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Leading in Leicester and Leicestershire (LLL) was a programme designed to develop leadership capability across the voluntary
and community sectors in Leicester and Leicestershire. LLL was delivered by Reaching People and funded by the National Lottery
Community Fund.

An impressive 333 individuals from 120 organisations took part in 17 different programmes & workshops. As a result of these
programmes:

* 83% of participants were more confident

«  82% of participants made more time to reflect

«  80% of participants had people to turn to with a work challenge

*  74% of participants increased their networks

*  60% of participants said their organisations work more collaboratively

* 51% of participants thought their organisation was more sustainable.
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‘This course has helped me understand that leadership is about fostering
collaboration, building strong relationships, and creating an environment where
everyone feels valued and motivated to contribute their best.’

» LLL successfully developed participants’ skills, confidence and understanding of leadership. It reached a wide range of
individuals and VCSE organisations throughout Leicester and Leicestershire. Networks have developed and organisations are
working more collaboratively and sustainably.

« LLL took place during an exceptionally challenging period, with the Covid-19 pandemic as a backdrop. It was also beset by
capacity issues, which affected the programme’s marketing and administration. Despite this, the team delivered a wide range

of programmes.

« LLL leaves a rich legacy in terms of the impact upon the individuals and organisations involved, as well as learning for the
future.

The following three slides set out 10 key lessons for comparable programmes in the future.




10 key lessons for future programmes (1)

1. Base programme design and
delivery upon local assets and needs
analysis

LLL was responsive to the needs of the
VCSE in Leicester and Leicestershire.

Initially it grew from a detailed assessment

about gaps in local leadership skills and
knowledge; this enabled the team to set
clear and locally relevant objectives. By
recruiting - where possible - delivery
partners from the local area, LLL ensured
that approaches were grounded and
relevant.

2. Focus upon longer-term,
repeatable programmes for the
greatest impact

The Aspiring Leaders and Community
Connectors programmes had a significant
impact upon participants, who gained
skills, confidence and networks.

&

These were both longer-term programmes
and included a mentoring element which
enabled participants to reflect upon the
skills they were developing.

Both programmes are likely to have a
longer-term impact in the local region, as
the Aspiring Leaders graduates are able
both to influence upwards and, in time,
move to more senior positions.

Meanwhile, the Community Connectors
participants working in anchor
organisations are now in a position to take
their learning more widely into their
networks and communities.

3. Networking

A key outcome of a place-based
programme such as LLL is the
development of stronger networks
between individuals and organisations.

Leading
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Enabling these to develop as effectively
as possible - and then to continue -
requires thought and resources. In cohort
-based programmes such as Aspiring
Leaders there is evidence of strongly
bonded networks forming within each
cohort; bridging networks between the
cohorts, however, are weaker.

Enabling these to develop more deeply
might require approaches such as
forming Action Learning Sets made up of
participants from different cohorts - or
setting up peer-buddying approaches
across the programme.
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10 key lessons for future programmes (2)

4. Reflective practice

Enabling reflection time for leaders is a
vital element - and outcome - of virtually
all leadership programmes. This is rarely
described as such at the outset of
programmes; participants tend to discover
this for themselves through various
programme elements (e.g., coaching,
action learning, wellbeing workshops).
Setting this out more clearly as a
programme focus, and ensuring it runs as
a thread through all elements, would help
to further develop this critical skill and to
highlight its importance in leadership.

5. Work with managers

For the programmes working with
aspiring leaders and frontline staff,
ensuring that managers are fully engaged
is a powerful means of extending the
programme’s reach from individual to
organisation.

& .

This could entail developing a managers’
network; co-designing outcomes with
managers; or setting up a project within
an organisation. Doing this, will help
managers see the potential and skills
their employees or volunteers are
bringing back to the organisation, and
support them to share their learning.

6. Clarify mentoring and coaching
There is frequently confusion amongst
participants of leadership programmes
about the distinction between mentoring
and coaching.

Where both are on offer in a programme
this can lead to low take-up; even a
feeling of being overwhelmed. Being
clear about the distinct benefits each can
bring - and then making a conscious
decision about which will provide the
most appropriate support - is likely to
improve engagement.

Leading
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7. Test language about leadership

It became clear during the LLL
marketing phase that language about
leadership did not resonate with many
potential participants. The local sector
could be put off by the terminology as it
was often seen - even at a CEO or Trustee
level - as too ‘corporate’.

The team, therefore, adapted the
language they used to describe the
programme to reflect this: local
interpretation of the word leadership
meant re-naming some programme
elements while focusing on language
around behaviours and outcomes rather
than leadership.

mz2



10 key lessons for future programmes (3)

8. Build in adaptability

The levels of flexibility demonstrated by
the team - not only in terms of the
response to the pandemic, but also in
responding to demand - meant the
programme stayed relevant.

9. Ensure sufficient marketing and
administrative capacity
Programmes of this nature require
substantial investment in skilled
administration — including the ability to
work with CRM systems.

Similarly, effective marketing is vital if
aspirations around reach and depth are to
be met, particularly for those organisations
that may not have access to one or more
social media channels. Investing in these,
therefore, is critical for success.

&

10. Link to membership offer
Looking ahead, it is likely that pressures on
the sector will continue, even increase.

Exploring how training and support might
be bound up in Reaching People’s
membership offer - for example, offering a
certain number of training hours per
organisational member - will not only help
support the sector, but also ensure the
learning and legacy from LLL continues into
the future.

