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Welcome to our Spring 

edition of DLC Digest! It’s 

such a positive and forward 

looking time of year and here 

at DLC we are really excited about 

the year ahead.

Fantastic news in this issue is the 
launch of our Annual Awards, with 
categories such as ‘Student of the 

Year’ and ‘Business of the Year’ there is an opportunity for 
Student and Business Sponsor’s alike to nominate and 
recognise the contributions and effort being made in 
order to achieve great results. Furthermore, this year the 
winners will be announced at our Annual Dinner which 
is part of the DLC Rally on the 18th June - a date for your 
diary for sure, so don’t miss out.

Another huge focus for us throughout 2014 is getting you 
all engaging on the Learning Hub, many of our students 
enjoy the chat and peer support within the Forums and 
with the Student Mentor’s contributing throughout the 
day it’s an essential part of your studies, see our article on 
Page 22 for further information on the benefits of joining 
in the forums.

We’ve expanded our Customer Service Team, Paul Fahey 
has joined us as Career Progression Champion, his role is 
to help you with your Career Progression by offering you 
advice and guidance with developing yourself within your 
current role and how to progress through your career 
with the help of Professional Qualifications, see our article 
on page 26 which focuses on CRCP - Current Role Career 
Progression for some insight into this.

Have you recently considered the volume of e.mails you 
send and receive on a daily basis, and can you better 
communicate by picking up the phone or walking across 
this office? We explore this question on Page 11.

A member of our Customer Service Team, Emma Jackson 
has given us an insight into her role and how she helps 
students in her role as Team Leader of the Admin Team, in 
our ‘Employee in Focus’ section.  Continuing to highlight 
our students, in this issue we have interviewed one of our 
Chartered Management Institute Students Mark Dawson 
who is currently progressing through our CMI Level 5 
Diploma, it’s great to find out more about our successful 
students.

Finally... the closure date for nominations for the Annual 
Awards is 29th April - please ensure you take part by 
nominating your colleague and your business, there are 
lots of categories to choose from.  Vote by clicking the 
button on page 9.

Until next time,

A NOTE FROM THE EDITOR
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EMPLOYEE FOCUS

NAME: Emma Jackson  
ROLE: Admin Team Leader

What do you like most about your job?
The thing I like most about my job is supporting the administration 
team to ensure that students receive the support needed to gain their 
qualification. I also enjoy offering support to the students studying at 
the College to ensure their course runs smoothly and they then gain 
the qualification they set out to achieve.

What is your typical work day like?
When arriving to work I would spend the first part of the day checking 
my incoming emails, responding to any messages and then plan my 
workload for the day ahead. This includes the ordering of materials for 
students and dispatching any materials that arrive into the College. I 
would respond to any queries I receive throughout the day and liaise 
with the institutes to resolve these. I process all assessment entries and 
ensure that all assessments run smoothly as this can be a stressful time 
for students. 

What skills have been most useful to you in your job?  
Organisation skills are very important in my role as being team leader 
for the administration department I overlook all  administration duties 
and these duties need to be carried out in a timely manner to ensure 
the student receives the support needed to gain their qualification. 

How long have you worked for the company? 
I have worked for the company for a year and a half. 

What does your role involve? 
My role involves providing support to the administration team within 
the College and overlooking the administration duties. I process 
the ordering of materials with the suppliers and ensure the timely 
delivery of materials to students. I also process all assessment entries 
for students and liaise with the institutes directly to ensure that 
everything runs as smoothly as possible for the student. Another part 
of my role at the College is receiving any complaints from students and 
to ensure these are dealt with fairly and investigated thoroughly. 

What is the strangest request you’ve ever had from a 
student? 
The strangest request I have received from a student was to ask if they 
could sit their exam at their home address!

MAY 2015 EXAM SERIES 

DLC Closure - 6th March 2015
International Closure - 20th March 2015 
CIPS Closure - 27th March 2015 
Exam Dates - 18th-22nd May 2015 
Results Issued - 5th August 2015 

JULY 2015 EXAM SERIES 

DLC Closure - 18th May 2015
International Closure - 29th May 2015 
CIPS Closure - 15th June 2015 
Exam Dates - 20th-22nd July 2015 
Results Issued - 7th October 2015

NOVEMBER 2015 EXAM SERIES 

DLC Closure - 4th September 2015
International Closure - 18th Sept 2015
CIPS Closure - 25th September 2015
Exam Dates - 16th-20th November 2015  
Results Issued - 3rd February 2016

SEPTEMBER 2015 ASSESSMENT SERIES

Cut off dates: 17th July 2015
Results published: 26th October 2015
Certificates issued: 16th November 2015

SEPTEMBER 2015 ASSESSMENT SERIES

Cut off dates: 17th July 2015
Results published: 26th October 2015
Certificates issued: 16th November 2015

ASSESSMENT DATES:  

APRIL, AUGUST & DECEMBER

Institute updates students of exams
Check IOE website for details

INTERNATIONAL TRADE
IOE

EXAMS & ASSIGNMENTS: 
INSTITUTE UPDATES

STUDENT BULLETIN
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Q: My end date with the college is 

coming up, what are my options if 

I don’t finish on time?

A: You always have the option to 
extend this end date to enable you 
extra time to complete your studies. 
A course extension has a fee implied 
however; for a number of months 
a discount can be applied if you 
choose to pay in full. You also have 
the option to spread the cost over 
several months to make it more 
affordable for you.

Q: How do I get in touch with my 

tutor? 

A: Your tutor is available to give 
you a call on Tuesdays & Thursdays 
between 1pm and 5pm. You can 
book a call with your tutor through 
your student mentor. Simply let 
them know which day is best, which 
time is best and what the call will 
be regarding and they will get this 
booked in for you. Your tutor will 
then give you a call on the specific 
date and time that you chose.

Q: I am going away for an 

extended period of time, and I will 

not be able to continue my studies. 

What options are available to me?

A: Get in touch with your student 
mentor! They will be able to place 
your studies on hold for a period 
of time, and schedule when you 
will be able to pick these back 
up. Your student mentor will also 
explain other details such as your 
membership, your current end date 
and more.

Q: How will I receive my 

Qualification when I’ve 

completed my course?

A: Your Student Mentor will contact 
you to congratulate you on your 
success, your Certificate (whether 
Award, Certificate or Diploma) will 
be despatched to you via Courier 
either directly from the Institute or 
from DLC&T.

Q: What happens if I run out of 

time to complete my course?

A: Our Student Progression 
Champion is here to discuss your 
options and ultimately help you 
to succeed in achieving your 
qualification. Speak with your 
Student Mentor for further details.

Q: Are there any courses you 

offer where you don’t have to sit 

exams?

A: Yes, many of the qualifications 
we deliver are assignments based, 
and not examination.

Q: Can I have a receipt to give to 

my employer as they are paying 

for the course?

A: Yes of course, simply request this 
when you pay and a receipt can be 
emailed and/or posted to you.

Q: I am about to start my 

assignment, however I have no 

idea what the layout should be! 

Would you help me with this? 

A: Absolutely, get in touch with 
your student mentor, and they will 
arrange a one on one phone call 
with one of our tutors, who will 
inform you of how to set your work 
out. 

ASK A STUDENT MENTOR...
QUICK Q&A

Paul Fahey, Student Progression 

Champion

As an experienced manager, 
coach and recruitment specialist 
working in customer service and 
people development roles I am 
now applying this experience and 
skill set to my new role as Student 
Progression Champion at the 
Distance Learning College.
I am passionate about people 
development and it’s a joy to be 
working in a role where the people 

I am helping are equally passionate 
about their development. The 
benefits of what I do for students 
include:

Ongoing personalised support 
from your own tutor and 
dedicated support team
Demonstrating to employers 
your commitment to 
professional and personal 
development
Further enhancing your CV and 
career opportunities

I specialise in progressing students 
onto new courses as well as offering 
course extensions to students 
who need a little more than the 
scheduled time to complete their 
studies. 
For information on new courses, 
extensions or re-starting your studies 
please contact me on 0191 378 7520 
or email  
paul.fahey@dlctraining.co.uk

MEET PAUL

GOT A QUESTION 
YOU WANT TO ASK?
Email: magazine@dlctraining.co.uk

STUDENT BULLETIN
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Distance Learning College and Training Annual Awards 
take place each year, with categories which include 
‘Student of the Year’ and ‘Business of the Year’ the 
Awards are open to all.

Business Sponsors & Managers  show your staff how 
much you value their commitment to their studies 
and reward them for all the hard work they are 
demonstrating by voting for them.

Students highlight your organisation and the support 
they have provided you by nominating them in the 
Business Category. 

Key Dates to remember make sure you’re part of this 
years celebrations!

Nominations are open not until 19th April 2015
Short list announcement 12th May 2015
Annual Awards Ceremony & Success Rally 18th 
June 2015

The 2015 Annual Awards are a focal point enabling 
us to recognise the achievement of current and 
completed students and outstanding organisations.

Make your  

nomination now

CLICK HERE

Nomination  

closing date  

29th April 2015

Connect with us

If your not already part of our social 
community, join us now and keep up with 
the 2015 awards and college news.

Visit: www.dlcandtraining/corporate

STUDENT BULLETIN

to place your 
nominations
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Our Annual Awards have now become a key event in the calendar of our students 
and businesses alike - an opportunity to recognise and reward our students and 
businesses who rely on DLC and Training for their workforce development.

We are really excited about the addition of a new category to this year’s awards ‘Life 
Long Learning Award’ to enable us to put highlight our students who successfully 
achieve their qualifications and continue to progress their learning journey with us by 
enrolling onto the next level of their studies in order to progress both personally and 
professionally.

Ineos Chlor Vinyls were delighted to be awarded with the Organisation of the Year in 
2014, in recognition of their investment in training and development, upon accepting 
the Award Neil Brown, Principle Support Manager at Ineos stated his delight in the 
success of the program, the company has since gone on to enrol a further cohort of 
students.

All short listed nominees will be invited to this year’s Awards Dinner, which  will take 
place on the evening of June 18th,  the category winners will be announced at the 
ceremony - this is a great event and not to be missed, so pencil this in your diary!

2014 WINNERS GALLERY

STUDENT BULLETIN
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WIN a £100 
COURSE VOUCHER! for our 3700th LIKE

LIKES: 3625

CLICK HERE

STUDENT BULLETIN

WIN a £100 
COURSE VOUCHER! for our 540th FOLLOWER

CLICK HERE

FOLLOWERS: 510

CLICK HERE

CIRCLES: 175

Follow us on
WIN a £100 
COURSE VOUCHER! for our 200th CIRCLE

CLICK HERE

FOLLOWERS: 802

WIN a £100 
COURSE VOUCHER! for our 850th FOLLOWER
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The average British worker receives 1728 

pointless emails in a typical year a study has 

found.

Emails detailing trivial information such as 
‘organising a whip around’, ‘please sponsor 
me’ and the reams of polite ‘happy birthday’ 
emails topped the list of irritating topics.

As does mail with subject headings such as 
‘the printer has broken’ and ‘can we turn the 
air con down?’

The poll by Sennheiser Communications, 
specialists in premium headsets, found 
mundane emails about fire drills, Secret 
Santa and running out of milk were also 
viewed as futile by busy workers.

The poll of 2,000 office workers found a third 
said they have someone in their team who 
is known for sending pointless emails and 
half said they have colleagues that copy in 
‘everyone and anyone’ to round robin emails.

Not surprisingly, 53% of those polled said 
they wish everyone picked the phone up 
and spoke more to one another, rather than 
clogging-up inboxes with wasted emails.

And over two thirds said things are far less 
likely to be misconstrued when there has 
been a physical conversation opposed to an 
email trail.

Charlotte Gaskin, Marketing Manager at 
Sennheiser Communications said: ‘’We are 
used to firing off emails for even the slightest 
thing. 

‘’But it seems like some of the more mundane 
requests can be avoided. Copying in lots of 
people to emails does seem to be a bugbear of 
British workers.

Sometimes it’s more effective to have a face to 
face conversation or just pick-up the phone. 
This way there’s less room for misinterpretation 
as well.’’

Electronic mail introducing new starters, 
messages about the lottery syndicate and 
missing food from the fridge were also 
deemed pointless by time stretched workers.

Not surprisingly, staff members also recoiled 
when emails about blocked toilets dropped 
in to their inbox.

So it’s no wonder that nearly three quarters 

of respondents 
said their 
colleagues fire 
off emails about the 
slightest thing.

The poll also found 38% of adults said they 
have sent an email that has been taken the 
wrong way, with the recipient thinking they 
were being rude, sarcastic or upset.

And writing emails in capital letters causes 
havoc with employees, with more than two 
thirds of Brits saying they feel like they are 
being shouted at.

And half of people said it irritates them when 
the person sat next to them sends them an 
email instead of just talking to them.

But 25% said they’re usually emailing 
because they are talking about someone 
behind their back.

And 24% said they like to make out they are 
working, when in reality they are just typing 
emails to their pals.

The study found 67% of workers reckon they 
send more emails than they make phone 
calls, with seven in ten claiming it’s easier and 
one in five confessing to not being confident 
on the phone.

One in ten even say they are often scared to 
pick up the phone and talk. 

