure that the contract requirements are met to be able to access payments to meet commitments – to pay for providers and venues.
Completion of ESF/SEEDA mandatory forms at meetings was not always a priority, with the inevitable consequence that providers needed to contact participants between meetings to get these completed and delays were experienced in submitting these for payment.
7.5
Success factors
· Effective event and contract management and monitoring are essential to a project of this size and complexity and within a tight timeframe.
· Use venues that are easy to find and reach in peak traffic, avoiding participant delays and frustrations.
· Schedule time for form completion and data collection at meetings; it is never easy to get participants to complete these later.

· Contacting and informing participants by email is very effective.

8
Delivery/Facilitation 
Best Practise Guidance Response:
· plan for an optimum group size of 7/8 
· regular, planned meetings delivered over a period of 6/8 months
· access to coaching and one-to-one support if needed

· work on real personal, business or organisational issues, not symptoms

· develop relationships and trust early in the Action Learning process

8.1
The group

At the initial meeting of each group, an introduction to the Action Learning process and principles was provided by the facilitator. Ground rules were introduced and a number of ice breaking and relationship building exercises took place, to begin the process of developing trust, rapport and respect within the group; a high level of sharing is crucial for groups to work effectively. There was a practice session, to help the participants to understand how they would be working over the next few months.
The average group size was planned for 7, but due to drop outs, no shows and the logistics of location and timing, most were about 5 or 6. Regular meeting dates were discussed and planned by the group after the first meeting for a 6/8 month period.

11 individuals dropped out after the start or early on in the programme; known reasons for these drop outs were:
· Programme not right for me

· Business priority takes precedence

· Too busy to maintain

· Unhappy with large business / small businesses mix
· Not happy with the group balance
· Left job

· Expectation of a taught programme not met

· Pregnancy 

In the survey, participants stated the importance of getting the balance of the group right to enable it to function effectively (the facilitator’s roles in managing this after set up was crucial). Diversity within the group was especially welcomed by the majority of participants, who felt they had really benefited from the mix of sectors, business sizes and maturity levels.  As one participant commented “in the group, business size and sector does not matter, we are all dealing with similar issues relating to our leadership style and business challenges” 
8.2
The facilitators

The facilitator’s role was to secure an agreed contract, negotiate and maintain the ground rules between group members and manage the group process. They did not bring their own problems to the group. Facilitators had responsibility for managing the learning space, they were involved but detached, saw the big picture and interconnections, while respecting the individuality of each set member. They helped the group to adhere to the principles of Action Learning. The facilitator had a key role in ensuring that the issues brought to the group were strategic, neither operational nor symptoms of the issues. Their skills were key to the success of the group; they helped the group to work effectively, avoid distractions and to remain focused.
Access to coaching and one-to one support was provided between meetings by the facilitator to anyone who needed it. This was available by email or telephone contact and occasionally, as a visit to the manager in the business. Many of the participants reported that they had made contact with other members between meetings to discuss ideas or seek support.
8.3
Challenges and issues 
Participants were asked to identify these at the qualifying stage of the project and they did not change fundamentally from those. The issues worked on by the groups were, in summary:
· Relationships
· Marketing and business growth
· Business development
· Succession management
· Team management 

· Cash flow

· Profitability

· Turnover 

· Change

· My leadership/management style

· Worklife balance

· Business ownership

· Purchasing

· Management structure

· New business venture

· Business processes

· Waste management

8.4
Participant feedback
Participants really appreciated the ‘time out’ for reflection and to discuss ideas that the Action Learning programme gave them, with the peace to focus on the business, without contact or being accessible to the business. They felt that it was “reassuring to know that everyone does not have all the answers”; this gave participants confidence in themselves and their skills.

All participants who responded to the survey were very complimentary about the skills and expertise of the facilitators, finding their support and intervention essential to keep the group on track and to achieve their outcomes.
A large number of participants commented on both the nature and the duration of the programme; they valued the Action Learning approach, with access to the expertise and the support from their group colleagues very highly, and were pleased that they were not being “taught or lectured at”. Space between meetings gave them the time to undertake research and reflection and to implement change, ready to feedback and discuss at the following meeting. One commented “there are no acceptable excuses for not having completed agreed actions between meetings – that forces you to act”
Feedback from participants agreed that, when dealing with the generic issues of leadership and management, sector specific issues are irrelevant. Ensuring a mix of sectors in a group avoided any issues of commercial conflict. All participants surveyed were very positive about the balance and effectiveness of their group and its outcomes for them and their business.  
A few individuals who attended from businesses with a large, multi-million pound turnover, could not see the value, to them personally or their business, of working with small businesses; two participants dropped out at the start for this reason.
8.5 
BOLD

The 3 BOLD programmes started later on in the project year. They were recruited primarily from the existing MDs on the Action Learning programmes, to support succession planning. They differed from the other Action Learning programmes delivered as they were for less experienced managers; they had a more structured timetable, with formal input and learning provided by the facilitators.

