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FOREWORD
CHANGE IN TURNOVER

Percentage of delegates 
who stated that the 
programme...

PROGRAMME INFLUENCE IN ACHIEVING AIMS

Fallen by more than 20%

Fallen by up to 20%

Stayed about the same

Increased by up to 20%

Increased by more than 20%

Peer-to-peer enagement had a 
positive influence on 82.7% of 
delegates’ employment rates

Net increase  
in turnover

Leveraged gross 
return on investment

Average increase in 
turnover per delegate

Gross increase in 
employment in  

delegates’ enterprises

Gross cost of the 
programme to the Public 

Sector per new job   

91.5% of delegates have 
maintained or increased 

employment

I did not achieve any of my original aims

I achieved aims that I had not originally 
identified

I partially achieved my aims

I fully achieved my aims

Exceeded my expectations

Found the coaching helpful or very helpful

Joined the programme to grow their 
business faster

It is well known that small and medium enterprises in Wales 
are significant drivers of innovation and economic growth. 
The skills, ambition and passion of the owner-managers and 
leaders of these enterprises are critical to their success.  
Investing in these instrumental individuals, in turn, delivers 
step change in the performance and sustainability of their 
organisations, and creates wider benefit for the community 
through wealth and job creation.

Since 2010, Swansea University, in partnership with Bangor 
University, and with the financial support of the European 
Social Fund and the Welsh Government, has helped more 
than 900 individuals to develop their leadership capabilities. 
The University has been privileged to work with these 
SME managers and has reaped the benefits of long lasting 
business relationships, as well as made enhancements to  
the design of our academic programmes. 

The outcomes recorded in this final report of the five year 
LEAD Wales programme and the recent Leading Growth 
programme are outstanding.  Through the development 
of professional leadership skills these programmes have 
delivered revenue growth in excess of £52M and nearly  
2,500 new jobs.
 
We congratulate the 900+ leaders who have engaged 
with the programme and wish them every success in their 
future endeavours. The dedicated team at the Institute for 
Entrepreneurial Leadership at Swansea is working to secure 
further funding which will enable us to engage with many 
more SMEs across Wales. Please join with us and transform 
the economy of Wales. 

The authors would like to formally recognise and thank Gary Walpole for designing and developing the conceptual framework for 
the Leading Growth programme and acknowledge his significant contribution to the delivery of the Leading Growth programme.

Professor Richard B. Davies, 
Vice-Chancellor, Swansea University 82.7% 91.5%

£52,433,908 2424£57,8745.83% £3,715
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ABOUT THIS REPORT SECTION 1: A short history of 
the LEAD Wales and Leading 
Growth programmes

This report summarises the history of, and the lessons 
learnt during the LEAD Wales and Leading Growth 
leadership development programmes at Swansea and 
Bangor Universities between July 2009 and June 2015.

Section 1 (page 5) is a short introduction to the 
programme headlines and a history of the two 
programmes. 

Section 2 (page 12) details the lessons learned as a 
result of ongoing research into the participants on the 
programme and their enterprises:

• Lesson 1 - Leaders learn together, but they are all 
unique (page 12)

• Lesson 2 - Focus on individual achievement (page 16)

• Lesson 3 - Enterprises benefit from good leaders 
(page 24)

• Lesson 4 - Leadership development teams must be 
responsive, credible and authentic (page 30)

Section 3 (page 32) outlines recommendations for 
enhancing leadership development programmes for  
SME leaders in Wales. 

LEAD Wales, and subsequently Leading Growth, were 
created to address the gaps in knowledge and experience 
of the people that are taking up the challenge to grow the 
Welsh economy: the leaders of our Small- and Medium-
sized Enterprises (SMEs). On the way we have learnt some 
important lessons.

When LEAD Wales was first commissioned in 2009, 
it was well known that leadership development could 
lead to improvements in the performance of enterprises 
but exactly what caused this to happen had not been 
identified. Nearly six years later we understand far 
better what really works, both during the programme 
and afterwards, due to dedicated research that helped 
measure and develop both programmes. 

At the time of writing, we know that 906 LEAD Wales and 
Leading Growth delegates have contributed at least 2424 
new job opportunities and an additional £52,433,908 to 
the Welsh economy. These are only headline numbers 
based on impacts achieved during the 10 months that 
each delegate was enrolled with us and don’t tell the 
full story behind the impact on the individuals and their 
organisations beyond the programme. 

This report details more about the impact of the 
combined programmes, but the headlines include: 

• Changes that start during our leadership development 
programmes continue for years afterwards.

• Supportive networks have been built as a result of 
participating in the combined programmes which go  
on to play an important role in the ongoing development 
of enterprises. 

• Our combined programmes have had a significant 
positive impact on the health and wellbeing of our 
delegates, ultimately leading to more sustainable 
enterprises capable of continued growth.

• Completing a qualification has allowed learners to 
structure their thoughts and keep a record of their 
development, which in turn has enhanced the capacity 
for change beyond what would be expected in the 
general population of leaders. 

• The good habits that we encourage each leader to 
discover and adopt have been taken back to their 
enterprise and shared with the wider business 
community.

• Growing an entrepreneurial business starts with 
developing the leader.

 
Having identified the impact, we have also been able to 
pinpoint what makes the impact happen. These are our 
top four lessons:

1. Leaders learn together but they are all individual 
- Recognising the importance of diverse peer learning 
groups is an integral part of the programme, providing 
leaders of SMEs with the group of peers and role models 
that they need to drive self-improvement, resulting in 
improvement in their enterprises. We have learnt that a 
sector-specific group can be diverse, as long as there is 
a mix of personal experiences, backgrounds, gender and 
age as well as product or market bases of the firms. 

2. Focus on individual achievement - Both personal 
and professional challenges motivate leaders to attend 



programmes. Focussing, and where possible tailoring, the 
programme for the needs of the individual allows them to 
build the self-confidence and resilience that is needed to 
drive changes in their enterprises. By moving away from 
‘enterprise growth’ and developing a leadership mindset 
in the individual, we see more and greater possibilities 
being pursued. Doing this over an extended period (up 
to ten months), and recognising the real life implications 
of change on the individual by providing a supportive 
environment, can also lead to improvements in well-being 
that are diffused into the workforce.

3. Enterprises benefit from good leaders - LEAD Wales 
and Leading Growth share the view that leadership is not 
about the day to day management of staff, resources or 
sales. We don’t teach processes of business planning 
or strategy creation. Instead we promote creating and 
implementing a vision and culture based on clear values 
that are reflected by staff at every level. We do this initially 
by encouraging self-awareness, empathy with others and 

the ability to change. This is what drives sustained growth 
outside of and beyond the programme. 