In contrast the best email to receive were 
ones that included pay slips, juicy bits of 
gossip and those detailing birthday cakes in 
the kitchen or canteen.

Charlotte Gaskin concluded: ‘’It’s clear many 
people tend to hide behind emails, rather than 
have a telephone call.

‘’But phone calls don’t leave room for error and 
making a call is usually easier than writing 
an email, especially with the wide range of 
professional headsets we offer, which mean 
your voice can be heard in HD sound clarity. 

‘’Headsets allow you to be hands free and 
multi task to allow for even the most hectic of 
working days.

“You’re also far more likely to resolve an issue 
quickly and correctly. Perhaps it’s time we all 
started using our voices a little more often.” 

POINTLESS EMAILS -  
A SURVEY BY SENNHEISER 
COMMUNICATIONS

MOST POINTLESS EMAILS 

Please sponsor me emails

Happy birthday emails

Introducing new starters

The printer has broken down

There is going to be a fire 
alarm

Secret Santa

Congratulatory emails about ‘a 
job well done’

Can everyone chip in for a 
whip around please

Someone’s car has left their 
lights on

Debates over the temperature 
of the aircon

Sweepstake for the lottery

Sweepstake for the Grand 
National

The toilet is blocked

Food has gone missing from 
the fridge

The fridge needs cleaning

Whose photocopying is left on 
the photocopier

Ran out of milk

Has anyone seen my building 
pass?

Someone is blocking me in in 
the car park

Someone has stolen my 
stapler/ calculator/etc.

Whose turn is it to make tea?

There aren’t any tea bags/
coffee left

Someone has stolen my mug

Someone has used their 
favourite mug

The bins need emptying

Dishwasher needs empting

There isn’t any toilet roll left

Anyone got the keys to the 
pool car

STUDENT BULLETIN
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BullGuard offers tips and advice to help clean up 

your digital persona.

Everything we post online is forever present in 
cyberspace. Emails, updates, messages - even 
those old photos and videos that make us cringe 
are stored somewhere in the World Wide Web and 
can be found if you know where to look. There’s 
no such thing as a delete button online and given 
that social networks are often the first port of call 
for potential employers (or admirers!) it pays to 
clean up our profiles. BullGuard offers some simple 
tips on how to come across well online and avoid 
leaving behind a trail of digital mischief. We also 
reveal the results of a survey which show just how 
savvy people are when it comes to looking after 
their online profile - you might be surprised.

Here’s looking at you

Today the issue of data privacy has become more 
high profile than ever before. Putting abusive 
marketers, nosy bosses, spammers and scammers 
to one side, online privacy is also threatened by 
industrial espionage, government surveillance, 
identity theft, disgruntled former associates and 
system crackers.

Many people at least have some degree of 
awareness about the need for online privacy 
but how deep does the understanding for 
circumspection run? For instance, how many give 
thought to their online reputation? How many 
think about the consequences of their online 
activity? And how many understand that the first 
port of call for potential employers is an online 
search to check the profile of potential employees?

A BullGuard survey* of online users revealed that 
overall the majority of people are savvy when it 
comes to looking after their online profile. But 
that said, an alarmingly high number, given the 
implications, don’t give much mind to what they 
post online.

Some do, some don’t – what the survey says

For instance, while 64% of survey respondents 
said they give thought to their online reputation 
36% said they didn’t. A further 77% said they also 
consider how what they post might affect other 
people but 23% said it barely entered their minds. 
41% said they also post content about other 
people while 59% said they never do.

These figures are encouraging in that they reveal 
the majority of people have awareness about 
their online profiles and that informs their actions. 
However, a relatively large number don’t and 

therein is the danger. We’ve all heard the horror 
stories about people posting things without giving 
it any thought and then reaping an unexpected 
whirlwind; jobs lost, reputations in tatters and in 
some cases even getting arrested.

Unsurprisingly 44% of survey respondents 
displayed an acute understanding of potential 
damage by saying they advised someone about 
the potential negative effects of what they have 
posted. An alarmingly high 56% said no, it simply 
doesn’t cross their minds.

You may not be a major league celebrity or high-
flying politician or even a B-list sporting star so 
you may think you don’t have a lot to look out 
for with your online posts. Well, you could always 
sound out a potential employer to get a sense 
of how you come across online - it might be a 
sobering assessment.

To look after your online profile and ensure that 
you come across as a polished, bright person with 
a professional, can-do attitude there are several 
simple steps you can take.

A list of don’ts

Keep it clean. Imagine that everything you 
post is written in the sky for all to see (because 
in some sense it is).
Delete photos that show you in a less than 
flattering light. As a benchmark think of your 
mother - would you be happy for her to see 
your online snaps?
If you’re tagged in a friend’s photo and you 
aren’t happy with how you come across, ask 
them to remove it.
Use the privacy features on social networking 
sites. You can set your profile so people you 
don’t know can’t see your page without a 
request.
Don’t post negative things about your 
workplace, especially if you’re working there! 
If you use more than one social networking 
site don’t post links to others so it’s not easy 
for people to find information on you. 
Don’t post links to inappropriate websites, it 
could come back to haunt you. 

Strengthen your profile

Google your name

This is an interesting exercise and a good first 
step - 62% of respondents said they had Googled 
their name to find out what information about 
them is available to view. It will reveal just how 
much information about you is present online, 
though you may need to dig beyond the first 
search page. Remember that if something is online 
it’s effectively there forever. You can try variations 
on your name along with job roles, schools, or 

DATA PRIVACY DAY: HAVE 
YOU SEEN WHAT YOU 
LOOK LIKE ONLINE?

STUDENT BULLETIN
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groups you’ve joined to refine the search. This a 
good approach if you have a common name. If 
something surfaces that you’re not happy with, 
contact the company and ask them to remove it - 
it’s your right to do so.

Decide what you want to be seen

The first thing to consider is privacy settings on 
the social network sites you use. For example, 
Facebook has a setting which allows only your 
‘friends’ to see what you post. It’s a useful tool that 
helps you edit the digital profile you present to the 
world, and one that seems to be well used with 
just 12% of Facebook users not changing privacy 
settings for their profile.

When it comes to networks such as LinkedIn and 
Twitter you should take a different approach. 
LinkedIn is a top choice for recruiters looking for 
people to fill vacant positions. With this in mind 
it’s a good idea to keep your posts polished and 
professional. 

The same can be said of Twitter, which can really 
propel you into the public eye. If any of your 
profiles contain out-of-context rants, old company 
employee pages, or put downs that were funny at 
the time but today make you cringe they clearly 
need deleting.

Clean up your profile

If you’re an avid poster and have been for a 
long time there could be reams of information 
that you’re no longer happy with and possibly 
embarrassed by too. You can clean this stuff up 
but the only problem is that we live in an age 
of retweets, links and shares that can send your 
original post or photo towards more online 
destinations than you ever imagined.

It could take an age to track the material down. 
In this case it makes more sense to bolster your 
existing profiles by making them more up-to-date. 
This will also ensure that if a potential employer 
searches for your profile the most up-to-date 
material will appear at the top of the search 
rankings.

Make your profile positive

“Recruiters use Twitter to post jobs, LinkedIn to source 
candidates and Facebook to eliminate candidates.” 
This insightful gem came from LinkedIn trainer 
and speaker Viveka von Rosen. It tells you all you 
need to know about employers scrutinising online 
profiles.

To keep your Facebook profile out of search 
engine results, go to Settings, Privacy and select 
‘No’ in response to the ‘Do you want other search 
engines to link to your timeline?’ question.

Changing who can see your posts and photos to 
‘Friends Only’ means that a potential boss would 

see only your cover photo, profile photo, plus the 
information about where you live, work, or went to 
school. You can also delete posts you’re not happy 
with - simply click in the top right had corner and 
‘edit.’

With LinkedIn it’s a good idea to ‘up’ your profile by 
bringing it up to date and available to the public. 
In the ‘Edit Your Public Profile’ section you can tick 
‘Make my public profile visible to everyone,’ which 
will ensure it is visible on search engines. 

If you’re on Twitter, regular posts relevant to 
your field can also build up your online profile 
for prospective employers. Like LinkedIn, Twitter 
profiles often turn up on the first page of Google 
search due to the site’s traffic and content flow. 
Pick a Twitter name that’s as close to your real 
name as possible so a search for you will bring up 
your profile. If your Twitter feed is ‘personal’ you 
can go to Settings, then Security and Privacy, and 
Protect to stop the tweets from going out into the 
public domain. 

Other social networks such as Pinterest can 
be used to create striking profiles, which are 
especially effective if you’re in a visual/graphic/
creative role and want to showcase your talents. 

A word on security

Remember the Golden Rule

Never reveal too much. This might include:

Anything unique and specific to you could be 
used to personally identify you and find out your 
job, holiday dates, home address and more. Even 
pet names should never be broadcast online as 
they are often used to confirm your identity. There 
are people out there who dedicate serious time 
to trawling for personal information for nefarious 
purposes, so don’t play into their hands. 

Who’s making money out of you?

You may think your personal data is yours, but it 
isn’t. Social networks sell the value of their network 
and personalised data such as demographics and 
geographics to advertisers. As such your data 
is a valuable asset and by sharing data various 
parties make money. In this sense there is no such 
thing as private data. With this in mind, keep your 
personal profiles personal and what you post 
online innocuous (even if it is less ‘colourful’) and 
you’ll be forever safe in the online world. 
*Survey of 150 internet users, carried out by BullGuard in Jan 
2015

STUDENT BULLETIN
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ROOT INC. 
UNVEILS 

TOP 5 
“HORRIBLE 

BOSS” 
PERSONALITIES
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Send Your Bad Boss to Manager Rehab With “The Un-

Bossy Boss”  a How-To Book Helping Bad Managers 

Reform Their Horrible Ways

As movie goers anticipate the opening of “Horrible Bosses 
2” this week, Root Inc., the strategy execution company, 
has used its expertise in corporate consulting and 
leadership development to compile five “horrible boss” 
persona’s working in corporate America today - and tips 
on how these office villains can reform their evil ways. On 
screen, managers who make employees’ lives miserable 
create an entertaining story, but in the business world, a 
bad boss can be a huge detriment, causing employees 
mental and physical pain while negatively impacting the 
overall success of the business.

Here are five bosses that need managerial rehab:

1. The “It’s all about me” Boss: Frequently, people are 
promoted to a leadership role because they are great 
individual contributors, not because they are good at 
managing others. Managers should coach employees, 
not worry about how good they look to other people. 
Unfortunately, when someone becomes a boss, but 
does not know how to lead, they tend to focus on 
their own success story versus the well being of their 
employees.

2. The “Yell and Tell” Boss: Since the origins of the 
cubicle managers have paced the floor, bossing their 
employees around and micromanaging them every 
step of the way. This outdated “yell and tell” method 
needs to be eliminated for good - it will always be 
unsuccessful and lead to unhappy, disengaged 
employees.

3. The “Managing Up” Boss: Managing up instead of 
managing the team is another leadership challenge. 
Decisions can’t be made based on what the executive 
team might want versus what is best for the business. 
This common problem plagues many leaders who 
lack authentic business intuition and drive, creating a 
rift between managers and their people.

4. The “Disengaged” Boss: In the vast ocean of 
Corporate America, employees can feel lost and alone, 
marooned on a deserted Island. So if employees 
have a boss who does not care about them, what 
they are doing and where they are going, it causes 
disengagement and most likely, turnover.

5. The “Mean” Boss: Bosses tend to forget that 
employees are people too; they need a leader with 
patience and empathy. When managers forget 
their team has feelings and needs, the managerial 
approach loses the personal touch it so desperately 
needs and employees become unhappy and 
disengaged.

“Each of us hopes and needs our bosses to look at us as 
individuals, to show an interest in our passions, our careers 
and our growth,” said Gary Magenta, senior vice president, 

Root Inc. “Unfortunately, this doesn’t always happen. In 
Gallup’s 2013 State of the American Workplace study, 70% of 
participants described themselves as ‘disengaged’ from their 
work. This is a big red flag that has to be addressed - and fast! 
And quite honestly, bosses and managers are best poised to 
shift that data quickly and easily.”

Horrible bosses - and yes, the mediocre ones, too - can 
actually still become great leaders. And it doesn’t even 
take years of training. The book “The Un-Bossy Boss” 
written by Magenta, calls out five behaviours managers 
can adopt now to take them from horrible to great:

1. Ask Powerful Questions. This is the primary 
difference between a (horrible) manager and a great 
one. Powerful questions are open-ended (to elicit 
thoughtful responses), non-judgemental, challenge 
thinking and are respectful. They’re designed to 
empower managers and bosses to discover more 
about their people’s motivations as they work 
together to help deliver the desired results for the 
business, the team and themselves.

2. Listen, Observe, Enable. Listen actively, offer 
observations, and enable shifts in beliefs, actions, and 
behaviours. This helps employees discover their own 
solutions, challenges and opportunities.

3. Leverage All Experiences. Value and harness 
employees’ experience from inside and outside of 
the workplace, regarding them as “whole people.” 
These experiences are the reason you have hired and 
retained these employees. When we consider all they 
bring to the table, not just what we see in the office, 
we are likely to get more of their best while they are 
at work!