There was one sector specific programme delivered – BOLD 2 - delivered in response to a perceived demand from health and social care businesses. 

BOLD 2 was aimed at deputies and first line managers from the health and social care sector and worked extremely well. This was mainly due to the involvement and support from a tandem programme that was run for the participant’s care staff and and the links and collaboration between the two groups. Facilitators, leaders and deputies found this approach extremely positive; although working on separate issues, both groups found the mutual experience of Action Learning and the links to each other and the issues they were both working on very powerful and constructive. 

Strong relationships were developed between leaders/managers and their deputies and implementation of issues worked on was made more likely as a consequence.

Participant Feedback on Action Learning Delivery and Facilitation

One leader commented “this programme (BOLD) has accelerated the growth of my key manager by 5 years”
A participant commented “I have never learnt more from any programme than I have from Bold”
All participants who responded to the survey were very complimentary about their programme and its benefits to them, personally and professionally; here are some of their comments:
· Working with peers was very attractive and very helpful

· It was like attending a mind spa.

· I now have a better understanding of myself and how I may be perceived by others.

· I am now better at understanding staff and have improved my mentoring skills.
· This programme has given me greater personal confidence and clarity around business objectives and purpose.
· I think this is an excellent programme and would recommend it to anyone.

· My change in attitude has translated into measurable results for my business.  

· This programme has made me push forward issues that have been holding the business back.
· Listening to other people's issues and assisting them in finding a way forward was very interesting and made me think harder about our issues.
· Having almost completed it, I now recognise how much value it is and would be prepared to spend more on it. 
· This programme has helped me to focus on the most important issues in my business at this time.
· Our productivity has improved and business growth is now a reality.
· Incredibly useful and a tremendous help; I have gained new ideas, new thinking and new tools. 
·  Communication with and between the people in the business has improved.
· I would strongly recommend this programme to other MDs and Directors - to improve skills and self-awareness, strengths and weaknesses.

· It has been a great journey.
8.6
Conclusions 
The skills and experience of the facilitators, coupled with excellent planning and management, has made this programme an extremely positive and productive experience for the participants. Drop out rates were low, particularly considering the length and demands of a programme with participants with a business to run.
Except in the case of BOLD (where the programme is more structured) , group size worked at anything from 6- 8 participants; any less and the group was too small to function effectively over time, larger than 8 gives less time for each leader/manager to discuss and plan their issue resolution.

A well balanced group, with relationships that were developed and managed, was a productive group, satisfying and exceeding the expectations of the members. Achieving balance was a factor considered and planned for at group set up, but was mainly achieved through the efforts and expertise of the facilitators.
There are varying views on sector mix within Action Learning groups; in this programme, sectors were separated for all but one of the programmes. The programme for a specific sector did work well, but it was for deputies, not leaders or owners of businesses and the issues dealt with were less strategic and more operational. It could also be said there is less likelihood of commercial conflict between health and social care organisations.

Action Learning is a very productive and effective way of developing leaders and managers, providing ongoing development over time; it is very well received by participants, who find the support, duration and application in the business produce results.
8.7
Success factors
· A skilled and experienced facilitator is essential to the relationships and group dynamics in Action Learning

· The optimum size for an Action Learning group can be anything from 6 to 8

· The duration of the programmes – from 6-8 months was right for most groups

· Size of businesses needs to be considered when forming groups; larger businesses work best together and are not convinced of the benefits of working with those from small or micro enterprises

· Leaders and managers and deputy/line managers working on tandem Action Learning programmes gain additional benefits, for them and their businesses.
· Strong relationships were developed between leaders/managers and their deputies and implementation of issues worked on was made more likely as a consequence.