4. Leadership development must be responsive, 
credible and authentic - In our experience, successful 
leadership development results from creating practical 
learning experiences that the leaders of SMEs can 
individually relate to and encouraging them to take a more 
considered approach to implementing this straight away 
in their enterprises. Real and practical experiences create 
deeper emotional involvement, encourage leaders to 
reflect on their activities and ultimately create habits that 
can turn challenging situations outside of the classroom 
into positive learning environments and even business 
opportunities. All of this is only possible if the team 
responsible for delivering the learning opportunities are 
credible and authentic.

LEAD Wales is a 10 month programme of leadership 
development, delivered through a combination of 
experiential and situated learning*. The course was run 
at no cost to the delegates as a result of funding from 
the European Social Fund administered by the Welsh 
European Funding Office and the University partners.  
During each 10 month course, groups of up to 28 
delegates (all decision makers in SMEs and often owner/
managers) spent up to 17 days attending a diverse series 
of sessions which encouraged them to look at and often 
challenge their preferred leadership styles, re-evaluate 
their perceptions of effective practice in small business 
leadership, and help them address opportunities specific 

to their organisations, particularly focussing on their  
future aspirations. 

This model had originally been designed by academics 
at Lancaster University based on work with leaders of 
small business and ran there successfully as the LEAD 
programme. Developing leadership skills for decision 
makers within SMEs had been identified by Welsh 
Government in 2008, as well as policy makers in UK 
and Europe, as vital to facilitate improvements in firm 
performance. Improvements in the strategic skills of 
small business was recognised as a keystone to the 
development of growth opportunities in the economy.  

Where LEAD Wales and Leading Growth began

Assisting SMEs was, and is, a priority for most economies 
as the SME population forms over 99% of all private 
sector businesses in the economy and is responsible for 
around 60% of private sector employment.  

During 2013 it became clear, as a result of the collection 
and analysis of data from programmes, that the LEAD 
Wales delegates responded differently to those in 
Lancaster. The response of the Lead Wales lead partner 
(Swansea University) was to combine their evolving 
knowledge of the programme in practice with published 
academic research, upon which the programme was 
based, to identify not just what worked but why it worked. 
Keystone learning elements, such as coaching training, 
formal reflective practice, presentation skills and sector  
or gender based learning groups, were identified for 
leaders in Welsh SMEs and, as a result of a funding 
opportunity through WEFO, the Leading Growth 
programme was designed and piloted between spring 
2014 and summer 2015.  

Reports have been produced annually that shared the 
headline findings from the LEAD Wales programme, as 
well as academic journal articles and conference papers 
that shared deeper academic knowledge. Links to these 
articles can be found by scanning the QR code.

SITUATED LEARNING

Learning which takes place in real or realistic 
situations allowing the learner to understand the 
reasons behind learning otherwise abstract concepts 
or skills, and to practise them in their own context.

EXPERIENTIAL LEARNING

Learning through experience, more specifically 
defined as “learning through reflection on doing”.  
Distinct from rote or didactic learning, in which the 
learner plays a comparatively passive role.

Scan to 
access Welsh 
Government 
Strategy

Scan to see the 
LEAD Wales 
reports
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The LEAD Wales programme was based upon an 
accepted and published model of learning called the 
‘integrated learning cycle’. This cycle is also seen in 
similar programmes such as the Goldman Sachs 10,000 
small business programme, the LEADER programme in 
Northern Ireland, as well as the Leading Enterprise And 
Development (LEAD) programme in Lancaster, which 
formed the basis of the initial LEAD Wales programme. 

Each element of the integrated cycle is designed to 
allow delegates to take part in experiences (experiential 
learning) that contribute to their learning in different ways. 
Whether they are participating in leading, either during 

role play or in their own businesses, observing leadership 
in other organisations during shadowing, or learning 
about how others view leadership in masterclasses, there 
are opportunities to stimulate thinking about leadership 
beyond previous perceptions or stereotypes and to reflect 
upon them. 

The remainder of this report relies heavily on the various 
elements of the combined leadership development 
programmes to explain how and where the influence on 
leadership development has been experienced. These 
elements are shown in the following table. 

Table 1. Description of the elements of the combined programme

Figure 1. The original LEAD model

ELEMENT DESCRIPTION PURPOSE (NOTES)

Induction Introduction to the programme To start the process of building trust in 
the group

Experiential event Experience based learning activities, 
including games and tasks

2 day overnight residential course 
to cement the trust in the groups, to 
introduce the delegates to the habits  
of reflecting upon their actions

Shadowing Observing another in their workplace 
and being observed 

To experience alternative perspectives 
of leadership and enterprise

Masterclasses Presentations and workshops from 
credible experts and leaders

To provide knowledge and/or 
information about alternative leadership 
tools and styles

Coaching Personal leadership coaching 
One to coaching with a professional 
coach to help address personal barriers 
to action

Action Learning Small group sessions of delegates 
using action learning principles

To assist delegates to identify and 
address pathways to effective action

Informal peer interactions Any informal interactions amongst 
delegates, i.e. breaks, lunch time

Allows delegates a non-facilitated 
space to discuss issues and ask 
questions of peers

Exchange Short consultancy type activity One to one exchange of skills between 
delegates

Online forum Online platform for communication To provide consistent communications 
to delegates

Learning and reflection 
days Days where prior learning is discussed To allow and promote reflection and to 

collate the learning 

Graduation Final celebration of the programme To provide a forum for sharing 
experiences 

LEADING 
ENTERPRISE AND 

DEVELOPMENT 
(LEAD)

Taught

Situated Enacted

Coaching 
Action learning

Experiential events 
Learning reflection days

Experiential events 
Learning reflection days

Business shadowing
One-to-one exchange

Observed

The LEAD
 Forum

The LEAD ForumThe LE
AD
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This LEAD programme was built on a strong academic 
base and, though all elements of the cycle have been 
useful, certain elements such as the exchange and 
online forum were dropped in response to the needs of 
delegates. In addition, although it assumed that learning 
was happening outside of the programme, LEAD Wales 
hadn’t provided a way to formalise and capture this 
learning. 

Leading Growth was developed as a structured 
programme, formally introducing the practice of reflection 
and reflective learning, as well as giving the learners the 
opportunity to complete a formal assignment in order to 
achieve a recognised qualification. This is a key difference 

- experience gained from LEAD Wales taught us that there 
are different levels of ‘experiential’ outcomes that can 
be thought of as a ladder of progression. At the bottom 
of the ladder is the superficial experience; it may be fun, 
it may jolt a few thoughts, but the wider implications of 
the learning are often lost. This is often described by 
those who have participated in role play, or team building 
exercises that didn’t reflect their real lives.  