4. Co-Create Solutions. Engage employees in creating 
the solutions they’ll be asked to implement. You 
can’t just tell them. This is essential and most 
managers are not good at this. If you expect them 
to be accountable, make decisions, and be effective 
stewards of businesses, you need to involve them 
in creating the solutions they’ll be responsible for 
carrying out.

5. Focus on Growing your People. Make sure your 
team has the skills, capabilities, and tools needed to 
face the challenges or opportunities the marketplace 
presents. Front-line employees have their hands on 
the levers of change, and in many cases, directly on 
your products, services and customers. In order to 
thrive, you’ve got to enable those people to quickly 
respond to evolving market and customer demands.

Managers of the world, take note. You are literally the 
lynch-pin of your business and the way you engage and 
coach your employees impacts the future of the business. 
To make sure you don’t make it into the annals of “horrible 
bosses”, be cognizant of your actions and behaviours and 
if you think you need work, you probably do. Or better yet, 
ask your people where they need more from you.

STUDENT BULLETIN
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DISTANCE LEARNING COLLEGE AND TRAINING: CELEBRATING 
15 YEARS DEVELOPING PEOPLE AND BUSINESSES

2000 - 2004  Where it all began…

The organisation was originally established as a sole trader 
business, based on Finchale Road in Durham, in 2000, by 
Kevin Rumfitt. Delivering two courses from the Chartered 
Institute of Logistics and Transport (CILT), levels 2 and 3, 
and then due to the success of these programmes and 
demand from customers going on to deliver level 5.

The Chartered Institute of Logistics & Transport awarded 
Kevin Rumfitt with prestigious title of CILT Education and 
Training Officer representing the North East Region on 
behalf of CILT.

Training and qualifications were delivered through a 
combination of distance learning and in-company face-to-
face sessions. 

With an extensive background in supply chain 
management at a senior level within the automotive 
sector this is where the client base of the business began 
quickly diversifying into new industries obtaining clients 
including Duco (automotive), Sanofi (healthcare), Nestle 
(food) and BAE Systems (aerospace).

2006 - 2010  New & exciting markets…

In 2006 DLC became a COVE (Centre of Vocational 
Excellence) in association with both Gateshead College 
and Middlesbrough College.

The college also obtained accreditation from the Institute 
of Export (IOE) and the Institute of Leadership and 
Management (ILM) and began working with the United 
Nations on a bespoke Warehousing training course for UN 
logistics staff and with the UAE government winning the 
contract to develop a logistics training academy in Abu 
Dhabi for military personnel in the region. 

With the diversification of the business Durham Logistics 
College rebranded to become Distance Learning College 
& Training.

2004 - 2006  Flying high…

In 2004 the business continued to expand rapidly and the 
private limited company Durham Logistics College was 
born. DLC began delivering training and distance learning 
to a greater range of clients including Lucas SCI, Electrolux, 
and International Cuisine. DLC also added to its range of 
CILT qualifications by becoming an approved provider of 
Institute of Operations Management (IOM) manufacturing 
qualifications, Chartered Management Institute (CMI) 
qualifications and Chartered Institute of Purchasing & 
Supply (CIPS) qualifications due to client demand. 

With the delivery of a hugely successful, extensive 
programme of CIPS training to Rotherham Council, DLC 
won an award for the quality of training delivered. 

The organisation also diversified into funding contracts 
from Learn Direct allowing the college to offer 
qualifications in productivity, establish three fork lift truck 
training centres and deliver highly demanded literacy and 
numeracy qualifications.

2010 - 2014  A world leader…

In 2010 Distance Learning College decided to focus 
entirely on the success and growth of its distance learning 
delivery of what was now an expansive portfolio of supply 
chain qualifications with CIPS, CILT, IOE, IOM, CMI & ILM 
qualifications. With major investment in student support 
and tuition and the development of the DLC brand 
expanded from a UK training and education provider with 
280 students in 2010 to a global leader in supply chain 
related distance learning with over 3000 students in over 
47 countries worldwide by 2014. 

In 2012 the college received gained approval to 
deliver Institute of Supply Chain Management (IoSCM) 
qualifications adding even greater strength to the training 
and qualification portfolio. 

This year we are celebrating our 15th year in business. We 
are proud of our journey and the phenomenal success 
we have achieved and it’s all down to our students and 
business clients across the world so celebrate with us as a 
part of our DLC family. 

A huge thank you from everyone at DLC!
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A DIRECTOR from a Sunderland (England) training 

company has written his first book.

Nevil Tynemouth, Director at New Results Training, has 
written a guide to help people improve their businesses 
using the social networking service LinkedIn.

The service, mainly used for business, has 300m users 
in 200 countries worldwide, but Nevil is convinced the 
majority of businessmen and women are not using it to its 
full potential.

“So many people sign up because they’ve heard others have 
and then think what’s next? Only a handful of organisations 
and individuals are using LinkedIn to find new customers 
and to sell more of their products and services. My book Sales 
Success on LinkedIn aims to help businesses increase their 
turnover by employing techniques, tips and tools that I share,” 
explained Nevil.

“So many people seem to have a specific way of working in 
a business environment, but adopt a very different persona 
online - they can be a great salesperson face to face, but 
online they come across too aggressively or passively.”

Nevil has been delivering LinkedIn training courses for two 
years, but wanted to explore the subject in greater depth. 
The book took about eight months to research and write.

“I’ve tried to take a humorous, human approach to make 
the book more accessible and readable. I found the writing 
part relatively easy - my dad was an English teacher and a 
headmaster, but I think he would have been surprised to hear 
I’m an author.

“I genuinely believe that LinkedIn can be a powerful business 
tool that can win firms big contracts just by changing making 
a few simple changes to their online profile. Most people are 
doing well with their businesses, and it’s about taking your 
existing skills and translating then for LinkedIn.”

Nevil, who lives in Shiney Row, looks at his own LinkedIn 
profile daily, but suggests a few times a week update is 
sufficient for most people or businesses.

Now that his first book has been published, he is 
concentrating on finishing his second (a collaboration 
with two others): “It’s about conversational decoding, about 
understanding language patterns and recognising the 
difference link between what someone is saying and what 
they’re thinking.” He also has a third book - exploring the 
issue of price versus value - in the pipeline.

Nevil has almost 30 years’ experience in sales and selling. 
He was involved with the launch of two major brands in 
the UK, Dyson and BlackBerry, and worked as part of a 
FTSE100 management team for nearly a decade.

He founded New Results Training in March 2010 and the 
company delivers sales training, coaching and strategy 
locally, nationally and internationally and is based in the 
e-volve Business Centre at Rainton Bridge, Houghton.

Sales Success on LinkedIn is available on Amazon or can be 
ordered through book shops.

SALES EXPERT PENS HIS FIRST BOOK: 
SALES SUCCESS ON LINKEDIN

RECOMMENDED READING
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OPTIMISING LINKEDIN

DATE: 19th March 2015, 6pm-8pm  

VENUE: Park Inn, Telford

COST: Free to attend

ABOUT: Andy Gwynn, is a leading 
business coach, speaker and author 
who has coached hundreds of business 
owners and corporate directors to 
greater profitability. Andy  will provide 
an insight into the effective use of 
Linked in by purchasing and supply 
chain professionals in sourcing goods 
& services. Andy will also provide an 
insight into how purchasing and supply 
chain professionals can use Linked in to 
develop their career.

FIND OUT MORE: All bookings can be 
made via the CIPS website.  
Go to: http://www.cips.org/en-GB/

BE BOLD

DATE: 24th March 2015

VENUE: Age UK, Leeds

COST: Member £75.00, Non-member 
£85.00

ABOUT: Gain the skills and confidence 
to help you progress, get ahead, achieve 
your ambitions and dreams.

Join us for this event facilitated by 
Vera Woodhead, leadership and career 
development coach.

FIND OUT MORE: http://www.managers.
org.uk/events-and-courses/2015/march/
be-bold

HUMANITARIAN LOGISTICS - 

HAVE YOU THOUGHT ABOUT 

TAKING PART?

DATE: Monday 13th April 2015, 18:15  

VENUE: Reading Town Hall, Reading, 
West Berkshire

SPEAKER: Nick Murdoch MILT, Global 
Head of Aid & Relief Services at DHL 
Global Forwarding

ABOUT: When the latest disaster or 
conflict situation develops around the 
world, for a group of people it is more 
than an event featured in the news or 
to show pity for the affected people, it 
is a call to action to help move urgent 
emergency supplies to support the 
affected communities.  For humanitarian 
logisticians the adrenaline starts to flow 
as they start to plan and implement 
logistics operations to complex 
environments often involving damaged 
infrastructure and high emotionally 
charged situation, and the logistics is 
fun! Loving a challenge, this is logistics 
in its purest form, moving supplies and 
sometimes people using whatever means 
possible from large cargo aircraft through 
to donkeys, lovingly decorated trusts 
through to river barges.

Immediately following the presentation 
and Q&A, colleagues will be welcome 
to join Nick and the Thames Valley 
Group committee in an adjacent pub to 
continue discussions and networking.

FIND OUT MORE: http://www.ciltuk.org.
uk/Events/EventsListing.aspx

TRAINING TOMORROW’S 

SHIPPING & LOGISTICS 

PROFESSIONALS - A TALE OF 

TWO PORT CITIES

DATE: Wednesday 25th March 2015, 18:30

VENUE: Sir James Matthews Building, 
Southampton Solent University

SPEAKER: Dr. Mervyn Rowlinson, 
Shipping & Intermodal Logistics Research

ABOUT: The academic needs of 
tomorrow’s port managers and ship 
managers are changing to meet the new 
demands of their respective disciplines.  
Dr. Rowlinson is currently delivering 
elements of this need to students of 
both London Metropolitan University 
and HST Akademie Hamburg and also to 
the distance learning MBA in Shipping 
& Logistics that is jointly offered by 
Lloyd’s Maritime Academy and Middlesex 
University.  His presentation will explain 
what is currently being offered to these 
diverse student audiences and how 
academia is successfully keeping pace 
with great commercial and operational 
change in this global transport industry.

FIND OUT MORE: http://www.ciltuk.org.
uk/Events/EventsListing.aspx

MANAGEMENT TODAY  

LIVE BIRMINGHAM 2015

DATE: 18th March 2015, 10am  

VENUE: FAZELEY STUDIO, Birmingham

ABOUT: From the worlds of business, 
politics and sport, we’ve gathered the 
country’s top business leaders to share 
their tips - and their challenges - on 
making it to the top.

Trying to build a world-class brand? 
Looking to join the board? Wondering 
why your company has lost its mojo? 
Then this event is for you.

Jam-packed with panel sessions, keynote 
speeches, Q&As, idea ‘shots’, pitches 
and live interviews, this one-day event 
gives you the chance to learn from the 
region’s brightest business minds, debate 
industry’s most pressing issues, and make 
great contacts.

FIND OUT MORE: http://www.managers.
org.uk/events-and-courses/2015/
march/management-today-live-
birmingham-2015

BENCHMARKING 

PROCUREMENT PERFORMANCE 

DATE: Thursday 16th April 2015

VENUE: Webinar

COST: Free to all

ABOUT: CIPS, working with A.T. Kearney 
and ISM have developed a free and 
confidential benchmarking tool, the 
ROSMA Performance Check, to help 
organisations measure and evaluate their 
return on investment in procurement.

This webinar will outline how hundreds 
of CPOs are using ROSMA to quantify the 
benefit delivered by procurement and to 
gain support from senior management 
to drive continuous improvement. You’ll 
also hear the aggregated findings from 
the 2014 ROSMA Performance Check 
which included the finding that top 
performers are reporting hard financial 
results in excess of seven times their costs 
and investments and, in conjunction 
with the launch of the free 2015 ROSMA 
Performance Check, you’ll find out how 
you can use too.

FIND OUT MORE: http://www.cips.
org/en-GB/events/International-
Events/Benchmarking-procurement-
performance/?ec=3FYM

DATES FOR YOUR DIARY
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The use of a bibliography and referencing is essential 

to meet the academic requirements of studying. There 

are many forms of referencing; one of the most popular 

methods is the Harvard Referencing System.

The following are reasons why you must reference your 
work:

As a form of courtesy to the originator of the material 
you use;
To provide evidence of the depth and extent of your 
reading and research;
To enable the reader to find and read in more detail, 
a source of information to which you refer to in your 
work;
To allow your tutor to check what you claim is true; 
or to understand why you have made a particular 
mistake, and teach you to avoid it in future;
To enable you to find the source of information should 
you need to use it again;
To avoid plagiarism.

Why must I use a cited reference within my work?

You MUST use a citation whenever you:
Use a direct quotation from a source of information;
Paraphrase (put into you own words), someone else’s 
ideas; This is an alternative to using a direct quotation;
Use statistics or other pieces of specific information, 
taken from a source you have read.

The Golden Rules of Referencing

Be consistent.
If the source of information does not fit into your style 
of chosen referencing system - and some do not - 
include enough information for the reader to find and 
check that source.
Gather all the details you need for your references 
whilst you have the source of information in your 
possession. If you do not do this, you cannot 
legitimately use them in your essay. If you do so, 
without referencing, you might be accused of 
plagiarism.
In the case of books, take the details you need for your 
reference from the title page and the back of the title 
page, NOT from the cover of the book.
Start to create a store of references, use small index 
cards for this, so you can sort your references into the 
order in your guide, usually in alphabetical order.