· Sector specific Action Learning programmes can be effective when working with lower level managers, but may be pertinent to specific sectors.
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Back in the Business 
9.1
Action Learning applied

All participants who responded to the survey reported benefits to themselves personally and to their business. As a year long project, most of the Action Learning programmes have only just finished; it is impossible at this stage to quantify the bottom line benefits the programme participation may have had on the business. In most instances it will be many months before this information is available and quantifiable. One manager reported that, as a consequence of the Action Learning programme, he implemented a substantial change in his business where “we saw a drop in business performance – we knew it was inevitable, but as the business develops and adapts, growth will result in the long term”.
There are different levels of learning that participants can gain from any learning intervention and then apply within their organisation. Chris Argyris developed the concepts of single loop, double loop and triple loop learning to explain these levels:
Single loop learning – following the rules

Single loop learning describes the ability to recognise something is broken, and to develop the skills to fix it. Rigid strategies, policies and procedures are established within the organisation to deter, detect and correct breakages. 
Double loop learning – changing the rules

Double loop learning describes the ability to reflect on how and why the thing got broken in the first place. This involves more creativity and critical thinking to solve problems and determine workable solutions.
Double loop learning – learning about learning
Triple loop learning is about reflecting on how learning takes place, developing an insight into how decisions are made and whether things need to change. This level of learning helps individuals to understand themselves and the impact of their behaviour on others. Triple loop learning enables leaders and managers to identify the opportunities and key competences people need to participate in making well-informed choices about policies, objectives and other issues.
Action Learning allows learners to experience triple loop learning and apply this within their organisation; it helps them to understand how they make decisions and gives them insight, with the help of their peers, into their business dynamic, how the business functions and their people.
9.2
Participant Feedback

Some of the participants mentioned the fact that they were using the principles of Action Learning with their management team, to improve their insight into, and understanding of decision making within the business.
Participant’s comments on how the programme has changed them and their thinking:

· A better understanding of myself, and how I may be perceived by others in the business
· I have also used the Action Learning principles to clarify with directors their thoughts and ideas on the way forward and gain buy in to my own ideas
· It has helped to focus minds on the issue at hand in the workplace on many occasions.

· Significant benefits to my business; my change in attitude has translated into real measurable results
· The benefits to me from this programme have passed through others by 'osmosis' and things are much better
9.3
Conclusions
Action learning is a very effective, possibly the most effective way to develop managers and leaders, and is much appreciated by leaders and managers. It may be some time, however, before appreciable and quantifiable benefits are seen within the business.
Action learning allows learners to experience triple loop learning and to begin to use this approach to benefit their business and its people.

9.4.
Success Factors
· Business Advisers to check Gross Value Added data on participating businesses in September 2008 and in a further 6 months to quantify impact and bottom line benefits.
· Case studies can be developed and used to promote Action learning later, when businesses are able to measure the results of their learning.
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Sustainability

Best practise Guidance Response:
· provide post programme information

10.1
Continuation
A number of participants have asked if they can continue with their Action Learning meetings, as they see further benefits in these. It is possible that some of the groups will continue, by using a self facilitation model and providing venues from their own resource to keep costs to a minimum. Others have said that they will remain in contact with their colleagues and use the relationships they have built during the groups after the end of the programme.
One of the existing groups has decided that there is merit in continuing with their meetings, with the aid of their current facilitator; they will try to access further funds or will, if necessary, fund these subsequent meetings themselves. They are planning that, over time, their issues will become less personal to their own businesses and more relevant to more generic issues – i.e. marketing, advertising, business growth and productivity.

A number of participants commented that if any additional funding was available, it should be used to fund new groups, to spread the benefits to others. In particular, some participants felt that now the programme was over, they needed time to consolidate their learning and to implement this within the business. 

There is a possibility that Train to Gain and Leadership Development Adviser support and grants could be available in the future to managers and leaders who participated in the programme, for their continued learning (subject to eligibility and availability).

Business advisers have asked that Action Learning groups for management development should be part of normal provision and be available in the region, so that they have this resource to signpost managers and leaders to. 
10.2
Plans for dissemination
A number of plans have been made for building on the success of this project and to ensure that the lessons learnt are made available in the region to inform and develop further Action Learning programmes for manager and leader development.

· There will be an event for advisers, SSCs and providers, to disseminate best practice guidance on Action Learning in management and leadership development.

· Access will be promoted to advisers to elearning modules in Action Learning principles and process.
· A Sector Skills Council Forum could be arranged in the region to identify and build on the excellent collaboration that has been experienced in this project – for employer engagement in management development activities.