Leading
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About LLL: Background

LLL was a programme designed to
develop leadership capability across the
voluntary and community sectors in
Leicester and Leicestershire.

LLL was delivered by Reaching People, a
consortium set up to link member

organisations in Leicester, Leicestershire

and Rutland in a practical way to deliver

services and programmes for local people

in most need.

LLL was funded by the National Lottery

Community Fund. Funding was approved

in February 2020 with delivery starting
September 2020. The programme
concluded in March 2024.

As a place-based leadership
programme, it aimed to respond to the
specific needs and requirements of the
local sector.

There was an extensive consultation and
planning phase as the programme was
developed. This included background
research conducted in 2019 with
stakeholders from the sector to establish
need and key areas of focus.*

This research established six overriding
objectives for the programme:

Leading
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1. Future-proofing and developing
leadership succession planning;

2. Creating a more collegiate and
trusting environment;

3. Protecting the workforce in a
demanding work environment;

4. Investing in staff progression for
their own benefit and that of the
wider sector;

5. Listening to stakeholders to
ensure that services adapt
appropriately to the wider context
and particular needs of the area;

6. Enabling local leaders to create a
joined-up vision that can inspire
and motivate others.

* The report is available here:

https: //www.reachingpeople.co.uk/ _we
bedit/uploaded-
files/All%20Files/Leading-In-

Leicestershire-research-findings-with-

summary.pdf
me
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m2 was commissioned in 2020 to act as  This report summarises the learning from The ABCD Community Connectors
the learning partner to LLL. This was a LLL and sets out the legacies the programme  programme was evaluated by its
relatively ‘light touch’ evaluation, spread  has left behind. It builds upon our interim Board; this evaluation also draws
over the four years of funding. Priorities  report delivered in August 2021. upon their final report which was
were to: made available to m2.
It draws upon the following data sources:
* Provide a developmental assessment The challenges with capacity
of delivery and process, advising on « Ongoing conversations and reflective described below had an impact
course correction if necessary; meetings with LLL staff upon data collection across the
» Assess the progress of the programme < Surveys designed and collected by m2 — programmes. There is, therefore,
against its outcomes; o Baseline surveys sent at the start of each more data about some programme
* Understand the impact of the programme (n=126) elements — particularly Aspiring
programme upon individual o Six-month on surveys sent as follow up Leaders, which also had the greatest
participants, their organisations and (n=53) number of participants — than
the wider sector; o Final survey sent to all programme others.
* Look at what lessons can be learnt for participants in March 2024 (n=59)
other place-based leadership * Monitoring data collected by LLL, The full methodology, including
programmes. including impact statements for Aspiring limitations to the data, is available
Leaders in Appendix I.

e Collation of anecdotal data and feedback.
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About LLL: Context

Covid-19 formed the backdrop to much of
the LLL programme, and its successes and
challenges should be seen in the light of this.

The pandemic had a significant effect on the
programme. Leicester experienced a
particularly lengthy lockdown, the first area
in the UK.

The local VCSE was, therefore, under very
significant pressure to adapt services, shift to
home-working, and to mitigate the impact of
the pandemic upon its service users.

In common with the voluntary sector across
the UK, it had to do more with less resources,
while adapting to home working. With staff
so hard-pressed, training was not necessarily
the key priority; while it was understood to
offer alonger-term benefit, it was difficult to
prioritise during the pandemic.

. 10

Partly linked to Covid-19, there was a high
level of staff turnover within the leadership
programme.

In addition, or a considerable period, there
was no dedicated staff resource for the
programme due to recruitment challenges.

A Steering Group made up of sector
stakeholders was established at the outset
in order to oversee the programme, act as
ambassadors, and ensure wider sector buy-
in. In practice, largely as a result of Covid,
the Steering Group was inactive.

It is greatly to the credit of the Board and
the key person involved in the final phase of
LLL, therefore, that delivery continued
throughout.

Leading
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About LLL: Programme design and delivery

LLL consisted of several distinct
programmes. Whilst some were aimed at a
specific segments of the VCSE, others -
particularly the workshops - were designed
to be relevant to a wide range of
participants.

Programmes were offered free of charge.
The programmes were delivered through a
range of partners. These included:

* The Tavistock Institute
Clore Social Leadership
Leicester College

The University of Leicester
WEA

Be Mindful CIC.

Plus, individual trainers contracted by
Reaching People.

The LLL team led on participant
recruitment and project management.

. 11

The different programme elements were

Aspiring Leaders

Senior Leaders

Leadership in CIC

Community Connector Taster

Trustee Leadership

New to Sector/Community Champions
Clore Discovery

Wellbeing

Trauma-informed management
Regenerative Leadership

Mentoring & Coaching

Trustee training

Trustee Network

Young people

Community Connector Pilot Programme
Grant Assessors.

Leading
Leicester &
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In total, 333 individuals from 114
organisations were involved. A full list of
participating organisations can be found
in Appendix II.

The table on the following slide sets out
the full delivery figures.