Examples of in text citations

When referring to ideas contained in someone else’s work:

Smith (2013) argues that the changing perceptions of 
middle managers are impacting upon their subordinates’ 
ability to perform effectively.

When quoting directly from someone’s work using quotation 
marks:

As Smith has observed:

“Of pivotal importance to the success of this 
local government management agenda is the 
acceptance by the non-elite actors within 
each authority of the implications of its 
implementation.” (2013, p.86)

When quoting from a source with two authors, 
(name them both):

Smith and Jones (2012) observed a 
number of issues relating to Irish local 
government managers.

When quoting from a source with 
three or more authors:

Smith et al (2010) 
argue that the 

REFERENCING

LEARNING HUB
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developments in community governance in Abu Dhabi 
were innovative.

Where you refer to two books written by the same author: 

Indicate the different texts by using alphabet numbers, 
Smith (2000a) and Smith (2000b).

Where you shorten a quotation

Omission marks are used (…).quotations must still make 
sense in its shortened version. It might be necessary 

to add an extra word or two into the quotation to 
ensure it reads correctly. These extra words should 

be contained within square brackets [ ].

Bibliography

A bibliography is a list of all reference material 
written about a given area. In some cases, 
bibliographies are books in themselves. 
Therefore, a bibliography is defined as 
a list of sources used to complete your 
assignment, whether or not you referred 

to them in your assignment.

References

A list of references should appear 
at the end of your work 

containing details of ALL the information sources that you 
refer to or cite in the text. Ensure that every piece of written 
work submitted for marking has a list of references that 
contains details of all sources mentioned in your work.

The list of references needs in alphabetical order by the 
author’s surname. It should be single line spacing, with 
hanging indents to distinguish each separate reference or 
with and additional space between each reference.

Examples of referencing

Books

The Author of the book: Surname first, forename and/
or initial, as they appear on the book; 
Year of publication: placed in brackets;
Title of the book;
Each Principle Word of the Title Must Have a Capital 
Letter;
Enter the name of the publisher: do not include initials, 
or ‘& Co’, ‘Ltd’;
Place a full stop at the end of the reference;
Occasionally, a book may have extra details that have 
to be mentioned in the reference;
Volume number (vol.) comes after the title; edition 
(edn) comes after the year of publication.

Example 

Handy, Charles, (1991), The Age of Unreason. 2nd edn. 
London, Arrow Books.

Journals, Periodicals and Magazines

Author of the article: surname and initials or forename
Year of publication: (in rounded brackets)
Title of the article: enclosed in single quotation marks 
‘text’.
Title of journal or periodical
Volume number: in Arabic numerals (1, 2, 3, etc.), Do 
not proceed with ‘vol’.
Page numbers: first and last page numbers of the 
whole article cited

Example

Keble, J., (1989), ‘Management development through 
action learning’, Journal of Management Development, 8, 
no.2: 77-80

The above a just two examples of referencing, however the 
most important point to note when referencing is adopt a 
consistent approach.

LEARNING HUB
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Discussion forums are a really useful feature of any learning journey and particularly 
useful for distance learning programmes. On the DLC Learning HUB you will be given 
access to a ‘Student Area’, here you will be able to interact with students studying the 
same course as you. We encourage students to introduce themselves and get to know 
each other; this is an excellent way to make contacts and support each other’s learning 
development.

Starting a discussion topic is really simple, click the ‘Add a new discussion topic’ button 
at the top of the page, set a title and type out your questions/statement. This is a great 
place to get information from other industry professionals studying the course.

USE IT FOR RESEARCH:

Forums on the internet are a great source of 
information from trouble shooting computer 
problems to reviewing services and or products. 
You could pose a question in the discussion 
forum, collect a number of results, analyse the 
responses and write a summary of findings.

PEER ASSESSMENT

You may want to use the forums to test yourself 
or other peers in preparation for examinations. 
You could ask peers how things work in their 
business and compare the pros and cons; it 
might reveal potential work flow improvements 
for yourself and others.

EVENTS AND RESOURCES

If you are aware of an event that will be helpful 
to the course or your career you should share it 
with your peers. As with any study programme 
it is extremely useful to find and utilise your 
own resources, events are one example of such 
resource. Perhaps the presenter has written 
a whitepaper or book that you can use to 
reference in your work. 

Sharing resources through discussion forums is 
a great way to involve your peers in your studies. 
It may really help another student understand 
a process or it may spark other students to 
contribute other resources that can be helpful to 
your studies.

LEARNING HUB
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Ian Kilpatrick, chairman Wick Hill Group, specialists in 

secure IP infrastructure solutions, looks at five key IT 

security trends and solutions for 2015 

Rise in Security Breaches 

The current high level of security breaches, from the largest 
organisation down to the smallest, will continue unabated. 
What will also grow in 2015 will be the acceptance that 
security breaches are pretty well unavoidable for the 
majority of organisations. Companies will need to change 
their approach to security in order to reflect this. Security 
spending will continue to increase, with spending growth 
higher on asset security over perimeter security. 

Cloud/Virtualisation

The ongoing growth in cloud (and cloud data breaches) 
will carry on boosting awareness of the need to manage 
risks in a virtualised world. Identity management 
technologies will continue to experience a resurgence. 
Some of these technologies, such as two-factor 
authentication, despite already being well-established, will 
experience high growth, as companies secure access to key 
data and application assets

Mobile and Wireless 

The new multi-gigabyte 802.11ac wireless standard, 
coupled with BYOD, tablets and the apps they support, 
will continue to drive businesses into a mobile universe, 
willingly or unwillingly. The slow shift from a wired network 
to a wireless one will interestingly be driven by SMBs and 
public sector organisations. 

Wireless and mobile security has lagged considerably 
behind the security curve. For example, research has 
shown that the majority of smartphones (i.e. devices with 

more capabilities than many old laptops) don’t even have 
PIN protection, never mind anti-virus, encryption, remote 
wipe etc. So there is huge growth potential for both 
security on these devices, and also for securing the wireless 
connection. This has already been highlighted by a number 
of high profile security breaches in 2014 and will become 
even more evident in 2015. 

Big Data

The continued growth of big data and virtualisation 
has already shown that virtualisation security and the 
security of data farms in general is often lower than that 
of the data, before it was migrated to data farms. The 
huge volumes of data thefts will continue to accelerate, 
with a corresponding increase in compliance fines, as 
organisations struggle to upgrade their security to keep 
pace. 

The next area for big data management is log files. 
Organisations have huge amounts of business beneficial 
information in their log files. However, these files are 
typically held in large numbers of silos and are often 
treated as more of a storage problem, than a business 
benefit. 2015 will show a clear shift toward aggregation 
and analysis of these log files. 

Visibility Reporting and Remediation Systems 

One of the big challenges for organisations is the sheer 
volume of security information they have to deal with. 
Multiple security solutions create multiple reports and it is 
often difficult, if not impossible, to get the big picture and 
identify the actual threat. In fact, the average time from 
breach to detection is over 100 days! 

Significant growth in consolidation solutions can be 
expected. However, given that most organisations aren’t 
green field sites, there will be even greater growth in 
solutions that report on and carry out remediation over 
multiple security platforms 

Compliance, an acceptance that breaches will occur, and 
a fundamental need for C- level access to relevant security 
information, will drive this area strongly forward. 

Bio Ian Kilpatrick 

Ian Kilpatrick is chairman of international value added 
distributor Wick Hill Group, specialists in market 
development for secure IP infrastructure solutions. 
Kilpatrick has been involved with the Group for almost 40 
years. Wick Hill supplies organisations from enterprises 
to SMEs, through an extensive value-added network of 
accredited VARs. 

Kilpatrick has an in-depth experience of IT, with a focus on 
networks, particularly security. He has a strong vision of 
the future in IT, focussing on business needs and benefits, 
rather than just technology. Ian Kilpatrick is a published 
author and has written numerous articles and features, 
both domestically and internationally, as well as being a 
regular speaker at conferences, seminars and exhibitions 

For more information about Wick Hill, please visit http://
www.wickhill.com or www.twitter.com/wickhill
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This year delivered growth but 2015 must be a year of 

productivity to sustain growth and improve earnings

The UK labour market will continue to expand at a strong 
rate in 2015 but it’s unlikely that we’ll see any real increase 
in wage growth until 2016, according to Mark Beatson, 
chief economist for the CIPD, the professional body for 
HR and people development. While improvements in the 
labour market are good news for jobseekers and good 
news for businesses, Beatson warns that the UK’s steady 
growth remains vulnerable to developments in Europe 
and that the UK’s ‘productivity puzzle’ is an urgent issue for 
policy makers and businesses to address in order to sustain 
growth.

In his annual analysis of the UK labour market for the year 
ahead, published today, Beatson predicts:

Employment may grow by as much as half a million in 
2015, slightly more than the OBR forecast. This is due 
to the extra number of migrant workers seeking work, 
older workers looking to stay in work to strengthen 
their pension pots and more people leaving benefits 
and going into jobs under the Welfare to Work 
programme

Economic growth of around 2.4% is expected in 2015, 
slightly lower than in 2014

The Eurozone as a whole is still expected to grow by 
just 1.1% in 2015

Interest rates are expected to rise but any increases are 
likely to be small

Wage growth is likely to remain in the 1-2% range 
for most or all of 2015, although low inflation means 
average earnings may increase slightly in real terms. 
However, no significant increase in wage growth 
can be expected until 2016, and even then, it is not 
guaranteed

Productivity needs to form the core of economic 
policy and employers need to raise their productivity 
- including developing their workforce - before skills 
shortages mount.

Beatson comments: “By historic standards 2014 has 
been a year of reasonable growth, but there are still some 
very significant challenges that the government needs to 
address around productivity. We said at the start of 2014 
that productivity needed to be at the top of the agenda for 
Government and the same is true for this year. As a country we 
are still producing less value today than before the recession, 
and the years preceding that. We need a massive step-change 
as without growth in productivity, we are unlikely to see real 
earnings grow for some time”.

Beatson warns that while hiring intentions remain positive, 
at some stage labour shortages will start to become more 
acute and that taking advantage of relatively cheap labour 
now could have an impact on business competition, 
particularly in international markets. In both cases, he 
suggests that employers can manage these risks by 
investing in productivity. This might include investments 
in capital equipment such as technology and machinery as 
well as investing in intangible assets, including people. 

He continues: “Upskilling the existing workforce is an 
insurance policy against future skills shortages, but these 
efforts will only be maximised through broader changes such 
as improved management practices and job design. We need 
to see a similar focus from policy makers. Higher productivity 
is necessary if living standards are to improve and economic 
policy in the next Parliament should focus on achieving it 
through creating an environment that supports productivity 
growth at a sector and local level. The UK’s productivity 
challenges are deep-rooted and require systemic change. We 
need government, employee representatives and business to 
come together and pinpoint where workplace practices are 
working, where they need to be challenged and how we can 
build a workplace of the future that really works and drives 
the productivity we need.”    

The CIPD has recently published research which pinpoints 
the role of effective management in the workplace 
and how this contributes to business productivity and 
organisational resilience.‘Megatrends: are UK organisations 
getting better at managing their people?’ is available for 
download at: http://www.cipd.co.uk/hr-resources/research/
uk-organisations-managing-people.aspx 

2015 NEEDS TO BE A ‘ROLLOVER YEAR’ 
FOR PRODUCTIVITY, PREDICTS CIPD
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Benefit plans one of top ways to increase employee 

loyalty and engagement according to recent study by 

Wells Fargo Insurance.

As companies focus largely on maintaining employee 
productivity and controlling costs when designing its 
benefit programs, according to the Employee Benefits 
Trends Survey released from Wells Fargo Insurance, 
part of Wells Fargo & Co, benefit plans can also greatly 
improve employee loyalty. According to the survey, C-suite 
executives and benefit managers cite managing costs and 
maintaining employee productivity as the most important 
goals in both the short (12-18 months) and long term (five 
years). Additionally, C-suite executives (88%) and benefit 
managers (85%) agree that benefit programs have the 
most impact on improving employee loyalty as well as 
increasing employee engagement and lowering company 
medical costs.

“We keep our employees well-informed in all aspects of where 
we are headed as a company, and offer incentives for them to 
continue to be part of our company. Benefits are the number 
one issue when it comes to employment with our company”

Wells Fargo Insurance designed the Employee Benefits 
Trends Survey to better understand how companies are 
responding to healthcare reform requirements while also 
providing their employees with competitive benefits 
programs. Surveying C-suite executives and benefit 
managers from companies across the U.S. with more than 
50 employees, the survey generated 950 responses and 
covered topics including cost containment strategies, 
employee attraction and retention, outlook on healthcare 
reform, and financial impact of employee health.

“As the benefits landscape continues to evolve, employers 
face challenges and opportunities as they adapt to new 
requirements,” said Dan Gowen, national practice leader 
with Wells Fargo Insurance’s Employee Benefits National 
Practice. “It’s a balancing act for many companies as they 
look to maximize employee productivity, retention and morale 
while also controlling cost - a factor we expect to become even 
more important as companies prepare for the Affordable Care 
Act (ACA) excise tax in 2018.”