10.3
Conclusions
Some of the Action Learning groups will continue, either through their own financing or through self facilitation. There is potential for creating new groups from a list of managers and leaders who expressed interest, but who were unable to commit at the time, if new or additional funding is available.
It is clear that relationships that have been established through these Action Learning groups will continue to be used and exploited to help the participants to learn and grow.
Every effort needs be made to disseminate the principles and best practice guidance to providers of management development. This will promote this method of management development to benefit managers and leaders in the future and help it to become available a part of normal provision in the region.
Facilitators should be encouraged to do more work in the future to help the groups to achieve self sufficiency, so that they can continue after the funding has stopped.

10.4
Success factors
· Encourage further, regular Action Learning events in the region to continue and build on the success of this project.

· Produce and disseminate an end of programme leaflet for managers and leaders, signposting them to next steps in their learning and any available funds or initiatives.

· Facilitators to encourage groups to become self sufficient after a time of facilitation.
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Key Messages 
This section of the report consolidates the success factors identified at each stage in the project and connects them to the relevant member of a number of different target audiences, namely, those with responsibility for:

· managing projects

· providing advice to businesses

· providing and facilitating Action Learning leadership and management development
Managers of projects
· Develop a marketing plan, with simple and effective marketing messages at the start of the project and implement it promptly.
· Inform, resource and utilise business advisers to market the programme and qualify applicants
· Encourage partnerships and SSC collaboration for improve employer engagement
· Develop a participant contract, with a cancellation clause (and penalty), to reduce the drop out rate prior to starting the programme.
· Produce and disseminate an end of programme leaflet for managers and leaders, signposting them to next steps in their learning and any available funds or initiatives.

· Encourage further, regular Action Learning events in the region to continue and build on the success of this project.
Event organisers
· Schedule events in quality venues and inform participants promptly by email

· Use venues that are easy to find and reach in peak traffic, avoiding participant delays and frustrations.

Advisers
· Provide clear information to managers and leaders on Action Learning and how it works, (particularly the working with peers, not a taught programme) and the potential personal and business benefits.
· Check Gross Value Added data on participating businesses in September 2008 and in a further 6 months to quantify impact and bottom line benefits.
Facilitators and providers
· Consider the size of the business when forming groups; larger businesses work best together and are not convinced of the benefits of working with those from small or micro enterprises

· Sector specific Action Learning programmes can be effective when working with lower level management
· Encourage groups to become self sufficient after a time of facilitation.
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Case Studies

Case Study 1 

Mark Foard – CV Freight Ltd          

Mark was informed about the Management Development through Action Learning programme by his business adviser. He had previously attended a Key Managers programme and director training on recommendation from his business adviser. He was provided with reviews from existing participants and the initial screening interview gave him enough information to know that Action Learning was his preferred choice of learning interventions to develop himself and his business.
Mark was interested in the Action Learning programme for two main reasons; it promised to focus specifically on issues relevant to his business and provided access to shared thinking by like minded individuals from other businesses. He firmly believes that the value of any development intervention for a manager lies in the expertise of those attending.

All participants on the programme had issues relating to the control of their business. Working with peers, supported and challenged by an experienced facilitator, the group has made great progress in addressing their issues. They have gelled together, providing excellent support to each other. Relationships have developed quickly; essential for the trust, respect and confidentiality necessary for participants to honestly discuss their issues and gain clarity in response.

Mark wanted to use the group to help him to deal with an issue that was pertinent and important to him and his business – succession planning. The Action Learning process – raise, discuss, clarify, support/challenge, plan, action, review and feedback was very useful, providing him with the discipline necessary to take action in between meetings, ready for review and feedback at the next. 

He found the facilitator very important to the process, leading the group, challenging the thinking, keeping them on course, encouraging and supporting their commitments to each other and the generosity necessary for it to work.

Mark found the process “incredibly useful and a tremendous help, giving me new ideas, new tools... It takes no prisoners and is very challenging, but it has changed my way of thinking”
Mark has found that he has changed in his approach to his management team; he is as, if not more demanding, but also more positive and supportive.  It is still early days, but he is convinced the intended changes will benefit the business greatly. He has plans to use the Action Learning approach in house, with his management team and with others in the business.
The group that Mark has worked with has decided to continue with the programme now that the project has finished. They all believe that there is still value to be had from the Action Learning approach and are prepared to fund and support future meetings themselves with the aid of their facilitator. They have discussed the fact that it seems likely that, over time, the focus of the group will change slightly, with more emphasis being placed on generic business issues that are relevant to them all, rather than individual specific business issues. These generic issues could include marketing, advertising, growth, and productivity; all designed to develop themselves and benefit their businesses.

