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ABSTRACT

The findings from primary research into the learning and development needs and preferences of people starting and running small businesses conducted over the last five years are combined with a review of the academic and policy literature for the same period. This evidence is used to assess the extent to which entrepreneurial learning and development needs and preferences have been reflected in public policy in the UK.

The evidence from entrepreneurs, small business membership organisations and practitioners supporting business and entrepreneurial development is used to describe the learning needs and preferences. Issues considered include the importance of informal and experiential learning, addressing immediate business problems and the credibility of those delivering learning support. Allied to these are the important resource constraints within which entrepreneurs operate.

In 2002 the Government-commissioned Council for Excellence in Management and Leadership (CEML) challenged those aiming to support small businesses to “join entrepreneurs in their world”. Since then new occupational standards have emphasised the need for a range of inter-personal abilities to accompany the more traditional financial and business planning skills; steps have been taken toward creating a more flexible system for accrediting and recognising learning achievement; and, the publicly-funded business advice system in England is being re-orientated to focus on offering a brokerage service for training and other skills development support. However judged by the CEML criterion progress has been partial at best. For example, the most recent report to Government on future policy and action for adult skills development made virtually no reference to small business and entrepreneurship.  

The key conclusion is that public policy and activity will only be able to support entrepreneurial learning and development if they are based on the needs and preferences of these learners. Specific proposals to achieve the flexible and responsive system, provision that works, delivered by people with credibility are set out. Researchers are challenged to contribute to this by adopting non-burdensome approaches to enhancing the evidence base and developing a theoretical framework that can inform future policy and better provision
INTRODUCTION 

In 2000, the Government announced its ambition to make the UK the best place in the world to start and grow a business and committed itself to “provide the most appropriate support required by our small businesses, so that they can compete effectively and meet the challenges of a global economy” (SBS, 2001, p1) .
Small businesses are a crucial component of the UK economy since they constitute over 99% of the business population of 4.4 million (SBS, 2006). In this paper we are particularly interested in micro businesses (having nine or fewer employees) or businesses without employees
 who account for more than 95% of all businesses. For brevity we will refer to people starting and running such businesses as entrepreneurs and our focus is on policy relating to support for their learning and development in the UK over the last five years. Throughout this it is important to distinguish between general learning and enterprise policies, those targeted at employees in small businesses and the specific interests of entrepreneurs.
The model in Figure 1 is used as an heuristic device through which we can relate recommendations, policy and evidence to the implicit policy assumption that improving entrepreneurial abilities will enhance business performance.
	recognition of needs

	+
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	development of skills & abilities


Figure 1   Model of required components for entrepreneurial skills development

The model suggests that the development of entrepreneurial skills and abilities will require awareness of need, effective signposting to appropriate support and the time, money and incentives to make use of this support.
policy Recomendations since 2002
Recommendations were made in 2002 by bodies set up by Government to advise on matters related to small business policy, especially the Council for Excellence in Management and Leadership
 (CEML) and the Small Business Council
 (SBC).
Recognition of needs 
The CEML found stimulating demand for learning was critical and so recommended:

“1. Stimulate latent demand: raise awareness of need and provoke curiosity …

2. Enable entrepreneurs to assess priority development needs: make widely available through intermediaries the Business Improvement Tool for Entrepreneurs (BITE) and other comparable self-assessment diagnostic tools” (CEML, 2002, p2)

The SBC argued that employers need to be aware of what skills their business requires for both the short and long term and so recommended that small businesses be encouraged to undertake a skills audit (SBC, 2002).

Adequate information
Once demand was stimulated it was crucial to capitalise on this effectively and immediately, so the third CEML recommendation was to: 

“3. Sign-post entrepreneurs to potential solutions: develop a qualitative sign-posting system, available on-line and through the media.” (CEML, 2002, p2)

Similarly the SBC asked Government to “ensure training is well sign posted” and “The information needs to be Internet based, updated regularly and available from a number of outlets…” (SBC, 2002, p17).

