Journal of the Institute of Management Services

Management
Achieving excellence through people and productivity

Services

Nigeria:
An economic
perspective

Autumn 2016
Volume 60 Number 3
ISSN: 0 307 6768

CONTACTS
Autumn 2016 Volume 60 No 3
ISSN 0 307 6768
Management Services
27 Castle Street,
Canterbury, Kent CT1 2PX
Editorial
Telephone +44 (0)1795 542436
Facsimile +44 (0)1795 535469
Email editorial@msjournal.org.uk
Editorial deadline for the Winter 2016 issue is 7 November
Publication date is 13 December
Advertising
Sue Hopper
Telephone +44 (0)1795 469060
Email advertising@msjournal.org.uk
Media Committee
David Blanchﬂower, Julian Cutler, Mel Armstrong
Editor
Mel Armstrong
Designer
Doug MacKay
Published by
The Deeson Group Ltd on behalf of
The Institute of Management Services

The Institute of Management Services is the primary body in the UK
concerned with the promotion, practice and development of the range
of methodologies and techniques for the improvement of productivity
and quality, known collectively as ‘Management Services’. This embraces
the disciplines of industrial engineering, work study, organisation
and methods, systems analysis, and a wide range of management
information and control techniques as illustrated in our Body of
Knowledge.
The Institute acts as the qualifying body for the Management Services
profession in the UK, focusing developments in practice and knowledge
and acting as a forum for information exchange. This in turn enables
our members who work under a variety of job titles across the whole
of the UK economy, to make a more effective contribution to the
well-being of their own organisation and to the nation’s economy as a
whole.
In addition to creating and upholding professional standards for the
practice of management services through the adoption of a code of
ethics and the provision of a system of qualifying examinations, the
Institute of Management Services collaborates with national and
international professional bodies in similar ﬁelds.

Printed by
Bishops Printers

The Institute is a member of, or represented on, a number of other
bodies including the World Confederation of Productivity Science,
the European Federation of Productivity Services, and the European
Institute of Industrial Engineers.
The Deeson Group employ a positive paper recycling policy, soft
prooﬁng system and, where possible, uses paper manufactured
from woodpulp sourced from sustainable forests and Elemental
Chlorine Free pulp bleached papers.
© Copyright The Institute of Management Services 2015
Unless otherwise indicated, views expressed are those of the
editorial staff, contributors and correspondents. They are not
necessarily the views of the Institute of Management Services,
its ofﬁcers, or Council of Management. The publication of an
advertisement or editorial does not imply that a product or
service is recommended or endorsed by the Institute. Material
may only be reproduced in any form by prior arrangement and
with due acknowledgement to Management Services.

Notice to Advertisers
It is a condition of acceptance of advertisement orders that the publishers, Deeson
Group Ltd, does not guarantee the insertion of a particular advertisement on a speciﬁed
date, or at all, although every effort will be made to meet the wishes of advertisers;
further the company does not accept liability for any loss or damage caused by any error
or inaccuracy in the printing or non-appearance of any advertisement, or if we decide

Institute of Management Services
Brooke House
24 Dam Street
Lichﬁeld
Staffs WS13 6AA
Telephone: +44 (0)1543 266909
Fax: +44 (0)1543 257848
Email: admin@ims-stowe.fsnet.co.uk
IMS website: www.ims-productivity.com

to edit or delete any objectionable wording, or reject any advertisement. Although every
advertisement is carefully checked, occasionally mistakes do occur. We therefore ask advertisers to assist us by checking their advertisements carefully and advise us by the deadline
given should an error occur. We regret that we cannot accept responsibility for more than
ONE INCORRECT insertion and that no republication or discount will be granted in the case
of typographical or minor changes that do not affect the value of the advertisement.

Write for your journal
If you want to try your hand at writing a feature for Management Services, please submit an
abstract (around 200 words) explaining what your feature is about, with intended word count.
(Features should be between 2000 and 2500 words, although exceptions can be made.)
Send your abstract to Mel Armstrong, Editor, Management Services, 27 Castle Street,
Canterbury, Kent, CT1 2PX or email editorial@msjournal.org.uk.

We also want your news and points of view about what appears
in this journal. Something you disagree with? Tell us about it.

CONTENTS
In this issue of Management Services…

Cover Story
This four part series examines the emerging
economies of the MINT1 nations. In the third
paper, the author examines Nigeria – its
immediate past, present and future political,
economic and social challenges.
By Dr John McManus. Page 13.
1. The former Goldman Sachs economist Jim O’Neill is credited with
conceiving the acronym MINT to describe the emerging economies of
Mexico, Indonesia, Nigeria and Turkey.

Chairman’s column and Institute news

4

Regional news

5

Productivity news

8

Book reviews

11

Managing the chaos of panic

20

Getting the best out of a team that is in a crisis scenario.
By Emelye Coleridge and Dr David Parker

Who do you miss ﬁrst?

26

By Dr John Chamberlin

Effective change implementation:
Managing relationships in the change team

20

31

Those who fail to challenge and build a culture of continuous improvement will,
in all likelihood, be putting their organisation at risk says Philip Atkinson

Annual accounts and Chairman’s statement

37

Legal and administrative information

39

Trustees’ report

39

Auditors’ report

42

Statement of ﬁnancial activities

43

Balance sheet

43

Notes to the ﬁnancial statements

44

31

4

Management Services
Autumn 2016

CHAIRMAN’S COLUMN

A very good year
T

he autumn is an important point in the Institute’s year,
as the national AGM allows us to close off the previous
year’s business and look forward to the next. This year is
particularly special as we are celebrating the 75th anniversary
of the founding of the Institute in 1941. In recognition of this,
the AGM on 21 October 2016 will be extended to incorporate
a number of presentations from council members and a panel
discussion. The themes covered will be the marketplace that
the Institute operates in, educating productivity professionals
and the future development of the Institute. This will be a
most interesting event and if you have the opportunity to
attend, I look forward to meeting you in October.
Included with the Journal are the report and accounts for
2015. They show the Institute had a very good year in 2015;
income from education activities was up considerably and the
call on reserves much lower than in recent years. In 2015, the
take up for the various Institute education streams was just

less than 100 students, an excellent result that demonstrates
the ongoing popularity and need for our productivity
training. Let’s not forget that reducing costs is a never ending
struggle for organisations of all sizes, which is where Institute
professionals can help.

Everything to play for
As a counter point, the Ofﬁce for National Statistics recently
reported that in 2014 UK, workers were about a third less
productive than their German, French and US counterparts.
The UK has also lost ground to other members of the G7
group of nations. Italian workers were 10% more productive
and Canadian workers 4% more productive. Of the G7 nations
only Japanese workers surprisingly, were less productive
than the UK. The other side of UK low productivity has been
the strength of the UK jobs market with the unemployment
rate at 5.5%, less than half the national levels of France and
Italy. The UK gross domestic product (GDP) has also been
growing at the fastest rate within the G7 group of nations.
There are signs that with the UK’s recovery in output, there
are associated wage increases and a recovery in productivity.
Productivity growth picked up by 1.5% in the 12 months to
June 2015; this needs to continue and further improve if we
are to close the productivity gap with our G7 competitor
nations.

A ﬁnal thought
I read the following few words recently and thought they
offered an interesting perspective: ‘Success has its problems
but problems fuel success’. Unknown

Sad news of a past chairman
Ron Whitley, a past Chairman, passed away at the end of June
2016; news that was received by the members of Council and
myself with great sadness. Ron contributed greatly to the
modern Institute that we know today, providing a suitable
legacy that will serve us well into the future.
Julian Cutler
Chairman

There are signs that with the
UK’s recovery in output, there are
associated wage increases and a
recovery in productivity.
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EAST MIDLANDS REGION

Region visit to
Summer report
Gloucestershire and
Warwickshire Steam
Railway

T

O

n Saturday 14 May, a group from the West Midlands
Region visited the Gloucestershire and Warwickshire
Steam Railway, which is a volunteer run heritage railway
which runs along the Gloucestershire/Warwickshire border. The
railway was originally part of the GWR (Great Western Railway)
but the line was closed in the 1970s. The GWSR has restored
and reopened 12 miles (19km) of line, operating between
Cheltenham Racecourse and the site of Laverton Halt, and there
are plans to extend the line.
A very enjoyable day was spent riding the train through the
scenic countryside and exploring the railway and its facilities,
including Julian Cutler, the Institute National Chairman, trying
his skill as a railway signal box operator.
John Hopkinson
Chairman, West Midlands Region IMS

he East Midlands Regional Board and members have been
enjoying the recent warmer weather and avoiding the
infrequent showers. This is holiday time for many of our
members.
In August, our Chairman, Malcolm Towle and his wife
generously provided a summer bbq at their home in Lincolnshire.
Before this social event, the regional board discussed and
ﬁnalised a programme of activities covering the next 12 months,
and the arrangements which are required to be actioned.
Firstly, enquiries are being made regarding a visit to the Red
Bull plant and facilities (technical areas and manufacturing) at
Milton Keynes, Bucks. The preferred date is in mid-October.
Other potential visits which are being considered include:
1. The Toyota plant at Burnaston, south Derbyshire.
2. The Waitrose national distribution centre (409,000 square
metres site) at Magna Park Site, Milton Keynes, Bucks.
3. The ‘Catch’ organisation in north Lincolnshire which is
concerned with all aspects of the growth of the regional value
added situation.
Further details of the above will be made public as soon as possible.
John Davies, East Midlands Regional Secretary (0115 928 4953
or daviesj@bramcote.fsbusiness.co.uk)

SCOTTISH REGION

Sneak preview of 1
Adam Smith Close

T

he narrow vennel that takes you from Kirkcaldy, High
Street down to the waterfront reveals the restored path
to 1 Adam Smith Close. The building that sat in the
renowned economist’s garden will be the centre of plans to
bring him back home.
Key supporters were given a sneak preview of the new Adam
Smith Heritage Centre and Adam Smith Close, although the
formal opening will not be until September.
The preview took place the day after the UK’s vote to leave
the European Union, which led leading guest speaker Gordon
Brown, former MP and Prime Minister, who campaigned for a
remain vote, to say: “We are opening something big rather than
closing something big!” and “We are repairing something rather
than breaking it up!”
Councillor Neil Crooks, Chairman of the Kirkcaldy Area
Committee and Kirkcaldy’s Ambitions, said: “We are delighted to
have been part of these historic works that will see Adam Smith
given the deserved recognition as Kirkcaldy’s local hero”.
A closer look at 1 Adam Smith Close following the formal
opening in September, is a must!
Scottish Region Secretary

Bronze Bust of Adam Smith, housed in the New Heritage Centre
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Former members’ networking event

R

ay Martin and Mostyn Lewis were pleased to attend a
networking event of former members of the London
Association of Management Services Ofﬁcers. It is
always a pleasure to meet up with old colleagues to socialise
and exchange views on the changing face of productivity
improvement. It is a tribute to the bond established working
in the London Boroughs that even in retirement, a number of
people are motivated to make the effort to attend the group.
Shown in the photograph left to right: Brendan McCormack,
Steve Lemmon, Mostyn Lewis, Steve Moon, Roy Lewry, Brian
Laidlaw, and in front, Ray Martin.

OBITUARY
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Ronald Leslie Whitley

t is with sadness that we report the death of Ron Whitley
on 24 June 2016, at the age of 89. Ron was active within
the Institute for many years, holding the ofﬁce of National
Chairman from 1966 to 1969.
He also introduced the very successful concept of the
Specialist Groups into the Institute. Under his Chairmanship
of the Specialist Groups Committee, he was instrumental
in forming several very successful Specialist Groups that
provided a valuable service for the Institute’s members, by
staging many major conferences. One Specialist Group dear
to Ron’s heart was the Managers Group, which he chaired for
many years.
It was a mark of his commitment and involvement to the
Institute when at his funeral service, his cofﬁn was adorned
with a single wreath and a photograph of Ron wearing the
IMS Chairman’s Chain of Ofﬁce; the photograph was also
featured on the Order of Service, together with our Institute
Coat of Arms
Ron was always an active supporter of the Institute and
it was my pleasure to have spent 23 years as a member of
the Institute’s Council of Management with him. He always
offered wise guidance and encouraged progressive ideas
at the Council meetings. Ron was a man of action who was
not afraid to put in the hard work required to make things
happen. Ron was a very sociable man with a ready wit
coupled with sound judgement and it was always a pleasure
to be in his company
Ron will be sadly missed by his many friends within the
Institute and on behalf of the Institute, I pass our sincere
condolences to his wife Betty and children Nicola, Kate and Guy.
David Blanchﬂower
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Congratulations
IMS Members who have been awarded the IMS
Certiﬁcate in 2015