Mark is clear on the value of this programme to him and his business “It has been a great journey”.

Case Study 2  
Robert May – ramsac limited 
Robert May is the Managing Director of ramsac limited, an IT outsourcing business based in Surrey, working predominately within the SME sector. He heard about the Management Development through Action Learning programme through one of his clients, who had asked him what he thought about it, as he had attended a similar programme seven years previously. He thought it looked like an attractive proposition and the time was right for him to take a fresh look at some of his business issues, with help from trusted peers. He made direct contact, requesting a place. 

When Robert had attended the Action Learning programme previously, he had known for a while that he could be running his business better, but never seemed to be able to find the time to discuss his issues and concepts. He found the experience of other Managing Directors invaluable and an ongoing source of support. He particularly found being completely honest and open, not just with the group, but with himself, very important.

Robert said “for me, I know the Action Learning environment works extremely well, for identifying and developing business issues and ideas; it is very difficult when you are the MD of an organisation to get truly unbiased and objective comments from colleagues”. 

Seven years on and he made the decision to further develop himself and his business, driven by a desire for continuous improvement. Since the first programme, Robert is pleased to report that ramsac has become a very different business, with many positives attributable to the structured focus and disciplines learnt. The last two years have seen year on year growth increase in excess of 40% and the team of consultants and IT experts grow to 26 people.
It was important to Robert that participants in the group were working at the same level as he was within the business, in order that they were all able to take the same holistic and strategic view and to be able to contribute fully to the process. He has found the discipline of meeting regularly, over time has led to progress and positive outcomes. He has benefited from the programme, reporting improved drive, a renewed vigour and clarity of objectives.

 

Robert believes that all the business owners on the programme have benefited from each other through advice, honest opinions (sometimes brutal) shared ideas, systems and procedures.  “It doesn’t matter what size your business is or at what point in its growth cycle it is, as business people we all face the same challenges sooner or later”.

ramsac have a very positive and exciting growth plan for the next few years and the lessons learnt and support of the Action Learning peer group will be invaluable in this process. The learning set have agreed that the benefits of this process are invaluable and are driven and focused to continue to meet every 4 to 6 weeks on an ongoing basis.
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Appendices

Appendix 1

Project roles and people

	Janet  Robbins: Regional Manager, Leadership and Management
	Project Manager

Project Management Committee Chair

	Chris Hazel: Administrator

	Project Event 
Co-ordinator

	Hayley Huckin: Contracts Co-ordinator ESF
	Project Administrator



	Tony Horn: Contract Manager


	Contracts Manager 

Project Management Committee Member

	Val Maguire: Contract Executive


	Project Administrator

	Rob Taylor: Learning Impact Ltd


	Action Learning Facilitator

	Mark Russell: AVN Picktree Business Strategies Limited


	Action Learning Facilitator

Project Management Committee Member


Project Management Committee Members (see also above)
	David Black


	Skills Active – representative for Management and Leaderships and Action Learning 

	Christina Hartshorn


	SEEDA – Head of Leadership and Entrepreneurship

	Mike Farrall


	Learning Impact Ltd - Director


	Ronnie Epstein 


	Business Link Berkshire - Director


Appendix 2

Action Learning 
Action Learning has proved to be an effective way to improve the management and leadership capability of managers and leaders. It can be defined as a continuous process of learning and reflection, where a group of people come together, more or less regularly, to help each other to solve problems, find solutions and get things done.

Action Learning is based on the principle that people learn best from what they are doing, that they have an unlimited capacity to learn from experience, but a limited capacity to learn from being taught. Managers are very enthusiastic about this learning approach; it helps them to develop leadership skills, solve problems and gain real and tangible business benefits from participating.

Action Learning involves people working together on real problems, focusing on learning and implementing solutions. It is a form of learning by doing, providing a well tried method of accelerated learning that enables people to handle difficult situations more effectively. 
Action Learning has developed over the last 60 years, so that today it has a number of applications. It is used for organisational and individual development, in higher education, to support chief executives, within, between and outside of organisations and is of use to anyone, not only managers. The approach has been successfully applied to a wide range of situations in industry, commerce and the public, voluntary and service sectors. 
As a process, Action Learning can be challenging and informative; it is an opportunity for individuals to engage in learning and identify actions that could make a positive contribution to their organisation’s growth and success.