At the top of the ladder are the lived experiences, those 
that had real credibility and consequences and as a result 
are often learnt and remembered outside of or beyond 
formal learning environments. 

Observation, experimentation and reflection in real life situations, 
where decisions have personal consequences for self and others.

ACTION LEARNING IN   
THE WORKPLACE
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Reflection in the workplace on existing practice. Authentic 
emotion - elevated level of consequence for self and others. 

REFLECTION ON 
EXISTING PRACTICE

SIMULATIONS  
AND PRACTICE

Simulations (real life or virtual). High levels of emotion and 
engagement but few consequences.

EMOTIONAL METAPHORS Learning experiences, based on metaphors, designed to engage 
emotions and reflectivity i.e. team games in contrived situations. 

SUPERFICIAL ROLE PLAYING Artificially engineered experiences with little or no emotion or 
consequences in the content. 

Innovations in ‘Leading Growth’

We all remember doing the overnight experiential. If 
someone said ‘oh, do you remember what text book 
you read at school to get your first exam?..’ I haven’t 
got a clue! But I remember the OE. It’s the emotional 
element that really makes it stick in your head.

LEAD WALES DELEGATE

I may not be where I would like to be but I now have a 
far better idea of where that is - I also feel I am better 
equipped to get there. I take a far more reflective 
approach to leadership and realise I do not have to 
step in every time there is a problem.

LEADING GROWTH DELEGATE

The aim of creating the Leading Growth programme was 
to push the learners up the ladder to deeper experiences, 
whose relevance and implications beyond the formal 
learning environment were immediately obvious and 
whose lessons remained with them. In addition, the 
Leading Growth programme aimed to create life-long 
learning habits and to encourage the participants to  
reflect on, learn from, and continuously develop 
themselves and their enterprises as a result of 
encountering new experiences. 

Leading Growth discarded the unstructured and 
generalised format of LEAD Wales and recognised the 
delegates’ needs to assign and apply what they were 
learning to key leadership tasks. The structured approach 
described above was coupled with a deeper recognition 
of the value of emotional engagements and the unique 
leadership preferences of the delegates, identified through 
personality profiling and personal reflection.  

The model adopted in Leading Growth explicitly stated  
the learning outcomes and linked the learning to emotional 
intelligence models. Each session was described as either: 

Leading Self - focussed on self awareness and self 
management

Leading People - focussed leaders on their awareness 
and management of others 

Leading the Organisation - taught the leader to set 
visions, and instil values and culture  

Leading Growth - introduced new tools and methods for 
strategic thinking and growth

Personal reflection became the mode of assessment for 
delegates seeking to achieve the qualification in leadership 
and management. While it is true that leaders of SMEs 
are not, as a group, oriented towards gaining additional 
qualifications - the value of using a formal structure of 
reflection that is aimed at strengthening the learning was 
appreciated by delegates as a good habit that allowed 
them to ‘slow down and think about their next steps’.  

In short, by writing a reflection on a learning experience 
and how this could be applied to their firm, delegates felt 
that they were more likely to implement change. Delegates 
became more realistic and specific about what would 
be achievable. We believe they experienced a greater 
sense of achievement as they were able to measure and 
celebrate their progress. 

Having introduced the programme and its background, 
section 2 details the contribution that the programme 
has had on individuals, their enterprises and on the wider 
understanding of leadership development in Wales.  

DEEP EXPERIENCES

SUPERFICIAL EXPERIENCES
Figure 2. The Ladder of Experiential Learning
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SECTION 2: Lessons Learned
Throughout the five year period of funding, the LEAD  
Wales and Leading Growth programmes have collected 
data from their delegates about their intentions, aspirations, 
and the programme’s development and impact. During 
this time, the knowledge and understanding of leadership 
development programmes has improved, and alterations 
have been made to the questions asked and delivery  
styles used. 

This section of the report presents data gathered at 
entry to the programme and at graduation to measure for 
changes in the delegates as a result of participation. This 
was analysed throughout the five years by a dedicated 

team of researchers and lessons passed to the leadership 
development team on a regular basis in order to influence 
delivery and design of the leading growth programme, as 
well as report against progress of LEAD Wales. 

The remainder of this section of the report looks at the 
feedback we have received from surveys completed 
by delegates before and after they participated in one 
of our programmes. These give an insight into some of 
the lessons learned about the impact of the combined 
programmes on the individuals, their enterprises and how 
we encourage learning in order to facilitate real change. 

The last five years of running the LEAD Wales and Leading 
Growth programmes have shown that there is no common 
characteristic amongst the individuals that self-select to 
undertake leadership development programmes. What 
they do have in common is that they have experienced 
challenges within their businesses and personal lives, 
motivating them to seek support in their personal 
development to allow them and their business to move 
forward.

The LEAD Wales and Leading Growth teams have 
delivered leadership development programmes to cohorts 
of business leaders. Cohorts have typically been made up 
of business owners from various business sectors, with 
varying years of experience in leading a business, and 
varying levels of prior education. Cohort members have 

consistently been of mixed age and gender throughout. 
However, in order to assess if there is more to be gained 
from single sector or single gender cohorts the Leading 
Growth programme trialled these options. 

Following the completion of the LEAD Wales and Leading 
Growth programmes, analysis of the influence and 
outcomes of the programmes on the delegates indicates 
that the approach taken by the leadership development 
team is supportive and influential to all types of learners. 
Whilst it is evident from the analysis that different groups, 
cohorts and delegate types will respond differently, it is 
equally evident that the level of flexibility in the programme 
due to the mix of delivery and teaching styles offered, 
provides learning opportunities suitable to all these 
different types. Whilst sector, experience and position in 

LESSON 1: Leaders learn together, but they  
are all unique

the business influences the way the programme has an 
impact on delegates, the design of the programme allows 
for delegates to experience teaching methods that suit 
them personally. 
 
Gender and sector based cohorts had excellent outcomes 
for enterprise growth, achievement of leadership aims and 
wellbeing, despite initial concerns about competition and 
the ability to trust their fellow delegates. Our programmes’ 
strength and the benefit for the delegates is in facilitating 
a trusted and supportive environment for learning, which 
can be done in any diverse group of leaders or potential 
leaders. 