Appropriate provision
The CEML report refers to the importance of informal learning throughout. They suggest support could be improved by “Informal forums for sharing experiences…Mentoring from a ‘trusted individual’ – typically this might be an entrepreneur’s accountant or lawyer, it might also be an individual who inspires them and who has relevant experience and expertise. The crucial issue is that it is an individual of the entrepreneur’s own choosing…Rationalisation of existing support – entrepreneurs are confused by the existing offer, unaware of how to access it or assess quality, unmotivated by ‘courses’ and, often, not engaging with government funded intermediaries such as Business Link
” (CEML, 2002, p5)
In summary, the provision needs to become more demand led, in a way that understands and reflects the needs of the entrepreneur. They finally recommend:

“i. Recruit a network of intermediaries from the public and the private sectors …

ii. Provide funds for a widespread marketing campaign…

iii. Incentivise and stimulate informal learning opportunities…

iv. Set up accountability, governance and monitoring framework” (CEML, 2002, p2)
The SBC argued the assumption that small businesses do not train was a myth, perpetuated by using formal qualifications as the main evidence of achievement for a context where most learning is informal. They expressed concern that this assumption was leading to perverse policy decisions and recommended further research to develop an analytical tool for assessing informal learning within small businesses.

Resources and incentives
The major incentive for entrepreneurial learning and development  is that it be closely linked to the needs of the business. The SBC suggested that tax incentives be allocated for companies to undertake a skills audit and the development activity flowing from this be part-funded via a Company Learning Account.

The CEML also recommended creating a Challenge Fund for Informal Learning to enhance the existing networks, clusters and informal learning opportunities.

Summary

Overall the CEML challenged Government and its agencies to “join entrepreneurs in their world”. Their specific recommendations can be seen as practical ways of following this injunction by seeking to work through existing and trusted networks of business contacts and intermediaries, offering support for the informal learning that is the primary route for personal development and allowing entrepreneurs to retain control over allocating the resources available to support their development.
A changing context for policy 

The foregoing material needs to be situated in the context of broader changes within the UK policy infrastructure. Devolved political and executive institutions have been created in Scotland, Wales and Northern Ireland with substantial influence over enterprise and education policy and funding. Within England there has also been devolution of a more limited nature to Regional Development Agencies (RDAs), all leading to differentiations in policy and practice.
A revised sectoral infrastructure of twenty-five, employer-led Sector Skills Councils has been created and charged with improving workforce skills and productivity.  They are regulated by the Sector Skills Development Agency (SSDA) and these organisations are collectively referred to as the Skills for Business Network (SfBN).
understanding what is needed
What abilities do entrepreneurs need?

National Occupational Standards

Most of the vocational qualifications available in the UK are based on National Occupational Standards (NOS)
. These NOS set out the skills, knowledge and understanding, and in some case behaviours, that are required for competence in a specific occupational role.
By 2005 there was evidence, such as Perren & Grant (2001),  that insufficient attention was paid to the skills and personal attributes people needed, as opposed to knowledge and understanding of the formalities of business life. There was also a tendency, particularly in the context of qualifications, to require formal evidence such as business plans as these were relatively easy to assess. Further evidence of the need to revise the standards was gathered through three focus groups with entrepreneurs, SFEDI
 (2004a). Participants were asked to identify the abilities they needed, including by asking them to identify the challenges they faced and the skills or abilities needed to deal with them. The groups identified a need for vision, strategic thinking, motivation, communication, emotional intelligence, adaptability, creativity and risk taking, alongside task and planning abilities. An important distinction was drawn between leadership and management, even if individual entrepreneurs needed to exhibit both of these at different times. 
Evidence on abilities needed to start and develop a small business 

These issues were pursued using a semi-structured topic guide in a further twelve focus groups with entrepreneurs and other consultations and interviews with intermediaries and experts. The groups were recorded, transcribed and then analysed. Draft standards were then developed from this evidence and subjected to extensive consultation through further group discussions, individual interviews and web-based questionnaires. The new suite of standards included a core of five, described as the “Enterprising Essentials”. The titles and examples of content are shown in Table 1.