(NB: as some people took part in more
than one programme, the total figures on
the following slide are greater than the
figures for unique engagement above.)

mz2
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Course Participants Organisations
ASPIRING LEADERS 96 50
SENIOR LEADERS 10 9
LEADERSHIP IN CIC 13 12
COMMUNITY CONNECTOR TASTER 47 37
TRUSTEE LEADERSHIP 9 9
NEW TO SECTOR/COMMUNITY CHAMPIONS 16 7
CLORE DISCOVERY 5
WELLBEING 7 6
TRAUMA INFORMED MANAGEMENT 14 7
REGENERATIVE LEADERSHIP 7 7
MENTORING & COACHING 26 22
TRUSTEE TRAINING 14 14
TRUSTEE NETWORK 12 11
YOUNG PEOPLE 8 N/A
COMMUNITY CONNECTOR PILOT PROGRAMME 19 16
DAME JULIA UNWIN 43 N/A
ASSESSORS 4 N/A
TOTAL 351 212

- mz2
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About LLL: Demographics and reach Leicester &
Leicestershire

Ethnicity

Gender Ag

§

A
>y @

= Male = Female = Prefer not to say = 1110 16 m25t029 = White British = Mixed
m30t034 ® 35 to 39 m Asian British m Indian
m 40 to 44 m 4510 49 m Black Carribean = Black African
m 50 t0 54 m55t059 m White other m Black British
m 60 to 64 m 65+ m Somali m Prefer not to say

m Prefer not to say

The demographic reach was broad, and in the view of Reaching People, reflective of the local VCSE. In terms of organisations
involved (listed in Appendix II), the local religious organisations the one group that were not reached effectively.
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Q3.7. Understanding more about
the local voluntary sector

Q3.1 Hope to gain - Greater
understanding of what
leadership is

3.6, Strengthening the local
voluntary sector

23 4. Meeting other local
leaders

Q3.6 Increasing your confidence
at work
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Q3.5 Opportunities to work
collaboratively with other local
leaders

Q3 2. Greater understanding of
your own leadership style

Q3.3 Strengthening your
organisation
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Extent to which needs met

70.00%
60.00%
50.00%

40.00%
30.00%
20.00%
10.00% I

0.00%
Understanding Undexsianﬂmg Etrengthenmg Imprmmg Mesting r:rther The In::reaﬂmg}tru:

more about VOUT OWI succession  local leaders  opportunity to  confidence at
leadership leadership style ::rrgamsatlcrn planning within work work
your collaboratively
organisation with other local
leaders

mFullymet wLlargelymet wmLargelyunmet w» Notrelevant
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Impact and outcomes: On individuals (1)

Participants pointed to five key (It has] increased my confidence, [helped

differences the programmes they took me] understand my communication style

part in had made. and what I can do to improve - not only in
professionally but also at home!’ (6-

1. Skills development months on survey)

Participants described how they had

developed new skills through the 2. Increased confidence

programmes. Strengthened 83% of respondents to the final survey were

communication skills were particularly = more confident as a result of the

highlighted: programme(s) they had attended:

* ‘As a new manager I really * ‘I have gained so much more confidence
appreciated the opportunity to learn and feel able to question things to see if
skills that would increase my [T'm] able to change the way we do things.’
confidence and having a safe space to (Final survey)
discuss and learn with others in a * ‘It has increased my confidence massively
similar situation.’ (Final survey) and provided invaluable skills for me to

* ‘I have, with purpose and clarity, continue to use.’ (Final survey)

changed the way I communicate with ‘Attending the course has given me more
some of our Trustees and the response  confidence in leading my team and
has been very positive.” (Final survey) supporting them more effectively with
clear direction and clarity when
communicating with them.” (6-months on
& 6 survey)

Leadin
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3. Understanding personal
leadership style

75% of final survey respondents said they
now thought of themselves as leaders,
while the same percentage said they were
more confident in their decision-making
at work. Better understanding of
individual leadership styles and
strengths helped them to re-position
themselves as leaders:

 ‘This programme has allowed to me to
identify and strengthen my personal
leadership style.” (6-months on survey)

* ‘LLL has shown that leadership is
more than just a course, it is about
working with others, reflecting on
your own practice, getting out of your
comfort zone to look at things
differently. This approach helps in all
aspects of work and life.” (Final

survey)
me



Impact and outcomes: On individuals (2)

4. Time to reflect

Having time to reflect is an important
aspect of developing this greater
understanding of individual leadership
styles. 90% of final survey respondents
said they had improved their self-
understanding as a result of the
programmes, whilst 82% said they now
made more time to reflect:

» ‘The opportunity has led to a journey
of emotional, personal, traumatic,
fascinating and enlightening
experiences. A very positive and
powerful reminder of what a leader
is.” (Final survey)

* ‘It also gave me space and time to
reflect, which is a rarity as a small
charity leader and was most
welcomed!’ (Final survey)

17

‘After having a chance to reflect, the course
has really changed my perspective on
leadership in many ways, in terms of how I
view myself and others around me.’ (6-
months on survey)

For some, this was linked to well-being and
self-care, with 61% saying they now felt better
able to prioritise self-care:

» ‘Wellbeing - taking time out to reflect
especially in a busy life.’ (Final survey)

* ‘It has helped me realise that self-care is
important; I now take time out when I
need to: previously I would get to a point
where I was stressed and anxious.’ (Final
survey)

5. Stronger peer networks

Participants felt less isolated and better
connected to their peers. 80% said they had
people to turn to with a work challenge and
74% said they had increased their networks:

Leadin
Leicester &
Leicesfershire)

‘I am in the process of building these
links further and the training has
certainly shown the benefit of working
collaboratively.’ (Final survey)

* ‘I have found that several of the
connections I made during the course
have been helpful.’ (Final survey)

* ‘I have developed relationships with
new organisations.’ (Final survey)

* I felt like I was the only one doing the
job when I started the LLL course; it
was great to have a group to meet with.’
(Final survey)

There was also recognition that
networking would have been even more
effective if all programmes had been held
in person:

» [Networking] would have been higher
if the course was face-to face; my cohort
completed the sessions online because of

Covid.” (Final survey) m2



Impact and outcomes: On organisations

Whilst there is less evidence of
organisational and sectoral impact,
participants nonetheless also described
how their organisations had benefited.
Just over 51% thought their
organisation was more sustainable as a
result of their participation.