Action Learning can be used to:
· tackle strategic problems at board level;
· tackle operational or production problems;

· support management development;

· develop staff for new responsibilities;
· assist organisational development;
· support expansion plans;
· facilitate major change in organisations;

· improve productivity; 
· improve services; 
· develop organisational systems.

Action Learning uses a small group approach - a set - to provide challenge and support to its members: based on the principle that individuals learn best with and from one another as they each tackle their own problem and implement their own solution.
Action Learning sets can be made up of between 4-8 people from one organisation or from across a range of different organisations, where each person is involved in different activities and facing individual problems. It is usually advised that set members are working broadly at the same level and have an understanding of each others jobs, although they do not have to come from the same background, profession or sector. The set is facilitated by a set advisor/facilitator. A set may start out with a facilitator, and over time and as the skills within the group develop, become self facilitating.
In an Action Learning set, participants are able to raise difficult questions, seek answers, discuss sensitive issues, expect challenge and share learning in a supportive environment. The set provides the opportunity for describing experience, reflecting upon it, deliberating upon and deciding on options for action. Action taken as a result can then be reviewed at the next set meeting.
The key features of an Action Learning set are:

· Meeting regularly (monthly or every six weeks) for an agreed period 
· Sharing real issues, problems or opportunities 

· Considering professional, personal and organisational goals 

· Questioning and challenging each other 

· Making action points 

· Reflecting on learning and practice 

· Implementing action points 

· Reporting back on actions to subsequent meetings 

· Obtaining feedback 

· Learning 

· Supporting others
Action Learning sets can differ in the way that they work, but there are many common elements and a general procedure that is followed by the majority. The set usually meets for a whole working day, giving each person the time and space to present his/her issues and themes and get input from other set members. 
The general format is something like this:

1. Individual set members report and update the group on issues, problems and action/resolutions taken since the previous meeting.

2. Members decide who will present an issue, problem or opportunity (in some groups, all members will present).

3. The member/s present or talks through an issue, problem or opportunity without interruption or debate.

4. The group asks questions designed to challenge and assist the presenter to achieve insight into their issue or to provide further explanation.

5. The group provides assistance to the presenter in considering options and deciding on a plan of action.

6. The group reflect on and review what has taken place and what they have learnt in the session.

Appendix 3


	Organisation
	Role in the project 

	Great Western Enterprise, Business Link Berkshire
	Lead partner.  Project management and quality assurance and chairing the Project Management Committee.

Development of regional integrated marketing plan

Internal marketing, engagement and diagnostics 

On going client account management 
Collaboration with the other SE Business Links and SSE

	Business Link Solutions
	Internal marketing, engagement, recruitment and diagnostics 
On going client account management 

Collaboration with the other SE Business Links and SSE

	Business Link Surrey
	Internal marketing, engagement, recruitment and diagnostics 

On going client account management 

Collaboration with the other SE Business Links and SSE

	Business Link Kent
	Internal marketing, engagement, recruitment and diagnostics 

On going client account management 

Collaboration with the other SE Business Links and SSE

	Business Link Wessex
	Internal marketing, engagement, recruitment and diagnostics 

On going client account management 

Collaboration with the other SE Business Links and SSE

	Sussex Enterprise
	Internal marketing, engagement, recruitment and diagnostics 

On going client account management 

Collaboration with the other SE Business Links and SSE

	Skills Active

(on behalf of Skills for Business Network)
	Facilitate links to employers, provide feedback from sectors and contribute towards evaluation, quality and relevance of provision.

Member of Project Management Committee 
Support the promotion and sustainability of the project and feedback to the Sector Skills Network 

	Skills South East

(Train to Gain Brokerage)
	Collaboration with the SE Business Links Internal marketing, engagement , recruitment and diagnostics 

On going client account management offering skills support and referral onto other agencies.

	Avn Picktree Business Strategies Ltd
	Deliver 2 of 3 Action Learning programme options across the region

Liaise with partners and complete individual needs analysis Facilitate Action Learning events and on going coaching support 

Contribute towards evaluation, quality and relevance of provision.

Provide a member of the Project Management Committee 

Support the promotion and sustainability of the project and feedback to SEEDA

	Learning Impact International Ltd
	Deliver 2 of 3 Action Learning programme options across the region

Liaise with partners and complete individual needs analysis Facilitate Action Learning events and on going coaching support  
Contribute towards evaluation, quality and relevance of provision.