With 2015 underway, most companies have made key 
changes to their benefits plans. According to the survey, 
7 in 10 companies have made or are in the process of 
implementing changes for covering spouses as well as to 
increase the percentage that employees must contribute 
to premiums. 6 in 10 have also changed or are in the 
process of changing options for the type of plan offered. 
While most employers have not yet made changes such as 
moving from fully-insured to self-funded or using private 
exchanges, the survey found that those decisions and 
offering a high deductible plan, are the top initiatives now 
under consideration.

As companies look ahead, they remain focused on 

managing costs, wellness offerings and family coverage. 
With wellness leading the list, C-suite executives and 
benefit managers will focus on coverage of family 
members, employee attraction and retention during the 
next five years.

“We keep our employees well-informed in all aspects of where 
we are headed as a company, and offer incentives for them to 
continue to be part of our company. Benefits are the number 
one issue when it comes to employment with our company,” 
noted a survey respondent.

The focus on wellness is very strong with 93% of 
C-suite executives surveyed anticipating an increase or 
improvement in the importance of wellness offerings. Half 
of the companies that have considered or are considering 
a change in wellness offerings said they are doing so as 
a result of the ACA. Finally, 55% of employers will have 
implemented incentives and/or penalties in 2015 for 
wellness compliance.

“Employers who take a more coordinated approach to 
integrating wellness programs with their existing employee 
benefits and productivity solutions will be well-positioned to 
achieve growth and cost savings,” added Gowen.

For more information and additional findings from 
Wells Fargo Insurance’s Employee Benefits Trend 
Survey, visithttps://wfis.wellsfargo.com/services/
employeebenefits/Pages/Research.aspx.

NEW SURVEY: COSTS AND EMPLOYEE PRODUCTIVITY 
TOP PRIORITIES FOR BENEFITS PROGRAMS
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When was the last time your thought about advancing 

your career? This morning? Yesterday? Last Week? … 

it’s probably been quite recently as this is the natural 

thought process for anyone with ambition and wanting 

to move forward and improve their prospects. 

You may feel that in order to move forward professionally 
you will need to look outside of your workplace, however 
I would suggest that you consider your development 
prospects within your current company. Not only could you 
challenge yourself in your current role there may also be 
further opportunities within your company in other roles, 
enabling you to advance yourself in a position where you 
have already a significant amount of knowledge. 

Key to CRCP (Current Role Career Progression) 

Enhancing your skills set

This isn’t just about improving yourself to perform your 
role to the best of your ability, this is your opportunity to 
challenge your ideas of your role and ask what you can 
do better, what you can improve on and what additional 
skills can you gain to enhance yourself. Think outside of 
your skills set, how about considering your skills with 
people by developing your style of leadership - imagine 
how differently you will be considered if it’s seen you have 
looked at your skills and taken it upon yourself to improve 
these outside of all expectations!

 Broadening knowledge in your chosen field 

Are you the best you can be, would your colleagues 
consider you to be the ‘go to person’, the person who 
has the answers? If not then you could broaden your 
knowledge through learning and training and be that 
person …. be the first person colleagues think of when 
they need guidance, advice and answers.

Recognising your comfort zones

By acknowledging situations which make you less 
comfortable you are able to step outside of these 
boundaries in order to personally develop. Comfort zones 
are there to protect us, but are not necessarily good for 
us and inhibit your personal growth. Push yourself into 
situations where you wouldn’t normally feel comfortable, 
for example chairing a meeting or making a presentation 
to your team you will gain in confidence and the sense of 
achievement will enable you to continue to build on your 
success.

A great quote to have on your desk, from Neale Donald 
Walsch “Life begins at the end of your comfort zone” 

Having a clear vision of your goal 

What do you need to do to get to where you want to be? 
Mapping out the steps of how you will get from where you 
are to where to you want to be by utilising career planning 
tools is a great way to plan your progression. Visualise 
and rehearse success… this will lead to you experiencing 
success. Knowing where you are, where you want to be and 
how you will get there will enable you to see each step as 
clear progress towards your goal.

Challenging any perceived limitations within your current 

role

Take full responsibility for your actions and give more 
thought to how you can do more, offer ideas and 
encourage others. Step outside of your job title and job 
role and consider what actually needs to be done rather 
than what you are doing, pushing the limitations of your 
role and going above and beyond expectations. Making a 
valued contribution to your organisation will set you on the 
road to progression.

Furthermore my advice to you would be to stay relevant, 
as things change be at the forefront of this by being a 
positive, forward thinking, progressive personality within 
your organisation. Continue to move forward and progress 
by developing yourself, your skills and attitude to become 
an inspiration to yourself and others.

Key to CRCP (Current Role Career Progression)

PROFESSIONAL DEVELOPMENT
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Authors of iDisrupted (www.idisrupted.com )comment on the potential impact of 

new technologies on the jobs market.

Will new technology create more jobs than it destroys, or will it lead to 
unprecedented job losses creating mass unemployment? 

“Technology can be a force for creating more wealth for all,” say the authors of the 
new book iDisrupted, “but there is a danger that instead it will permanently devastate 
the jobs market. The final result will partially depend on the decisions made by policy 
makers over the next few years.”

As a general rule of thumb, computers find it relatively easy to do the things we 
find hard, but struggle to do the things we find easy. Technology may replace many 
white-collar jobs - including accountancy, legal and actuarial work and maybe even 
general practice in medicine - within the next 10 to 15 years.

However, occupations that require creative, social skills and empathy are not likely 
to be replaced for the foreseeable future. The question is whether there will be 
enough jobs that require these skills to make up for those that are lost.

At the peak of its success, Kodak employed 145,000 people, but today Apple only 
employs 47,000 and Facebook 7,000.* You only need to compare the contribution 
of global GDP from the big tech companies with their contribution to global 
employment to see that, on balance, disruptive technology is currently having a 
negative effect on the jobs market.

iDisrupted’s co-author John Straw said: “Advances in AI, and in particular in pattern 
recognition, mean that computers will increasingly take over the roles that have 
traditionally been the preserve of the middle class. This may have devastating effect on 
the social economic map.”

Michael Baxter, iDisrupted’s other main co-author said: “There are jobs that neither 
computers nor robots are likely to perform for a very long time, such as in care, 
counselling or nursing. But these roles are not typically well paid, and unless the fruits of 
technology benefit the wider population, it is hard to see where the demand will come 
for to fund these types of occupations.”

John Straw added: “Other areas where we will see disruption caused by technology 
include driving related tasks that will be replaced self-driving vehicles. Further 
automation in combination with the Internet of Things will hit jobs in manufacturing 
industries.”

Baxter concluded: “We may also see the creation of a new kind of retail assistance, 
one who is also a 3D printer expert who can advise customers on designs, and produce 
bespoke products for each customer. But once again, unless the profits from technology 
trickle down, which frankly they don’t seem to be doing currently, it is hard to see where 
the demand for the services these jobs will supply will come from.”

iDisrupted is available in all good book shops and online. The price for the 
paperback is £9.99.

*See: Has Creative Destruction Become More Destructive? John Komlos  
http://www.nber.org/papers/w20379

ABOUT iDISRUPTED - iDisrupted, disruptive technology changing the human race forever is available from Amazon.

HOW TECHNOLOGY WILL 
AFFECT EMPLOYMENT?
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Traditional business education models are being 

disrupted by technology, the introduction of MOOCs, 

market competition, university fees and increasingly 

demanding employer and employee needs, finds a wide-

ranging new report called ‘See the Future’.

Conducted by Carrington Crisp, the education market 
research and consultancy for business schools and 
universities, and supported by ACCA (the Association of 
Chartered Certified Accountants) and the EFMD (European 
Foundation for Management Development). See the 
Future gathers views from Deans or Directors at business 
schools and also employers - CEOs and chairman - from 63 
countries.

See the Future reveals that business education providers 
face four main challenges - costs, staffing issues, 
technology and market competition. They are being forced 
to reconsider the content of their degrees, with a growing 
shift towards a multidisciplinary approach to meet the 
demands of students and corporate business. Lifelong 
learning will remain important, but lifestyle learning will 
come to the fore because of technology developments. 
Key findings show that:

70% of business school respondents agree or strongly 
agree that “technological innovation will bring new 
entrants to the business education market”

Just over 90% said “technology will promote the growth 
of new business models for business education.”

90% agree that “business schools will develop flexible 
degrees that allow students to mix study and work.”

75% agree that business schools will develop new 
products to help younger and older workers who no or 
only limited experience of higher education.

Only 50% of employers are aware of MOOCs, but 
70% agree that “more training and development in 

our organisation will be delivered online in the next five 
years.”

The view from employers is that they want value for 
money, with quicker, cheaper and more substantial impact 
from training and development. They have a growing 
acceptance of online learning as it removes travel and 
accommodation costs. However, while online learning 
is popular, the majority, at 80%, agree that “Executive 
education for senior managers and directors will remain face 
to face.”

Andrew Crisp, from CarringtonCrisp and author of the 
report said: “This situation is not a perfect storm, but the 
Dean who sticks their head in the sand and fails to think 
about how best to position their school for the future risks 
their school and its students being left behind.”

Alan Hatfield, director of learning at ACCA, commented: 
“Anytime, anywhere learning is on the rise, providing students 
with the flexibility to learn at their own pace and around their 
other commitments such as work and family. When they hire 
new talent, employers believe a professional qualification 
is essential or desired. As a professional body, ACCA is 
committed to business education - working with universities, 
MOOC providers and business schools around the world, 
we aim to ensure the future of business education remains 
relevant and valued.”

Eric Cornuel, DG and CEO at EFMD, concluded: “It has been 
clear for many years that the pace of change in business 
education is accelerating. Understanding the drivers of 
change and the demands of those seeking to learn in the 
future are key to our member schools delivering effective 
solutions. More and more, our members recognise the need 
for business to be studied in a wider context, to see the impact 
it has on society. To this end, there is a growing need for 
business schools to work with other faculties, departments 
and experts throughout universities and beyond to ensure 
students receive a rounded education.”

BUSINESS EDUCATION FACES A CHALLENGING AND 
DISRUPTIVE FUTURE, FINDS GLOBAL RESEARCH
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Report Explores What Employees Love About Work and 

How Employers Can Motivate Them to Positively Impact 

Overall Well-Being

New data released today by Virgin Pulse, the market leader 
in the rapidly-growing employee health engagement 
category, finds that 60% of employees feel their 
relationship with their employer positively impacts their 
focus or productivity at work, and 44% say it positively 
impacts stress levels. The new survey, “Labor of Love: What 
Employees Love About Work & Ways to Keep the Spark Alive,” 
features responses from 1,000 participants in the U.S. 
and Canada (not Virgin Pulse members), and highlights 
how employees feel about their workplaces and what 
employers can do to motivate employee engagement, 
productivity, and loyalty.

“By offering tools, programs and resources that support 
all areas of employees’ well-being, and helping employees 
understand and feel their connection to your company, you’ll 
help your people feel their best so they can be their best.”

“The results of this survey reinforce something we’ve long 
known true - showing employees some love and making it 
clear your company cares, boosts their engagement and wins 
them over for the long haul,” said Chris Boyce, CEO of Virgin 
Pulse. “By offering tools, programs and resources that support 
all areas of employees’ well-being, and helping employees 
understand and feel their connection to your company, you’ll 
help your people feel their best so they can be their best.”

The survey results make one thing clear: when it comes to 
creating an engaged workforce, a supportive manager/
employee relationship is key. As Valentine’s Day approaches 
(and all year round), employers can fuel this connection by 
communicating their support for employee well-being.

Love Makes the Workplace Go Round

So, how else can an employer’s positive support impact 
employees?

53% said “interesting and challenging” work is the top 
reason they love their company.
38% said “the company’s mission” is a top reason they 
love their company.

Best (Work) Friends Forever

The secret to happy, engaged, high-performing employees 
might be as simple as having close relationships with 
colleagues.

Nearly 40% of respondents identified their co-workers 
as the top reason they love their company.

66% said these relationships positively impact their 
focus or productivity at work.

55% said these relationships positively impact stress 
levels on the job.

What’s in the Suggestion Box?

When it comes to how to make the organisations they 
work for even better, employees expressed the following 
sentiments:

Supporting work/life balance was ranked as the top 
way companies can show employees they care.

Nearly 40% of respondents said they wished their 
employer cared more about their work-life balance.

44% indicated flexible work arrangements were the 
number one benefit they’d love to have.

30% of employees chose “free programs and resources 
supporting my well-being” as the number one benefit 
they’d like their employer to offer.

Can’t Buy Their Love

The key to employee happiness might not be what many 
employers think (hint, it’s not money).

28% of respondents ranked “maintaining good health, 
including physical, mental and social” as the number 
one aspect driving their overall well-being and 
happiness, compared to 22% for “financial stability.”

For a breakdown of this year’s findings and tips on ways 
to show employees you care and support their well-
being, download the full survey report (http://connect.
virginpulse.com/files/Survey_LaborofLove.pdf ).

60% OF WORKERS SAY RELATIONSHIP WITH EMPLOYER 
POSITIVELY IMPACTS FOCUS AND PRODUCTIVITY, VIRGIN 
PULSE SURVEY FINDS
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According to a new report from the CIPD, the professional 

body for HR and people development, the overall quality 

of management in the UK continues to trail the USA, 

Germany and other productivity leaders and is one of the 

key reasons behind the UK’s long-standing productivity 

weakness. 