Increased networks can be seen as a
proxy for strengthened organisations
and systems. Participants described
working more collaboratively as a result
of the programme, with 68% saying
they work more collaboratively. 60%
also said their organisations work more
collaboratively.

18

47% of participants said they had increased
their working relationships with between 1-
4 organisations, with 15% saying they had
increased theirs by 5-9.

When breaking this down by type of role,
staff with non-managerial responsibilities
are most likely to say they had increased
their networks (84%), with 78% of CEOs
and 68% of staff with management
responsibilities agreeing. This suggests that
more senior people may already be better
networked.

This demonstrates both the power of
programmes such as these in developing
networks, but also the need to actively
support and curate them an an ongoing
basis. With 33% of programme participants
not having developed new working

relationships, there is scope to support this
still further.

Leading
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‘One of the most important things that I
gained from this course is that
leadership is not confined to a specific
position or title. It is a mindset and a
set of behaviours that anyone can
embrace, regardless of their formal
authority. I learned that true leaders
inspire and motivate others by setting
a positive example, actively listening to
their team members, and empowering
them to reach their full potential. This
course has helped me understand that
leadership is about fostering
collaboration, building strong
relationships, and creating an
environment where everyone feels
valued and motivated to contribute
their best. Furthermore, the course has
emphasised the importance of self-
awareness and continuous personal
growth as fundamental aspects of
effective leadership.” (Final survey)

mz2



Aspiring Leaders (1)

Aspiring leaders was aimed at people who
wanted to take the next step into leadership.

It focused on building behaviours in:

« Enabling, supporting and inspiring

» ‘The Aspiring Leaders course made
me think about my strengths and
areas for improvement as a team
leader and project leader.” (Final
survey)

Leadin
Leicester &
Leicesfershire:

When breaking down the numbers
relating to whether they have formed
new organisational working
relationships, however, over 40% of
Aspiring Leaders said they had not

others
* Developing effective partnerships
* Driving change.

developed any new organisational

The final survey demonstrates that these : :
relationships.

benefits have also started to be felt at the
organisational level. This raises an interesting question about
how to nurture networks in cohort-
based programmes in the future. Whilst
there is evidence of strongly bonded
networks forming within each cohort;
bridging networks between the cohorts

are weaker.

Whilst the take-up of the mentoring offer
was high, take-up of the coaching offer
was very low. In common with other
leadership programmes evaluated by m2,
it is likely that offering both confused
participants. In future, offering only one
or the other, and being very clear about Enabling these to develop more deeply
the rationale is likely to help with the take- might require approaches such as

up. forming Action Learning Sets made up
of participants from different cohorts or
setting up peer-buddying approaches
across the programme.

It was delivered in eight morning sessions
over the course of four months. Participants
were also offered a session with a mentor;
70% of participants took up the offer.

There were 10 cohorts over the course of the
programme; this meant that word-of-mouth
was a powerful marketing tool.

Aspiring Leaders was the programme with
the most participants and cohorts. As set out
in the next slide, they described considerable
individual benefits from the programme:

Aspiring Leaders developed their
networks to some extent as a result of the
programme, with 78% of participants
saying that they now have people to turn
= to with work challenges.

. mz2



Aspiring Leaders (2)

Aspiring Leaders participants highlighted Being approachable and listening to

how they felt they had benefited from the
programme: .

Increased confidence
* ‘I am more confident in interacting with
people.” (Impact statement, Cohort 1) .

Understanding their own leadership

skills .

* ‘Brilliantly delivered and informative to
understand your leadership qualities.’
(Participant from Cohort 2, post-
programme feedback form). .

Reflecting on their future plans in
the voluntary sector

All survey respondents agreed or strongly
agreed that the course enabled them to do
this.

. 20

others
‘Being more approachable as a leader; to

always listen actively.” (Participant from
Cohort 1, post-programme feedback
form).

I need to be more adaptable, and I need
to be open to others too.” (Impact
statement, Cohort 1).

T have become a good listener.” (Impact
statement, Cohort 2).

Greater self awareness

‘Individually I am more self-aware and
my relationship with others will
definitely be better. I am more informed
[in terms of] the organisation and so
selecting and retaining team members
will definitely benefit with the extra

knowledge I have learned on this course.’

(Participant from Cohort 2, post-
programme feedback form).

Leicester &
Leices’rershire)

Practical tools

Participants appreciated the Awareness,
Desire, Knowledge, Ability and
Reinforcement (ADKAR), SWOT, and
other tools the course covered, feeling
they would use these within their
organisations. Some also felt their
project management had improved.

They were provided with a workbook and
project book to use alongside
programme; these were also intended to
be kept for reference if required in
future:

» ‘The SWOT analysis has given me the
tools to be more effective in mapping
my personal directions with clear
emphasis.” (Impact statement, Cohort

1).

mz2
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10 participants took part in the Senior LLL set up regular meetings for CEOs. » Improved self-understanding (100%)
Leader sessions, which were aimed at These were initially held weekly as the « Having people to turn to with work
CEOs. These were held over eight pandemic unfolded, and then moved to challenges (100%)

morning sessions for eight months. monthly sessions. These were a key part « Making more time for reflection (82%)

of the peer support offer and were Working more collaboratively (81%).