IMS Members who have completed all Three stages
of the Jafcon PIP Programme 2015

Wayne Essex

AMS

Mohammed Ateeq Salem

Allan Wilkinson

AMS

Aminah Tanweer Rahimun

AMS

Ahmed Al Rahma

AMS

Trinity Martin

AMS

Sean Cummins

AMS

Ahmed Mahmood Shubbar

AMS

Daniel Richardson

AMS

Ali Ahmed Ghurbal

AMS

Georgina Weir

AMS

Ali Zainal

AMS

Sadie Howton

Ali Jameel Al Ameer

AMS

AMS

Amer A. Hameed Mohammed

AMS

Alison Fox

AMS

Fatima Abbas

AMS

Kristofer Stecyk

AMS

Hussain Mansoor Ayyad

AMS

Mohammed AlAmeer

AMS

Hamish Donaldson

Gareth Stephens
Davy Cowie

AMS

Mona Ali

AMS

Nicola Fieldhouse

AMS

Sadiq Abdull Nabi

AMS

Simon Mason

AMS

Sara Hussain Busheeri

AMS

Phil Jennings

AMS

Yousif Abdulaziz Yousif

AMS

Bill Purewal

AMS

Yasser Allatif

AMS

Luke Adey-Rennard

AMS

Zubaida Mahmood

AMS

Todd Davis

AMS

Sara Al marzooq

AMS

Jonathan Kelly

AMS

Kawthar Haji Nasser

AMS

Greig Robertson

AMS

Danya Samir Alalaiwat

AMS

Richard Light

AMS

May Fuad Taqi

AMS

Paul McCaffery

AMS

Mohammed Taheri

AMS

David Gordon

AMS

Nasser Bujandal

AMS

Steven Stockwell

AMS

Alaa A. Latif Abdulla

AMS

Tom Woods

AMS

Ahmed Al-Shehabi

AMS

Paul Crippin

AMS

Nasreen A. Muneim

AMS

Richard Kurankye

AMS

A.Rasool Shukralla

AMS

Luke Satchell

AMS

Hasan Eid Basheer

AMS

Martin Whitehurst

AMS

Ahmed Hatem Abbas

AMS

Helen Goddard

AMS

Mohammed Al-Binjassim

AMS

Tim Gordon

Abdulla Al-Yaqoob

AMS

Paul Cox

Nawaf Ahmed

AMS

Mohammed Sarhan

AMS

Mohammed Adel

AMS

Paul Edwards
Georgios Valianis

AMS

Darren Bell

Mahmood A Rahman

AMS

Kieran Mistry

Hadi Hussain

AMS

Zaid Nawaz

Hisham Al-Sanad

AMS

Richard Isdell

Hassan Al-Tamimi

AMS

Chris Brewer

Fawaz Mohammed

AMS

Leila Pilkington

AMS

Yousif Al-Qattan

AMS

James Crisp

AMS

Mahdi Jawad

AMS
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PRODUCTIVITY NEWS

T

SMEs must be the new
focus to solve the UK’s
productivity problems

he UK continues to have a productivity crisis,
with new government ﬁgures from the Ofﬁce for
National Statistics (ONS), detailing output per hour
since January, showing that with a growth of only 0.5%
from the last quarter, productivity is trailing 17% cent
behind an extrapolation based on pre-downturn trends.
This latest report indicates that nationwide measures
being taken to solve the so-called ‘productivity puzzle’ are
failing to make the wholesale improvements that will reset
the UK’s productivity levels.
Boosting productivity amongst small and medium-sized
enterprises (SMEs) must become a priority, but it requires
a bespoke approach to meet the speciﬁc needs of these
companies. Research from Albion Ventures has shown that
50% of SMEs believe that their productivity will increase.
Among these companies, the most inﬂuential factor on
output is expected to be the level of skills within the
organisation.
However, SMEs, which employ 60% of the private sector
workforce, face continuing barriers to developing their
human resources, and embark on up to 50% less training
than larger ﬁrms. Skills development can be a resource
intensive activity for SMEs, but The Open University’s
Trends in Learning Report 2016 highlights how technology
is enhancing the effectiveness and efﬁciency of training for
smaller enterprises.
Steve Hill, Director of External Engagement at The
Open University, comments: “Most leaders would easily
agree that employees are the biggest asset their company
has, with the most potential to transform their business
outcomes. Yet it’s often the case that larger businesses
are relying on technology to improve their output levels.
Instead it’s Britain’s smaller companies who are aware that
people will always be key to productivity.

UK behind in productivity and
innovation in the digital economy

T

he Barclays Digital Development Index benchmarks ten
countries around the world on their readiness to compete
in the digital economy. The study, which attributes an
overarching ‘digital empowerment’ score to each nation, ﬁnds
that the UK comes in just fourth place behind new and emerging
‘digital tiger’ economies Estonia, South Korea and Sweden.
The research highlights a disconnect between policies to
support digital engagement in the UK, which score well overall,
and a lack of conﬁdence in digital skills at an individual level
among British workers.
The Index ﬁndings also indicate at only 16% of people in the
UK would be very comfortable building a website, compared to
39% in Brazil and 37% in India.
Ashok Vaswani, CEO of Barclays UK, says that London and the
UK urgently need to make sure that the UK has the digital skills
and expertise to compete globally across all sectors and industries.

PRODUCTIVITY NEWS
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UK receives
second lowest
public holiday
entitlement in
the world

F

inland has the most generous provision of public holidays
(15) in Europe, followed by Spain (14) whereas Hungary,
the UK and the Netherlands, have the fewest (8).
Employees in India and Colombia beneﬁt from the greatest
number of public holidays in the world, whilst Mexicans
have access to the least, according to data from Mercer’s
Worldwide Beneﬁt and Employment Guidelines. The report
is used by HR directors of multinational companies to help
deﬁne the employee beneﬁt policies in the countries in
which they operate. It provides an overview of mandatory
and private beneﬁt practices, statutory regulations and
employment conditions across 64 major economies. The data
also shows that UK employees receive the second lowest
public holiday allowance and are entitled to only eight days
each year.
Austria has 12 public holiday days, while Sweden, Italy,
France and Denmark all provide employees with 11 public
holidays. Belgium, Luxembourg, Norway and Portugal all have
ten. Germany typically celebrates nine public holidays but this
varies between states (Bundesländer) so some employees can
receive up to 13. Interestingly, Norway and Sweden do not
count Christmas Eve and New Year’s Eve as public holidays
although these are treated as such by employers.
In Central and Eastern Europe (CEE), the Turkish
Government mandates the greatest number of public holidays
(14.5) followed by Russia (14) and Slovakia (13). The Czech
Republic and Lithuania both have 12 public holidays, followed
by Croatia (11), Poland and Ukraine (10) and Serbia and
Romania (9).

Does Britain need to review public holidays

A

survey, conducted by virtual assistant specialists AVA, has
revealed that 51% of UK residents are unhappy with the
number of public holidays in Britain and how they slot
into the calendar.
The older generation (55-64) were the age group most behind
a change in the current system – with 59% wanting a reshufﬂe.
52% of 35 to 44-year-olds were happy with the present schedule
– surprising as this is a key demographic for parents with
dependent children.
53% of women were in favour of a change, 45% of businesses
are affected by public holidays
While public holidays beneﬁt retailers, for the wider economy

it’s a totally different story. According to statistics from the
Centre for Economics and Business Research in 2012, each
Bank Holiday costs the country £2.3 billion in lost productivity.
Removing public holidays, meanwhile, could save £19 billion.
In terms of small businesses, the impact of Bank Holidays
depends on the type of company they are. Many independent
enterprises – such as pubs, restaurants, hotels and retailers –
account for 15% of Bank Holiday proﬁts. Whilst the hospitality
industry beneﬁts from the increase in trade, the more industrial
businesses tend to be hit the hardest.
Clearly a re-structuring of public holidays and the way it is
done could assist with increasing productivity levels in the UK.
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OECD urges
Turkey to
implement
reforms to lift
productivity

Councils not on
track for smart
city delivery.

L

ucy Zodion has published new research into local
government attitudes and progress towards smart cities,
ﬁnding that the majority of councils are not on track and
face major barriers to implementing smart technology, from a
lack of leadership to no clear strategy or direction from leaders
down the line.
The research reveals that smart cities are not deemed a
strategic priority for the majority of councils in the UK, and
identiﬁes barriers to delivery that are stiﬂing progress in many
local authorities. Without a clear roadmap to delivery from
Government and a coherent, cost-effective approach, the UK risks
lagging behind other countries with an inconsistent and delayed
roll-out of smart cities.
187 councils from across England, Scotland, Wales and Northern
Ireland were contacted as part of the research, commissioned
by street lighting experts Lucy Zodion and conducted by
independent research agency DJS Research. A signiﬁcant gap was
identiﬁed between those councils leading the way on smart cities
and those not yet engaged: over 80% had little to no involvement
with smart cities and few had named smart city leads or teams

PRODUCTIVITY NEWS

I

n a recent survey, the Organisation for Economic
Co-operation and Development (OECD) urged the
Turkish government to put its promised reforms in
education, governance, labour and taxes into action,
noting that they had been delayed by repeated elections.
The OECD has indicated that Turkey needs to invest more
in education and research, deepen trade agreements and
strengthen the rule of law, if it is to increase productivity
and boost its exports.
“Turkey is no longer experiencing ‘boom-and-bust’
cycles, but external deﬁcits expanded and the net external
investment position has deteriorated somewhat over
the past decade,” the OECD said. “In a difﬁcult political
context and amid four national elections over 2014-15,
implementation lagged.”
The Parliament has passed a package of laws meant to
encourage investment and improve the business climate,
including measures to cut bureaucracy and costs for
employers, as well as steps to increase individual savings by
making pension schemes more attractive.
The OECD said Turkey’s economy, which grew a higherthan-expected 4.8% year-on-year in the ﬁrst quarter,
had remained resilient under adverse conditions, and
that stronger growth was within reach if reforms were
delivered. It also called for a strengthening of the rule of
law, judicial independence and the ﬁght against corruption
to improve the investment climate.

managing smart implementation. The ﬁndings indicate that the
UK risks a three-tiered approach to smart cities delivery, with
those early-adopters who have secured funding striving ahead,
leaving those without resources unable to make progress, and
many more still yet to grasp the potential beneﬁts available.
Five major barriers to delivery were highlighted during the
research: a lack of funding, a lack of internal prioritisation, a
lack of evidence, insufﬁcient collaboration, and a general lack
of conﬁdence amongst council leaders. A model of momentum,
identifying six key stages on a council’s road to smart cities, also
maps out the lag between those leading in smart cities and those
yet to engage.
John Fox, managing director of Lucy Zodion, said: “Local
authorities hold the key to unlocking the beneﬁts of smart
connected cities, yet this research has identiﬁed fundamental
barriers to a consistent and cost-effective roll-out and signiﬁcant
differences to the approach to smart cities across the country.
“It is evident that we need leadership to make smart cities
work: leadership from government to provide a clearer path
to delivery and leadership from local authorities to create an
over-arching strategy to suit individual cities. It is only when
councils are able to make smart cities a strategic priority and work
together to implement them efﬁciently, putting the citizen at the
centre of their plans, will we be able to realise the potential of
our future cities.”
The full report is available on Lucy Zodion’s smart cities online
hub, along with smart city news and resources:
www.citihorizons.com for more information.
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BOOK REVIEW

Managing for Happiness Project Resilience
Author: Jurgen Appelo
Publisher: Wiley (2016)
ISBN: 9781119268680
Pages: 279

Authors: Elmar Kutsch, Mark Hall, Neil Turner
Publisher: Gower (2015)
ISBN: 9781472423634
Pages: 222

Jurgen Appelo is pioneering management to help creative
organisations survive and thrive in the 21st century. He is the
inventor of Management 3.0 workshops and CEO of the global
business network Happy Melly. The book offers concrete games,
tools, and practices for all workers and seeks to answer many
common leadership questions.
The book is ﬁlled with ideas for how to encourage better
communication and collaboration between people within the
organisation. The book refers to these as ‘games’, But actually
they are teambuilding exercises which also produce results that
can be used to grow people’s knowledge and understanding. I
suspect those undertaking the suggested exercises within the
book, will enjoy the experience and feel more fulﬁlled in having
gone through the exercises.
The book should prove to be an excellent resource to aid
motivation, change the culture, and improve productivity and
innovation within the organisation.
My one concern is the physical format of the book which is
wider than it is in height and as such is not easy to handle when
reading. It does however have excellent illustrations and the
internal layout is visually appealing.
Jurgen’s book should be on every leader’s bookshelf! This
book is full of exercises you can start to practice tomorrow with
your teams and is highly recommended if you wish to improve
the productivity and efﬁciency of your company.

As the title suggests, Project Resilience is about making projects
and project managers more resilient. In writing the book
the authors seek to help project managers understand that
resilience requires that they notice more, interpret adversity
more realistically, prepare themselves better for it, contain and
recover from it quicker.
The book has two purposes: it offers a glimpse into our
tendencies to be irrational in the face of adversity: risk,
uncertainty and complexity. The second purpose is to offer a
new perspective to aid in managing risky, and in particular,
uncertain and complex projects.
Central to improving project performance is the application
of risk management processes to reduce human error
and to promote reliability. The authors have produced a
comprehensively researched book that provides fresh insights
and perspectives to help the most capable project managers to
manage risk and deliver change, in an increasingly efﬁcient and
productive way. Equally, the book is an excellent reference book
for those starting out on a career in project management.
This book is a must read for anyone interested in project
management and aims to improve the understanding of the
‘practice’ of project management in all its forms and to provide
useful, thought-provoking approaches to separate the myths
of the subject matter. There are many practical tips for the
practitioner set out by authors that clearly explain the subject
matter.
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BOOK REVIEW

Project Leadership

Misplaced Talent

Authors: Sarah Coleman and Donnie MacNicol
Publisher: Gower (2015)
ISBN: 9781472452801
Pages: 296

Author: Joe Ungemah
Publisher: Wiley (2015)
ISBN: 9781119030942
Pages: 193

This classic text book on project leadership has substantially
been rewritten by Sarah Coleman and Donnie MacNicol, and
introduces new material that reﬂects on the changing world
of projects and leadership. The authors review the nature of
the leadership role in projects, why it is signiﬁcant and how
it impacts the processes throughout the project lifecycle from
shaping and scoping, start up and delivery, through to project
closure. The authors put considerable emphasis on a set of
core capabilities around the themes of vision and strategy,
relationship building, communication and engagement.
Effective project management is essential to the success of
both public and private sector organisations, and there is a
myriad of reference material on the subject. What makes Project
Leadership (third edition) different, is the relevance it brings
to the modern day complexities and fresh challenges created
by the demanding pace for change. The book provides the
information that will allow the reader to improve their skills and
knowledge of project management and apply them in this fast
changing world.
The authors have produced a clearly written and structured
book that contains both the theory and practical information,
coupled with clear and informative diagrams and illustrations.
It is a book that provides a very good overview of project
management and the ingredients necessary to ensure success.
This latest edition has retained and built on the range of
simple, imaginative and very applicable models and perspectives
developed by the previous authors. Every project leader, aspiring
project leader and organisation with project management
communities should own and use a copy, as it will be a valuable
handbook for anyone wanting to improve their project
leadership skills.