This starts during an initial experiential event which  
sets out the mode of learning and interaction for the 
rest of the programme. Introducing shared and personal 
reflective learning within a group environment, as well as 
developing trust through encouraging open sharing of 
leadership experiences, forms the foundation of the rest  
of the programme.  

THE IMPACT OF SECTOR SPECIFIC LEARNING

Following the development of the Leading Growth 
programme, sector-based cohorts were trialled to assess 
whether they could benefit the delegates’ learning 
experience. Initially there was trepidation by the delegates’ 
about the close competition and potential unwillingness to 
share experiences within a sector-specific cohort.

However, these fears were unfounded. What was 
witnessed within the sector-based cohorts was a 
closer peer-to-peer experience because of their shared 
experience and knowledge. This did, however, create a 
problem during the action learning sets where the aim 
was to help each other by asking open questions to get 
to the bottom of issues, but required facilitation to stop 
delegates providing direct advice.

The results above show the comparison between the 
average reactions of mixed cohorts and sector-specific 
cohorts to the different people involved in the learning.  
The trust and influence developed within the action 
learning activity was more influential for the sector-specific 
cohorts and they became more influenced by masterclass 
speakers, the person who fed back their individual 
personality profile (Facet 5) and their coaches.  

Based on the delegates’ feedback on their shadowing 
experience it became apparent that a sector approach 
facilitated trust that enabled them to be honest in their 
conversations. The proximity of a sector-based cohort 
may present challenges for some potential businesses: 
perceptions of competition, a lack of respect for the 
delegates own sector, and confidentiality issues could 
have hindered the building of relationships. However once 
these challenges and potential barriers were overcome, 
targeted groups were able to challenge and drive each 
other forward.

The LEAD programme has been an invaluable course. 
Though we had a great foundation and knowledge 
in construction, we knew little about business or 
running a company. The course enabled me to take 
a step back, and view my business from the outside. 
The Masterclasses were a great way of learning from 
other people’s experiences and bringing their ideas / 
mistakes and successes into my company. There were 
many “Eureka” moments throughout the course.

TROJAN CONSTRUCTION
LEAD WALES DELEGATE 
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Leading Growth 6 was a sector-specific cohort made 
up of companies based in the convergence region of 
Wales specialising in the energy sector. Initially there 
was concern that a sector-specific cohort would be 
challenging to facilitate and also for the delegates 
to build a trusting and open relationship with 
their other cohort members. The same realisation 
became apparent for the owner-managers in this 
energy cohort as has been seen in mixed cohorts. 
Frequently heard phrases throughout the duration  
of their programme were: 

“We are all in the same boat” 

“We all have the same problems”

One obvious benefit was that Leading Growth 
facilitated open conversations between business 
owner-managers that would otherwise have 
considered themselves competitors and as a result 
these were able to join forces and tender for larger 
projects and support each other. 

THE IMPACT OF GENDER SPECIFIC LEARNING

A women’s cohort was facilitated by the Swansea 
University team. The demand for this programme was 
the highest ever experienced by the team, supported by 
recommendations made by a network that the women 
already trusted, which helped reduce the concerns, 
barriers and uncertainty about committing to a new 
programme. The figure below illustrates the differences 
between how men and women are influenced by the 
various elements of the programme, and highlights how 
men and women learn in different ways. 

The evidence suggests that women-only groups have 
a stronger preference for learning from peers and from 
the cohort leader, who is seen as a facilitator but not 
necessarily a role model or expert. This is different from 
the average feedback received from mixed-cohorts 
across the combined programmes who generally state 
a preference for one-to-one relationships such as those 
with the coach or the Facet 5 feedback person and roles 
models such as the masterclass presenters.  

LEADERS AND MANAGERS

The LEAD Wales programme had focused on training 
owner-managers in leadership. However, for the Leading 
Growth programme two cohorts were established to 
develop potential leaders in management roles. This 
cohort responded differently than the average to the 
training being offered, and as a result different elements 
of the programme were more influential to them than for 
the more typical ‘owner-manager’ learner group. The main 
difference seen between the owners and managers are the 
people they consider to be influential. 

On average, leaders are more likely to consider each 
other to be influential in their development throughout the 
programme, possibly because there is an understanding 
of how to establish and lead a business. However the 
cohort of potential leaders (managers) were far more likely 
to consider the programme leader to be influential. The 
differences seen in how this cohort chose to learn and 
develop is indicative of their experience of working within 
the hierarchical establishment of being an employee, 
whereas owners are more independent in their approach 
to gaining information and making assessments. Although 
the Facet 5 personality profiling was considered to be 
useful by all, potential leaders in particular considered 
the one-to-one feedback on the personality profile to be 
influential, whereas only 3.7% of owners considered this 
to be influential. This is possibly because Facet 5 provides

the managers with ways of improving their relationship 
with those to whom they report, whereas owners don’t 
have the same type of challenge within their roles. This 
is an important learning point as to where this type of 
detailed profiling is useful.

It was very relevant - and having all women on the 
course proved to be a very positive experience which  
I hadn’t thought would be the case.

WOMEN LEADING GROWTH DELEGATE 

I feel that it has made me think more strategically  
and assess my decisions as far as business impact 
level rather than short term gain. 

DELEGATE - ASPIRING LEADERS LEADING 
GROWTH COHORT
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CONTRIBUTION TO INDIVIDUAL ACHIEVEMENT

People who join LEAD Wales or Leading Growth are 
making a decision to join a programme aimed at 
supporting owner-managers who want to grow their 
enterprises. By graduation, over 80% of the delegates had 
fully or partially achieved their aims, whilst a further 19% 
succeeded in achieving aims that they had not initially 
highlighted for personal or business growth. The delegates 
identified their aims and objectives from the start. These 
aims were often both in terms of the business and for their 
personal work-life balance. 

On entering the programme the delegates have their own 
expectations about what would be delivered and achieved 

via a leadership development programme. However 51.7% 
of LEAD Wales and Leading Growth delegates considered 
the programme to have exceeded their expectations.  
Given the varying levels of education, prior experience 
and training amongst the delegates, it suggests that the 
quality of the programmes offered is high and effective 
for a diverse population. On the whole, the programmes 
being offered by Bangor and Swansea University provided 
successful and beneficial programmes for businesses.

INDIVIDUALS AND STEREOTYPES

The combined programmes have worked with over 
900 business owner-managers since 2010. Previous 

annual reports have indicated that the response to the 
programme is positive and is well received by the business 
community. Each delegate who has participated on 
the programme makes a personal journey of discovery, 
learning and reflection. Given the wealth of diversity, it 
is hard to say why the ‘typical’ leadership development 
participant joins a programme or what they get out of it. 
However, we have identified five types of delegates who 
could be considered as a stereotypical participant of the 
combined programmes.