Provide a member of the Project Management Committee 

Support the promotion and sustainability of the project and feedback to SEEDA


Appendix 4
Participant survey

1. How did you hear about the programme – e.g  Business Link, Train to Gain, Sector Skills Broker?
2. What was it that interested you about the Management Development Action Learning Programme when you first heard of it?
3. What persuaded you to sign up for the programme?
4. Did you understand how Action Learning worked when you started on the programme?
5. The cost of the programme was heavily subsided - was this a key factor in your decision to participate?
6. What business issue/s were you hoping to address at the beginning of the programme? Did these issue/s change as the programme progressed?
7. How useful has participation in the programme been in helping you to address these issue/s?
8. How important was the programme facilitator to the Action Learning process and group progress?
9. How has this programme benefited you personally?
10. How has this programme benefited your business?
11. What could be done to improve the programme?
12. What did you like best about the programme?
Please give a broad description of the nature of your business e.g manufacturing, retail, construction

Appendix 5

Business sector /Sector Skills Council matrix

	SSC
	Sector
	Number of businesses

	Asset Skills
	Property, housing, cleaning services and facilities management
	1

	Automotive Skills
	The retail motor industry
	-

	Cogent
	Chemicals & pharmaceuticals, nuclear, oil and gas, petroleum and polymers
	1

	Construction Skills
	Construction
	5

	Creative & Cultural Skills
	Advertising, crafts, cultural heritage, design, music, performing, literary and visual arts
	-

	Energy & Utility Skills
	Electricity, gas, waste management, and water industries
	-

	e-skills UK
	IT and telecommunications and the lead body of contact centres on behalf of the skills for business network
	9

	Financial Services Skills Council
	Financial and service industry
	-

	GoSkills
	Passenger transport
	1

	Government Skills
	Central government
	

	Improve Ltd.
	Food and drink manufacturing and processing
	2

	Lantra
	Environmental and land based industries
	1

	Livelong Learning UK
	Community learning and development, further education, higher education, Libraries, archives and information services
	2

	People 1st
	Hospitality, leisure, travel and tourism industries
	1

	Proskills UK
	Process and manufacturing in the building products, coatings, glass, printing, extractive and mineral, processing industries
	1

	SEMTA
	Science, engineering, and manufacturing technologies
	8

	Skillfast UK
	Fashion and textiles
	-

	Skills for Care & Development 
	Social care, children, early years and young peoples workforces in the UK
	9

	Skills for Health
	The health sector across the UK
	1

	Skills for Justice
	Policing and law enforcement, youth justice, custodial care, community justice, courts service, prosecution service and forensic science
	-

	Skills for Logistics
	Freight logistics and wholesaling industry
	3

	SkillsActive
	Sport and recreation, health and fitness, the outdoors, play work and the caravan industry
	9

	Skillset
	Broadcast, film, video, interactive media and photo imaging
	3

	Skillsmart Retail
	Retail
	2

	SummitSkills
	Building services & engineering
	3


Other businesses not attributable to a SSC:
Business services, business/management consultancy, security companies, personal services, safety services, events management, professional services, CRM consultancy.
Appendix 6

ESF programme requirements

	To establish 3 action learning set programmes
	· 60 SMEs

· 100 managers

· 37% women on programmes 

· 33% of 45+ on programmes
	· 74 SMEs

· 105 managers

· 40% women on programmes

· 42% aged over 45 on programmes

See pages 9/11 of report

	Inform, Diagnose, Broker
	· Route to market

· Price sensitivity of the service

· Marketing messages
	· See 5.1, 5.2, 5.3, 5.4, 5.5

· See 5.2, 5.4, 5.5

· See 5.1, 5.4, 5.5



	To apply a rigorous initial assessment process
	· Effective initial assessment 

· Right people on the programmes
	· See 6.1, 6.3, 6.4

· See 6.1, 6.3, 6.3

	Event organisation
	· Event organisation/scheduling

· Drop –out rate
	· See 7.1, 7.3, 7.4

· See 2.6, 8.1, 8.4, 



	Participation
	· Actions implemented

· Key benefits to participation

· Barriers to participation
	· See 8.4, 8.5, 

· See 8.4, 8.5, 9.1, 9.2, 

· See 2.4, 2.6, 4.1, 4.2, 6.1
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