Table 1: Enterprising Essential NOS and examples of their content

	Title
	Extracts from content

	Achieve your goals for the business
	· look for, and recognize, business opportunities

· be willing to take what you assess to be reasonable risks

· find ways to develop and maintain confidence, drive and enthusiasm to succeed

	Win and keep customers
	· build good relationships with customers by providing good customer service

· strive to continuously improve the service to your customers and exceed their expectations

	Make deals to take your business forward
	· make sure your potential deal will support your long-term goals and vision for your business

· negotiate your deal calmly and effectively

· sign off deals so they are clear to all parties

	Find innovative ways to improve your business
	· be radical and prepared to think creatively when finding ways to improve your business

· be open and receptive to new ideas

· organize your business in a way that allows for innovation and the creation and discussion of innovative ideas

	Build relationships to build the business
	· invest time in networking activities and build a network of business contacts

· find ways to keep in regular contact with new and existing contacts


What support is appropriate for developing these abilities? 

The language in the standards emphases that entrepreneurs are looking to develop the competences needed to start or develop their specific business or business idea, rather than gaining generic, abstract abilities. It responds to the criticism of standards made by Gibb (1997) as generic, de-contextualised and therefore inappropriate for small businesses. Competence in this arena must be seen as relative to the particular business and its environment.
A comprehensive review of training and development activity in small businesses (Kitching and Blackburn, 2002) noted the importance of terminology and a tendency for employers to interpret training as meaning formal courses. Major constraints on their personal development were a lack of time and cover during absence from the workplace. It was recommended that owner-manager development be linked into broader business development support, again implicitly highlighting the contextualised nature of the support that is needed.
There is now extensive evidence, some of which we relate below, that entrepreneurs rely heavily on informal, and particularly experiential, learning. Assessment of learning therefore cannot utilise proxies such as qualifications and in our own research we have attempted to follow Gibb (1997) by finding ways of identifying learning through changes in behaviour.
Initial evidence and conclusions

In a survey of members of the Federation of Small Businesses (FSB)
, Hudson & Ottens (2003), very substantial majorities of respondents agreed or agreed strongly with statements related to the importance of informal learning and constraints on personal development in a small business, as shown in table 2.

 Table 2: Proportions of small businesses agreeing with key statements

	Statement
	%

	More effective learning occurs if it is directed at solving business problems
	89.4

	You can learn a lot from the experience of other small businesses
	83.6

	Time is the biggest constraint on personal development
	83.3

	I prefer learning-by-doing rather than ‘chalk and talk’
	76.5

	I would do more self-development if activities were short, ‘bite-size’
	74.5


Similar results were obtained in a subsequent study of small businesses in the Black Country area of the UK, Hudson, Stanford & Ackroyd (2004a)
, and recommended further development of short courses, coaching and mentoring systems. 71% of businesses were members of a business organisation or network but these were diverse, with no organisation having more than 16% of respondents in membership. This suggests working through existing relationships may be an effective route to engaging with small businesses but will require an open and extensive effort.

Hudson, Stanford & Ackroyd (2004b) reported on three workshops with small business owners to investigate the potential of websites as learning resources and culminated in demands for a quality-assured directory of useful resources with an intelligent search engine to help locate what was appropriate to needs and a knowledge base to allow owner-managers to share their experiences and ideas.

Findings from this and other primary research were combined with a review of forty-five academic papers and research reports to produce a set of good practice principles in “Engaging small businesses in effective learning”. They were originally reported in SFEDI (2002), with additional evidence added in 2005. Important issues are:

· time constraints on entrepreneurs, requiring learning support as and when needed

· short time frames for planning and demonstrating impacts

· cost effectiveness, requiring subsidies for learning support at the outset

· learning directed at solving problems for the business

· learning integrated into daily business activities

· a preference for learning from other entrepreneurs

More recent evidence

Subsequent evidence has reinforced many of these points. Macpherson (2007) summarises the results of a major study of 90 SMEs in the North West of England. This emphasises the need for support that offers entrepreneurs the opportunity to share experiences, test ideas and network with like-minded individuals. As in many earlier studies (for example, Gibb (1997) and Rae & Carswell (1999)) there is an emphasis on the value of entrepreneurs continually reflecting on their experiences and the importance of network relationships for developing social capital. Introducing or implementing quality assurance and similar systems are found to be more important as objects for discussion. Entrepreneurs need the ability to communicate within and beyond the business, think for themselves, be open to new information and create “strategic space” by delegating and adopting new technologies. 