The five profiles identified are not an exclusive list; 
however, they do cover a broad spectrum of potential 
stereotypes, such as the difference between those with 
low or high levels of experience in leading a business:

• The family business leader
• The inexperienced business leader
• The experienced business leader
• The training cynic
• The accidental business leader

This section will assess how each of these five profiles 
of business leaders respond to being on a leadership 
programme from the perspective of their reaction to the 
programme elements, their businesses, and personal 
development. In order to understand the makeup of the 
stereotypes, they have been segmented according to 
gender, age and their highest educational attainment. 

From the results and trends seen below with the five 
differing delegate stereotypes that have participated on 
the LEAD Wales and Leading Growth programmes, it is 
evident that all of the stereotypes were able to make  
gains in their development.  

Delegates, when asked about their experience on the 
programme say things such as;

“LEAD came at the right time for me and my business”

or

“It was the right programme to take me and my business 
to the next level”

By analysing the five delegate types, it is suggested 
that, whilst educational levels and experience of leading 
a business may differ, the challenges faced day-to-day 
and support needed to run a successful business find 
common ground across all delegate types. LEAD Wales’ 
and Leading Growth’s success has been in evaluating and 
providing flexible, reflective and experiential learning to 
our delegates. 

LESSON 2: Focus on Individual Achievement
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GENDER BALANCE

The gender target for the overall programme was a 60/40 
split in favour of men. As seen below, the family business 
owners conform to this, however in other stereotypes 
the gender balance differs, which is possibly a reflection 
of the changing demographic and policy drives across 
employment of all types. 

The inexperienced business owners were considered to 
be those with less than five years’ experience of leading 
their enterprise, whilst the experienced business leaders 
were described as those with more than 11 years of 
experience. When we compare the different stereotype 
groups according to gender, we see that fewer women 
fell into the ‘experienced enterprise leader’ but an equal 
proportion of each were in the ‘inexperienced enterprise 
leader’ category - suggesting either that women enter 
leadership training earlier in their leadership journey, or 
that there are more women leading companies in the last 
few years than was the case 11 years ago.

The ‘training cynics’ were split quite equally between 
men and women; however the reason for their cynicism 
possibly differs. There are also more men registered as 
considering themselves as accidental business owners, 
however with the change in trends and as more women 
become business leaders, this level may alter over time. 

AGE RANGE

As would be expected there were no experienced 
business leaders under 35 years of age, and the majority 
of the experienced business leaders were over 50 years 
old. Meanwhile 31.5% of the family business leaders were 
under 35 years old, whereas only 23% of the population 
of the overall programme was under 35 years old. The 
high proportion of young family business owners in this 
demographic suggests that LEAD Wales and Leading 
Growth are seen as supportive programmes for preparing 
businesses for succession. The majority of the 35-50 year 
old business leaders were in the experienced or accidental 
business owner demographics. 

WHAT THESE STEREOTYPES SAY

At the beginning I felt answerable to everybody. 
Shadowing experiences helped me put things into 
perspective... the coaching made me realise that I was 
hindering business growth by not employing the staff 
I needed. That’s all led to confidence, it’s made me 
realise that there are downs and ups and if I stick with 
it during the downs I can ride the ups.

INEXPERIENCED LEADER 

It’s so different working with your family. Yeah, ok, 
there’s rows. I’ve already sacked [my daughter] once 
this year! But yeah there are definite advantages so all 
of us are in it now, so even my daughter’s boyfriend is 
doing the maintenance now.

FAMILY ENTERPRISE LEADER

At the start I was confused.com. I think we’ve been 
carrying on like a hobby business. My partner came 
to me and said - you need to come on course. He 
talked me into it. My goal was to turn overnight into 
leader. I had many doubts and uncertainties, because 
of my ideas of what leaders were. I imagined ascertive 
people, which didn’t fit my character.

ACCIDENTAL ENTERPRISE LEADER

What did I need to learn about leadership? I’d worked 
as a manager for over three years, had attended 
numerous leadership courses and even studied 
leadership as part of my MBA. What could they 
possibly teach me about leadership? Thankfully, my 
rather big head was turned that day. Thankfully this is 
no ordinary leadership course. What sets this apart? 
Too many things to cover. 

TRAINING CYNIC

At the beginning I was unsure and anxious. I didn’t see myself as a leader, I didn’t know my own business - I was 
trying to make everyone harmonise and work together. Now I’m a lot more confident, more challenged at work in a 
good way. I’m more self-aware and I’m starting to see positive changes. 

EXPERIENCED ENTERPRISE LEADER
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PRIOR EDUCATION ATTAINMENT 

The education levels of delegates attending our 
programmes indicated that there was a wide variety of 
prior learning experience amongst the business leaders. 
Those leaders with the highest level of education were 
most likely to be from family businesses, training cynics, 
or were accidental business owners. These demographics 
were most likely to have viewed their prior education as 
being a foundation of knowledge prior to entering the 
business environment, and were most likely to question 
the value of a leadership programme. The majority of 
leaders across each of the identified demographics had 
a Bachelor’s degree; however there is a trend seen within 
the demographics that older, more experienced business 
leaders have only previously engaged in lower levels of 
educational attainment. 

INFLUENCE OF OTHERS

Lead Wales and Leading Growth have both developed 
based on feedback from the delegates during the 
five years of the programmes. However continuous 
assessment of the programmes’ impact reveals that 
delegates’ different learning styles are influenced 
differently. The peer interaction within action learning sets 
is one of the most influential elements of the programme, 
especially amongst family business leaders, inexperienced 
business leaders and the training cynics. Family business 
and inexperienced leaders probably take comfort from the 

small and trusted group, whilst the training cynics are able 
to confirm their beliefs and confirm their confidence in 
what they do within a small group. The cohort leaders are 
also influential to the family businesses and inexperienced 
business leaders. The delegates in these demographics 
are younger and are more accustomed to the education 
environment, and therefore are more familiar with placing 
trust in such figures. The business coaches were the 
most influential element of the programme for the more 
experienced and accidental business leaders. These 
delegates were more likely to be older and it is likely that 
these delegates were enabled to make changes as a 
result of a one-to-one coaching relationship, because it 
addressed deep seated issues of leadership and may have 
allowed them to uncover assumptions and myths that had 
become entrenched over time. 