Leadership and management modelling facilitated by the Reaching People CEO.

were shared, and Action Learning was

used to explore ‘live’ issues. They were, however, the least likely

These initiatives helped create stronger group to say they were able to prioritise
There were also three network events networks and are becoming an influence self-care - a reflection of the challenges
funded by Power to Change through on statutory organisations, thinktanks of this type of role.
Locality. These seminars took place and external agencies (including the
November — December 2020 and covered Lottery) who are looking to gain insights
the following areas: into social policy and the needs of the
sector.
» Economic Resilience and Recovery;
« Communities and Empty Property; Looking at the survey data disaggregated
* The role of Consortium, voice, power by the different programmes, the positive
and influence. impacts participants in Senior Leaders

particularly highlighted were:
(INB: as these were an addition to the
main programme, feedback was not
gathered.)

I me
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Leadership in CICs Trustees Trustees were the most likely group to feel
13 people registered for the the seven There were two main LLL offers for their organisations were more sustainable
sessions, from 12 different Community Trustees - a network and two half-day as aresult of the programme, with 100%
Interest Companies. The Aspiring Leaders training sessions for new Trustees. The agreeing with this. This suggests that
course was used as a template, with latter developed out of an initial fuller meeting others and making time for
additional financial reporting and bid course which had very low take up. strategic conversations, may enable greater
writing added into the sessions. sustainability.
Learning from this, suggests that a more
Positive comments in the survey suggest  informal network - alongside a shorter At the same time, they were the only group
that having dedicated space for CICs was  training session - would hold more not to say they had developed any new
greatly valued: appeal: relationships or peer support. Trustees are
in arole in which the benefits of personal

* ‘As a new CIC participating in Leading < ‘I found the Trustee training useful, collaboration are not immediately apparent,

in Leicester and Leicestershire, we have  and it’s given me a good idea of my and the reality of day-to-day responsibilities

been able to instigate many of the role as a Trustee.” (6-months on survey) elsewhere are not necessarily conducive to

guidance and informative structures  [It] made me more open to talking forming a network with other Trustees.

and techniques delivered by this about my Trustee role at the charity

programme. This has given us renewed  with other people and organisations.”  Looking ahead, offering two/three Trustee

confidence that our approach is both (6-months on survey) network meetings a year - and marketing

proportionate and measured towards + ‘It's nice to know that being a Trustee is these appropriately - would enable these
our service users, staff and mission.” (6-  ajourney, one of self-discovery - how  Trustees to develop networks and support
months on survey) to be an effective Trustee that helps the them to continue to develop their skills and

organisation.’ (Final survey) knowledge.
@ ny



Community Connectors (1)

The Community Connectors
Programme (CCPP) was held over 12
months. The first six months involved a
full-day per month which was spent
exploring the key tools, techniques and
theory behind community connection.

The following six months were visits to
different community anchor organisations
to share and reflect on the work in
practice.

CCPP was initiated by Reaching People to
bring to life the concept of community
connectors and Asset Based Community
Development (ABCD) in Leicester and
Leicestershire. This followed an earlier,
unsuccessful, attempt by Reaching People
to offer a course for frontline community
workers.

An experienced overview advisory board
was established by Reaching People.
8] 23

The programme reached 18 people from 10
organisations. All of them would
recommend the programme. The
evaluation found some clear and tangible
outcomes:

Participants shared tools with 286 local
people.

The group as a whole saw an increase
in scoring of four key variables:
motivation; self-belief; helpfulness of
their tools and strategies; a feeling of
connectedness. Of these, the group felt
the greatest increase in their levels of
self-belief, and the helpfulness of the
tools they now possess to initiate
change.

There was a significant increase in
participants' knowledge of ABCD, and
increased confidence in using this
within their communities.

eadain
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A significant positive for participants
was the value of meeting others in the
sector, sharing experiences, and visiting
different places of work/delivery:

* ‘It has been refreshing to look at
things in a different light, and the
resources provided have been
incredibly useful, with some directly
benefiting groups that I work with
every day. Connecting with like-
minded individuals has been a great
opportunity.’ (Participant feedback,
half-way review.)

mz2



Community Connectors (2)

There was also some learning about what to *

build on for a future programme.

The application form required managers to
commit to structured reflective practice, as
well as supporting and giving time to their
organisation's participants. However, the
gap in understanding among CEOs of the
programme's approach, coupled with time
constraints, meant this ideal fell short.
Working to bring managers into the
programme in a more formal way will be
important in the future.

There is also scope to build further
mentoring into the programme. 65% of
participants took this up, but the feedback
was that it could have been more
structured and directly linked to projects
within their organisations:

.24

‘My work will now focus on Leicester
City. Therefore, the course was really
good for connecting to people and
building relationships and having a
better understanding of what
communities want/need - which isn't
always funding. It was great to meet
the cross-section of people wanting to
support communities within the city
and beyond. The session broadened my
mind in terms of how to help support
communities including engaging with
people working in shops, cafes,
hairdressers etc. It makes sense.’ (Final
survey)

eadin
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LLL developed a series of workshops for
participants at any level of the VCSE to
attend.