The report ‘Are UK organisations getting better at 

managing their people?’ is the latest chapter in the 
CIPD’s Megatrends project which explores the economic 
and social trends that are shaping the world of work now 
and in the future. This latest report reviews the available 
evidence on people management practices and how these 
have changed since the 2003 Government-commissioned 
report by Michael Porter and Christian Ketels that identified 
quality of management as an important determinant of 
economic performance.  

While people management practices do change with the 
times, the CIPD’s report found little evidence of underlying 
improvement over the last decade. There appears to 
be room for improvement in the amount of time that 
managers are spending with their direct reports and 
the quality of coaching and career development advice 
they provide. Management processes are also not always 
applied consistently or fairly and this is one reason why 
there is a lack of trust in senior leadership. These are 
deep-rooted problems and the solutions are largely down 
to organisations, but the CIPD is urging the Government 

to consider ways in which it can raise awareness of the 
challenges and potential approaches to tackling them, not 
least in its capacity as an employer.

Mark Beatson, chief economist for the CIPD, comments: 
“Over the years we’ve seen successive governments put 
a lot of effort into changing the regulations that help to 
determine how organisations work - sometimes more 
regulation, sometimes less regulation - but they’ve typically 
shied away from getting involved in how well businesses are 
managed, filing the issue in the ‘too difficult’ drawer. With 
UK productivity falling even further behind our competitors 
since 2008, it’s essential that we move the debate on from 
talking about low-pay and low-quality jobs and look at the 
root problem of poor productivity. Government needs to get 
behind innovation in workplace practices with as much vigour 
as it, quite rightly, does for technological innovation.”

“Most businesses say they want to make innovation, quality 
or customer service their competitive advantage but not 
all of them will have the resources, capability or knowledge 
to achieve this.  We think that Government, business and 
employee representatives all need to be engaged in a 
collective effort to find ways of making this journey easier.”

The report identified a number of challenges in the area of 
management practice: 

Management practices in the last decade have 
only served to keep pace with the international 

QUALITY OF UK MANAGEMENT HAS FAILED TO IMPROVE IN MORE T
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competition, rather than making up ground. The UK 
continues to lag behind other economies such as the 
USA and Germany

High-performance working practices* designed 
to utilise workforce skills are spreading amongst 
organisations but are still not the norm

While 65% of employees are generally satisfied with 
their line manager, and largely trust them and value 
their honesty, only 33% say they trust their senior 
management

Less than 5% of a manager’s time is spent in formal 
or informal discussions with the individuals they 
are managing about work issues and just half of 
employees are satisfied with the amount of time their 
manager spends with them

1 in 5 employees say they have never had a formal 
meeting with their manager

Organisations where trust between employees and 
managers was low were more likely to have been 
weakened by the recession 

Private sector firms pursuing high-quality and 
innovation-based strategies were more likely to 
invest in their workforce through training and the 
implementation of high-performance working 
practices

Beatson continues: “Our research shows that anywhere 
between 30 and 45% of employees have some type of 
managerial responsibility, so small improvements in the 
performance of each manager can make a big difference. 
There are small steps that businesses can take to address this, 
by putting high-performance policies and practices in place 
and by ensuring that individuals get the training they need 
to be effective managers.  Employers should also consider 
providing alternative routes to higher status and more pay 
that don’t necessarily involve management responsibility, as 
some employees may be more valuable in a position making 
full use of their technical skills than they are in a management 
role. This would reinforce the message that management 
is a skill in its own right, not something that comes with a 
promotion. There is also evidence that managers themselves 
don’t always spend enough time on their own development.  
Given its importance for both our productivity and well-being, 
we need to raise the performance of our managers across the 
board.” 

*High-performance working practices are defined by UKCES as 
‘a general approach to managing organisations that aims to 
stimulate more effective employee involvement and commitment 
in order to achieve high levels of performance’. (From BELT, V. 
and Giles, L. (2009) High Performance Working: a synthesis of 
Key Literature, for the UK Commission for Employment & Skills). 
Examples of these practices include formalised appraisal systems, 
employee autonomy, development of employee skills and 
methods to align workforce requirements with business strategy.

HAN A DECADE, SAYS CIPD REPORT
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STUDENT 
INTERVIEW

BRIEF DESCRIPTION OF WHAT THE 

COMPANY DOES: 

We provide an inspection service to provide 
safer food for the nation.

CURRENT ROLE: 
I work as a service delivery manager for Kent, 
Surrey and Sussex.

RESPONSIBILITIES: 
I manage 14 staff across multiple locations 
and also contract manage other members 
of staff. My role is varied and I have many 
responsibilities and deadlines which must be 
met.

EXPERIENCE:

I left school in 1986 and straight away went to 
work for my father in his busy butchers shop. 
I joined the meat hygiene service as a Meat 
Inspector in 1996 and gained a promotion to 
Senior Meat Inspector in 2011. I was also very 
proud to gain a further promotion to Service 
Delivery Manager in 2012.

EDUCATION:  

City and Guilds in Catering 
Institute of Meat Qualification
Royal Society of Health Qualification 
Salford University - Red and White Meat 
Inspection

Q: Who did you look up to as a child?

A: My father, because he worked so hard to 
provide a good living for his family, and this is 
something he has installed in me.

Q: What’s the best job you’ve ever had?

A: My current one.

Q: What’s the best life decision you’ve ever 

made?

A: Getting married to my wife Gillian.

Q: What scares you most?

A: Failure

Q: What’s the best advice you could give to 

someone aspiring to work in your field?

A: Work hard, gain respect and always do your 
best. I also believe it is important to shadow 
people from other departments as this helps gain 
experience

Q: What single project would you consider to 

be the most significant in your career to date?  

A: It has to be going from the manager of one 
area into taking on a much larger area with the 
same resources.

Q: What aspect of your job do you find most 

challenging?

A: As my job is so varied challenge comes in so 
many forms, you just have to be ready for it.

Q: What aspect of your job do you find most 

enjoyable?

A: All of it, I love my job.

Q: Describe a typical working day?

A: My working day/week varies so much, I 
could be dealing with meat inspection or dairy 
inspection, managing difficult people or dealing 
with conflict. I do not have a typical working day, 
I am prepared to deal with whatever comes at 
me.

Q: If shipwrecked on a desert island what 3 

items would you want with you?

A: My wife and daughter (I’m going to count 
these as one item) an everlasting supply of good 
food and wine, a flat screen TV with a good 
reception and all the sports channels.

Q: What’s the last book you read?

A: The Dalai Lama’s Cat by David Michie

MARK DAWSON

THE FOOD STANDARDS AGENCY 
Operations Department
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37% of workers are planning to leave their current jobs in 

2015 - a dramatic increase from 2014 (19%) and 2013 (13%)

Ambition trumps salary with nearly two thirds (59%) 
hoping for increased opportunity for progression

25% moving because they feel under appreciated

New research study has revealed that the appetite to move 
up is on the minds of 37% of the UK population.

Conducted by the Institute of Leadership & Management 
(ILM), the survey of more than 1,000 UK workers and 
managers shows a dramatic increase in the proportion 
of UK workers planning to move jobs compared to other 
years. Previous surveys reported only 19% were planning 
to move in 2014, while just 13% planned a career move in 
2013.

Of those who left their jobs in 2014, 35% cited greater 
opportunity for progression as their main motivation for 
seeking a new role - compared to only 12% who sought 
a higher salary. Now in 2015, that has increased to 59%, 
meaning that increased opportunity is a job seekers 
number one priority; beating a better salary (56%), a more 
interesting role (50%) and better management (30%).

The Institute of Leadership & Management (ILM) want to 
highlight that if companies are to retain staff in 2015, it’s 
important for them to make sure structures are in place 
for workers to progress but also to communicate these 
opportunities effectively.  

Charles Elvin, Chief Executive of the Institute of Leadership 
& Management, said:

“The New Year is always a popular time for workers to look 
ahead. With an improving economy and more fruitful 
job market, it is important that employers realise that it’s 
likely they will have to work harder to keep their talented 
employees. This means prioritising managing the talent 
pipeline within the organisation to make sure staff have 
opportunities to develop and progress.”

The survey also revealed that staff are feeling increasingly 
undervalued by their managers. 25% of those planning to 
leave said it was because they felt unappreciated in their 
current role, almost 10% more than last year (16%).

Charles continued: “All staff want to feel that they are 
appreciated by their organisation so it’s crucial that 
companies actively recognise the efforts and talents of 
their employees. Companies may want to adapt to this 
new improved climate, by acknowledging where staff have 
excelled and moulding opportunities for them to advance.”

What UK workers are hoping for in 2015:
More opportunity for progression (59%)
Better pay (56%)
More interesting job (50%)
Better management (30%)
More opportunity for training/development (27%)
More opportunity for flexible working (18%)
Nicer people (5%)
Better options for parental leave (3%)

OVER ONE THIRD OF WORKERS PLAN TO MOVE 
JOBS THIS YEAR AS SURVEY REVEALS THE RETURN 

OF AMBITION TO THE UK WORKFORCE

DOWNLOAD OUR  

MOTIVATIONAL E-BOOK

CLICK HERE
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Improved public reporting on investment in, 

development and management of people can shine light 

on long-term prospects of companies 

The long-term growth potential of organisations and the 
economy are being hampered by a lack of consistency 
in the measurement and reporting of human capital 
information, contributing to long-standing problems of 
short-termism in many firms and sectors.  

This was one of the clear messages from speakers at an 
event bringing together the Business Secretary Vince 
Cable, Stephen Haddrill, CEO at the Financial Reporting 
Council, Helena Morrissey, CEO at Newton Investment 
Management and Chair of the Investment Association, and 
Doug Baillie, Chief Human Resources Officer at Unilever 
to discuss the role of human capital reporting in driving 
a more long-termist approach to the delivery of business 
performance and productivity.

The event marks the launch of a new report from the 
Valuing your Talent initiative, comprising the CIPD, CIMA, 
UKCES, Investors in People and CMI, which considers 
barriers to human capital reporting from an investor 
and other external stakeholder perspective. It explores 
investor views on the value and availability of human 
capital metrics (HCM), whether consistent reporting on 
agreed core people data would improve understanding of 
workforce potential and challenges, and barriers to better 
reporting practice. 

Business Secretary Vince Cable said: “I am determined 
to tackle the short-term investment culture that helped to 
cause the 2008 financial crash. That’s why I commissioned 
John Kay’s review of the equity markets, and why we’ve 
given priority to implementing his recommendations. We 
have comprehensively reformed reporting frameworks, 
enhancing the focus on long-term strategy and removing the 
requirement for mandatory quarterly reporting to encourage 
companies and investors to take the longer view. We have 
overhauled the governance of executive pay, empowering 
shareholders to ensure companies’ pay structures are 
genuinely linked to longer-term performance.  We have 
supported the development of the Investor Forum to make 
collective engagement by investors more effective. And we 
have made good progress on boardroom diversity. 

“I know that we now have laid the solid foundations to build 
a real shift away from the ‘quick buck’ culture that wrought 
such damage in the past. Today’s report is a very interesting 
contribution to the debate on where to go next, focusing on 
reporting standards around people-led performance to ensure 
that business investment is maximised and productivity is 
improved upon year after year.”

Peter Cheese, chief executive, CIPD said: “There’s a clear 
‘chicken and egg’ situation here. Organisations are ad-hoc 
and inconsistent in their reporting on human capital which 
means investors and other external stakeholders don’t have 
faith in the data and don’t see the need to ask for more. 

VINCE CABLE, THE CIPD, INVESTORS AND EMPLOYERS COME 
TOGETHER TO PUT WORKFORCE PERFORMANCE MEASURES 
AT THE HEART OF BUSINESS PRODUCTIVITY
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But because the data isn’t being requested, firms don’t put a 
consistent effort into reporting people-based data; productivity 
challenges go unresolved and critically important intangible 
assets, such as the workforce, continue to play second fiddle to 
more tangible assets when investment decisions are made. We 
need to build a more common language amongst businesses, 
investors and other stakeholders to capture the impact of 
people and culture on long-term business performance. 
This conversation starts with having the right data in place; 
employers must start to place value on their talent or the human 
capital conundrum will remain unsolved.” 

Also attending the event was Charles Tilley, chief executive, 
CIMA, one of the key partners in the Valuing your Talent 
programme. He said: “For human capital to be fully and 
effectively valued in business decision making we must achieve 
a change in mindset, competency and culture within business 
at all levels. We must change mind sets through a recognition 
that data on people, performance and behaviours are key to 
business success.  The competence of finance, HR and other 
professionals needs to be developed to recognise and act on 
this insight. CIMA’s Global Management Accounting Principles 
provide a framework to do this and build culture, leveraging 
financial and non-financial data to drive integrated thinking 
and behaviours within the organisation.”

Doug Baillie, Chief HR Officer for Unilever said:  “People 
are our most precious resource and the effective investment 
and management of them is critical to the continued 
success of Unilever. By adopting human capital reporting 
we are increasing our accountability and presenting a more 
transparent and coherent picture to our stakeholders on the 
health of our business. Having an accurate picture can also lead 
to competitive advantage by unlocking the full potential of our 
people, making the case for its adoption a resounding one.”