Misplaced Talent takes a hard look at the cluttered ﬁeld of
Talent Management, and offers a clear guide to making better
people decisions in any organisation. The book sorts through
the tools and techniques developed over the last century, to
examine their true relevance to the modern workplace. You ll
learn which activities show the greatest potential to improve
the lives of employees and the organisations they work for,
and identify which of your existing practices don’t really add
enough value to be worth the expenditure of time, money, and
potentially lost talent.
The author has found the right balance between describing
the historical context and foundational research for each topic,
mixed with his own editorial commentary and real-world
examples. The book was easy to read and clearly explains
the concept between the science and practice of talent
management.
The book is well written and not only describes how to best
manage people, but also why certain approaches are better than
others. It challenges you to think outside the latest buzz words
or talent management ideas and think critically about why and
how to approach your most valuable asset, people.
The author asks you to make up your own mind about which
approaches work best for your own speciﬁc talent decisions,
but provides the best theory and practice available today as a
foundation upon which to formulate a more relevant strategy.
This book can be an easy read for more general concepts or a
comprehensive study into any topic area. This is, by far, one of
the most comprehensive, clearly-written and thoughtful reads
on talent management available, and is highly recommended
for any talent management practitioner.
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An economic perspective
of the MINT nations
This four part series examines the emerging economies of the MINT1 nations. In
the third paper, the author examines Nigeria – its immediate past, present and
future political, economic and social challenges. By Dr John McManus.
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Table 1: Nigeria Gross Domestic Product (2006 – 2015)
Source Knoema statistical database, GDP by country (1980 -2015)

National vision, strategy and challenges
The Federal Republic of Nigeria (Nigeria for short) is a country
with a population of approximately 178 million. The geographical
location of Nigeria is on the Gulf of Guinea in Western Africa. It
is between Benin in the West and Cameroon in the East. In the
North are Chad (NE) and Niger (NW). The lower course of the
Niger River ﬂows south through the eastern part of the country
into the Gulf of Guinea. Nigeria covers an area of around 924
thousand square kilometres. Abuja, the capital since 1991, has a
population of more than one million. English is Nigeria’s ofﬁcial
language, although many local languages such as Hausa, Yoruba,
Igbo and Ijaw are also spoken. Nigeria is abundant in natural
resources, which include oil, natural gas, tin, iron ore, coal,
limestone, niobium, lead, zinc and arable land.
Oil was discovered in Oloibiri, in Nigeria’s Bayelsa State, in
1956 and Nigeria joined OPEC (Organization of the Petroleum
Exporting Countries) in 1971. The oil and gas sectors account for
about 35% of gross domestic product, and petroleum exports
revenue represents over 90% of total exports revenue.
In 1960, Nigeria became self-governing from British colonial
rule and was administered at the centre by the Federal
Government and three regional Governments in the east, west
and north of the country. In 1963, the Midwest Region was
carved out of the Western Region making a federation of four
Regions. Today Nigeria is a Federal Republic composed of 36
States, and a Capital Territory, with an elected President and
a Bi-cameral Legislature. It operates the Presidential system
of government with three distinct but complementary arms,
namely the Executive, the Legislature and the Judiciary, each
arm as a check on the other two. In March 2015, Muhammadu
Buhari (All Progressives Congress (APC) party) was elected
President2 of Nigeria, succeeding Goodluck Jonathan and the
People’s Democratic Party (PDP), which has dominated the

political scene since the end of military rule in 1999.
Nigeria is the ‘22nd’ richest economy in the world3 and Africa’s
largest economy, with a Gross Domestic Product (GDP), of
approximately USD 493 billion (Table 1). Since joining OPEC, oil
has been a dominant source of Government revenues. Regulatory
constraints and security risks have limited new investment in oil
and natural gas, and Nigeria’s oil production contracted in 2012
and 2013. All the same, the Nigerian economy has continued
to grow at a rate of 6%-8% per annum, driven by growth
in agriculture, telecommunications, and services. Under the
Presidency of Goodluck Jonathan, there was an economic rebasing of its economy, and although the Nigerian administration
can claim success in economic diversiﬁcation and growth, such
growth has not translated into any major decline in poverty
levels. Today over 60% of Nigeria’s 178 million people live in
extreme poverty.
The classic view of economic development is seen as a
process associated with steady increases in output of goods
and services, followed by improvements in the quality and
variety of the available goods and services, growth in per
capita income, and improvement in the distribution of wealth
among the citizens. In this context much of Nigeria’s wealth
is generated from petroleum exports. However, Nigeria, like
other oil-exporting countries, has experienced a sharp decline
in oil revenues because of the fall in global oil prices which
saw the price drop from USD 118 per barrel (Pb) in June 2014
to about USD 50 Pb in January 2015. Aside from petroleum
exports, Nigeria is also highly dependent on non-oil exports
which include cashews, sesame, shrimp and prawns, tantalite
and certain other minerals, cocoa beans, and leather products.
Notwithstanding the Government’s efforts to embrace incentives
aimed at encouraging non-oil exports, these commodities have
also faced tough markets demands and balance-of-payments
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deﬁcits. General barriers to increased exports are primarily
domestic, including inadequate infrastructure (including
transport and telecommunications), high cost of capital,
expensive and unreliable utilities, high tariffs on imported
inputs, and burdensome regulations. Sector-speciﬁc barriers in
the agricultural sector include high taxes on agricultural exports
and insufﬁcient irrigation systems4.
Nigeria’s trade balance5 is heavily inﬂuenced by developments
in the international oil market, as the country is both a major
exporter of crude oil and an importer of petroleum products.
The top ‘export’ destinations of Nigeria are India, the United
States, Brazil, Spain and the Netherlands. The top ‘import’
origins are China, the United States, the Netherlands, Belgium,
Luxembourg and India. Nigeria’s current-account balance in 2014
was 37 billion USD down 28 billion USD from 2012. This decrease
was mainly due to crude oil prices on the open market and
an increase for imported goods (a lower trade-balance is also
estimated for 20156). Nigeria faces a medium-term challenge
in managing the balance of payments related to the fact that,
given the present volatility in oil exports, the pace of import
growth is likely to impact on Government revenues for the
foreseeable future. Declining oil revenues are likely to reduce
budgetary expenditure for infrastructure and development
projects. Arguably, the effective ﬁscal management of oil
wealth in Nigeria is related to issues in federalism7. In Nigeria,
the ﬁscal reserve is owned and managed not only by the
Federal Government, but by the 36 Nigerian States as well.
Consequently, a national consensus is needed to support a
strong institutional base for its ﬁscal policy that is essential
to Nigeria’s success and stability. The longer-term challenge,
however, is to create jobs and reduce poverty, whilst moving
to lower oil dependency to stimulate a more diversiﬁed and
competitive, investment-driven, economy.
Job creation8 and poverty reduction in Nigeria are not keeping
pace with population growth, implying that the number of
underemployed and impoverished Nigerians continues to grow.
With a median age of 14 and population growth at close to 5%,
the very stability of the country depends on a major acceleration
in the creation of jobs, opportunities, and basic social services
for the population. In understanding how the labour market
in Nigeria operates it is necessary to differentiate, not between
employment and unemployment, but between being part of
the ‘formal’ economy and being part of the ‘informal’9 economy
as conventionally deﬁned and, for the employed, the incomes
generated by the job. As previously implied, many Nigerians
work within the informal economy where income earnings
opportunities for young adults, those aged 15 to 25, are and

where access to health, social care and education (literacy rate is
low at 60%), are equally limited.
The question of how jobs can be created is a critical question
facing the Nigerian Government. This issue is seen as even more
pressing for young people who are both a high proportion
of Nigeria’s population and one for whom a lack of jobs is a
particularly acute problem. To stimulate job creation the Nigeria
Industrial Revolution Plan (NIRP) and the National Enterprise
Development Programme (NEDP)10, was launched in February
2014, by President Goodluck Jonathan, the NIRP set the stage
for a revival of industrial, micro, small and medium enterprises
(MSME) development in Nigeria. The objective of the NIRP was
to stimulate job creation, whilst increasing the contribution of
the non-oil sector to accelerate growth in those industries where
Nigeria has comparative and competitive advantages such as
the processing of food and agricultural products, metals and
solid minerals processing, oil and gas related industries, and
construction, light manufacturing and services.
Launched simultaneously with NIRP, was the National
Enterprise Development Plan (NEDP), designed to deliver
growth within Nigeria’s micro, small, and medium enterprises.
The aim is to unlock the potential of Nigeria’s MSME sector by
resolving many of the problems that most small businesses face
such as access to ﬁnance11, access to markets12, weak business
development, shortage of technical skills, lack of infrastructure,
and insufﬁcient market information.
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Inward and outward foreign direct investment (FDI)
In most emerging economies, domestic private capital has proven
to be insufﬁcient in giving the economy the required boost to
meet its growth target because of the disparity between capital
requirements and domestic savings13. As a result, most emerging
economies create environments that attract FDI14 to augment
domestic assets. According to the Organization for Economic
Co-operation and Development15 (OECD) FDI provides a means for
creating direct, stable and long-lasting links between economies.
Under the right policy and legal environment, it can serve as an
important vehicle for local enterprise development, and it may
also help improve the competitive position of both the recipient
and the investing economy. In this context, Nigeria’s investment
law allows an appropriate treatment and protection of foreign
investment. It has provisions for capital assets depreciation
allowance, provides against nationalisation, expropriation and
compulsory purchase of company assets.
Motivated by the globalisation phenomenon as promoted by
the World Trade Organisation (WTO), which seeks to advance
free movement of capital across economies, the Nigerian
Government in 1995 promulgated ‘two basic laws’16 to regulate
the participation of the private sector and facilitate free
transferability of capital in and out of the economy; the Nigerian
Investment Promotion Commission Act 16, 1995 and the Foreign
Exchange (Monitoring and Miscellaneous) Provisions Act 17, of
1995. Since the promulgation of these laws, the Government of
Nigeria has vigorously pursued economic policies and regulatory
frameworks that promote equitable rights and privileges for
investors irrespective of nationality in the economy. Disputes
between an investor and any entities of the Government of the
Federal Republic of Nigeria, which cannot be amicably settled,
may be submitted by an aggrieved party to arbitration, in
accordance with Nigeria’s Arbitration and Conciliation Decree
1988 or within the framework of any bilateral or multilateral
agreement on investment protection to which the Government
and the investor’s country are parties or in accordance with any
other national or international machinery for the settlement of
investment disputes as agreed to by the parties. Nigeria’s general
legal environment, which is based on English common law,
further upholds the sanctity of contracts and the rule of law.
The incentives that are available to investors include tax relief,
legislative provisions pertaining to taxes and repatriation of foreign
capital investment at any time of capital appreciation of the
investment. Both NIRP and NEDP initiatives are aimed at generating
a favourable climate for FDI and other forms investment. Key
pillars of Nigeria’s strategy include improved macroeconomic
management, reform of the ﬁnancial sector, institutional
reforms, privatisation and deregulation, and improvement of the
infrastructure. The importance of infrastructure for economic
growth and development cannot be overemphasised. The poor
state of electricity, transport and communications is a major
handicap for doing business in Nigeria. Inefﬁcient infrastructure
is perceived by many Western and Asian investors to be a threat.
As an illustration, the poor condition of roads, along with (often)
multiple check points that impose huge costs and delays on
transportation, discourage investors contemplating investment
opportunities (outside Abuja). Equally, questions about less reliable
power supply in outer areas (such as Kamo, Oyo, and Kaduna) are
still another major cause for concern. Although Nigeria has seen
strong compound growth in FDI projects of close to 20% since
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2007, the average value of projects has declined; this reﬂects the
growing diversiﬁcation of investment within the Nigerian economy
and investment risk (Table 2).
To boost investor conﬁdence and to counter threats within its
economy, the Nigerian Government in 2012 began to build up its
ﬁscal reserves for the ﬁrst time since 2008, which had a notable
positive effect on the expectations of investors. This, combined
with higher interest rates and better access for foreigners to
Nigerian ﬁnancial markets, started attracting substantial foreign
inﬂows to the Government bond market17. The US, South
Africa, UK, India, and Canada are the top ﬁve investors into
Nigeria. A number of French corporations are also prominent
in the processing, oil and construction industries. For example,
TotalFinaElf is a leading distributor, and Peugeot is the largest
Nigerian car-maker.
More than 50% of the FDI capital invested into Nigeria
since 2007 has been into the capital intensive resource sectors
(primarily oil); nearly 50% of FDI projects are service orientated.
There has been particularly strong growth in investment into
telecommunications18, with the sector attracting 23.9% of FDI
projects between 2007 and 201319. Growth in investment into
other service sectors such as ﬁnancial services, consumer products,
and tourism and business services, further highlights the growing
opportunities emerging in these sectors.
In general, a country’s inward FDI position is made up of
the hosted FDI projects, while outward FDI comprises those
investment projects owned abroad. One of the most salient
features of today’s globalisation is the conscious encouragement
of cross-border investments, especially by transnational
corporations and ﬁrms. In this context, most of the outward
FDIs by Nigerian companies have been in the ﬁnancial services
sector, for example First Bank of Nigeria Plc has opened ofﬁces
in South Africa and the Democratic Republic of Congo, as well
as in London, Paris, Beijing and Abu Dhabi. GTBank has ofﬁces
in Cote d’Ivoire, Gambia, Ghana, Liberia, Sierra Leone, and the
United Kingdom, while United Bank of Africa (UBA) has ofﬁces in
19 other countries, including the United Kingdom and the United
States. In the telecommunications sector, Globacom Limited
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operates in the Republic of Benin and Ghana, and has also
acquired licenses to operate in Côte d’Ivoire. It has a reputation
as one of the fastest growing mobile service providers in the
world and aims to be recognised as the biggest and best mobile
network in Africa21.
Privatisation and regulatory reform have been adopted by
successive governments as the solution to the predicament
of poor performance of formerly state-owned enterprises,
and as the means to achieve improved economic prosperity.
Many indigenous Nigerian companies have developed beyond
expectations and having captured large shares of the Nigerian
home markets, decided to tap into global markets with increased
competitiveness. They have expanded into other parts of subSaharan Africa, Europe, North America, Asia and the Middle East.
As an illustration, Nagode Group is a manufacturing, distribution

and logistics ﬁrm based in Lagos. Incorporated in 1988, the
company slowly diversiﬁed its business away from the textile
industry. Today, its revenue is roughly $200 million per year, and it
has ofﬁces in Cameroon, India, China, South Korea and the United
Arab Emirates. A recent initiative by the Nagode Group, is setting
up a comprehensive modern diagnostics facility in Lagos to bring
world class pathology and radiology to the nation. Their vision
is to serve Nigeria through customised testing regimes for needs
of local markets. Other ﬁrms include Notore Chemical Industries
Limited, a fertiliser and agriculture company that focuses on
green development. Based in the strategic port of Onne on
the Niger Delta, Notore operates the only plant in sub-Saharan
Africa that manufactures urea, a by-product of the oil and gas
industry. By making fertiliser more accessible to farmers through
its supply chain and pricing, Notore22 is helping stimulate the local
production of foods, such as rice and sugar, helping to decrease
the country’s dependence on imports.