CONFIDENCE

One of the main impacts of our programmes on the 
delegates has been to improve their confidence, their self-
belief in what they do as leaders, and how their peers and 
their staff perceive them. Our programmes have a positive 
impact on how delegates feel about decisions they make 
in their personal and business lives. The programme also 
reduces their self-doubt and their need to question their 
decisions, in turn making them better leaders in changing 
environments. 

The leaders of family businesses remain the most likely 
to question how others perceive them; this is possibly the 
result of them being young in their careers and seeking 
authority ahead of succession within their businesses. 
Compared to the average, the experienced business 
leaders were less likely to consider themselves to have 
differing levels of confidence depending on the situation. 
This is possibly because the programme has challenged 

their perception of their knowledge and encouraged them 
to reflect on their practices. 

These were the only two stereotype groups that showed 
any significant differences in their answers to the five 
questions compared to the average across the combined. 
This suggests that feelings of confidence, or the lack 
thereof, are common to all enterprise leaders.
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BENEFITS OF PARTICIPATION

LEAD Wales and Leading Growth have aided delegates’ knowledge or skills in a number of ways. There is consistency 
across all stereotypes of delegates in regard to the benefits of the programmes. Amongst the top benefits were those 
relating to delegation, managing staff, communication, continuous improvement and building effective relationships. 

IMPROVED LEADERSHIP

On average, by the completion of the programme, 88% of the participating delegates believed that their participation had 
made them a better leader. There is a slight difference between the more experienced business leaders and those of limited 
experience, or from family businesses. However the overall trend supports the impact and design of the programme, and 
its ability to impact business leaders’ growth. 
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When individuals have joined LEAD Wales or Leading 
Growth, a period of change or a major event in the lives 
of the owner-manager has often taken place in the twelve 
months prior to joining. These events, such as ill health, 
divorce, or a loss of a major contract, or a sense of being 
out-of-control or overwhelmed by the business, can lead 
to the owner-managers seeking support in order to  
re-establish their position within their business and  
driving their next phase of growth. 

Delegates are asked to consider what has happened to 
their enterprises within the 12 months prior to joining the 
programme, and again at graduation. The results indicate 
that the influence of the programme allows the delegates 
to effect changes in their businesses during the 10 months 
of the programme, enabling them to grow and develop 
post-graduation. In the figure below, it is possible to see 
how the occurrence of events impacting the business 
changes from uncontrolled events, such as loss of a major 
contract, to expansion into new markets or premises. By 
the time delegates graduate from one of our programmes, 
they are often employing more staff, expanding their 
premises and introducing new products or services. While 
this matches with our overall objective to encourage and 
support enterprises to grow, there is also a reduction in 
the number of companies reporting reduced turnover and 
employment. This suggests that the programme has a 
positive impact on maintaining enterprise size. 

LESSON 3: Enterprises Benefit from Good Leaders

The timing of the course was excellent, “when the 
student is ready the teacher will appear” springs to 
mind. At the time, if I am honest, my ability to lead  
and manage a team to the next level was hugely  
in question. 

The experiential two days at the start of LEAD was 
such an eye opener and changed my approach to the 
business the staff and their enjoyment of work.  

BEN RUDDLE, FRANCHISE OWNER, 
LEAD WALES DELEGATE
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TURNOVER AND EMPLOYMENT TRENDS

Results from the delegates that completed the programme 
suggest that the majority of participants’ enterprises either 
increased or maintained the level of their turnover. As 
can be seen in the table below, 53.5% of delegates were 
able to increase their turnover by up to or over 20%. Less 

than 10% of companies experienced a decline in turnover 
during the 10 months of the programme. 

The same principle holds true for increases in employment, 
with 50% of participants reporting they had increased 
their employment levels during the period of the 
programme.

RETURN ON INVESTMENT

The programmes have generated a 5.83% return on the 
original investment of £9,006,605 from the European 
Social Fund. In total, the delegates have contributed to the 
creation of 2424 new jobs - with the cost of investment 
per new job calculated at £3,713. The creation of these 
new positions has also contributed a net increase of 
£52,433,908 to the Welsh economy, indicating the addition 
on average of £21,631 in turnover per new employee. 

On average, each company has generated an increase of 
£57,874 in turnover. 

The overall impact of the programme has been measured 
against increases in company turnover and new 
employment opportunities. Of the 906 delegates who 
graduated from the combined programmes, 725 delegates 
were on the LEAD Wales programme, and 181 delegates 
were on the Leading Growth programme.  

Since the 2014 annual report the net increase in turnover 
in the delegates’ enterprises has increased from £32 
million and includes a further 400 new jobs. This indicates 
that our programmes have continually supported business 
growth despite ongoing economic challenges. LEAD 
Wales and Leading Growth have both developed since 
the original LEAD programme and have adapted to the 
changing needs of the businesses in Wales’ convergence 
region.  Even allowing that some of this growth would have 
happened without the combined programmes, external 
evaluation based on a limited sample has calculated a 
conservative return on investment to GDP of £2.5 for 
every £1 invested. 

The return on investment for the LEAD Wales and Leading 
Growth programmes goes beyond the impact on the 
Welsh economy, business growth and jobs created. 
The value of a leadership development programme 
to individuals and enterprises has allowed business 
owner-managers to increase their confidence and levels 
of wellbeing, in turn improving their work-life balance. 
Empirical evidence also indicates that leaders invest more 
back into their staff as a result of their own participation, 
which can also enhance and develop further university-
business relationships.

NET INCREASE IN TURNOVER GROSS INCREASE IN NEW EMPLOYEES

£52,433,908 2424

RETURN ON INVESTMENT PROGRAMME COST PER NEW EMPLOYMENT 
OPPORTUNITY

5.83% £3,715

AVERAGE INCREASE IN TURNOVER PER DELEGATE AVERAGE INCREASE IN TURNOVER GENERATED PER 
NEW EMPLOYEE

£57,874 £21,631
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CONTRIBUTION TO LEADERSHIP DEVELOPMENT
PROGRAMME ELEMENT IMPACT

 IMPACT UPON EMPLOYMENT IMPACT UPON TURNOVER

 Negative Positive Negative Positive

Peer 2 Peer 0.68 82.65 1.37 81.28

Experiential 1.40 81.82 1.86 83.68

Masterclass 2.34 79.21 1.64 79.67

Action Learning 2.10 76.46 0.70 76.46

Shadowing 2.28 71.32 2.54 71.83

Coaching 2.39 69.38 1.91 69.86

CMI 4.53 57.87 4.80 58.67

Online Forum 5.22 44.58 4.02 46.59

The table above shows the correlation score (rather than 
percentage score) between the participants’ preferred 
elements of the programme and the positive changes in 
employment or turnover. This is used to indicate which 
parts of the programme had the most positive reaction 
and benefits for delegates. 