Peter Cheese concludes: “Human capital reporting is often 
misunderstood. It’s not simply about looking at individuals and 
the value that they provide per head, per hour - or reducing 
people to numbers on a balance sheet. It’s about a much 
more fundamental recognition that the people we employ, 
the ways we manage and develop them, how we organise 
our businesses and the cultures we build within them are all 
critical to measuring and driving business performance.  In the 
first instance, developing a consistent way of recording and 
reporting the small number of key metrics we’ve focused on 
in our reports would start to help employers and investors to 
build a clearer picture of the intangible factors that play such an 
important part in delivering long-term success.”

The event and report are part of a concerted effort by the 
CIPD, with a number of partners, to raise awareness of 
the importance of human capital reporting.  This wider 
‘Valuing Your Talent’ initiative is a collaborative research 
and engagement programme between the CIPD, CIMA, 
the UKCES, Investors in People and the CMI to help raise 
understanding and capability in the measurement of and 
insight into how people drive value in organisations, and to 
encourage better practice, mind-set and visibility in people 
and organisation development. 

EFFICIENCY:  
KEY TO WORK-FAMILY 
CONFLICT
Being efficient is the key to achieving balance 

between work and family says leading 

management expert Prof Zeynep Aycan from Koc 

University in Istanbul. 

According to Prof Aycan, who has dedicated her 

entire career to researching work-life balance 

across the globe, one of the key predictors of 

high work-family conflict (WFC) is workload “the 
feeling that you have more than you can handle in 
both work and family life.” 

She says we can overcome this by becoming 

better organised: “Employees work long hours 
and sit in long meetings, but the outcome is not 
proportionate to the time input. We know from 
research that there is zero correlation between the 
time spent on a task and efficiency. Therefore, we 
need to learn time management skills, teamwork 
and delegation competencies, and efficient work 
habits very early in life.”

Prof Aycan says both male and female 

employees who use company policies that 

encourage a good work-life balance, such as 

maternity/paternity leave and flexible work, 

report less conflict between work and family, 

less intention to change jobs, and higher life 

satisfaction overall. In return, companies get 

more loyal employees, more efficient in their day 

to day job, boosting overall staff productivity 

therefore driving the company forward. 

Prof Aycan believes that: “Organisations should 
offer ongoing training sessions on topics like time 
management and encourage efficient work habits. 
They should also implement policies and practices 
to ease work-life balance. Of course it is ultimately 
the organisational culture 
which determines whether 
or not these policies are 
implemented successfully, 
but all employers should 
try. Once implemented, 
employees using these 
policies should not 
be in the `black 
book’ of the 
management, 
and should 
not be 
disadvantaged 
in the 
promotion 
decisions.“

PROFESSIONAL DEVELOPMENT
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Prof Xavier Beaten, founder of the Centre for Excellence  
in Strategic Rewards at Vlerick Business School.

There are three things every business leader should 

know, says Prof Xavier Beaten, founder of the Centre 

for Excellence in Strategic Rewards at Vlerick Business 

School.

A survey among Compensation & Benefits professionals 
has shown that less than half of them think they have the 
skills needed to translate business strategy into reward 
policies.

1. NON-FINANCIAL ASPECTS ARE MORE IMPORTANT 

THAN MONEY

“Currently, there is too much focus on financial 
compensation, when research has actually shown that 
non-financial aspects such as autonomy, colleagues, 
the company’s reputation etc., are in fact considered 
more important. Reward models should be aligned with 
the corporate strategy (customer intimacy, operational 
excellence or product leadership). If your strategy focuses on 
innovation, for example, flexible reward components take 
centre stage.”

2. ONE-TIME BONUSES WORK BETTER THAN AN 

INCREASE IN BASIC SALARY 

“When it comes to compensation, employees are not rational. 
Research has revealed that the impact of a one-time bonus 
on their performance is five times greater than that of a 
small increase in their basic salary. The bonus has an entirely 
different psychological effect than a spread out reward, i.e. a 
gradual salary increase.”

3. EMPLOYEES DO NOT KNOW WHAT COMPENSATION 

PACKAGES INCLUDE 

“Research shows that better communication leads to an 
improved understanding of what the compensation package 
includes, which, in turn, leads to greater appreciation of 
fringe benefits in particular. These easily amount to 25% of 
the total package. Today, communication is often limited to 
the technical aspects of the salary package. Managers should 
explain the reasoning behind the compensation philosophy 
better and substantiate their decisions. ”

Prof Xavier Beaten says: “Companies looking to implement 
sound reward policies still have a lot of work to do. Effective 
reward managers should look beyond the merely technical 
aspect of the matter. They need to be able to explain the 
reward system to their staff, and to establish a link between 
the corporate context and activities on the one hand, and 
reward policies on the other. Good Compensation & Benefits 
Managers have three important roles to fulfil - that of an 
engineer, a strategist and a salesman.”

THREE THINGS ALL 
BUSINESS LEADERS SHOULD 
KNOW ABOUT REWARD 
MANAGEMENT
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As the leading Institute for Supply Chain around the 

Globe, we believe it is important to promote the fantastic 

opportunities available within the Supply Chain.

Supply Chain is not a career path often discussed in 
Schools or Colleges and often students are pushed 
down more traditional paths such as media, advertising, 
nursing,  psychology, law and business studies. Our focus 
over the next 11 months is to promote the benefits and 
opportunities available to people who work in the Supply 
Chain. We want to make supply chain a career path that 
people strive to be a part of and to make people aware that 
this is an industry with incredible potential.

Throughout this article we are focusing on the 7 Wonders 
of the World, the supply chain involved and what they 
represent to this industry and to us as an Institute. 

Petra is an underground City in Southern Jordan, known 
only to the Western World from 1812. Built roughly 
around 312 BC, Petra represents innovation at a time 
when technology was non-existent and the only materials 
available were from natural sources. The face of Petra 
is a temple standing 810 metres tall, but the city itself 
is so deep and complex that most of the development 
remains undiscovered. Inside the temple shows complex 
hydraulic water systems never seen at this age. To us, 
Petra represents the innovation required to succeed in the 
supply chain.

The Colosseum was a complicated build that was 
constructed surprisingly quickly considering the hurdles 
that needed to be overcome. Built as a political gesture 
after the civil war in 68AD , the amphitheatre was built 
as ‘the peoples palace’ and holding in excess of 50000 
spectators, it was the largest amphitheatre in the Roman 
Empire. To us, the Colosseum represents the importance 
that the supply chain plays in the economy. The Colosseum 
improved the Roman economy from the moment it 
opened to its current day. Nearly 2000 years on, the 
Colosseum still adds millions to the Roman economy. 

The Great Wall of China was built over 2000 years ago 
and initially began as three individual walls separating 
the major states of the country. The Qin Dynasty was 
responsible for joining the walls into the 5500 mile long 
wall that it is known as today. Each aspect of the wall was 
designed as a defence structure to protect from invasion 
and took nearly 300 years to build. The Great Wall of China 
represents how inexperienced workers can develop their 
skills and create a product wanted by the world, defended 
from competitors and adds quality to its country and 
consumers.

SEVEN 
WONDERS 
OF THE 
WORLD Sophie Williams, 

IoSCM

ADVERTORIAL

www.ioscm.com



 
Christ the Redeemer was completed in 1931 standing 
high on the summit of Mount Corcovado, Rio De Janiro. It 
stands 98 feet tall and 92 feet wide at its widest point. It 
was built on a 26 foot pedestal overlooking the city and 
allowing it to be seen from anywhere in Rio. To us, Christ 
the Redeemer stands as an overseer of its city and acts 
as a fantastic representation of how skilfully managed 
departments can be combined to create such a large and 
eternal structure. Brazilian Engineer Silva Costa oversaw 
this project, managing finance provided by the church to 
organising the transportation of soap stone by railway. 

The Chichen Itza is the largest known Mayan City built 
around 600AD containing various different Non-Mayan 
styles as a result of cultural diffusion. From 900AD to 
1050AD the city slowly started to develop and soon 
became the regions capital, ruling over the North and 
South. Most famously known by the image of the El 
Castillo, this pyramid has 99 steps on each side designed to 
symbolise each day of the year. During equinox, a shadow 
is cast of a large serpents head looking down on the 
City.  To us The Chichen Itza symbolises the development 
opportunities available within supply chain. Starting out as 
a small town and building and developing into the ruling 
city that it reached at its peak. The pyramid represents each 
step taken to reach the highest point of the City.

The Taj Mahal was completed in 1648 and means “the 
greatest palace” or “crown of palaces” in Persian and Arabic. 
Combining Indian, Turkish, Islamic and Persian designs, 
the Taj Mahal is a unique Palace that acts as a Palace of 
Remembrance of Mumtaz Mahal. The Taj Mahal has been 
stunningly designed both in its exterior and interior and 
is a betifull gesture to house the tomb of Mughal emperor 
Shah Jahan’s third wife. Due to the lack of technology 
available at the time, over 24 different types of materials 
were transported by elephants from all over India and 
Asia and completed using a workforce of over 20000 
Indians. Although the Taj Mahal has needed repair work, its 
foundations have remained and sustained the test of time. 
Other cities have tried to copy the design of this strong 

structure but all have failed to create a palace with the 
detail and size carried by the Taj Mahal. To us, The Taj Mahal 
represents foundations and sustainability.

Machu Pitchu is a 15th Century Inca city standing high, 
nearly 8000 feet above sea level in the Andes Mountains. 
The lost city remained undiscovered until 1911 and 
is thought to have been a retreat for Incan rulers due 
to the distance from Peru. The Machu Pichu has been 
fully restored to its original glory and attracts tourists 
from all over the globe. The city, surprisingly, was built 
on two faults lines, in an area that opened itself to the 
elements. The Inca’s protected their city by incorporating 
special construction designs which prevented collapse 
in Earthquakes and flooding when heavy rain occurred. 
To us, Machu Pitchu combines all of the seven wonders 
together, progression, economy, sustainability, innovation, 
defence and operations, it represents achievement.  A city 
built against the elements, so high that it has defended 
itself from damage, expanding its construction to the 
city it was known as and that it still stands tall, due to the 
construction techniques developed by the Incas.

ADVERTORIAL

SEVEN WONDERS OF  
TODAY’S WORLD

SEVEN WONDERS OF 
TOMORROW’S WORLD

Moscow Underground - SUSTAINABILITY
The Shard, London - PROGRESSION
Burj Khalifa, Dubai - ACHIEVEMENT
Sydney Opera House, Australia - ECONOMY
The Delta Works, Netherlands - DEFENCE
Petronas Towers, Kuala Lumpur - OVERSEER
Channel Tunnel, Europe - INNOVATION

World’s Tallest Towers, China - ACHIEVEMENT
Thomas Heatherwick’s proposed Garden Bridge, 
River Thames London - SUSTAINABILITY
SeaOrbiter - PROGRESSION
Mall of the World, Dubai - ECONOMY
Floating City, China - DEFENCE
Tower of Containers, Hotel - INNOVATION
Richard Branson’s Virgin Galactic Service,  
Space Shuttle - OVERSEER
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SYDNEY OPERA 
HOUSE TURNS CHINA 

RED TO WELCOME 
YEAR OF THE GOAT

COUNTRY IN FOCUS

DLC Digest  |  Issue 03 Spring 201540



The sails of the world famous Sydney Opera House have 

changed colour to mark the start of the Lunar New Year 

of the Goat.

The Premier of the Australian State of New South Wales 
Mike Baird joined Sydney’s Chinese community on the 
Sydney Harbour foreshore for a special ‘lights on’ moment 
to light up the iconic sails.

“The Sydney Opera House is one of the world’s most 
recognised buildings and we are proud to host 
the biggest Lunar New Year celebration outside 
of China,” Mr Baird said.

“It’s a spectacular sight to see the Sydney Opera 
House bathed in ‘China red’ as we farewell the 
Year of the Horse and welcome the start of the 
Year of the Goat.

“The beginning of the Lunar New Year has 
become an anticipated celebration in our 
multicultural State when we join communities 
celebrating the New Year - including those from 
China, Indonesia, Malaysia, South Korea and 
Singapore.

“As we farewell the Year of the Horse we reflect 
on the successes of the past 12 months and the 
strengthening of economic and cultural ties 
between China and NSW.

“We have strong cultural links to China. About one 
in 10 people living in Sydney have Chinese ancestry 
and Mandarin is the second-most spoken language 
here after English.

“I travelled to China for my first official overseas 
visit as Premier, and the nation remains New 
South Wales’ biggest trading partner and source of 
international tourists and visitors.

“China remains a priority market for the NSW 
Government and last year we took another step 
forward, releasing our China strategy to ensure our 
efforts are focussed on increasing two-way trade 
and tourism.

“To mark this auspicious occasion the Sydney Opera 
House sails will light up red again this evening 
(Thursday 19th February) as we celebrate the first 
day of the Year of the Goat,” Mr Baird said.

Sydney Opera House CEO Louise Herron AM said: “As the 
symbol of modern Australia and the nation’s number one 
tourist destination, we are thrilled to be able to celebrate the 
arrival of the Year of the Goat on the Opera House sails.”