Peer and reflective learning were also a key component in the Leading Enterprise and Development (LEAD) programme reported by the Institute for Entrepreneurship and Enterprise Development (2007). This offered an integrated ten month programme that included master classes, action learning sets, personal coaching, mentoring and business exchanges. It led to substantial and measurable improvements in business performance, on average, for participants.
The SSDA have similarly commissioned a pilot project that consisted of ‘action learning’ combined with e-learning, learning networks and coaching. Learning sets of owner managers worked together to solve their business problems, aided by an expert facilitator. This was popular with participants and delivered tangible business benefits. The main conclusion was “that the most effective way to improve leadership capability of SME owner managers is through a well-designed and delivered ‘action learning’ programme.” (SSDA, 2006, p3). However substantial resources were expended in recruiting businesses to this programme and such offers are likely to be taken up by only a small minority of entrepreneurs.
International evidence

SFEDI (2005) reports on a small international benchmarking study. This reviewed web-based and other material for seven potential good practice comparator countries (United States, New Zealand, South Africa, Ireland, Finland, Canada, Australia). This was complemented by responses to a consultation questionnaire from the first five of these countries. None of these countries used equivalents to the SFEDI NOS but the content of information and development resources covered broadly similar abilities.

There was recognition that the support offered should reflect the phase of development and type of business, including appreciating the specific needs of female, minority ethnic and youth entrepreneurs. Beyond this the business support professional would need to tailor provision to specific requirements.

An example of best practice relevant to the UK was that offered in New Zealand. Information is available from a website linked to a quality controlled network of regional providers. They offer one to one needs assessments, group training through workshops and seminars, and, individual coaching. The training offer is tailored to the individual and combined with access to networks of businesses in the same industry.
Theoretical developments

A search of the literature was made using relevant small business, entrepreneur and learning terms in Google and the Ingenta and Web of Knowledge (WoK) online databases. Entrepreneurial learning is defined as “learning to recognise and act on opportunities, through initiating, organising, and managing ventures in social and behavioural ways” by Rae (2006) and “a continuous process that facilitates the development of necessary knowledge for starting up and managing new ventures” by Politis (2005). 
The latter author proposes a model in which the development of entrepreneurial knowledge is the product of the transformation of experiences. Entrepreneurs can draw upon prior start-up, management and industry-specific experience. A more explorative way of transforming experience may be particularly relevant to learning to recognise opportunities whilst focussing on exploiting prior knowledge is linked to developing abilities to cope with the obstacles and uncertainties that arise. Factors influencing the transformation process are suggested as including experiences of success or failure, logic based on causation or effectuation and career orientation.

Rae (2006) develops a model of entrepreneurial learning from a social constructionist perspective based on three major themes. Personal and social emergence emphasises that entrepreneurs are not just developing abilities but are also continually constructing their identifies as entrepreneurs through processes that are socially negotiated. The social dimension, through participation in community, industry and other networks, is also present in the contextual learning these. This links industry know-how to opportunity recognition and develops practical theories of entrepreneurial action. Finally, starting and growing a business is negotiated with partners, staff, stakeholders, customers and others. It requires change over time and the development and maintenance of varied relationships.  The importance of developing identities links to Wyer et al. (2000) use of Kelly’s personal construct theory (PCT).  Deakins and Freel (1998) also relate entrepreneurship to learning how to react to incidents and from problems encountered; entrepreneurs have to adapt to their environment and different learning experiences, and change their behaviour.  

In contrast Jones and Macpherson (2006) seek to adapt Crossan et al’s ‘4I framework’, which defines four social and psychological micro-processes which link learning at individual, group and organisational levels: intuiting, interpreting, integrating and institutionalising.  They argue most SMEs are reliant on external sources such as clients and suppliers for the generation of new knowledge, and so propose an extension to the model to incorporate inter-organisational learning. 