Wellbeing workshop

This was held over three mornings. This
was experiential learning, exploring the
four pillars of well-being: being present;
being curious; being connected; and being
your purpose. The three sessions built on
the importance of building

reflective practice, committing to action
and further development, and buddy
accountability

Trauma informed

This developed out of conversations with
LLL participants. It was held over three
days and covered: from stress to strength;
building trauma informed management
systems into the organisation; and
reflective practice.

& s

Regenerative leadership

This was held over two full days and held

in a woodland venue. Regenerative
leadership was explored, and practical
tools were shared.

New to sector for volunteers

This programme was online during Covid.

Following feedback, the programme was
adjusted but, despite this, there was no
take-up in the second and third offering.

L eicester &
Leicestershire)

Some key learning from the Trauma
informed workshops was that it can be
challenging for frontline staff from small
organisations to be available for more
than an hour or so as there is not
necessarily any backfill for their roles.

Whilst there was enthusiasm for the
Regenerative leadership workshop, in
practice it weas reported that this was
rather unfocused with unclear outcomes.

As both of these offers arose from
suggestions made during the course of
LLL, it implies that when taking
forwards emerging ideas, a fuller testing
phase might be appropriate.

mz2



Clore Discover

‘Discover’ is an online programme devised
by Clore Social Leadership. It is designed
to help people understand their own
leadership strengths and style and to look
at how they can further develop their
leadership.

It took place over four weeks in October
2020. Five participants responded to the
post-programme feedback survey. They all
said they would recommend the course and
marked the usefulness of the course
content as either four or five (with five
being the highest). The online approach
felt confusing to a minority of participants,
but they quickly adapted.

The short timeframe, and the 1-2 hour
weekly time commitment, worked for
participants who found it fitted well into
their schedules. Some would have liked a
little longer during the virtual sessions.

Participants felt they came away with new
skills and approaches. They particularly
valued the opportunity for self-reflection
afforded by the programme:

» ‘The training makes you do lots of self-
reflection about what works well for
you, and I am looking at how I can
translate that when working with the
organisation team.’

» ‘The programme was an interesting
opportunity as it focused on reflecting
on yourself as an individual and leader.
Meeting new people who are working in
a similar field created a space for
connecting and learning from one
another. There was a combination of
reading theories, fun exercises and
virtual workshops which was a good
mix for a successful course.’

eadain
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Leading

Delivery: challenges (1) tzéizgfﬁim

Organisations that previously had managed
without IT had to start looking at providing
equipment and support. This also meant
having to train people to use the equipment
and become familiar with a new way of
working.

There were inevitably challenges as the
programme was delivered. We set out
the key ones here:

Covid-19

The pandemic meant that at the outset,
courses had to be adapted to online
delivery. This required the trainers to
not only adjust their materials and
approach, but also necessitated spending
time on building trust among
participants about online delivery.

This transition - and the confidence to then
take part - took time and the LLL team had
to provide significant reassurance and
support in order to get participants onto the
programme. Once this hurdle was overcome
by participants, however, they were keen to

Some people were not equipped to be participate.

able to deliver or participate in online
training and therefore the process was
far more drawn out than anticipated.

Covid also made marketing the programme
more challenging, as the assumption had
been that the LLL team would be able get
out into to the community to promote it.

It was also not possible to hold a full-scale
launch event and impossible to use the

Steering Group as ambassadors for the
& programme. "'2



Delivery: challenges (2)

Capacity

There was very high turnover within the
LLL and wider Reaching People team,
with five different administrative staff
over the course of the programme. This
had a significant impact upon the
programme, most notably in relation to
marketing and data collection:

The administration of the course was
disappointing with the wrong dates
being given initially for the first two
sessions and notice of the change of
dates not being directly communicated
to me. I only discovered it when I saw
a promotional flyer.”(6-months on
survey)

The intention had originally been to work
closely upon delivery with Clore Social
Leadership; a decision was then made to
build as much training capacity locally as
possible rather than to work with Clore
(other than on the Discover programme).

There were several positive outcomes as a
result; one key challenge, however, was
that it was not possible to use the Clore
systems and processes. This resulted in an
inadequate CRM system and a lack of
capacity around data storage.

Organisations in the VCSE also had
capacity constraints - this meant that half-

days were typically easier for people to
attend than full days.

Leading
Leicester &
Leicesfershirg
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Delivery: What worked well

The positive feedback and impacts outlined
above about the different elements of the
programme speaks to the effectiveness of
delivery. Participants praised the trainers’
ability to deliver effectively and to support
them in embedding the learning through
helping them gain practical tools:

 ‘Absolutely great course with a fantastic
trainer. Really helped me and my
organisation.’

» ‘The training was relevant and
interesting, and I have come away with
many useful tools to use in my new role
as a charity manager.’

» ‘Very well delivered and helpful
sessions.’

‘T was able to apply most of the learning
that we did. So, the course proved to be
practical and helpful.’

|I|29

‘The training has given me a lot of
useful tools to use as we develop and
take members of staff and volunteers
on board.’

‘Our teacher was simply phenomenal,
displaying patience and clarity in
explaining everything to ensure our
complete understanding.’

‘“The course was excellent with great
presentation, a superb facilitator and
excellent material. Very easy to
understand.’

‘Pleasantly surprised at the ease and
relevance of the course.’

‘There was a very safe space created by
our coach which enabled us to be
vulnerable and open to growing our
leadership skills - and this was offered
in tandem with practical resources,
templates and exercises.’

(NB: All quotes are from the final
survey).