“There is a palpable sense of excitement about Lunar New 
Year, more than 18,000 Chinese and Korean speaking guests 
have booked themed tours of the building and there are a 
number of other New Year activities on our site.”

www.dlcandtraining.co.uk    info@dlctraining.co.uk    0800 0126 770
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According to a survey conducted by Management Today, 
on behalf of Auditel, the UK and Ireland’s leading cost 
management consultancy (http://auditel.co.uk/cost-
management/management-today-survey/), ‘70% of all 
organisations asked, have no cost management strategy 
in place. Yet 8 out of 10 have it on the boardroom agenda. 
Over 65% of them now recognise that, carried out by 
experts, strategic cost management really can accelerate 
performance, improve efficiency and gain competitive 
advantage’.

Chris Allison, Auditel’s Managing Director, says: “If your 
organisation is one of those 65%, who recognise strategic 
cost management expertise, we can provide exactly what 
you need. Our 200 highly-trained consultants come from a 
wide range of management and professional backgrounds. 
Each of them can offer specific knowledge and insights 
into the many different aspects of cost management. This 
has been most beneficial to their clients.

“Over 3,700 clients have found enormous advantages in 
working with us as a trusted independent member of their 
management team. These include:

Massive and immediate time-saving as in-house 
resources are freed up to concentrate on the core 
business.

Sustainable profit improvement.

Up-to-date, accurate and detailed cost management 
information.

Peace of mind, as we continue to keep a watching brief 
and a non-disruptive service that runs quietly and 
efficiently in the background.”

Here are two examples of recent assignments:

Broadstone Golf Club

Founded in 1898, Broadstone is one of the finest examples 
of an unspoilt heathland golf course within 250 acres of 
rolling terrain in the South of England. It sits in the Top 100 
golf courses in the UK.

In the past, they had been advised by a number of so-
called specialist companies that they could save them 
money on their running costs, but none of them had 
delivered. On the strength of members’ recommendations, 
the Club’s General Manager, David Morgan, decided to give 
Auditel a try.

Following their research, Auditel realised annual savings of 
18% on electricity costs, 16% on gas and 8% on water and 
sewerage. After examining the historical electricity and 
water billings, they were able to negotiate a refund of over 
£18,000 on electricity and a smaller refund for water.

Finally, on Merchant Card costs, their analysis, 
recommendations and implementation have returned 
impressive annual savings of 20%.

David Morgan enthused “The savings have given us an 
opportunity to put some more money into the course. I have 
been so impressed that I have recommended Auditel to other 
golf courses and businesses in our area.”

Savings Breakdown:
Electricity

Savings 18%
Rebate £18,146

Gas 16%
Water & Sewerage
Savings 8%
Rebate £768

Merchant Card Fees 

Savings 20%

Bizerba

Bizerba is a leading global distribution warehouse of 
weighing and labelling technology for retailers, founded in 
1866 with approximately 2,600 employees worldwide. Their 
electricity and gas supply contracts were being managed 
internally by their Financial Director, Mark Glenister. 

Their distribution facility had been refitted only three 
years previously and already had efficient heating and air 
conditioning. The existing lighting was mostly provided by 
older, less efficient fluorescent tube lighting.

Mark Glenister was keen to seek out further improvements. 
These included lowering energy costs, improving their 
environmental credentials and showing a return on 
investment within three years. A referral from a trusted 
source recommended Auditel to be the right people to 
provide an independent assessment, procure the best 
technology and project manage its implementation.

Auditel renegotiated electricity and gas supply contracts. 
The aging old lighting was replaced with more efficient 
adapters and diffuser kits which reduced the re-lamping 
costs.

Mark Glenister says: “Auditel’s expertise in lighting, 
combined with their trusted supply chain proved 
invaluable. The result was an impressive overall energy cost 
saving of over 59% and projected payback within 3 years.”

Savings Breakdown:

Energy £2,971.80pa

Savings over 3 years £14,859

Allison concludes: “Keeping over 80 business costs under 
control can be a challenge. Every month, year in and year out, 
we are saving tens of thousands of pounds for small, medium 
and large organisations. If you would like to have peace of 
mind, amid spiralling costs, start with our Auditel Business 
Health Check. We can include a Financial Health Check as well 
for you.”

‘OF THE ORGANISATIONS ASKED, 70% HAD NO 
COST MANAGEMENT STRATEGY IN PLACE’

SECTOR NEWS - BUSINESS
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SECTOR NEWS - BUSINESS

Management students learn from businesses born out of poverty.

A group of executive students from organisations around the world recently visited 
disadvantaged Indian districts to learn how micro-entrepreneurship is helping transform 
emerging economies.

Witnessing the growth of entrepreneurship in underprivileged areas first-hand, students on the 
International Masters in Practicing Management (IMPM) visited Myrada, a non-profit organisation 
in Bangalore which helps people generate their own income. 

The organisation sets up small enterprises through an imaginative range of projects, like helping 
women from remote villages make and sell their own incense sticks, to move them out of poverty. 
Students saw how a pilot programme developed into a movement for social empowerment - 
where women learn basic accounting and begin to organise themselves, loaning money to each 
other, to the point where they are able to borrow from banks and build their own sustainable 
businesses. 

Jodi Grundyson from the US, IMPM student and Chief Strategy Officer at creative agency Knock 
Inc., says: “The culture has a strong sense of purpose, as well as fluidity and patience. It inspired me to 
understand the reasons behind what drives me personally, as well as professionally.”

IMPM students also visited first generation companies like pharmaceutical manufacturer Strides 
Arcolab and multinationals like Bosch, the engineering and electronics giant, to put their learning 
into action.

This third module of the IMPM is designed to expose students to other people’s worlds, bringing 
insight into their own and making them worldly, wiser and better leaders. The company visits run 
alongside lectures on topics such as sustainability, good governance and doing business across 
cultures at the Indian Institute of Management Bangalore.

MANAGEMENT STUDENTS LEARN FROM 
BUSINESSES BORN OUT OF POVERTY

Image: IMPM students visit Myrada (sourcewire.com)
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“Considerable room for improvement” for smartphone 
banking apps from five leading UK banks.

Most banking apps have limited functionality

In a major new study, none of the major banks scored 
more than 75% on functionality or usability 

The lowest scoring app - from HSBC - was rated just 
32%

Banking apps overall score ranking[1]:
#1: Barclays 73%
#2: Lloyds 65%
#3: Natwest 61%
#4: Santander 42%
#5: HSBC 32%

One in four people who don’t use banking apps are put 
off by the lack of functionality

Nearly one in five people are concerned about security

Although nearly half of UK consumers (43%) use a 
smartphone banking app, and more than a third (34%) 
are using an app at least one a week, new research shows 

that, of the generation of mobile apps currently available 
from five leading UK banks, there is considerable room for 
improvement.

New research into the smartphone banking apps 
of Barclays, HSBC, Lloyds, NatWest and Santander, 
conducted by digital innovation agency Adaptive Lab, 
found that banks will have to improve their apps if 
consumers are going to be able to manage their finances 
entirely from their smartphones.

Kat Matfield is service design and product manager at 
Adaptive Lab and led the research. She said: “Overall, 
the generation of mobile apps currently available from 
these five leading UK banks leaves considerable room for 
improvement. If consumers are going to be able to manage 
and monitor their finances entirely from their smartphones, 
banks will have to make more functionality available on 
their apps and focus on improving the user experience. If 
they fail, consumers will start switching to banks that will. 
Already 1 in 5 people say that getting access to a better 
banking app is one of the reasons they’d switch banks.”

CONSUMERS DEMAND IMPROVED SMARTPHONE 
BANKING APPS: MAJOR NEW STUDY INTO THE MOBILE 
BANKING APPS OF THE UK’S FIVE LEADING BANKS

SECTOR NEWS - BUSINESS

DLC Digest  |  Issue 03 Spring 201544



The survey found that nearly two thirds (64%) of 
consumers would like to be able to see pending/
upcoming payments, and more than half (52%) would like 
to add new payees via their banking app. However, only 
one of the five apps reviewed in the study allows users 
to add new payees and pay them through their account 
number and sort code.

Kat Matfield continued, “2014 was a turning point in 
consumer behaviour, with smartphones overtaking laptops 
and desktops as the UK’s preferred tool for going online. 
Our research showed that 34% of UK consumers use a 
smartphone banking app at least once a week, and 17% at 
least once a day. Many industries have been impacted by this 
shift and consumer banking has been no exception: people 
are increasingly using smartphones as a key or, sometimes, 
only banking touchpoint.”

In 2014, Adaptive Lab identified a gap in current 
understandings of both the functionality and the user 
experience of smartphone banking apps. Utilising its 
expertise in the sector, the company undertook extensive 
research in order to provide a compelling detailed 
assessment of the quality of the smartphone banking 
apps.

Key findings of the research include:

Usage of banking apps has surged:
The quantitative research showed that more than 
4 in 10 (43%) UK consumers use banking apps, and 
34% use them at least once per week.
19% of consumers would like to utilise their 
smartphones as their ONLY banking touchpoint. 
These figure increases to 30% among 14-16 year 
olds.
Of the consumers using mobile banking apps, 
39% check them daily, compared to daily usage for 
banking websites which was only 27%.

Functionality & Usability:
None of the banking apps scored more than 75% 
on either functionality (how many banking tasks 
people can do with the apps) or usability (how 
fast, easy and pleasant the app is to use and to 
understand).
The lowest scoring app rated just 32% overall, 
breaking down into 43% for functionality and 25% 
usability.

Choice driven by the lack of functionality as well as 
security:

The qualitative research enabled Adaptive Lab 
to gain insights into the fact that 25% of the 
consumers who don’t use banking apps are put off 
by the lack of functionality, whereas only 18% are 
concerned about security.
The lack of functionality highly influences 

consumers’ choice in deciding to utilise banking 
apps.

Extra features:
The survey found that nearly two thirds (64%) of 
consumers would like to be able to see pending/
upcoming payments,

Over half (52%) would like to add new payees via 
their banking app, however currently only 1 of the 5 
apps reviewed in the study allows users to add new 
payees and pay them through their account number 
and sort code. All apps reviewed offer the ability 
to pay someone via their mobile phone number, 
except Barclays, which offers this in a separate app. 
However, this payment process requires both parties 
to register before payments, unlike traditional 
payments to an account number and sort code.

The report also sheds light on consumers’ expectations 
in terms of user experiences and responses towards the 
different functionalities of smartphone apps. The full 
research report offers considerable additional insight, 
including:

Detailed findings on each of the five apps reviewed, 
accompanied by screenshots

Strategic and tactical recommendations for app 
excellence in the near and longer term, applicable to 
all retail banks

Deep insight into how consumers use banking apps 
and what they value most.

Kat Matfield said: “At the moment, many banks treat their 
apps as a supplement to online banking, and offer only a 
subset of the functionality offered by their website. Although 
there are aspects of the apps that were reviewed that are 
visually attractive and user-friendly, most of these banking 
apps are to a certain extent limited in feature-sets and in 
providing a positive user experience.”

She concluded: “Banks are already aware of the pivotal 
role apps can play in migrating customers to more cost-
effective service channels, increasing retention and customer 
acquisition - but to fully realise these benefits banks will have 
to offer the stand-out user experience their customers have 
come to expect from apps.”

James Haycock, managing director at Adaptive Lab, 
commented: “Extensive research and work has been 
undertaken at Adaptive Lab to achieve this study. It is a 
combination of primary and secondary research; with that 
of qualitative and quantitative research from a survey of 
over 400 nationally representative UK consumers, an expert 
heuristic review, user interviews and observations, and 
analysis of thousands of app store reviews from the iOS app 
store and Google Play.”

To download a summary of the report for free visit http://bit.ly/1xXaUUo
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LAST WORD

The Total Supply Chain Summit will give you the chance to

attend face-to-face meetings with the very best suppliers

within your industry.

As a buyer your attendance is completely FREE. Discover a new,
easy shortcut to finding product and service providers that fit
your needs, as some 5000 past attendees have.

Benefit from:

• Pre-agreed 25-minute meetings with suppliers 
selected by you

• Complimentary seminars from some of the industry’s 
most dynamic minds

• Luxurious venue with accommodation for one night  
• Networking breaks, lunch and an evening black tie dinner 

with after dinner entertainment
• Personalised event itinerary

Media Partner

11th–12th May 2015 

Heythrop Park Resort, Oxfordshire

Don’t miss this 
unique opportunity

Contact Victoria Petch on 01992 374082 or 
email v.petch@forumevents.co.uk to book now!
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ACROSS

4.  The amount of work involved in achieving
  something

5.  A forward step; an improvement.

7.  Involving management like duties

8.  Stimulating influence upon the intellect or  
 emotions

9.  To finish successfully

11.  The obtention of a more important,   
 responsible or better paid job or rank.

SUDOKU 

Fill in the grid with 
digits in such a manner 
that every row, every 
column and every 3x3 
box accommodates 
the digits 1-9, without 
repeating any.

CROSSWORD

DOWN

1.  The effect of one thing (or person) on another.

2.  Willingness of action especially in behaviour

3.  One having authority

6.  That which serves to incite, support, promote  
 or advance, as favour, countenance, reward etc.

10.  The achievement of one’s aim or goal.

3
2
4
7

6
2
6 9

6
4 71

1 9
4 7 1

5 6 8 3
3 9
8 5

3 1 6 9
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