Security and international trust
Good government is founded on three values: legitimacy,
accountability, and capacity. To explain, the legitimacy or
credibility of the government is essential both for its revenue
generation and service delivery. Credibility is a function of both
the nature of its electoral legitimacy or mandate, and its ﬁdelity
to the norms of political behaviour. Implicit in the political,
institutional, and service delivery dimensions of government is
the assumption that there is the institutional capacity to fulﬁl
these functions. This institutional capacity is to be found in the
independence and abilities of the judiciary, civil service, and
bureaucracies of government to police the rules without which
government becomes both whimsical, arbitrary, and personalised.
In a large country like Nigeria, a division of resources, authority,
and responsibilities between different tiers of Government is
critical, not only for ensuring effective service delivery to the
population, but for achieving growth and stability on a national
scale. The Federal Government in Nigeria receives close to half
of all consolidated revenue and has primary responsibilities in
infrastructure, utilities, and security. The 36 Nigerian States and
their respective local governments are responsible for most social
services and local infrastructure. States operate with a rather high
degree of autonomy in regulation and the allocation of resources
in these and other areas23.
Since independence, a notable surviving legacy of the
successive political leaderships, both civilian and military, that
have managed the affairs of the country at different times, has
been the institutionalisation of corruption in all agencies of
the public service, which, like a deadly disease, have spread to
the private sector of the country. Problems in governance have
hindered the ability of Nigeria to translate its resource wealth
into the infrastructure and public services needed for a take-off
into sustainable and diversiﬁed growth. As in other countries,
the ability of the public to hold Government ofﬁcials accountable
depends on the degree to which information on public ﬁnances
is monitored and available for the scrutiny of civil society. In
Nigeria, much ‘too little’ of this information is currently available
at every level of Government. Without exception, Nigerian
administrations have long been criticised for their inefﬁciency,
politicisation, corruption and absence of productivity. This is
because past political leaders have used their inﬂuence to favour
their supporters through excessive employment, regionally
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targeted investments and deliberate under pricing of products or
overpricing of inputs from politically connected suppliers. Corrupt
practices among the political class have resulted in undermining
the growth and stability of the nation’s trading and ﬁnancial
system. As Nigeria seeks further investment, corruption tends to
thrive more and impede the country’s ability to attract overseas
capital. Corruption has also damaged economic development and
reforms and if adequate care is not taken, it will hinder the future
growth of its democratic institutions.
Although there is no widespread or comprehensive deﬁnition
as to what constitutes corrupt behaviour, the most prominent
deﬁnitions share a common emphasis on the abuse of public
power or position for personal advantage. The Corruption
Perception Index (CPI) released annually by Transparency
International24 has consistently listed Nigeria among the most
corrupt nations of the world (ranked 136 out 175 in 2014).
Perhaps the most tragic effect of corruption on Nigeria has
been the failure of the country to attain its economic potentials.
Despite its substantial natural and human resources, Nigeria
remains desperately poor due to bad management of its wealth
by successive corrupt Governments. Today, Nigeria is one of the
poorest countries in the world. It’s GDP per capita of $2884 leaves
it in 126th position among other countries in 201525.
Some world leaders argue that it is difﬁcult to address the
problem of corruption and governance in Nigeria in isolation
of the rest of Africa. Arguably, corruption is not just a Nigerian
problem; it is a problem for Africa and for development to which
African countries collectively lose an estimated 25% of GDP or
about $124 Billion annually26. Nigeria merely illustrates to scale, a
problem that every African and indeed developing country also
confronts. To quote José Ugaz, of Transparency International:
“Countries at the bottom need to adopt radical anti-corruption
measures in favour of their people. Countries at the top of the
index should make sure they don’t export corrupt practices to
underdeveloped countries.” It could be argued that accountability
which focuses on the economic interest of shareholders at the
expense of public interest, fails to discharge accountability
within the notion of the general agency principle of social
responsibility27. In theory, stricter penalties and sanctions have
the potential to curb corrupt practices, but the prospect of these
being introduced in Nigeria, as history shows, is unlikely. More
severe penalties should be imposed on directors of companies
and threats of corporate closure should be entrenched in a global
agenda against corruption.
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Managing the
chaos of panic
Getting the best out of a team that is in a crisis scenario.
By Emelye Coleridge and Dr David Parker.
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P

anic is a sudden sensation of fear which is so strong as
to dominate or prevent reason and logical thinking,
replacing it with overwhelming feelings of anxiety and
frantic agitation consistent with an animalistic ﬁght-or-ﬂight
reaction. Panic may occur singularly in individuals or manifest
suddenly in large groups as mass panic1. In a business context
we see panic manifest itself continually. So how do we recognise
its magnitude and what should we do to manage the emergent
consequences?
Panic inducing scenarios are faced on a daily basis by crews
from the armed services, ambulance and police, and there is
signiﬁcant training that goes into preparing these teams for
such situations. Arguably, there is insufﬁcient preparation for
similar crisis scenarios in industry; and improved outcomes
can be gained by preparation in advance, and greater
understanding of what leads a panic scenario.
Have you ever watched a news story where a disaster has
happened and the crews are trying to save lives and property?
How do they manage their own inbuilt ﬁght/ﬂight response and
how do they best manage those around them?
Here we seek to look at the use of preparation training and
response techniques that are currently well implemented by
emergency services teams in crisis scenarios, and how similar
preparation and directed management used in a business
context can deliver the best outcome.

The art of preparation
There is truth in the saying that those who fail to plan, plan
to fail. This is equally true of planning and preparing for a
response to a crisis situation.
The BBC recently produced an inside look into the Royal
Marines training institute2. One of their key learning outcomes
was to expose the new recruits to as many different combat
scenarios as possible to give the recruits the best head-start
possible when they hit the battleﬁelds. This early preparation
may give them the advantage that could be enough to save
their life.
This training, and similar received in the emergency services
and other armed forces, reinforces the idea of preparing people
in advance of an incident or rapid change scenario. For example,
in the construction industry there appears to be a realisation
of this and it is moving towards undertaking training courses
geared towards emergency response to incidents, which teach
team leaders how to respond to a crisis.
In the rail sector of the construction industry, extensive
planning for railway possession shutdowns is used to ensure
a successful outcome over a limited timeframe, and high
pressure period. The planning includes thorough detailing and
programming of the work in advance, co-ordination meetings
between various disciplines and worksites and a constant
monitoring of progress throughout.
These management techniques implemented early and used
consistently throughout the planning period, and also during
the event, are a very effective way of managing the pressure
driven by a mandated re-opening time.
Rail possession planning looks ﬁrstly at what is to be delivered
during the shutdown and then also at what can go wrong
with the plan. Contingency measures are put in place in line
with the old saying ‘it is better to be looking at it than looking
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Training given in the emergency
services and the armed forces,
reinforces the idea of preparing
people in advance of an incident
or rapid change scenario.

for it’ when trying to beat the clock to re-open a stretch of
railway line. These techniques mean that the team knows where
their additional resources are to deal with any unforeseen
eventualities.
The development of an incident response chart to cover a
wide range of often repeated incidents, has also assisted in
giving leaders the tools to manage a team that is suddenly
immersed in a panic scenario. The response chart shows who
to call, what to record and what to manage, in the event of
an incident on site. This takes some of the reactive thinking
out of the incident and allows people to calmly follow a set of
mandated rules and processes. The team leader can then allocate
tasks to different people who have the correct capabilities for
the requirements
Nonetheless, a broader understanding and use of pre-planning
and crisis tools would beneﬁt the construction industry3.
Teaching leaders to lead in a crisis is also very important and
currently not well implemented throughout the industry.
The incident response chart (see table, page 22) is a good
starting point, however, all the planning and preparation cannot
accommodate every scenario, and there will be times when a
team has to come together to deal with an unexpected and
undesirable crisis event. It is at this point that a well drilled and
exercised team outperforms any unprepared group.
Managing the team on the ground as such is very important
to the outcome of the event. Some authors4 have advocated the
use of different leadership styles in panic recovery situations.
For example, it has been identiﬁed that authoritarian and
autocratic leaders are better suited in this scenario, where
technical skill is required to solve a problem, and the team needs
to be guided into thinking, not just responding. This requires
the leader to morph between various leadership styles. Often
cited as an example of appropriate leadership under extreme
crisis conditions, this is how the famous explorer Shackleton
performed to such a high level to bring all his men to safety5.

Managing on the ground
When managing a crisis on the ground, Kotter’s eight step
process is a useful guide to getting the best from a situation6.
Initially, it is important to remember that the urgency is
already created. Where a highly skilled team needs to think
through a problem and determine a best possible solution,
adding additional pressure can lead to a breakdown in the team.
To this end, building a guiding coalition which can set the vision
is very important.
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Planning for an Incident in Advance
Many incidents on railway possession weekends are of a similar
nature. To comply with the Railway Safety Act and company
policies, the team has to respond to different scenarios by
notifying a range of staff and emergency crews and then
manage the situation and record/report progress.
Pressure on the management team is already high during
these weekend possessions to deliver the planned programme,

so when something goes wrong, the response is often to
either panic, or take a route that does not address the above
mentioned requirements.
The table below was developed as a simple ‘choose your own
adventure’ map to guide the worksite manager through the task
of allocating the right people to the right tasks, and ensuring
that the best possible response was achieved from the team.

In a crisis situation, building the core team needs to be
carefully monitored as a previously planned team may not
work if a strong candidate does not perform under pressure.
Likewise, there can be surprises from within the team where
average performers can suddenly step up and take a strong
leadership role to assist the team. The ﬁght or ﬂight response is
engendered differently in each person and also in each case. This
needs to be managed to ensure that people are not pushed into
the ﬂight response.
In the case of determining the vision, in a crisis there is
often already a best outcome and the leader’s role is to ensure
that the team will hit as close to this as possible. Technically
skilled people can lose sight of this end goal with their own
intermediate requirements. For instance, a skilled signaller for
railways may try to insist on testing that he needs carried out
for a future target, but if this is not necessary to get the railway
opened on a Monday morning, they need to be guided in the
correct direction.
Other authors discuss self-organised, self-managing teams and
the adverse reaction of many organisations to them5,7. The rail
industry differs from many other sectors, where self-managed
teams – rail, overhead wiring, signalling – are an integral part

of how a possession is delivered, with the teams operating at
an interdependent level. Strong existing relationships within
the team, between different disciplines and with the worksite
manager assist. The worksite manager role is therefore to
ensure that the communication is maintained, and the vision of
criticality is continually re-visited without micromanaging the
specialist crews.
Once the core group is established, the rest of the crisis team
members need to be engaged and given direction. A crisis, for
example, of a late opening of a railway or road, a major safety
incident or similar, gives a very strong motivator to enlist people
to help. The leader needs to direct these people and actively
monitor the situation to ensure that barriers are being removed
as the incident progresses.
The team needs to be kept up to speed to see that they are
gaining towards the end goal, even if this is an update every
hour on progress. This in turn, will maintain the momentum to
reach the best outcome possible in the scenario.
Sustained change from a crisis scenario is best managed by
a lessons learnt session after the event, to update the people
involved in the event as to what went well, and what could
have been done better. It also allows the learnings to be
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When managing a crisis on
the ground, Kotter’s eight step
process is a useful guide to
getting the best from a situation.

shared across the business.
Managing a diverse and technically disciplined team that
needs to be able to respond to varying inputs needs careful
management, with monitoring of reactions to stress and giving
the team the structure to perform as specialists.

Conclusion
Crisis scenarios are inherently ﬂuid and unforseen events, that
require as much preplanning as possible and a team that can
deal with constant change during the event.
A team that has prepared before the event has a better
chance of responding correctly to the crisis and will be more
receptive on the uptake of ideas, and more open to the
situation. The construction industry can look to learn from
the emergency services and the armed forces training which
prepares people for crisis scenarios. This can be achieved by
contingency planning, incident response procedures and
simulations of actual events.
Managing a crisis event to best encompass the skills of a
diverse teams needs a leader to keep the guiding vision, whilst
allowing and encouraging the team to think through their
responses.
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Trains delayed this morning – May 2015
For a possession management team, the unthinkable is to be
unable to hand back the track in time to open for trains on
Monday morning.
The Auburn Junction team faced this crisis in May 2015,
when heavy rainfall severely impeded the programme and
led to serious quality issues with ground compaction.
The Sunday worksite manager arrived at 2am to ﬁnd the
programme 12 hours behind with little hope of completing
the planned scope and a team that did not know how to
progress.
The worksite manager realised that the team members
were the only ones who could deliver, and needed them to
look past the consequences and simply focus on delivering
their sections of work. It was achieved by initially bringing
together the different discipline leaders and putting together
a realistic programme to re-open.
The plan was then communicated to senior management
both within the organisation and within Sydney Trains, so
that they could commence their own contingency planning –
running buses in the place of trains.
With a clear way forward, and the ‘comfort’ of knowing
senior people were aware of the issue and ready to assist if
possible, the team was able to focus on their technical ability
and complete the works.
Although trains were delayed on the Monday morning,
the team was recognised as responding well to the situation,
due to the early and ongoing communication of progress
and how the different disciplines worked together to get the
earliest opening time possible.
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The team needs to be kept abreast of what is happening. This
allows them to see the progress and respond to changes needed
in their own plans.
Further investigation of the training that other services (armed
and emergency) use would be advantageous to business and
industry to better prepare for crisis events. The current ad-hoc
response does not always provide the best outcome.
Undoubtedly crisis events can be better managed. Preparation,
training and careful management can contribute to achieving
the best outcome. Where panic scenarios and crisis management
is located in the management spectrum is debatable: is it risk
management, quality management, operations management,
continuity management or a leadership discipline in its own
right?
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Who
do you
miss
ﬁrst?
By Dr John Chamberlin.