Leadin
Leicester &
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m2 was commissioned to act as learning Programme monitoring was undertaken
partner and evaluator to the LLL programme by LLL staff alongside the delivery
in 2020. Our key initial tasks were to: partners. Monitoring data varied
slightly across the programmes, but
 Develop key learning questions and included:
methodology
« Support the LLL team to develop their « Standardised feedback survey at the
programme monitoring tools end of all programmes
« Develop a baseline survey followed by a « Impact statements for some
post-programme survey to be sent to programmes
participants six months after they had » Feedback six months on
completed the course and final survey. * Collation of anecdotal data and
feedback.

Final survey numbers were:
In addition to this data, m2 held

» Baseline surveys sent at the start of ongoing meetings and structured

each programme (n=126) interviews with programme staff over
» Six month on surveys sent as follow up the course of the four years.

(n=53)
> Final survey sent to all programme (NB: Surveys were analysed using SPSS.)

participants in March 2024 (n=59).
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Appendix I: Data limitations Leicester &
Lelces'rershlr%

It was challenging to collect some of the data;
response rates to the six months on and final
surveys were low (under a fifth of total
participants). This means that we may not
have a full picture of participants’ views,
particularly those who may have felt neutral
or disengaged.

Aspiring Leaders accounts for 60% of total
survey responses. This means that the survey
results are likely to be skewed to the people
who took part in this more intensive
programme. We have compensated by
disaggregating the data by programme
wherever possible.

m2 had hoped to undertake more qualitative
research through a focus group with Aspiring
Leaders; however, the sign-up numbers were
too low. We therefore added more open fields
to the final survey in order to gather
qualitative feedback.
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Appendix I1: Participating organisations (1)

Action Homeless

Active Together

Acta-Group UK

ADHD Solutions CIC

ADP (African Development Project)
After 18

Apnapan CIC

Aunt Sals Foods

Awakening Heart CIC

BBC Children in Need

Belgrave Centre Women's Health
B-Inspired

Better Outdoors

Big Inclusion CIC

Butterfly Beacons

Buzzing Roots CIC

CASE

Coalville CAN

CALS (Community Advice and Law Service)
Communities Food & Wellbeing Hub
Drum and Bass

E2 Online (The Cooke E-Learning Foundation)
Enrych

Equality Action

Eyres Monsell Club for Young People

& s

Equinox Outdoor Learning

Fairshare Midlands

Falcon Support Services

Forever Savvy

Freeva

Go-Getta

Gorse Direct CC

Harborough District Children & Young People's Charity
Health Watch LL

Help the Homeless

Helping Hands Community Trust
Highfields Centre Association

Hinckley & Bosworth Borough Council
Home-start South Leicestershire

Hope Training

Horsepool CT

Ingeus

It'seeze

Jackdaw Wood CIC

Jasmine House (Leicestershire Rape Crisis)
Jenkins Centre

Kala Arts

Kirby Muxloe Library and Community Hub

LAMP (Leicestershire Action for Mental Health Project)
LCFC Active Women

Leadin
Leicester &

Leicestershire

-

LDT

Leicester City FC in the Community
Leicester City Council

Leicester College

Leicester Mamas

Leicester Musical Memory Box CIC

LLR Mind(Leicester, Leicestershire and Rutland
Mind)

Leicester Orchestra

Leicestershire Ageing Together
Leicestershire Arts Centre

Leicestershire Cares

Leicestershire Councelling Centre
Leicestershire Hospitals Charity

Leics County Council

Live Cancer Free

Living Without Abuse (LWA)

Local Area Coordination-LCC

LOROS

L'shire & Rutland Community Foundation
Lutterworth & Villages Foodbank
Menphys

Mindfulness CIC

NHS (inc City Care Alliance)
Neighbourhood Active (Leicestershire Police)

New Parks Community Mission
ez



Appendix I1: Participating organisations (2)

OPCC

Outspoken

Pedestrian

People Powered Homes
Pheonix Children's Foundations
Playhouse

Reaching People

Real Projects UK

Real Purpose

Saffires

Samworth Foundation

Shree Sanatan Mandir & Community Centre
Social Innovation People

Soft Touch Arts

St Matthews Big Local

Street Games LVR

Sunny Skies Enterprises CIC
Team Hub SIC

The Big Difference Company
The Bodie Hodges Foundation
The Bridge East Midlands

The Carers Centre

The Centre Project

The Emerald Centre

The GREAT Project

IIISS

The Jenkins Centre - FreeVA

Think FC

Trade Sexual Health

Turning Point

Twenty Twenty

UOCEAN

VASL (Voluntary Action South Leicestershire)
Vista

Voluntary Action Leicestershire (including
volunteers)

Wallaction

WEA

Wesley Hall Community Centre
Westfield Community

Womeng4 Change

Women's Aid Leicestershire Ltd
Woodgate Rally

Zam Zam Unlimited Possibilities CIC
ZFIT Leicester

The Zinthiya Trust

1st Nanpantan Scout Group

Leadin
Leicester &
Leicestershire
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Appendix I1I: Programme summary

Reaching People

Leading -
Leicester & @ COMMUNITY C
FUND : )

Leicestershire

real change consullants

Commitment to
Lasting Change

Leading in Leicester and Leicestershire (LLL) was a programme designed to develop leadership capability across the voluntary and community
sectors in Leicester and Leicestershire. LLL was delivered by Reaching People and funded by the National Lottery Community Fund.