Ylinenpää (2005) suggests a framework for management training for smaller firms based partly on learning theories such as Kolb’s learning cycle and Axelsson’s learning continuum, with learning achieved in one dimension from concrete action to abstract conceptualisation and another dimension from active experimentation to reflective observation.  Smaller firms tend towards active experimentation and concrete action, forming a mainly practical mode of acquiring new knowledge.
van Gelderen et al. (2005) attempted to relate learning opportunities, behaviour and outcomes using an adapted version of the Developmental Challenge Profile. This is of interest as it attempts to use quantitative methods to relate developmental job components to outcomes for goal achievement, skill development and satisfaction. 

Another potential contribution to future theoretical development comes from Eraut (2004) who describes theoretical frameworks for understanding and investigating informal learning in the workplace. His earlier work has informed research by Fuller et al. (2003) and Doyle and Hughes (2004), although the focus is not specifically entrepreneurs. 
Several authors point to the limited development of theory in this area. The work to date and the earlier evidence indicate that an adequate theory will need to see entrepreneurial learning as a social process based on action and experience.
policy developments SINCE 2002
This section of the report summarises some of the major policy developments since 2002 and assesses the extent to which they are consistent with the CEML recommendations and findings from research.
Recognition of needs

Developments
A common feature of Government initiatives has been to build in skills diagnostics at the outset. It was present in the pilot for the Small Firms Development Account, the Investors in People Small Firms Initiative and most recently in the Train to Gain
 programme: “At the heart of the programme is a brokerage service that will work on behalf of the employer. It will act independently and impartially, to support analysis of current and future skill needs.”  (DfES, 2005, p11). 
The BITE self-assessment questionnaire developed by the CEML for use by entrepreneurs and those working with them was recognised by Government as “… a useful first step in helping business work out their priorities and skills needs.” (DfES, 2003). The Government expressed their wish to make the tool more widely available for SMEs via intermediaries.
Subsequently the Government has also delivered on its 2005 promise to make available a very different and more detailed online diagnostic tool via the Business Link website
 aimed at helping company owners and managers improve their leadership and management skills.

Assessment
There is little evidence of Government initiatives utilising existing intermediaries as a route for stimulating entrepreneurial awareness of learning needs and will instead be relying upon Government-funded skills brokers who are external to existing entrepreneurial networks and contacts. They will also be applying generic training needs assessment tools that can take substantial time to complete. With the web-based provision the closed questions similarly cede control of the process a priori from the entrepreneur to the system developer. These formal processes have now largely replaced the use of the simple, informal and entrepreneur-friendly approach of BITE.
Adequate information
Developments

The Business Link website
 acts as the key internet portal through which on-line information, advice and support services can be made available to businesses. In the 2003 National Skills Strategy (DfES, 2003), the Government outlined their intentions to provide better information for employers and develop a more accessible, coherent and integrated business support network. They make specific reference to the need to improve support networks for small businesses: “We want Business Link to broaden its appeal for those businesses that do not know where to go for help, so that it can become the prime access route for small businesses seeking Government-supported services, especially support and advice on skills and business development.” (DfES, 2003, p40). The aforementioned online diagnostic tool for management and leadership skills does assess learning style preferences and provide links to information on appropriate provision.

Providing adequate information about training plays a vital role in the Train to Gain programme. Once a skills needs analysis has been conducted the Broker will make training recommendations, and sign post the employer to appropriate training providers. “It will link needs to business performance, and provide advice about which local training providers can best meet those needs… The Broker will also be able to signpost the employer to appropriate business support.” (DfES, 2005, p11)
Assessment
The evidence for making judgements in this area is not yet available. However the terminology being used by policy makers raises concern that support for informal and reflective learning will be omitted.
The online system was tested by one of the authors and identified the need to develop strategic business planning abilities. Unfortunately the system was unable to identify any relevant events within a fifty mile radius and the best suggestion for a training course was “Putting your business on the web”. This absence of appropriate support arose despite one local university regularly offering one day’s courses on strategic business planning and another running a learning set for entrepreneurs. It suggests the database of provision is far from comprehensive. Possible key contacts identified on the site were all Government funded agencies and there was no reference to business membership organisations or the local business club or enterprise agency.
Appropriate provision
Developments