Q

uite recently, a professorial friend and ex-colleague
forwarded an email from one of her professorial
ex-colleagues, who was seeking some pointers to any
‘management literature’ that might, ‘describe the kind of
organisational structure and management style that would
be conducive to the ‘bottom-up’ approach for which [he’d]
be arguing in the article’ that he was intending to write. In
other words, he’d continued, something along the lines of
Gary Hamel’s (2007) ‘argument for ‘reverse accountability’ in
making the case for some alternative to ‘Fordist’ management
arrangements,’ whilst also acknowledging that ‘these arguments
have been around for a long time.’ Quite correct, they have. It’s
just that, sadly, no-one seems to pay any attention to them.
The question reminded me of a short section of Tom Peters’
1985 video*, A Passion for Excellence, when he was talking to
John McConnell Snr, Chairman of Worthington Industries (at the
time a large US steel company), and Peters had asked him how,
in such a huge company, he managed the organisation without
a single company policy manual. McConnell, a big bruiser of
a man, leant across the table, chin-to-chin with Peters, and
answered: “Tom, I don’t know how to make this complicated
enough for you. People talk to each other!”
“Instead,” McConnell robustly continued, “there is a oneparagraph statement of philosophy, a ‘golden rule’: Take care
of your customers and take care of your people, and the market
will take care of you.”
Peters – not that he needed any further encouragement –
clearly took this on board, because when he was interviewed
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What do you and your colleagues as managers see, really see, when
you look in the eye of a ﬁrst-line employee?
in 1989 in a BBC 2 Business Matters programme, they showed
a video clip then of him asking the delegates at one of his
conferences:
“What do you and your colleagues as managers see, really
see, when you look in the eye of a ﬁrst-line employee? Do
you see a ne’er-do-well, who needs that span of control
of one to six which is present in your company, who’d
rip you off if you turned your back for more than 30 or
40 nanoseconds, who requires a 500-page policy manual
that tells you when to go to the bathroom; or do you see
a person, who could literally ﬂy to the moon without a
face-mask if only you would train the hell out of them, get
the hell out of their way and give them something worth
doing?”
And this is really quite fundamental, in a kind of McGregorial,
‘Theory ‘X’/’Y’-ish sort of way, because McGregor’s (1985/1960:
33) basic point was that, ‘Behind every managerial decision
or action are assumptions about human nature and human
behaviour.’ It’s these assumptions that govern – as Peters put it
– what you ‘really see’, when you ‘look in the eye of a ﬁrst-line
employee ‘. And, ultimately therefore, it governs how you treat
them; how you behave towards them.
In other words, if you maintain that old-fashioned ‘Theory X’
approach in your organisation, the ‘traditional view of direction
and control’ (ibid) – what Seddon (2003) refers to as ‘command
and control’ – then it’s highly likely that an equally traditional
‘top-down’, pyramidal structure will obtain.
However, if your organisation has taken even scant note of
any of the mountains of managerial research and developments
over the last century, perhaps conveniently starting with
McGregor’s ‘Theory Y’ approach – what he refers to as the
‘integration of individual and organisational goals’ (1985/1960:
45) – then there’s just a chance that some sort of ‘bottom-up’
or ‘inverted pyramid’ type of structure might have emerged,
and you might actually see your employees as people who, just
could, ‘literally ﬂy to the moon without a face-mask if only you
would train the hell out of them, get the hell out of their way
and give them something worth doing’?
Well, perhaps not literally...
Nonetheless, I think this is a serious issue, because so many
organisations in the UK are managed very badly, and that
often has to do with how you ‘really see’ your people, which
is predicated by the way you structure your organisation. John
Seddon referred to it as the ‘Sin of hierarchy’:
‘Notions of hierarchy and service are basically incompatible.
Hierarchy encourages people to the view that they are there
to serve the boss. In service organisations we should be
encouraging people to the view that they are there to serve
the customer. The re-education of management begins with

the destruction of hierarchical thinking… … At the very
least it means that managers must not demand that their
staff are always doing things for them, after all the staff are
there to serve the customer’ (Seddon, 2002: 30/31).
Claire Gascoigne, writing in The Sunday Times over a decade
ago, talked of this sin of hierarchy causing ‘bad results’:
“Traditionally, leadership has involved hierarchy: doing what
the boss says. But this can have sad and even bad results:
‘I was only following orders’ is now regarded as a sign of
failed leadership. This type of response, dubbed ‘destructive
consent’ by the academics, means a failure to accept
responsibility and tends to develop in organisations where
mistakes result in penalties” (Gascoigne, 2005).

Time to talk
One of the ﬁrst people to start talking about this in any open,
conceptual sort of way, was Ken Blanchard, following the success
of his (and Spencer Johnson’s) book, The One Minute Manager
(Blanchard & Johnson, 1983).
Blanchard (1989) talked about ‘turning the pyramid upside
down’. As he said at the time, we don’t want to “throw the
pyramid away,” we just “want people to view it differently”.
He described how, in a traditionally managed organisation, it
would have a ‘responsive-up mind-set’, where the ‘responsibility’
was ‘held’ at the top of the organisation, and only passed down
on a need-to-know basis, and with the ‘responsiveness’ of the
employees, therefore, being back up the management pyramid
and towards those ‘who could do you the most harm’. This
meant that – metaphorically speaking – the frontline employees
generally had their ‘backs to the customers’, who, in turn,
were (Blanchard’s words) “squashed” under the weight of this
organisation. (See ﬁgure 1, page 28.)
His alternative inverted pyramid – the ‘customer mindset’ – showed the customer-facing employees at the ‘top’ of
the organisation, with the customers now “out in the fresh
air and able to breath” (Blanchard’s words again), while the
management became the ‘support group for the customerfacing employees’. As you can see, however, the ‘arrows’ don’t
change, so the ‘responsiveness’ is now from the management
and towards the employees, who are there (and own the
responsibility) to make the best decisions for their customers.
He said that management becomes the ‘support group for the
customer-facing organisation’. And how novel is that!
And Blanchard was not alone.
At around the same time Tom Peters (1988) was extolling
the virtues of this same inverted pyramidal structure on his
text Thriving on Chaos, where he described Nordstrom’s then
organisational chart, which they referred to as, ‘A helping hand
facing upwards’. (See ﬁgure 2, page 28.)
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Many organisations in the UK are
managed very badly, and that
often has to do with how you
‘really see’ your people, which
is predicated by the way you
structure your organisation
And this was no gimmick; Nordstrom’s view was that:
‘First-line management’s [FLM] role is to support the
frontline people. Middle management’s role is to act largely
as facilitator, greasing the skids and speeding up actions,
especially those actions (most) requiring cross-functional,
multi-unit cooperation. Middle management is no longer
to be the umpire, in charge of constraining, preventing, or
slowing action, in the name of turf, rights, or integrity. So
you can see, the Nordstrom organisation chart even includes
the idea of a ‘helping hand’ aimed ‘upward’’ (ibid: 369).
When Patricia Vaz was a director of BT some 15-20 years ago
(and Veuve Clicquot Businesswoman of the Year, 1995), she had
a similar view regarding this concept of the ‘helping hand’:
“My role is to get the vision right and make sure that any
obstacles are removed. I am always overwhelmed by the
quality of people on BT. They work their socks off and often
all they need is a helping hand” (Vaz, 2002: 4).
And the evidence abounds; in the book that followed his
mid-1990s ‘Sid’s Heroes’ TV series, Sid Joynson made exactly the
same point with his own, idiosyncratic cartoonish representation
of the same ‘inverted’ structure. (See ﬁgure 3.)
And his own, totally non-’Theory X’ approach to ‘releasing
people’s talents’ was exempliﬁed by his co-author Andrew
Forrester’s comment:
“My own view is that we did capture on camera some of the
magic Sid ﬁnds inside the most apparently unexceptional
people. (In fact they were only seen as unexceptional
because managements had never asked them to do
exceptional things.)” (Joynson & Forrester, 1995: 11/12)
In a number of the episodes, Sid posed a really simple question
to the assembled cross-section of employees: “Who do you miss
ﬁrst? The Chairman or the bog cleaner!”
Sid’s message is that we need to restore respect to people
and give them a sense of security if we are to capitalise on their
talents. Not only does it make business sense, it could make
Britain a happier place in which to live as well as work.
W Edwards Deming put it slightly differently: in response to
the question, what has to be done, Deming says:
“We have to restore the individual” (cited in Aquayo, 1991).
‘For any enterprise to improve, the individual has to be alive
and well, working and living without fear, loving his work’
(ibid: 122/123).
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But we must not fool ourselves that this is anything new. Whilst
GE’s Jack Welch once deﬁned hierarchical organisations as places
in which ‘everyone has their face toward the CEO and their ass
toward the customer’, Plato was alluding to us facing ‘the wrong
way’ some 2300 years ago in his ‘Allegory of the Cave’:
‘Then this turning around of the mind itself might be
made a subject of professional skill, which would effect the
conversion as easily and effectively as possible. It would not
be concerned to implant sight, but to ensure that someone
who had it already was not either turned in the wrong
direction or looking the wrong way’ (Plato, c. 429-347 BC:
104).
So the question, really, is as a manager (or leader), which way
are you looking? To whom are you ‘responsive’? Your boss? Or
your people?
Former Dana Corporation Chairman Bob Swiggett put it
rather more robustly:
“The leader’s role is to create a vision …not to kick
somebody in the backside.
The role of the leader is the servant’s role.
It’s supporting his people, running interference for
them, coming out with an atmosphere of trust, and
understanding, and love. You want your people to feel they
have complete control over their destiny at every level.
Tyranny is not tolerated here. People who want to manage
in the traditional sense are cast off by their peers like
dandruff …. We preach trust and the golden rule” (cited in
Peters & Austin, 1985: 206; originally quoted in Inc, 1984).
Jane Henry and David Mayle (2002) provide further support
(quite literally) for the concept, as they refer to ‘ﬁeld experts’
(eg your frontline staff), becoming ‘the bosses’ when they say
that:
‘...the center provides support services that leverage
the professionals in the ﬁeld. Inverted organisations are
appropriate when individual professionals have enough
expertise to be self-sufﬁcient and can act independently to
meet speciﬁc customer needs’ (Henry & Mayle, 2002: 94).
So let’s just think about this comment – ‘inverted organisations
are appropriate when individual professionals have enough
expertise to be self-sufﬁcient and can act independently to meet
speciﬁc customer needs.’ By and large, in most organisations,
these ‘individual professionals’ are those very frontline
people whom you have carefully recruited, selected, trained
and authorised to ‘be self-sufﬁcient [so that they] can act
independently to meet speciﬁc customer needs’. (See ﬁgure 4.)
When Blanchard at al wrote the The One Minute Manager,
he followed it up with an audio tape series (1989) in which
he commented: “Most people come to work wanting to have
a good day, and it’s our job to show them what that good
day looks like.” Correct, it is, which is why, when along with
Paul Hersey and Dewey Johnson (see Hersey et al, 2001), they
derived their situational leadership model from Blake and
Mouton’s (1964) Managerial Grid, their aim was to develop
a model that had shown various – but at the time viewed as
rather ‘ﬁxed’ – different management styles, into a sort of ‘ﬂow
diagram’ that showed how a manager’s individual style had to
change alongside the rate at which their learners/staff/trainees
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Those who fail to challenge and build a culture of
continuous improvement will, in all likelihood, be putting
their organisation at risk. If we are not creating a readiness
for change all the time then we are probably doing very
little on our ‘organisational change agenda’. If we are
not making strides to do this right now it means we are
probably standing still. And if we are standing still –we are
actually going backwards says Philip Atkinson.

T

he success of any change initiative will tend to depend
not only on a clear methodology or roadmap for change,
but also on the relationships that exist within the
‘change team’. Their relative health is critical in bringing about
meaningful change. It is vital to energise the change team to
take full ownership and support change implementation. We
know a lot of change projects or initiatives fail because, after
the ‘change’ is introduced, little focus is applied in maintaining
the energy and momentum of that change. In many cases the
‘change’ is not successful, is diluted and ﬁzzles away over time.
To create successful change, you have to ensure that the key
players know and deliver to their key roles and responsibilities.
Our change strategy focuses on all the actors in the change
team including ‘sponsors’ for the changes, internal and
external change agents or facilitators, key stakeholders in and
of the process, and the implementers who have to introduce,
implement and make the change work. Working with the
implementers is important because they need to be part of the
process, rather than change being imposed upon them. Changes

work well and are consolidated into ‘business as usual’ (BAU)
when they directly participate, contribute to the design and
implementation of those changes. Change is not ‘done to’ or
delivered to them without their ownership and their support.

80% of culture change fails
Many change projects related to business transformation,
culture change and continuous improvement fail for very simple
reasons and are related to communication and engagement
with those expected to live with and make the changes work.
In our eyes, too much is done ‘to them’ without their consent or
‘buy in’ – so there is little hope that the changes will be willingly
embedded in the organisation.
80% of change initiatives will fail if these four groups of people
are not managed well. Many fail because all the responsibility
for change resides with the facilitator or consultant. The main
reasons for failure are not related to the quality of training or
the robustness of solutions, but to the maturity and the interrelationships within the larger change team.
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Actors in the change process

Implementers

Sponsor

Internal &
External
Consultant

Stakeholders

Roles in the change team
Who are they?

What do they do?

Sponsor or project hosts

They own the key issues that need resolution or transformation. They include
senior management team members and key individuals responsible for service
delivery.

Facilitator or consultant (internal and
external)

These are people who have the responsibility to design and deliver the change.
Their role is vital in ensuring that a high level of coordination and interaction
exists within the larger change team.

Stakeholders

These can be internal and external suppliers and customers to any process, and
may include regulatory, statutory, consumer, lobbying and special interest groups,
including the customer or end user.