The ‘positive’ data represents business owner-managers 
who reported the programme elements as being: a little 
helpful, helpful and very helpful, and also turnover and 
employment remaining the same, or growing by up to, 
and over 20%. The ‘negative’ data presents the business 
owner-managers who reported the programme elements 
as being unhelpful or neutral and their employment and 
turnover reducing by up to, and over 20%. 

The findings presented in the table above indicate that 
each of the elements of learning have a positive influence 
on business development, either in impact on employment 
or turnover. Whilst there is a positive trend indicated for 
each element of the programme, some elements were 
more influential than others.

The overnight experiential and the peer-to-peer elements 
of the course are described as most helpful, and there is 
a high correlation between those who report this together 
with improvements in both turnover and employment. 
Over 80% of the business owner-managers providing data 
claimed that they found these two programme elements 
to be: a little helpful, helpful or very helpful, and that 
their turnover and employment benefited. Interestingly, 
those programme elements that were not considered to 
be as helpful (i.e. negative) had a lower correlation with 
negative changes on employment or turnover, showing 
that if delegates didn’t have a preference for a particular 
learning element, it was unlikely to have a negative 
impact on turnover or employment. The data supports 
the design of the programme as influencing the strong, 
facilitated relationships garnered as a result and supports 
the preposition that a) leaders of small businesses prefer 
learning in ways that involve others and have practical 
elements, and b) where the learning method is appropriate 
and preferred, there is a positive relationship with 
enterprise growth. 

INFLUENCE OF PRIOR LEARNING

This difference in the influence of the programme  
elements is also an indication of business owner-
managers’ prior learning experience and their potential 
learning preferences. The data presented in the figures 
below illustrates that delegates entering the programme 
with previously obtained higher qualifications are more 
likely to find the qualification to be a useful tool for 
developing their leadership style and knowledge. 

When I was enrolled on this course I thought, what can 
they teach me? I was quite autocratic, maybe a control 
freak. That was me 8 months ago, I genuinely am a 
different person. Without putting too much romance on 
this, it’s changed my outlook on life, my approach to 
my business, my team - we are a better business now. 
I’m seeing the rewards to a different approach.

LEADING GROWTH DELEGATE
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As stated previously, LEAD Wales was experiential in 
nature and encouraged business owner-managers to 
review their leadership styles and focus on change to 
drive growth.  In addition, Leading Growth added a 
formal element of reflection and planning to leadership 
processes. The combined programmes were both 
designed to facilitate more effective leadership styles 
to be adopted and to expose leaders to peers and role 
models that they would not otherwise have met. While 
the immediate outputs of this activity have been seen 
- delegates stating they are more able to think and act 
strategically and be more confident in their leadership - 
some less obvious learning outcomes have consistently 
been reported as a result of the programme, regardless  
of whether taught or introduced during the various 
learning element.  

Practical skills such as time management, delegation, 
strategic planning, setting and maintaining consistent 
policy, or communicating vision were not directly 
introduced within the programme. However, those are 
considered to be the agents for improving business 
performance as a result of improving leadership, which 
delegates attribute to learning during the 10 month 
programme. This is also evidence that the course doesn’t 
need to be completed to have an impact. Business 
owner-managers are seen to diversify, enter new markets 
and re-profile business aims and ambitions prior to 
course completion, apparently catalysed by the course 
rather than waiting for the course to be completed to feel 
empowered engaging in change.

What appears to be happening is that the habits of 
learning introduced during the programme, those of 
learning through observation, from peers, by seeking 
insights from credible role models and through structured 
reflection, motivates or inspires delegates to seek and/or 
practise other skills.  

Feedback from delegates during the combined 
programmes has confirmed to us that the role and status 
of the people delivering the programme is of prime 
importance. Delegates often state that they could trust 
the facilitators and coaches because ‘they had been 
there and done that’ as current or former owners of 
small businesses, and further that they (the participants 
and educators) could relate to each other, which aided 
communication and empathy. The credibility of the 
facilitators, coaches and speakers appears to be an 
important element in engaging the participants in the 
learning, but more accurately, lack of credibility led to 
quick disengagement. This had an impact on the  
peer-to-peer networking, action learning sets and the 
reflection supporting each masterclass. It is within 
these less structured learning environments that the 
knowledge was found to be cemented as a result of the 
masterclasses. The learning outcome was not that the 
participant had absorbed and could repeat the information 
presented to them, but rather that they had absorbed the 
information and considered how it could be relevant in 
their personal circumstances and business context.   

The next section summarises the key aspects of this, 
together with the other lessons learned and states the 
recommendations suggested by the research.

LESSON 4: The Leadership development team 
must be responsive, credible and authentic

The journey was emotional, with high’s and low’s 
but the biggest thing for me was the relief that what 
challenges I was facing was pretty much the same 
as everyone else in the room, also that where we did 
things which were better than other companies, (but 
also where other companies were better than us) 
made me feel like I wasn’t doing such a bad job as I 
felt I was. It was like getting a pat on the back from 
your peers, but also being able to identify places for 
improvement from real people - real business which 
are not so different to your own. 

I think lead is a brilliant tool for business leaders, as it 
gives you the opportunity to take a breath and think 
of the business, and focus on you and the business, 
as you tend to be the last on the list when you are 
running a company.

RHIAN PARRY, WORKPLACE WORKSAFE
LEAD WALES DELEGATE

The programme has had a positive impact on not only 
me but also on my business. I have implemented new 
policies, structure which is proving to be successful.
In the middle of Lead Wales I questioned why I was 
doing what I was doing, did I enjoy what I was doing 
and for months I was unhappy with in my working 
environment. After the coaching sessions I came to 
realise that it wasn’t the business I was unhappy with 
but other things that were going on in my life at the 
time. My coach provided by Lead Wales help me to 
deal with these issues and since the start of this year I 
can honestly say I am loving what I do and thoroughly 
enjoying my business.

Not only has it changed my business for the better it 
has also had a huge impact on my life personally. 

RAYNER DAVIES A&R CLEANING SERVICE 
LEAD WALES DELEGATE

What our 
delegates say 
about us… 

#LEADWales 
Twitter feed

Combined 
programme
YouTube 
Channel
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SECTION 3: Recommendations 
for enhancing leadership 
development programmes for 
SME leaders

This report identified the lessons learned from five years of the LEAD Wales and Leading Growth programmes. As a 
result of this successful experience we have formed strong opinions, based on comprehensive research, of what makes 
leadership development programmes for SME leaders in Wales successful. We have listed these below alongside the 
specific challenges that they address.