In the 2003 National Skills Strategy (DfES, 2003)
 the Government outlined its commitment to improve training and development for management and leadership, particularly in small firms, through a tailored support programme linked to the Investors in People (IiP) Management and Leadership model. The service would provide mentors and coaches who could help managers develop a programme for improving their leadership and management skills, including through informal learning. The SBS promised to implement this Management and Leadership programme in a way that ensures an increasing amount of demand-led provision focussed on informal learning, well integrated at regional level, with other business support provision (SBS, 2003).
A further web-based service, Solutions4Business, was to be developed on behalf of the SfBN. This was intended to provide sector-contextualised solutions to real business problems, aimed at small businesses and their trusted advisors.
A wide range of leadership and management initiatives have been taken by RDAs. These have taken a variety of forms and one example is the LEAD programme described earlier. Typically these have been targeted at businesses in specific sectors, of a minimum size or with high growth potential.
In September 2006, the qualifications regulators for England and Northern Ireland started a two-year trial of the Qualifications and Credit Framework (QCF). The QCF allows a more flexible way of recognising achievement through the award of credits for units and qualifications. This, they claim, will allow a more inclusive system that recognises learning currently taking place outside the national qualifications framework such as employer-led training. It will also be aligned with frameworks in Scotland, Wales and Europe. This may offer the opportunity for entrepreneurs to gain recognition for short episodes of learning and related achievement without having to commit to completing a full qualification.
Leitch (2006) made recommendations for the UK’s long-term ambitions for developing skills in order to maximise economic prosperity, productivity and to improve social justice in a review commissioned by HM Treasury. It recognised the need to increase adult skills across the board and recommended a greater voice for employers, strengthening of the SSC network and channelling all public funding for adult vocational skills in England, apart from community learning, through Train to Gain and Learner Accounts. As well as arguing for substantial further investment the report also called for the Train to Gain programme to be extended to cover level 3 and 4 provision.
Assessment
The main Management and Leadership programme specifically excluded micro businesses since only those with 20, and latterly 10, employees were able to participate.
Whilst programmes including mentoring and other forms of informal learning support have been developed these have typically been fragmented, pilot exercises that have been resource intensive. The total cost of the LEAD programme, for example, was over £0.8M.

To date the main development resources available through Solutions4Business are those offered from Harvard Business School Publishing.

It is at yet too early to assess whether the QCF will help underpin more appropriate provision for entrepreneurs. However it will, of itself, not define appropriate content and delivery of provision.

Similarly there is little evidence yet that those responsible for qualifications and more formal learning support are adapting their provision in light of the changes made to the SFEDI standards.

The Leitch review makes little reference to small business and self-employment and no reference at all to entrepreneurship and owner-managers, despite citing figures on the importance of the former categories to total employment. The proposal to channel all funding through Train to Gain will place it beyond the reach of most entrepreneurs for reasons set out in the next section.
Resources and incentives
Developments

In the Small Firms Development Account the DfES funded 50% of the training costs up to a maximum of £150 per person, with similar schemes in Scotland and Wales.

The Train to Gain programme offers incentives to small businesses to take part in learning and development. The skills needs analysis and information on provision and available funding is free. The scheme offers financial assistance to small businesses, including a contribution to staff wage costs whilst training, for those looking to gain their first, full level 2 (and now to be extended to level 3) qualification.
Assessment
The Train to Gain programme will have very limited impact on entrepreneurial skills. It only covers employees, so excludes all self-employed entrepreneurs. Those with prior vocational and professional qualifications are also likely to be excluded even those these may be unrelated to starting or running a business. Appropriate provision may in any case be at level 4 or above and therefore outside the scheme. Finally, the funding is limited to reducing the cost of acquiring a qualification. It is of no assistance for other forms of learning and development.  