Implementers

Ensure those changes are brought about and implemented. These are teams of
people who work the key process and should always be part of designing and
delivering change in organisational processes.
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Top reasons why change fails
• Sponsors do not own projects – in many cases senior managers
have projects foisted upon them, and, consequently, don’t
support them.
• Sponsors underestimate the energy necessary to inspire others
in the change team to action and then implement the change.
• Projects are not properly scoped by consultants and facilitators
working with sponsors. Too many assumptions are made, or
ambiguity in project requirements are not voiced or clariﬁed.
• Sponsors give too much responsibility to the internal and
external ‘facilitators’ or ‘change makers’ to introduce the
change, and fail to open doors for them and make change
easy.
• Consultants and facilitators do not challenge the ‘sponsor’
when they need to do so – they fail to develop and nurture a
‘win-win’ relationship.
• There is little shared engagement between the key players in
the change team.
• The change team fail to include key ‘stakeholders’ in the
process or consult them only as an afterthought.
• Facilitators can often fail to engage with those people, (the
‘implementers’) who have to live with and embed the changes.
The change team can be composed of a variety of people,
but for simplicity let us assume we have a ‘sponsor’ and an
internal and external change maker, facilitator or consultant. It
is important to recognise that ‘externals’ often will have some
part to play in the process. Their input can be vital, and they
have a special edge due to experience of implementing similar
approaches (perhaps within the same industry), or because the
nature of the change is critical and only a few people have seen
the project through from start to ﬁnish. Occasionally, an external
is needed to say those uncomfortable things that make the
sponsor sit up and pay attention. At other times, the external
occupies no more than a technical role to get a project initiated
and up and running.
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Many change projects related
to business transformation,
culture change and continuous
improvement fail for very simple
reasons and are related to
communication and engagement
with those expected to live with
and make the changes work.
We would like to keep the key people in the change arena
discrete to these players, but in reality others are involved,
including OD and HR professionals, the management team and
others who have some bearing and inﬂuence on the situation.
At this stage, it may be appropriate to view the agenda of those
people taking part. We need to review the relative health of
‘culture’ and ‘politics’ in the organisation and particularly in the
wider change team and issues include:
• Are we all focused on the same deliverables?
• Is what we are doing conﬂicting with the priorities and success
of other change initiatives?
• What are the ‘gains and losses’ for the change team if it does
or does not work?
Understanding the undercurrents in the sea of change can have
a signiﬁcant effect on the outcome and the decisions to which
the change team commit.

Critical issues in the consulting relationship
It is wise to outline some of the issues to be confronted when
the team of players in the process of change have to interact. In
the larger scheme of things, we have many actors in the change
arena. Notably, the sponsor is probably a senior staff member
who has ownership of the project. There may be also some
external guidance, with varying degrees of control exercised
by the internal facilitator or consultant. Our target audience
is the implementers. These are the people upon whom we
focus our energies. The facilitator is charged with persuading,
inﬂuencing and ‘activating’ these people to take the ideas and
concepts, tools and processes and implementing these changes
throughout the organisation. The term ‘implementers’ is chosen
because it best sums up what the facilitator or consultant is
expected to achieve – the ‘activation’ of the energy and the
transference of ownership to implement change.
Others refer to these people as ‘targets1’ but the use of
this terminology implies they have only a passive part to play,
and are instructed what to do. We prefer the ‘implementer’
description because it is more positive, empowering and
suggests that those taking on the role of ‘implementer’ have a
strong participative role, rather than just being the subject, the
‘target’, for change.

Orchestrating roles
The major concern to arise when implementing change is the
timely and seamless orchestration of events amongst those
within the change team, to ensure that each of the ﬁve stages
of the rapid improvement model2 are fully actualised.
The internal facilitator or consultant must learn to work with,
and manage the relationship with, the external consultant. The
responsibility of the internal consultant is to achieve the best
value from the external. Issues around the interaction of the
external and the internal consultant are critical for the change
team. When an external consultant is used, they should be a
very strong ‘connector’ between the sponsor and the internal
consultant. The role of the internal consultant is not to do the
work – and take 100% ownership – that is the job of the sponsor.

Ownership
Ownership for change rests with the sponsor. The internal
consultant is the facilitator to make that happen. The internal
consultant may have ownership for the process delivering the
change, but ownership for the project must lie with the sponsor.
The ‘sponsor’ has to feel that they are the driving force behind
the project. It is up to the sponsor to bring pressure to bear on
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parts of the organisation that don’t want to change.
It is really important to win the commitment of the sponsor
to support the drive and to open the necessary doors as
things progress. It is critical that the sponsor fully supports
the internal and external consultant. We think it critical to
examine the relationships that exist within the change team
and, in particular, between the sponsor and the consultant. It is
necessary to identify and highlight the areas and issues where
they need to work together to make things happen.

Managing expectations
Each individual member of the change team should answer
these questions themselves:
• What are the three core and speciﬁc deliverables that the
change initiative will create for the organisation?
• Specify the role and the contribution to which you will
personally commit to these ends?
• Where are the potential and realistic barriers to meeting the
deliverables?
• What action will you take to prevent these barriers becoming
no more than a nuisance?
The change team needs to discuss speciﬁc responses and identify
potential conﬂicts within the team, thus ensuring that all
political and ‘nuisance’ factor issues are discussed before the
project commences.

Encountering resistance
Often, when a sponsor embarks on a change programme they
may believe that everyone else in the enterprise is as committed
to the process as they are. It is not usually the sponsor who
encounters resistance at ﬁrst hand. Rather, it is the consultants,
when they make their ﬁrst steps to initiate progress with those
they seek to inﬂuence to implement the ‘processes’ within their
own function, operation or locality.

The value of developing internal capability to drive
change
No matter the quality of the internal facilitator and their
external colleague, the only real success in change is brought
about when the organisation ensures that change strategies
and skills are drilled down to and held by those who work key
processes. This means developing an internal capability to bring
about change. Success in any endeavour is achieved when the
internal and external facilitator or consultant can walk away
from a project knowing it is in safe hands. This means equipping
staff with superior change management skills.
A way forward to develop capability is a learning process.
In most organisations, people will have a varying degree of
commitment demonstrated as a ‘attitude to change’. We
prefer the 1-3% of staff who we consider to include ‘change
champions’ and ‘early adaptors’ who account for a further
3-7% of the population. We will work with ‘late adaptors’ the
‘fence sitters’ and ‘resistors’ later on3. We aim to develop these
people as key facilitators and equip them with skills through
which they can deliver continuous improvement and support
transformational change.

Attitude to
change

Commitment to Participate in organisational
change*

Change
champions

Highly committed to change, keen to
initiative progress and always chosen for new
projects – 1-3% of staff

Early
adaptors

Committed and quick to take the initiative –
approximately 3-7%

Late adaptors Eager to get involved, but need to see the
direction, 8-15%
Sitting on
the fence

Varying commitment due to seeing change
initiatives not always succeed. They can be
convinced and should be given the beneﬁt of
the doubt, 40 -70% of staff

Resistors

Cynical and had bad experiences of change,
probably 5-10%

Terrorists

Not interested in improving performance,
2-3%

*Dependent on the sector and change readiness inherent to
the organisation. Please contact us for our Change Readiness
Instrument – www.philipatkinson.com

Management Services
Autumn 2016

35

Typical approach to develop internal capability

Change leadership: Transformational
and transactional
Transformational Change
Leadership

Transactional Change
Manager

• Empowerment orientated

• Command and control
oriented

• Visionary and inspiration
in motivating others to
achieve

• Technically focused –
analysing solutions to
complex problems

• Strategic thinking,
forward planning,
focused on the future

• Short term orientation
– more concerned with
operations

• Intuitive and creative –
thinking outside the box

• Advanced analytical
thinking – looking for the
right answer

• Active and energised

• Passive and reactive to
events

• Change orientated

• Maintaining stability

• Challenging

• Clarifying

As a case study we are working on a strategic project to
transform the services provided by local authority.
We are focusing on delivering better services to the residents
and citizens of that local authority using lean business
transformation (LBT). We have worked on this and similar
projects for over two years and in that time have delivered many
business transformation and lean projects, rapid improvement
events (RIEs) focused entirely on promoting effectiveness
and efﬁciency in processes, increasing responsiveness to
customers, removing waste and rework. We have won the
support of a variety of staff to support us in the wider business
transformation team.

Lean organisation development (OD)
We started the process by training a selection of staff from
internal audit, OD and HR in lean Six Sigma OD. We have
trained to ISO certiﬁcation level. Initially we had six Green
Belts and three Black Belts and one Master Black Belt through
a combination of an online learning management system
(learning strategies LMS) with direct 1:1 and team coaching. In
recent months, we have trained up a further 24 staff to Yellow
Belt status and are currently providing advanced training for at
least another 20 staff to various grades on Lean OD.
The role of these staff is to support key business
transformation projects that ﬁt within the culture change
agenda which is fundamental to the Council’s programme.
Although we provide a foundation in lean Six Sigma OD,
we focus almost entirely on bringing about behaviour change
using simple, but highly effective cultural and OD techniques
in change and team development. The transformation that has
taken place is amazing and our commitment is to expand the
programme so that this becomes the standard ‘BAU’ way of
managing and leading improvement. We have challenged the
old traditional style of change leadership and adopted a more
transformational model.

Transformers and transactors
Research would tell us that public sector organisations
have traditionally encouraged the ‘transactional’ type of
manager to ﬂourish and predominate over their counterpart
– the transformational leader. The ‘Transactional’ type is
someone with a keen and detailed knowledge of a function,
probably more committed to ‘command and control’ than
‘empowerment’, who is good at transacting business, getting
into the detail, reliant on analysis, focused upon short term
goals, committed to ends rather than means, and will use
established business knowledge to ﬁx things when they go
wrong. It is difﬁcult to challenge the value and contribution
of these people since this is how a great deal of this sector
is managed. We rely on them for providing continuity and
consistency. However, to bring about change required we need
to even up the balance with transformational leaders who are
willing to challenge the old ways.

Transformational change
Consider now the beneﬁts of committing to a different way
and training people to become more transformational in
their outlook. Because of their challenging, independent,
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ambitious and achieving outlook, they are keen to promote
improvement. This dominant management style soon has
a signiﬁcant positive impact on the business culture. These
people are referred to as ‘transformational’ managers, who
adopt a stronger and more assertive role, who are committed
to achieving results in the longer term and may appear to
be a ‘little off the wall’ in terms of their ideas and creativity.
They are complementing the good work of the more
‘transactional type’.

THE INTERNAL TRANSFORMATIONAL CHANGE LEADER
• Challenges, inspires and provides personal energy to a
team
• Is an expert in change management (OD)

Transformers are much more difﬁcult to manage than the
‘transactional’ manager and their lead and challenge can be a
headache for the top team member who prefers conformance
and compliance, to challenge and the pursuit of creative
ideas. Transformational managers will think out of the box
and take action even before thinking things through. They
will be impatient for success. Adopting a transformational
role is critical if the organisation has to change, and change
quickly. But simply replacing the safer transactional with
transformational managers does not work. What is needed is a
combination of these two varieties – one group to transact, to
deliver to results, the other to transform the business. Ideally,
we need a mixture of the two approaches in the same person
and that is probably the ideal role for the internal consultant –
transformational in outlook and transactional in delivery.
Every organisation must assess if it has the correct mix to
ensure continuance while meeting the challenge of change.
It is important for the organisation to consider the variety of
change manager they want to sculpt and develop to shape
their business for the future.

• Understands what makes people tick and understands
how to change behaviour
• Is politically adept and can manage conﬂict
• Can present unpopular viewpoints
• Inﬂuences and persuade others with integrity
• Is a Coach and an educator
• Designs learning experiences
• Facilitates discussion
• Coaches others to improved performance

To create successful change,
you have to ensure that the key
players know and deliver to their
key roles and responsibilities.

Review
The glue that holds the relationships between the four actors
in the change arena: sponsors, consultants, implementers
and stakeholders, is vital in supporting the effective
implementation of change. Of course we need a ﬁrm structure
to guide continuous improvement and culture change and
that can be found in the use of ‘Rapid Improvement and the
Change Acceleration Process’ (published in the Summer 2016
edition of Management Services Journal – see footnote 2). A
structure for bringing about change must be accompanied by
a ﬁrm commitment to work together in our respective roles in
the change team.
Clearly, that success in change management does not
reside in strict adherence to a methodology – no matter
how sophisticated. Although the method, or roadmap, is
important for guiding actions, the really important factor is
managing relationships, expectations and the chemistry of the
change team. This resides fairly and squarely with the internal
consultant. It might entail being brave and taking a few risks,
but this is the investment required in order to make change
work. Finally, committing to building a strong change team is
inspiring, motivating and a fantastic opportunity to shape a
strong future for the organisation.

Footnotes
1. Managing at the Speed of Change, Daryl Conner, Wiley 1997.
2. Change Mastery, Philip Atkinson. See Management Services
Journal Summer 2016.
3. How to Become a Change Master Philip Atkinson, Spiro Press,
2006.

About the author
Philip Atkinson specialises in strategic cultural and
behavioural change. For the last 25 years he has been
engaged as a consultant supporting organisations in
strategic development, leadership, organisational design,
post-acquisition integration, Lean six-sigma, quality
management and culture change. He has partnered with
a variety of blue-chip companies in industries ranging
from pharmaceutical to genetics, the automotive
industry to ﬁnance and banking and from NHS bodies to
Local Authorities. He regularly presents at conferences
and workshop sessions and has written seven books on
change management. His articles and can books accessed
on www.philipatkinson.com Philip is Director of Learning
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Chairman’s Statement
I

am pleased to report that 2015 was a good year for the
Institute overall. There was however sad news half way
through the year, when Harry Hogg, a member of the
Institute’s Council of Management passed away after a period
of ill health. Harry had been a long standing member of the
Institute and had taken the opportunity to join Council a couple
of years before his untimely death. I would like to take this
opportunity to thank Harry’s family for his contribution to the
Institute over many years. On a happier note, Richard Taylor
joined the Council of Management towards the end of the year.
In terms of the main activity of the Institute, to train
productivity professionals we have continued to strengthen and
develop links with education providers in the UK and overseas.
In 2015, the number of students trained across the various
streams showed a signiﬁcant increase on recent years.
This demonstrates the continuing added value that the
Institute is providing to productivity improvement in general.
The Council members who take responsibility for education must
be thanked for their continued hard work throughout the year.
Communication is a key responsibility for any professional
body and this is something that our Institute does very well. The
quarterly Journal is published and distributed to all members
plus a growing subscriber list. The online newsletter, which is

published between the quarterly Journals, continues to provide
up-to-date information to members on Institute matters and
wider brieﬁngs on productivity issues. An email is sent to all
members with a link to access the newsletter. The website
is updated regularly and continues to develop as a portal
promoting the productivity message.
Membership continued to grow in 2015, a good achievement.
This was a reﬂection of the increased number of students during
the year. In terms of ﬁnance, the total funds carried forward at
year end was £420K, a signiﬁcant sum that allows the Institute
to move forward with conﬁdence. Our strategy of improving
Institute fees so they more accurately reﬂect market practice for
education and membership services will, over time, improve the
ﬁnancial position further.
Finally, we can be conﬁdent that our position as the leading
professional body for productivity in the UK has a bright future.
The continued dedication and hard work of colleagues on
Council, the region committees and the membership in general,
will strengthen and take the Institute forward.
Julian Cutler
Chairman
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Report of the trustees (incorporating the directors’ report)
for the year ended 31 December 2015
The trustees present their report and the ﬁnancial statements
for the year ended 31 December 2015. The trustees, who
are also directors for the purposes of company law and who
served during the year and up to the date of this report are
set out above.