As a result of these programmes:

83%

were more confident

82%

made more time to reflect

80%

had people to turn to with a
work challenge

333 120

individuals organisations took different programmes
from part in & workshops

74%

increased their networks

o)
51%
thought their organisation
was more sustainable.

€€ This course has helped me understand that leadership is about fostering 6 O%
collaboration, building strong relationships, and creating an environment say their organisations work
where everyone feels valued and motivated to contribute their best. 22 more collaboratively

34 m2
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Senior Leaders

There were 10 participants from 9 city and county based
organisations. This were held over eight morning sessions for eight
months . Leadership and management modelling were shared and

Action Learning was used to explore live issues.

Gender

Female
7

Ethnicity

Blanks
1

Education

None
1
White Other
2

Vocational
2

White British
6

Asian/ British

Degree
1 9!

6

Proffessional

Leadership in CIC’s

There were 13 people registered for the the 7 sessions, from 12
different Community Interest Companies,. The Aspiring
Leaders course was used as a template with additional

financial reporting and bid writing added into the sessions

Gender

Ethnicity

Black British White British

Indian
2

Asian/ British
4




Wellbeing Workshops

This were held over 3 mornings. This was experiential learning,
exploring the four pillars of well-being. Being present, Being
curious, being connected, being your purpose.

Gender

Male
1

Female
6

Ethnicity

Black British
1

White British
3

Asian/ British
3

Age

Community Connector Taster Days

There were 2 Asset Based Community Development taster days.
The tools, techniques and theory of community connection were
shared with staff, trustees and volunteers of community anchor

organisations.

Gender

Male
5

Ethnicity

White British
8

Mixed
2
Asian/ British
1
White Other
2

Black British
2

Age

Education

A-Level
1 Degree
6

Proffessional

Vocational




New to Sector for volunteers

This program was online during Covid. From the feedback the
program was adjusted , but there was no take up in the second and
third offering.

Gender

Age

Prefer not to say
1

Ethnicity

Blanks
2
White British
4

Asian/ British
5

Trustee Leadership

There were 6 sessions held over 9 months. Each session covered a
focused theme.

Gender

Blanks

Ethnicity

White British
1

Asian/ British

1 Blanks

7




Aspiring Leaders

There were 10 cohorts. 96 staff and volunteers were trained, from 50
different City and County based organisations.. The program ran over
8 morning sessions.

All participants were offered between one and three hours of
mentoring to develop their project. Over 70% of the participants took
this mentoring offer up.

Gender Age

Blanks
4

35-39
40-44 13

68 Entkshnicny Education

10
White Other A-Level
5 2

Degree
Black African iy
2

Black Carribean

Ind;an White British

Proffessional

Asian/ British

Vocational

Each cohort had a speaker who came to share their leadership experience
and the lessons learnt.

Trauma Informed Workshop

This was over three days and
covered from stress to strength;
building trauma informed
management systems into the
organisation, and reflective
practice.

Blanks
2

Female

Ethnicity

White Other
1

White British
12




Regenerative Leadership Mentoring & Coaching

The workshops had four half day sessions. These were experiential
Gender This was over 2 full days P Y P

Ve ) around the International Coaching Federation core competencies.
1 held in a woodland venue.

Exploring interconnection

. 12 staff from all levels of
on a broad muilti level. Gender leadership took up one to

Blanke one coaching.The range of

6 issues explored was very

varied and included. Well-
being, managing a shrinkage

in service and organisation,

Age how to develop services in

CIC; accountability,

managing a very broad set of

stakeholders and funders,,

Female

6

Female
14

Ethnicity Ethnicit
nicity

1

White British
7

White British
4

) Asian/ British
Black Carribean 5

1




Basic Trustee Training

Gender The there were two half day

Blanks sessions for new trustees that
3 .
shared legal and practical
information needed to be a
trustee..

Female
7

Blanks

Ethnicity 5

White British

Asian/ British
2

Trustee Network

A Trustee Network was set up to engage more Trustees than the
focused training. There was a facilitator that provided themed input
and time for Trustees to air live issues, gain insight and receive
support in a confidential space.

Gender

Male
2

Blanks
4

Female
10

Ethnicity

Blanks
4

White British
6

Asian/ British




Young People

Gender

Blanks
2

Female
5

Ethnicity

White British
1

Blanks
2

Black British
1

Apprenticeships

Female

Ethnicity

Apprenticeships were offered as
in the original research. There
was a request for formal
qualifications. One person took
up level three one person took
up level 44 people took up
level five apprenticeships.

Age

Blanks
2

Indian
1




Community Connector Grant Assessors

Working with the Community
Foundation to train grant
assessors who are under

represented in this work in
Leicester.

This was held over 12 months and
Gender included one day a month for six
months, exploring Asset Based
Community Development tools,
techniques and theory The following
six months were visits to different
community anchor organisations to
share and reflect on the ABCD in
practice. The tools were shared with
286 local people, there were 77
Navigators

Age

Female
15

Ethnicity

Ethnicity

White British

Not Known 4

5
Turkish

1

White Other
1

Black Carribean

Indian
3




Clore Discovery Leadership

6 women were referred during covid to Clore Social Leadership 4-

week online course . The lessons from this were used to
commission the Aspiring Leaders course.

Gender

Female

Ethnicity

Asian/ British
2

White British
3

Seminars held:
People & Organisations




For further information please contact:

Miranda Lewis
miranda@mz2consultants.co.uk

+44(0)7941 627 492

www.m2consultants.uk
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