challenges for Policy makers and the academy
The judgement must be that the UK does not yet adequately support entrepreneurial learning and considerable work remains to be done to meet recommendations made to Government five years ago. Those recommendations and subsequent experience suggest the following areas for action. 
Policy issues
Recognition of needs and adequate information

Far greater attention needs to be given to stimulating demand rather than marketing supposed solutions. Information and resources available via the Internet need to be comprehensive and signpost to the private as well as public sector. All aspects of the learning and development system need to involve intermediaries and business networks already engaged with entrepreneurs. 
Appropriate provision

Ensuring flexible responses to meet need can best be achieved by quality assuring providers, rather than relying on qualifications. There should be substantial and consistent support for business mentoring and support that can adapt to individual circumstances and promote self-reflection. The development of the Qualifications and Credit Framework and similar systems will need to be actively promoted and further action taken if the market fails to develop more bite-size and appropriate learning support.
Recourses and incentives

Funding should be available to support: bite-sized learning, demonstrated by naturally occurring evidence of business and personal development; experiential and informal learning; learning facilitators based in existing business networks and organisations;

The recommendation from CEML to “join entrepreneurs in their world” continues to be an appropriate benchmark. In the context of entrepreneurial learning and development, this means creating an environment where entrepreneurs are encouraged and supported in reflecting upon their business and personal performance, have ready access to information they can trust and can access learning and development support that is relevant and appropriate given the constraints on their resources.
Research and academic issues

If there is to be continuous improvement in the quality of learning and development support available to entrepreneurs then there are at least two important challenges for the academy.

Developing the evidence base 

Stimulating and supporting entrepreneurial self-reflection and drawing upon feedback from experiences that entrepreneurs happily share within their own business networks could be just two of the foundations for an approach to researching entrepreneurial learning that is both ethically sound and practicable. A challenge for the academic community is to further develop viable models of research practice that can build on this and gather evidence without imposing burdens on entrepreneurs.
Developing concepts and theory

Evidence on what works needs to be synthesised by the academy to develop theories on why it works, translated into practical guidance for policy makers. This will require a greater level of engagement with theories of learning. It will also need a philosophical approach that can cope with complexity and does not seek to generate de-contextualised general laws.
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� These are defined as sole proprietorships and partnerships comprising only the self-employed owner-manager(s), and companies comprising only an employee director.


� The CEML was a task force established by the DTI and DfES for the two years to April 2002 and asked to advise on action needed to improve the quality of management and leadership in the UK. A sub-group of entrepreneurs reporting to the Council developed the recommendations set out here.


� The SBC is a non Departmental Independent Body established to work with ministers and policy makers to ensure they were aware of the effects of their policies on small businesses.


� Business Link is the main Government-funded business support service in England.


� All NOS can be accessed at � HYPERLINK "http://www.ukstandards.org/" ��http://www.ukstandards.org/� and those that are small business-related are also available at � HYPERLINK "http://www.sfedi.co.uk/standards" ��http://www.sfedi.co.uk/standards�, as at 10 April 2006.


� SFEDI is the Government-recognised body responsible for developing NOS for people starting and running small businesses.


� The FSB is the largest of the small business membership organisations in the UK. This was a postal survey of a sample of 2,000 FSB members, with 341 returning completed questionnaires.


� This included a combined postal and telephone survey of 2,945 small businesses with 397 responses.


� Train to Gain is the new name for the National Employer Training Programme and is now the primary workplace skills development programme.


� See � HYPERLINK "http://www.businesslink.gov.uk/bdotg/action/pdp?r.l1=1074404796&r.l2=1074450305&r.s=tl" ��http://www.businesslink.gov.uk/bdotg/action/pdp?r.l1=1074404796&r.l2=1074450305&r.s=tl� 


� For more information see: � HYPERLINK "http://www.businesslink.gov.uk/" ��http://www.businesslink.gov.uk/�


� See also DfES (2005), p.12, for evidence of the continuing concern with management and leadership abilities.





PAGE  
1