The systems of internal control are designed to provide
reasonable, but not absolute, assurance against material
misstatement or loss. They include regular ﬁnancial reports to
Council and an external audit.

Structure, governance and management

How our activities deliver public beneﬁt

Charitable objects
The Institute has as its main objective, the promotion of the
science, technology, practice and profession of management
services, which results in the advancement of the efﬁciency,
productivity and satisfaction of human work.

It is a requirement of section 17 of the Charities Act 2011
that a charity has due regard to the guidance issued by the
Commission on how the charity provides a ‘public beneﬁt’.
The Directors of the Institute have fully satisﬁed themselves
that as a registered charity they do provide a public beneﬁt.
The Institute has as its main objective the promotion of the
science, technology, practice and profession of management
services, which results in the advancement of the efﬁciency,
productivity and satisfaction of human work.

Organisation and structure
The Institute has eight trustees who are elected by the
membership in two groups of four. Elections are held prior to
the Annual General Meeting, where the results of the ballot
are counted. Elections are held in alternative years with the
elections having taken place in 2015 and the next elections
due in 2017. The Board of Trustees meet three times a year in
addition to the Annual General Meeting.

Risk review, governance and internal control
Directors are responsible for providing assurance that:

The achievements and performance
Our Articles of Association and Memorandum clearly require
the Institute to expand the concept and knowledge of the
beneﬁts of productivity in improving the wealth and living
standards of all. These objectives are achieved by publishing
a regular journal containing articles on productivity and
maintaining a website that contains information on productivity
techniques and current thinking on productivity. We also
publish regular newsletters which are available on the website.
The Journal and website are freely available for all to access.
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Our main activities and who we try to help are described
below. All our charitable activities focus on making widely
known the beneﬁts of improving productivity as a means of
raising the living standards of all peoples in the world. To this
end we are associated with all the world’s leading productivity
organisations, publish a journal and maintain a website.

Recruitment and appointment of Council of Management
The directors of the company are also charity trustees for the
purposes of charity law and under the company’s Articles are
known as members of the Council of Management. Under the
requirements of the Memorandum and Articles of Association,
the members of the Council of Management are elected to
serve for a period of four years, after which they must be
re-elected at the next Annual General Meeting. All member
of the Council of Management give their time voluntarily and
received no beneﬁts from the charity. Any expenses reclaimed
from the charity are set out in note 6 to the ﬁnancial
statements.

Trustee induction and training
Most trustees are already familiar with the practical work
of the charity. Additionally, new trustees are invited and
encouraged to attend a series of short training sessions to
familiarise themselves with the charity and the context within
which it operates. An induction process is in place to support
new trustees, to ensure they understand the obligations of
becoming a member of the IMS Council of Management.

Future plans and objectives.
The Institute plans to have an ongoing campaign to increase
membership and also to increase subscriptions to the Institute
Journal. A project is also underway to produce a new Diploma
examination course.

Relationship between charities and related parties
The institute co-operates with the RM Currie Memorial Fund,
which is a charity dedicated to advancing the concept of
productivity. The Institute appoints the trustees to the RM
Currie Memorial Fund and presently, three trustees of the
Institute of Management Services also serve as trustees to the
RM Currie Memorial Fund, they are David Blanchﬂower, John
Heap and Richard Taylor. During the 2015 ﬁnancial year, one
transaction took place between the two charities with the RM
Currie Memorial Fund donating £2500 to enable the Institute
to undertake a membership recruitment campaign.

membership of the Institute. The additional income generated
by the introduction of life membership has been invested
and will serve to meet the Institute’s ﬁnancial needs into
the future. In 2015 we saw the continuation of the steady
increase in membership that had been evident in previous
years. The move towards life membership has greatly reduced
the administrative burden on the Institute and this has been
reﬂected in an overall reduction in the operating costs.
January 2005 saw the outsourcing of the Institute’s Journal
Management Services and the Institute continues to beneﬁt
from reduced Journal production costs. The membership
continues to support the publication of a quarterly journal.
Following the re-design of the Journal in 2013, we continue
with the policy of including book reviews on management
topics and a section on world productivity news. The Journal
continues to be provided to overseas members via the
internet. Past issues of the Journal are now available on the
Institute’s website, with the current issue only being available
to Institute members via the use of a password.
Institute membership continues to grow with increasing
numbers of students becoming life members upon successful
completion of their Institute examinations. Life membership
of the Institute continues to offer exception value for money
to the members
The Institute website is the Institute’s face to the world and
has attracted visits from all around the world. In the present
technological age, it is important that the Institute maintains
an informative website and continues its role of being a major
source of information on productivity improvement.
In 2015, the regular email newsletter continued to be
emailed to all Institute members on a two monthly frequency.
The newsletter contains information from around the world
on current productivity thinking and focuses on the Institute’s
core subject area of productivity improvement, the newsletter
is also freely available on the website.
The 2015 AGM was held in George Hotel, Lichﬁeld and
attracted a number of members.
Currently the Institute has two UK education providers
accredited to provide courses leading to the award of the
Institute’s Certiﬁcate. In 2014, a new education provider in
Bahrain was also accredited and has continued to offer a
valuable service in providing Institute training courses to
overseas students. These three education providers continue
to provide a valuable service and also bring new members into
the Institute. We continue to award student of the year prizes
and it is gratifying to see the number of large national UK and
overseas companies who are sending employees on Institute
approved education courses.

Financial review
Achievements and performance

Risk management

The Institute continues to reap the ﬁnancial beneﬁts of
moving its administration base from Enﬁeld to Lichﬁeld in
September 2001. During 2005, due to the lease expiring at
Stowe House, the Institute relocated its head ofﬁce to Brooke
House, 24 Dam Street, Lichﬁeld.
In 2005, the vast majority of existing Institute members
availed themselves of the opportunity to take out life

Financially, the Institute is extremely sound and the adoption
of life membership ensures that the Institute can plan
long-term without the worry of a falling membership and
resultant loss of income. As membership continues to grow,
this serves to build up reserves. On current predictions, the
present reserves will sustain the Institute for in excess of ten
years.
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Currently, the main sources of income to the Institute are
new members and the income from education courses. In 2015
,the Institute conducted a successful regeneration campaign
with the intention of increasing membership numbers and
generating additional income. The Institute remains ﬁnancial
sound with large ﬁnancial reserves.

Plans for future periods
The Institute has a policy to maintain its reserves at a level
that ensures the future ﬁnancial viability of the Institute. That
level is deemed to be one that equates to a minimum of one
year’s expenditure; currently the Institute holds reserves that
exceed this target level by ﬁvefold and as such is ﬁnancially
very sound. The funds of the charity are all unrestricted. Note
15 of the ﬁnancial statements indicates there are reserves in
excess of £400,000.

Statement as to disclosure of information to
auditors
In so far as the trustees are aware:
– there is no relevant audit information of which the charity’s
auditors are unaware; and
– the trustees have taken all steps that they ought to have
taken to make themselves aware of any relevant audit
information and to establish that the auditors are aware of
that information.

Statement of trustees’ responsibilities
The trustees are responsible for preparing the Trustees’
Annual Report and the ﬁnancial statements in accordance
with applicable law and United Kingdom Generally Accepted
Accounting Practice.
Company law requires the trustees to prepare ﬁnancial
statements for each ﬁnancial year, which give a true and fair
view of the state of affairs of the charity and of the surplus
or deﬁcit of the charity for that period. In preparing these
ﬁnancial statements, the trustees are required to:
– select suitable accounting policies and then apply them
consistently;
– make judgements and estimates that are reasonable and
prudent; and
– prepare the ﬁnancial statements on the going concern basis,
unless it is inappropriate to presume that the charity will
continue in operation.
The trustees are responsible for keeping proper accounting
records which disclose with reasonable accuracy at any
time, the ﬁnancial position of the charity and which enable
them to ensure that the ﬁnancial statements comply with
the Companies Act 2006. They are also responsible for
safeguarding the assets of the charity and hence for taking
reasonable steps for the prevention and detection of fraud
and other irregularities.

Statement as to disclosure to our auditors
In so far as the trustees are aware at the time of approving
our trustees’ Annual Report:
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– there is no relevant information, being information needed
by the auditor in connection with preparing their report, of
which the company’s auditor is unaware, and
– the trustees, having made enquiries of fellow trustees and
the company’s auditor that they ought to have individually
taken, have each taken all steps that he/she is obliged to
take as a trustee in order to make themselves aware of any
relevant audit information and to establish that the auditor
is aware of that information.

Auditors
Leftley Rowe and Company are deemed to be reappointed in
accordance with Section 487(2) of the Companies Act 2006.

Small company provisions
This report has been prepared in accordance with the
special provisions for small companies under Part 15 of the
Companies Act 2006.
On behalf of the board
R. Bridges FMS
Company Secretary
Date: 7 June 2016
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Independent auditors’ report to the trustees of
The Institute of Management Services
We have audited the ﬁnancial statements of Institute of
Management Services for the year ended 31 December 2015
which comprise the statement of ﬁnancial activities, the
balance sheet and the related notes. The ﬁnancial reporting
framework that has been applied in their preparation is
applicable law and (United Kingdom Generally Accepted
Accounting ).
This report is made solely to the company's members,
as a body, in accordance with Chapter 3 of Part 16 of the
Companies Act 2006. Our audit work has been undertaken so
that we might state to the company's members, those matters
we are required to state to them in an auditors' report and
for no other purpose. To the fullest extent permitted by law,
we do not accept or assume responsibility to anyone other
than the company and the company's members as a body, for
our audit work, for this report, or for the opinions we have
formed.

Respective responsibilities of trustees and auditors
As explained more fully in the Trustees' Responsibilities
Statement set out on page 41, the trustees (who are also
directors of the charitable company for the purposes of
company law) are responsible for the preparation of the
ﬁnancial statements and for being satisﬁed that they give a
true and fair view. Our responsibility is to audit and express
an opinion on the ﬁnancial statements in accordance with
applicable law and International Standards on Auditing (UK
and Ireland). Those standards require us to comply with the
Auditing Practices Board's Ethical Standards for Auditors.

Scope of the audit of the ﬁnancial statements
An audit involves obtaining evidence about the amounts
and disclosures in the ﬁnancial statements, sufﬁcient to give
reasonable assurance that the ﬁnancial statements are free
from material misstatement, whether caused by fraud or
error. This includes an assessment of: whether the accounting
policies are appropriate to the company's circumstances and
have been consistently applied and adequately disclosed;
the reasonableness of signiﬁcant accounting estimates
made by the directors; and the overall presentation of the
ﬁnancial statements. In addition, we read all the ﬁnancial
and non-ﬁnancial information in the trustees' report to
identify material inconsistencies with the audited ﬁnancial
statements and to identify any information that is apparently
materially incorrect based on, or materially inconsistent with,
the knowledge acquired by us in the course of performing
the audit. If we become aware of any apparent material
misstatements or inconsistencies we consider the implications
for our report.

Opinion on ﬁnancial statements
In our opinion the ﬁnancial statements:
– give a true and fair view of the state of the company's
affairs as at 31 December 2015 and of its incoming resources
and application of resources, including its income and
expenditure, for the year then ended;

– have been properly prepared in accordance with United
Kingdom Generally Accepted Accounting Practice; and
– have been prepared in accordance with the requirements of
the Companies Act 2006.

Opinion on other matter prescribed by the
Companies Act 2006.
In our opinion the information given in the Directors' Report
for the ﬁnancial year for which the ﬁnancial statements are
prepared is consistent with the ﬁnancial statements.

Matters on which we are required to report by
exception
We have nothing to report in respect of the following matters
where the Companies Act 2006 requires us to report to you if,
in our opinion:
– adequate accounting records have not been kept, or
returns adequate for our audit have not been received from
branches not visited by us; or
– the ﬁnancial statements are not in agreement with the
accounting records and returns; or
– certain disclosures of directors' remuneration speciﬁed by
law are not made; or
– the directors were not entitled to prepare the ﬁnancial
statements in accordance with the small companies regime
and take advantage of the small companies' exemption in
preparing the directors' report.
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Statement of ﬁnancial activities
(incorporating the income and expenditure account)
For the year ended 31 December 2015
Unrestricted
funds

2015
Total

2014
Total

£
16,119
5,815
37,938

£
16,119
5,815
37,938

£
40,309
8,341
22,663

59,872

59,872

71,313

81,926

81,926

80,420

81,926

81,926

80,420

(22,054)

(22,054)

(9,107)

(4,721)

(4,721)

(3,863)

Net movement in funds

(26,775)

(26,775)

(12,970)

Reconciliation of funds
Total funds brought forward

446,905

446,905

459,875

Total funds carried forward

420,130

420,130

446,905

Income
Income from other trading activities:
Donations and legacies
Income from Investments
Income from charitable activities

Notes
2
3
4

Total income
Expenditure
Expenditure on charitable activities

5

Total expenditure
Net income/(expenditure) for the year before gains/(losses) on investments
Net gains/(losses) on investments
Losses on revaluation of investment assets

The statement of ﬁnancial activities includes all gains and losses recognised in the year and therefore a separate statement of total
recognised gains and losses has not been prepared.
All income and expenditure derive from continuing activities

Balance sheet as at 31 December 2015
Fixed assets
Tangible ﬁxed assets
Fixed asset investments
Current assets
Debtors
Bank and cash
Creditors: amounts falling
due within one year
Net current assets
Total assets less current
liabilities
Creditors: amounts falling due
after more than one year
as at 31 December 2015
Net assets
Funds
Unrestricted income funds
Total funds

Notes
8
9
10

11

12

£

2015
£
160,444
160,444

2,293
311,357
313,650
(41,518)

£

2014
£
165,164
165,164

4,883
331,524
336,407
(46,311)
272,132

290,096

432,576
(12,446)

455,260
(8,355)

420,130

446,905

420,130
420,130

446,905
446,905

14

The ﬁnancial statements are prepared in accordance with the special provisions of Part 15 of the Companies Act 2006 relating to
small companies .
The ﬁnancial statements were approved by the board on 7 June 2016 and signed on its behalf by J. Cutler IMS (Chairman) Director

44

Management Services
Autumn 2016

Notes to the ﬁnancial statements for the year ended 31 December 2015
1.

ACCOUNTING POLICIES
The principal accounting policies are summarised below. The accounting policies have been applied consistently throughout
the year and the preceding year.

1.1.

BASIS OF PREPARATION
The ﬁnancial statements have been prepared in accordance with Accounting and reporting by Charities: Statement of
Recommended Practice applicable to charities preparing their accounts in accordance with the Financial Reporting Standard
applicable in the UK and Republic of Ireland (FRS 102) (effective 1 January 2015) - (Charities SORP (FRS 102)), the Financial
Reporting Standard applicable in the UK and Republic of Ireland (FRS 102) and the Companies Act 2006.
Institute of Management Services meets the deﬁnition of a public beneﬁt entity under FRS 102. Assets and liabilities are
initially recognised at historical cost or transaction value unless otherwise stated in the relevant accounting policy note(s).

1.2.

TRANSITION TO FRS 102
The entity transitioned from previous UK GAAP to FRS 102 and the Charities SORP FRS 102 as at 1 January 2014. Details of how
FRS 102 has affected the reported ﬁnancial position and ﬁnancial performance is given in note 18.

1.3.

PREPARATION OF THE ACCOUNTS ON A GOING CONCERN BASIS
The Institute has a policy to maintain its reserves at a level that ensures the future ﬁnancial viability of the Institute. That level
is deemed to be one that equates to a minimum of one year’s expenditure; currently the Institute holds reserves that exceed
this target level by ﬁvefold and as such is ﬁnancially very sound and that on this basis the charity is a going concern..

1.4.

CASHFLOW
The charity has taken advantage of the exemption in FRS102 from the requirement to produce a cashﬂow statement because it
is a small charity.

1.5.

FUND ACCOUNTING
Unrestricted funds are available to spend on activities that further any of the purposes of charity. The charity does not have
any restricted or designated fund.

1.6.

INCOME
All income and endowments are included in the statement of ﬁnancial activities when the charity is entitled to the income and
the amount can be quantiﬁed with reasonable accuracy. The following speciﬁc policies are applied to particular categories of
income:
Voluntary income is received by way of membership subscriptions and is included in full in the Statement of Financial Activities
when receivable.
Grants, including grants for the purchase of ﬁxed assets, are recognised in full in the Statement of Financial Activities in the
year in which they are receivable.
Income from activities to further the charity’s objects and investments are included in the year in which it is receivable.

1.7.

EXPENDITURE ON CHARITABLE ACTIVITIES
Expenditure is recognised on an accrual basis as a liability is incurred. Expenditure includes any VAT which cannot be fully
recovered, and is reported as part of the expenditure to which it relates.
Expenditure on charitable activities are recognised in the year in which they are incurred.
Support costs are those costs incurred directly in support of expenditure on the objects of the charity and include project
management.

1.8.

TANGIBLE FIXED ASSETS AND DEPRECIATION
Tangible ﬁxed assets are stated at cost less accumulated depreciation. Depreciation is provided at rates calculated to write off
the cost less residual value of each asset over its expected useful life, as follows:
Fixtures, ﬁttings and equipment - 33% straight line p.a.

1.9.

INVESTMENTS
Investments held as ﬁxed assets are revalued at mid-market value at the balance sheet date and the gain or loss taken to the
statement of ﬁnancial activities.

1.10. INTEREST RECEIVABLE
Interest on funds held on deposit is included when receivable and the amount can be measured reliably by the charity; this is
normally upon notiﬁcation of the interest paid or payable by the Bank.
1.11. IRRECOVERABLE VAT
All resources expended are classiﬁed under activity headings that aggregate all costs related to the category.
1.12. DEBTORS
Trade and other debtors are recognised at the settlement amount due after any trade discount offered. Prepayments are
valued at the amount prepaid net of any trade discounts due.
1.13. CASH AT BANK AND IN HAND
Cash at bank and cash in hand includes cash and short term highly liquid investments with a short maturity of three months or
less from the date of acquisition or opening of the deposit or similar account.
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1.14. CREDITORS AND PROVISIONS
Creditors and provisions are recognised where the charity has a present obligation resulting from a past event that will
probably result in the transfer of funds to a third party and the amount due to settle the obligation can be measured or
estimated reliably. Creditors and provisions are normally recognised at their settlement amount after allowing for any trade
discounts due.
1.15. FINANCIAL INSTRUMENTS
The trust only has ﬁnancial assets and ﬁnancial liabilities of a kind that qualify as basic ﬁnancial instruments. Basic ﬁnancial
instruments are initially recognised at transaction value and subsequently measured at their settlement value with the
exception of bank loans which are subsequently measured at amortised cost using the effective interest method.
1.16. ALLOCATION OF SUPPORT COSTS
Support costs are those functions that assist the work of the charity but do not directly undertake charitable activities.
Support costs include outsourcing administration costs, ﬁnance, printing, postage and stationery, professional and governance
costs which support the Institute programmes and activities. These costs have been allocated between cost of activities in
furtherance of the objects of the charity ( note 5 ).

2. DONATIONS AND LEGACIES

Donations
2,500
Membership subscriptions

Unrestricted
funds
£

2015
Total
£
2,500

2014
Total
£
2,500

13,619
16,119

13,619
16,119

37,809
40,309

The income from donations was unrestricted and amounted to £2,500 (2014 : £2,500) from RM Currie Memorial Fund to advance the activities
of the charity.

3. INCOME FROM INVESTMENTS

Listed investment income

4. INCOME FROM CHARITABLE ACTIVITIES

Advertising revenue and journal subscriptions
Examination entry fees
General
Amounts from branches

5. EXPENDITURE ON CHARITABLE ACTIVITIES

Costs directly
allocated to activities
Basis of allocation - Direct
Examination charges
Journals printing, postage and related costs
Telephone
Conference costs
Sponsorships and awards
Support costs allocated to activities
Basis of allocation - to main activity
Committee meeting expenses
Insurance
Outsourcing administration costs
Printing, postage and stationery
Computer costs
Professional fees
Bank charges
Irrecoverable VAT
Audit fees
General expenses
Subscriptions to other organisations

Unrestricted
funds
£
5,815

2015
Total
£
5,815

2014
Total
£
8,341

Unrestricted
funds
£
9,815
4,360
23,763
37,938

2015
Total
£
9,815
4,360
23,763
37,938

2014
Total
£
9,027
3,212
10,411
13
22,663

Membership
subscription

Advertising
and journal
subscription

Examinations

Governance

2015

2014

£

£

£

£

£

£

140
2,099

32,739

476
-

-

476
32,739
140
2,099

869
32,628
140
-

100
30,589
1,268
423
48
234
5,702
265
623
41,491

-

476

3,344
846
255
2,775
7,220

100
3,344
846
30,589
1,523
423
48
234
5,702
2,775
265
623
81,926

247
6,899
824
29,185
1,380
886
48
6
4,556
2,725
27
80,420

32,739
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6. EMPLOYEES
Employment costs
No salaries or wages have been paid to employees, including the trustees, during the year.
No members of the management committee received any remuneration during the year. Committee meeting and travelling expenses
amounting to £5,443 (2014 - £6,899) were reimbursed to 7 (2014 – 8) members of the management committee.
No trustee or other person related to the charity had any personal interest in any contract or transaction entered into by the charity during the
year (2014 – Nil).
No salaries or wages have been paid to employees, including the trustees, during the year.
Number of employees
The average monthly numbers of employees (including the trustees) during the year, calculated on the basis of full time equivalents, was as follows:
2015
Number
7

2014
Number
8

2015
£
6,130

2014
£
5,055

Out of pocket expenses were reimbursed to the trustees as follows:

Travel, accommodation, stationery

7. TAXATION
The charity’s activities fall within the exemptions afforded by the provisions of Part 10 Income Tax Act 2007 or Section 256 of the Taxation of
Chargeable Gains Act 1992 to the extent that these are applied to its charitable objects. Accordingly, there is no taxation charge in these accounts.

8. TANGIBLE FIXED ASSETS
Cost
At 1 January 2015 and
At 31 December 2015

Fixtures, ﬁttings and equipment
£
9,475

£
9,475

9,475

9,475

-

-

Listed investments
£
165,164
(4,720)
160,444

Total
£
165,164
(4,720)
160,444

2015
£
699
740
854
2,293

2014
£
647
1,126
3,110
4,883

2015
£
6,889
25,038
9,591
41,518

2014
£
7,895
27,106
11,310
46,311

2015
£
12,446

2014
£
8,355

Depreciation
At 1 January 2015 and
At 31 December 2015
Net book values
At 31 December 2015
At 31 December 2014

9. INVESTMENTS
Chariguard UK Equity Fund at market value
At 1 January 2015
Revaluation
At 31 December 2015

Total

10. DEBTORS
Trade debtors
Other debtors
Prepayments

11. CREDITORS: amounts falling due within one year
Trade creditors
Other creditors
Accruals and deferred incoming resources
The Royal Bank of Scotland has a charge on the cash in deposit account of the charity’s bank account.
Included in accruals and deferred incoming resources are lifetime-membership subscription receipts.
Income will be released to the statement of ﬁnancial activity over the estimated lifetime of members of 10 years (Note 13).

12. CREDITORS: amounts falling due within one year
Accruals and deferred incoming resources
Included in accruals and deferred incoming resources are lifetime-membership subscription receipts.
Income will be released to the statement of ﬁnancial activity over the estimated lifetime of members of 10 years (Note 13).
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13. ACCRUALS AND DEFERRED INCOMING RESOURCES
Advance subscriptions
At 1 January 2015
Increase in year

47

2015
£
12,075
9,812
21,887
(3,395)
18,492

2014
£
39,040
4,011
43,051
(30,976)
12,075

Unrestricted funds
£
160,444
313,650
(41,518)
(12,446)
420,130

Total funds
£
160,444
313,650
(41,518)
(12,446)
420,130

Released in year
At 31 December 2015
Included in accruals and deferred incoming resources are lifetime-membership subscription receipts.
Income will be released to the statement of ﬁnancial activity over the estimated lifetime of members of 10 years (Note 13).

14. ANALYSIS OF NET ASSETS BETWEEN FUNDS
Fund balances at 31 December 2015 as represented by:
Tangible ﬁxed assets
Current assets
Current liabilities
Long-term liabilities

15. UNRESTRICTED FUNDS

General fund

At 1 January
2015
£
446,905

Incoming
resources
£
59,872

Outgoing
resources
£
(81,926)

Gains and At 31 December
(losses)
2015
£
£
(4,721)
420,130

Purposes of unrestricted funds
The Institute has as its main objective the promotion of science, technology, practice and profession of Management Services which results in
the advancement of the efﬁciency, productivity and satisfaction of human work.
The purpose of the unrestricted funds is the dissemination of knowledge and information on productivity improvement both to its members
and the public in general, in order to improve the ﬁnancial viability of both companies and countries across the world. The increasing realisation
of the role that productivity improvement can play in ensuring the economic well-being of all is an indicator of the success of the Institute over
the past 47 years.

16. RELATED PARTY TRANSACTIONS
The institute co-operate with the RM Currie Memorial Fund which is a charity dedicated to advancing the concept of productivity. The Institute
appoints the trustees to the RM Currie Memorial Fund and presently two trustees of the Institute of Management Services also serve as
trustees to the RM Currie Memorial Fund, they are David Blanchﬂower and John Heap. During the 2015 ﬁnancial year one transaction took
place between the two charities with the RM Currie Memorial Fund donating £2,500 (2014 : £2,500) to enable the Institute to undertake a
membership recruitment campaign

17. COMPANY LIMITED BY GUARANTEE
Institute of Management Services is a company limited by guarantee and accordingly does not have a share capital.
Every member of the company undertakes to contribute such amount as may be required not exceeding £1 to the assets of the charitable
company in the event of its being wound up while he or she is a member, or within one year after he or she ceases to be a member.

18. TRANSITION TO FRS 102
These are the ﬁrst ﬁnancial statements that comply with FRS 102. The company transitioned to FRS 102 on 1 January 2014.
Reconciliation of equity
No transitional adjustments were required.
Reconciliation of proﬁt or loss for the year
No transitional adjustments were required.

Why Don’t YOU

Join the IMS
With the advent of life membership
we are attracting new members. There
are still people who are engaged in
management services who are not
members and we would like them to join
the Institute.
We can use our ‘direct entry’ route to fast
track this and information is available
from Brooke House.
We very much hope that our existing
members will make potential members
aware of this option.

• Actively promoting the IMS in your place of work
• Encourage colleagues at work as well as
professional and social contacts to join
the Institute
• Refer potential new members to the Journal
as an example of what the IMS is about

What Next?

Contact the IMS for an application form
W: www.ims-productivity.com
E: admin@ims-stowe.fsnet.co.uk
T: 01543 266909
Brooke House, 24 Dam Street,
Lichﬁeld, Staffs WS13 6AA

• Remind potential members of the beneﬁts of IMS
membership, eg, education system, regional structure,
recognised professional qualiﬁcation
• Up to the minute information via the IMS Journal and
website professional support
• Undertaking contract/consultancy work