As well as the mixed delegate cohorts, working with 
delegates from single sectors, genders and potential 
leaders has confirmed the ways in which leadership 
development can be effective. While the specific benefits 
vary between those groups, the value of learning from 
peers within and outside the delegates’ own group is 
undeniable. 

Q1. How do you respect diversity and uniqueness whilst 
at the same time emphasising the common challenges 
that bond together SME leaders and ensure they have 
opportunities to collectively address them? 

RECOMMENDATION 1: Work with sector and 
representative groups to identify specific development 
needs of SME leaders. 
 

RECOMMENDATION 2: Create opportunities for 
networking sector specific groups with more diverse 
populations of delegates, through shared sessions  
and events.

RECOMMENDATION 3: Run programmes over relatively 
long periods, include credible experts and experiential 
activities and hold in environments conducive to 
entrepreneurial learning, effectively pushing participants 
towards becoming independent learners, at the top of the 
experiential learning ladder (see Figure 2).

These programmes have been accessible to leaders who 
are from different backgrounds with individual needs and 
who lead different types of enterprises facing specific 
challenges and opportunities. The focus has remained on 
the development of the individual leader.
 
Q2. How do you provide leadership learning opportunities 
to groups of leaders and tailored to individual needs? 

RECOMMENDATION 4: Utilise specific diagnostic tools 
to determine the individual needs of learners in order 
to ensure they access the most appropriate learning 
available, and help them to codify their expectations as 
tangible outcomes.

RECOMMENDATION 5: Provide learning opportunities 
for delegates to engage with others with similar leadership 

experiences and learning needs and to co-create 
beneficial solutions to personal and organisational 
challenges. 

RECOMMENDATION 6: Recognise the diverse 
educational backgrounds of the learners, whether at 
secondary, undergraduate or postgraduate level, and 
put in place suitable professional qualifications for all 
participants that match stages of leadership development 
and a range of leadership learning levels.

RECOMMENDATION 7: Go beyond a training model 
and deliver individual service excellence to participating 
SME leaders. As co-investment in learning becomes more 
commonplace, the use of customer-focus and service 
excellence standards will be needed with providers 
demonstrating leadership best practice. 

As a result of the combined programmes, the modes 
through which enterprise performance can be enhanced 
by developing the leader are now better understood in 
West Wales. In part, this has led to the adoption of metrics 
for performance of leadership development that are 
more complex and inclusive than simply improvements in 
enterprise employment or turnover. However the market for 
leadership development opportunities amongst SMEs in 
West Wales is still emerging and requires further stimulation 
and development to reach a self-sustaining state. 

Q3. How can we build a market for leadership learning that 
can be sustainable beyond public sector funding and have 
a real impact on SMEs in Wales?

RECOMMENDATION 8: Partially subsidise development 
programmes in the short to medium term, whilst reducing 
subsidies as learner demand for fee-paying solutions 
develops and grows. By building critical mass and 
engaging with past delegates as ambassadors and 
advocates of leadership development this market is more 
likely to become commercially viable over time.

LESSON 1: Leaders learn together,  
but they are all unique

LESSON 2: Focus on individual achievement

LESSON 3: Enterprises benefit from good leaders
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RECOMMENDATION 9: Focus on the highly rated 
experiential and peer-to-peer programme elements.  
The learning outcomes can be directly implemented in  
the delegate’s enterprise and through positive 
reinforcement the good behavioural habits of continuous 
learning endure beyond the end of the programme. 
These experiential elements are generally more resource 
intensive and should not be discarded for the sake of 
short term financial savings. 

The teaching and learning methods used in both the 
LEAD Wales and Leading Growth programmes proved 
effective. In particular, the impact of the new structured 
approach and increased emphasis on personal reflection 
in Leading Growth has proven itself from the feedback 
received from delegates. They become more aware of 
why the learning has had an impact on their leadership 
capability. Peer learning is clearly of vital importance and, 
as the delegates have shown, trust amongst members of 
a programme cohort is a key factor. This trust is built up 
in the informal networking spaces and particularly during 
the overnight experiential events at the beginning of each 
programme. 

Q4. How can we maintain and improve the standards of 
leadership learning for the leaders of SMEs in Wales, whilst 
also remaining affordable?

RECOMMENDATION 11: Structured approaches and  
an emphasis on personal reflection should form the basis  
of any future leadership development programme of  
this type.
 

LESSON 4: Leadership 
development must be 
responsive, credible and 
authentic

During the course it was possible to see people 
whom at first were quiet and reserved, develop into 
more confident and interactive leaders by sharing 
and discussing each other’s experiences gained 
in our respective business’s. The Master classes 
in particular where well-presented and inspiring 
events that left you pondering how to implement the 
knowledge gained and applying it within your own 
business.

The business has been growing by circa 10% 
year on year since 2005 but the LEAD Programme 
has given me the confidence to aim higher for the 
future by expanding the business further (we have 
targeted to increase turnover by a further £3million 
in the next three years and hit the £10million zone), 
concentrating on the positives and finding a route 
around the barriers we may encounter along the way.  

Perhaps one of the most memorable parts of the 
LEAD Wales Programme is the friends you will make 
along the way, people who are willing to share with 
you and build relationships that will last long after the 
initial journey had begun.

TONY PARRY, DELSOL. 
LEAD WALES DELEGATE

RECOMMENDATION 10: Ensure integration with other 
business support mechanisms, such as those focussed 
on accelerated growth or specialist services, to enhance 
further enterprise development opportunities.

RECOMMENDATION 12: Experiential activities should 
remain the basis of these courses in order to maximise 
the potential of peer learning. Create trusted groups of 
peers for leaders to build additional personal support to 
assist in exploiting opportunities.

RECOMMENDATION 13: Credible, authentic, business-
minded leadership development teams will be required 
in order to deliver high quality experiential and situated 
learning opportunities that meet the high expectations 
of clients. Teams should demonstrate strong leadership 
qualities and behaviours that reflect the ethos and spirit 
of the programmes. 

RECOMMENDATION 14: A process of continuous 
improvement will be necessary to maintain programme 
cost-efficiency savings and impact effectiveness. 

RECOMMENDATION 15: Disseminate the learning and 
good practices from these programmes widely within 
Wales, the UK and Europe, linking with other related 
programmes in other cultures and contexts in order to 
create collaborative development opportunities.
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This report has been produced by the authors in association with the following:


