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The Next Level 

Purpose
To track the progress of 6 NI Firms poised to
move from their current level of operations to
The Next Level. 

Typically this would be quantified in terms of
entering the National / International /Global
marketplace, with existing or new products,
increase in employment and the resultant
impact on the bottom line.

Background & Introduction
The initial concept for the television series was
to provide a platform to showcase companies
in Northern Ireland taking on the challenge of
growth and international competition. 

It is increasingly recognised that although
there are many positive indicators in the
economy the current structure does not
provide the platform for long term economic
performance. It is well documented that 

• One third of our employment is in the
public sector, producing two thirds of our
GDP. 

• The private sector is dominated with micro
business 
• 95% employ less than 10 people
• 0.2% employ more than 250
• The sector tends to be low growth and

low risk
• Some 4-5% of employment is in the

voluntary and community sector with many
community projects subject to reduced
funding arrangements.

There is a need therefore to increase the size
of the Private Sector through the growth of
existing businesses or by increasing the
numbers of new businesses. This is a key
driver in the current economic and skills
strategies presented by The Department for
Employment & Learning, Department for
Enterprise Trade and Industry and Invest NI.

To succeed in growing the private sector 
it is also recognised through research by 
The Management & Leadership Network 
and other bodies that the SME and Micro 
business sector is generally conservative 
and low growth.

The need to develop a more enterprising
society is therefore an economic imperative. 

Presenting NI companies taking on and
succeeding in the global marketplace, in 
the face of internal constraints and external
pressures is a very significant contribution to
that agenda.

Internal Constraints and Pressures
Looking forward, our position within EU and
UK funding arrangements are subject to some
repositioning and when the full impact of
Budget Reviews and the Review of Public
Administration is known it is clear that ‘the
future is not what it used to be’. 

The impact these reviews will have on the
Voluntary and Community Sector is less clear
although the requirements to become more
self sustaining and perhaps more commercial
are evident.

For the Private Sector which has a heavy
reliance on public sector procurement and
capital expenditure there is a need to have 
a broader horizon and to grow existing
businesses or create new ones.

In recent years there has been recognition 
of the need to increase the levels of essential
skills as well as those of innovation,
creativity and entrepreneurship. Research
also shows the need for greater investment in
building management and leadership
capabilities in all sectors. 

External Competition 
The threat and opportunity of global
competition is no longer new, it stares us in
the face every day. The challenge of the Far
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East and India is joined by that of emerging
economies in Europe and South America.
Technology no longer respects or regards
borders and therefore the comfort of doing
business in GB and Ireland (over 70% of
manufacturing trade) is less protected.

What is encouraging is the number of NI
companies that are able to take on and
compete with the best in the world. Our
difficulty is that there are not enough of them
and with a private sector dominated by low
growth and conservative SME and Micro
businesses the challenge is “how do we 
raise our game?”

Essentially if we look at NI PLC, we have to
conclude that it is time for change, time for
reinvention and repositioning. 

As with all strategic change programmes 
the key ingredients are – the vision and the
strategy, combined with leadership and
management capabilities and the skills of 
the people to make it happen. 

It is therefore our assertion that our future
success depends on the capacity and
capability of our current and future leaders.

The Television Series
There is a need to engage the ‘public at large’
as well as the current and future business
leaders to develop a ‘higher level’ of
knowledge, understanding and appreciation 
of the challenges faced and the capabilities
required to make a go of it.

As this is a mainstream television series 
there is a requirement to both entertain and
educate. The subject matter and human
interaction captured in this ‘business drama’
satisfies these requirements and provides 
a rich source of learning as well as
demonstrating the full range of management
and leadership issues associated with
‘growing a business’. 

Showcasing a business moving to The Next
Level provides an insight into the knowledge,
skills and behaviours required, as well as
presenting strong role models and exemplars
and the need for continuous learning and
development. 

The series has gone behind the scenes in 6
companies to capture the key stages in their
route to growth and has highlighted the key
skills as well as explored the human dynamics
that unfold. 

The undercurrent of – will they make it /won’t
they – demonstrates the risks involved but
shows that through business leadership and
excellent management skills the next level is
achievable.

The key business areas to be highlighted
within the series are  

• Building Management and Leadership
Capabilities

• Having a Vision and Building a Strategy

• Developing Innovation and Creativity

• Developing Entrepreneurship at all levels

• Implementing continuous improvement and
Best Practice Process

Also featured in the programme are 

• The use of Best Practice Tools such as
Investors in People, EFQM (European
Foundation for Quality Management) 
and ISO.

• The value of finding external experience to
assist in the development of the business –
the appointment of a chairman for example
or using local support agencies.

• The need for, and role of, excellent
communications.

• The link between investment in training 
& development and the bottom line.

• The need to be proactive in succession
planning with family businesses.

Programme Producer & Director
Colin Lewis 
Sassi Productions 

Collaboration with
Bill Manson
The Management & Leadership Network

Endorsement
The Department for Employment & Learning
Invest Northern Ireland
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The Next Level 
Analysis

In analysing what the 6 companies have 
done to get to The Next Level we identified a
number of personal traits/characteristics in the
Leaders and Managers. We also identified a
number of behaviours, which have helped
them to fully engage their people in this
journey.

It is clear from each of the programmes that
the business scenario is quite different but that
challenges and key success factors are
broadly the same. 

It is also clear that while the key personalities
are different there is a common set of drivers.
These have been identified and categorised 
as Personal Traits and Behaviours and have 
been articulated in a way which reflects the
pragmatism to be found in each of the
organisations. Alternatively the following list
can be mapped to the National Occupational
Standards for Management & Leadership and
to the key components of the Investors in
People National Standard as outlined in
Appendix 1.

The Personal Traits
• Sense of vision
• Total dedication to the business
• Restlessness for new ideas
• Perseverance and energy
• Honesty and openness
• Inquisitive, enterprising and challenging
• Commitment to family and the community
• Always looking to learn
• Risk taking

Behaviours
• Setting challenging targets for self and

others
• Recognising and rewarding people
• Working on the business
• Maintaining Health & Safety and

conducive work environment
• Giving something back to the

community
• Managing diversity
• Setting in place systems and processes
• Recruiting the right people
• Seeking advice, support and challenge

• Using quality framework for continued
improvement

• Empowering and involving people
• Getting to know customers and cultures
• Accepting the challenges of others
• Putting in place plans, systems and

processes
• Learning from mistakes
• Aligning values and visions with others
• Communicating with staff

In the series we have found many examples 
of excellent practice, which demonstrates 
that there is no one set formula for success.
However all the Leaders have one thing in
common, they have a vision of where they
want their organisation to go.

Developing Strategy
The plan to get there may require different skills,
different experiences and different mindsets. 
In each of the companies there is evidence of
continually scanning the business environment,
awareness of competitors and searching for
new opportunities. There is also evidence of
the need to be flexible and adaptable without
losing sight of the overall vision.  

In the case of the McQuillans (The Streat) 
for example there was a need to review 
the strategy or for Garth and Alison in
Powerhouse it is easy to get absorbed with
day-to-day matters which did not leave 
space for ‘the need to daydream’.

Sourcing Experience and Expertise
In the case of Powerhouse and the McAvoy
Group this has meant bringing in senior
people who have done it before and can 
now guide, mentor and support the business
leaders on the basis of their past experiences,
while for others it was finding the right support
agency and working with them.

Target setting
Get your plan; set your sights high like 
John Conway (the targets are never wrong).
Thereafter get a good team around you
(working with you not for you), train them,
develop them, recognise and reward them.
As Brigid Duggan from Connect Engineering
said “it is they who know best how to do their
job, it is they who know best how to improve
processes and products”.
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Commitment to customer care
Getting to know the customer, particularly
getting to know the different nuances of other
cultures is a key challenge. “Think locally, act
globally”, seems sound advice from Eamon
Fitzpatrick, given FM Environmental’s track
record in international markets. Eamon is the
archetypal entrepreneur and risk taker, yet 
son Kevin takes a more measured approach
however both are committed to knowing the
customer and taking care of them. 

Learning and sharing
It may be surprising for some but money is 
not the key driving force for our Leaders. The
“challenge”, “the buzz” of creating something
new and the idea of giving something back to
the local community are key drivers for many
of the Leaders.  

Building a strong team is also a driving force
and there are many examples of developing
individuals to play their part on the team and
then developing the team to achieve even
greater success. In some ways the case
studies demonstrate that ‘you have to take
your people to the next level if you want to
take your business there.’

There are some excellent examples of
organisations, which demonstrate a strong
sense of corporate social responsibilities.  
In terms of knowledge transfer to other
organisations ‘The Streat’ serves as a role
model; learning from others (benchmarking
and networking) is a key trait for the successful
entrepreneur and through her participation on
the Genus management programme Brigid
(from Connect) is finding the added value to
herself and the business is considerable.

Networking at home and abroad are also 
seen as ways of learning as are visits to other
organisations.

Focussing on continuous
improvement
Awards are important not just for profile but
more importantly for continued improvement
purposes. Many of our Leaders provide sound
proof that “success breeds success”. Nikki
McQuillan cites the Investors in People
standard as the framework on which their
success has been built. Amongst the case
study organisations IiP, ISO 9000, Balanced
business Scorecard and EFQM have all been

used as continuous improvement tools,
culminating in National and International
successes.

Getting the right people
Getting the right people into the business is
important. John Conway places great store 
on people’s work ethic and desire to succeed.
The McAvoy Group like many within Northern
Ireland has had to look beyond these shores
for labour and now serve as an excellent
example of managing a diverse workforce.
Connect Engineering brought on some 
new people and would point to their new
operations manager as being crucial to taking
the business forward. Powerhouse changed
location to get the right people, it’s that
important! 

There is a strong link between getting the right
people and building the right team.

Succession Planning
As these companies are family businesses 
the question of succession planning is a major
issue. The need for open communications
between the generations and between siblings
is key. For some organisations the issue is
more acute than others as the business
begins to understand what the demands of
The Next Level look like. The need to
understand the abilities and the personal
aspirations of family members is evident as 
is the need to create opportunities to gain
experience in all aspects of the business.

There is also a need to know when to seek
and employ professional expertise if that is not
available within the family.

Keeping the mind and body fit
Last but not least is the desire for personal
growth, both mentally and physically.  

Investing time in keeping up to date with
business articles or attending conferences and
seminars are seen as vital to stimulate ideas
as well as networking. 

Finally how do the Leaders maintain the
drive, commitment and enthusiasm? One
very interesting finding is the extent to which
people look after their health and well being,
whether through walking, football or triathlon,
it appears a healthy outlook gets them ready
for The Next Level!



Background:
In 1999 Michael and Nikki McQuillan opened
their first Streat café in Belfast. Their vision
was to develop The Streat as the best known
and most successful café concept to come
out of Ireland. They set out to achieve this by
delivering consistently great food and coffee
with award winning service in contemporary
surroundings. Today, The Streat has become
one of Northern Ireland’s best known café
brands with a fast growing network of outlets.  

A key ingredient of their success has been a
strong commitment to investment and training,
which is has been recognised through the
achievement of a National Training Award
(NTA), the Chartered Institute of Personnel and
Development (CIPD) Award for Excellence in
People Development and the achievement
and subsequent re-recognition as an Investor
in People (IiP). 

Nikki and Michael are now sharing their
successful business formula with franchisees,
to whom they provide a comprehensive
programme of support, training and guidance,
gained from first hand experience of the
business. Franchisees and their staff are
exposed to the same award winning
standards that the McQuillans have developed
and used themselves. 

Business Strategy:
The McQuillans refer to their ‘liquid 
business plan’, mainly financial in content but
underpinned with a focus on the people in the
business profiling two to three years in the
future. When reviewing the plan in 2001/2, with
4 outlets operating they recognised for further
growth they needed a new ‘dynamic’ and
thereafter fully examined the concept of
franchising. In moving the franchising strategy
forward they realised that they had to get the
business right, by paying attention to detail,
by training people, by developing workable
systems and then transporting these to other
locations. Following successful piloting in one
location and the advice offered by a franchising
consultant, approaches were made to the Irish
Franchising Association amongst others for
assistance, resulting in The Streat attaining full
membership of the Association. They became
the one of the first organisations to achieve full
membership on application. 

Successful franchising of The Streat is
dependent on three things: 
(1) The franchisee 
(2) Formula and finance 
(3) The location.

People Management:
It is recognised that team members at The
Streat are the ‘key’ to its uniqueness and
success. The training and development of all
people (employees, Franchisees and their
staff) has been central to the success of The
Streat. This is reflected in the achievement of
awards both regionally and nationally. Over the
past 6 years the organisation has identified
and detailed every aspect of managing and
working within a Streat café, and this now
provides criteria for franchisees to adopt to
ensure the ‘brand’ is not compromised. The
Streat has developed its own comprehensive
training manuals and uses this to help people
to become ‘streatwise’, by laying out a clear
‘training path’. This formula of growing your
own has clearly been successful with many
staff progressing within the organisation and
some now even supervising their own café!
As an organisation espousing high family
values The Streat has accommodated flexible
working patterns for the large number of part
time staff they employ. 

Leadership and Management
Strategy:
The McQuillans provide strong leadership and
a clear sense of direction for their own cafes
and those of franchisees. Both are visible and
approachable and both have invested
considerable time and energy working with
their people (staff and franchisees) to
continuously improve business performance.
Both are totally committed to The Streat and
their willingness to ‘muck in’ and plug gaps
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has been invaluable. Michael & Nikki both
work on the strategy and they admit that
‘pillowtalk’ provides an opportunity to work
‘on the business’.

In terms of their own business the 
McQuillans have recognised the need to
recruit complementary skillsets to grow the
franchising operation. Again, part of the
strategy here has been to ensure the
relationship is right by taking time to get 
to know the people concerned and their 
values before committing to the long-term
relationship. Two new directors bring proven
success in different markets and backgrounds
and will strengthen an ambitious export
strategy and innovative ICT plan.

Performance Management:
Clear targets are set for each outlet in terms of
sales/turnover, profit, staffing, food wastage;
customer satisfaction and these are monitored
weekly and communicated to staff. Individual
job chats are used to review individual
performance and to identify further training
and development needs. By listening and
trying out people’s ideas Michael and Nikki
have promoted a sense of ownership, with 
the knock-on effect being that people are
prepared to think more imaginatively to help
improve performance. 

The Directors demonstrate a clear
understanding of the importance of valuing
people and how, in a service industry in
particular, organisational success depends on
both product and customer care. The culture,
which has been created fosters innovation and
recognition, with thanks and praise frequently
given. Communications are effective, open
and involve all levels of employees. 

Corporate Responsibility:
Michael and Nikki have invested time and
energy giving something back to the industry
and are rightly proud that Universities and
Colleges are now using The Streat as a

benchmark in their education strategies for 
the industry. Michael sits on the University
Advisory Panel and has been invited by 
QUB to advise on franchising. Nikki has also 
been  a regular presenter at local business
conferences. Each year The Streat provides
sponsorship for good causes and staff
members have taken part in marathons and 
a fire-walk! Plans are already in place for staff
input into the Special Olympics in June 2006.

Entrepreneurial Success:
In leading the organisation to its current
position Michael and Nikki have demonstrated
high levels of determination, enthusiasm and
foresight. They set exacting standards for
themselves and for others and continue to
show a passion to deliver a quality product
and excellent customer service. By retaining a
number of core cafes they continue to keep
close to the customer. Michael highlights this
as one of the keys to continued success:

“Closeness to customer...otherwise we can’t
product develop...otherwise you forget what
makes it work.”

Nikki and Michael have both shown a strong
commitment to learn, whether though ‘the
university of life’, attendance at seminars,
conferences or reading, or in Nikki’s case
studying the area of Human Resources to
masters level, and are constantly seeking out
ways to improve themselves and the business.

The key to success according to Michael is
building sound relationships. He compares 
The Streat’s relationship with franchisees to 
a marriage, going though a discovery phase,
leading to an engagement and subsequent
wedding day (the opening) and beyond. 
On their successful working relationship they
identify the notions of: 

“two best friends...fun...building and sustaining
a business...challenging...appreciation that
family comes first.”

Top tips to reach ‘The Next Level’
• Have a shared vision
• Set in place systems to support the

operation
• Your people are the key to your success,

train and develop them
• Relationships are vital for success, make

sure the chemistry is right
• Get the winning formula and constantly

review it
• Don’t forget the things that your customer

want
• Hold your nerve…
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Introduction:
FM Environmental Limited incorporates 
a group of business operations, which 
provide specialist services to the pump and
wastewater treatment industry. These services
cover the private and public sectors and have
been built on over forty years experience in
these fields. Based at its Head Office in
Newry, Northern Ireland, with regional offices
in Limerick and Malta, the group offers 
a comprehensive range of design,
manufacturing, contracting and installation
services as it pursues its corporate drive
“towards a cleaner environment”. 

As a family owned business the role of MD
passed from father to son in 2002. A clearly
defined succession plan agreed 2 years in
advance by the family was phased in, where
at management meetings Kevin Fitzpatrick
was:

“Symbolically put me to head of table …
Eamon backed off…physically stepped back.”

“He gives me the full reign…quite
disciplined…more ambassadorial…liaise
with overseas.”

Business Strategy:
The 4 tenets on which FM Environmental
business strategy has been developed are 

(1) Quality 
(2) Innovation 
(3) Customer satisfaction  
(4) Value for money and is evident in all its

operations. 

FM Environmental is committed to total
customer satisfaction and has used ISO
9001:2000 accreditation “to exceed
customers’ expectations through a
progressive and proactive approach to
wastewater treatment.” In line with the old
adage, prevention is better than cure, the
Company’s Total Customer Support
Programme and Preventative Maintenance
Programmes (PMPs) are tangible evidence
that the organisation practices what it
preaches.

The organisation has adopted a more
measured approach to the development of the
business in recent years and effective use has

been made of the various government
agencies to support strategies. 

In 2005 the Company embarked on an
expansion strategy into the UK and Europe
while at the same time consolidating and
building on its core businesses in Ireland.  
It also commenced an ambitious Innovation
and Development programme for the
introduction of new processes and products. 

FM Environmental invests heavily in fostering
good relations with Europe and Far East and
perhaps as a result of a Joint Venture in Malta
is extremely sensitive to different cultures.

People Management:
The organisation achieved Investors in People
in 2004 and building on that success has
looked at ways in which it can give something
back to staff and a number of benefits have
been introduced, including an extra day’s
holiday for 5 years service and also introduced
death in service insurance cover scheme. 

This year FM Environmental hope to introduce
basic health cover for all staff, covering dental
work and eye care. Kevin recognises the costs
associated with replacing staff and has put in
place a series of building blocks to retain and
develop his people:

“To keep them here…keep them
enthusiastic…I want to pay our staff good
salaries”.

“Career path…develop within FM…sustain…
give opportunities to guys who work here”.

FM Environmental has successfully integrated
non-family members into a family owned
business, particularly at management and
Director Level.
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Leadership and Management
Strategy:
Kevin Fitzpatrick took control of FM
Environmental after a difficult year and had to
make 6 people redundant. As a consequence
he reviewed the entire business placing a
much sharper focus on selective and higher-
margin contract work, service & repair
business and the Grease Guardian product
range and embarking upon a cost cutting
exercise. From the outside he kept his people
informed:

“ Figures…cost cutting exercise…similar level
of work…but cut back on overheads”.

Right from the outset Kevin has fostered an
open and accessible style of leadership giving
people autonomy and authority to do their job:

“Working with me rather than for me…early to
mid 20s…guys with a lot of experience…
retain them and redevelop rather than lose
them”.

“Get people better than me doing particular
jobs…get good people around me, Give them
autonomy, let them get on with their job”.

To improve leadership and management
capability FM Environmental have used a
variety of mechanisms including involvement 
in an IFI funded programme in Boston. 
They utilised Invest NI and other institutions 
for training of key managers and are
embarking on a leadership and management
development programme funded by Invest NI.
Informal coaching and mentoring is regularly
conducted by departmental managers, in line
with the Corporate Mission Statement:

“To inspire, innovate and excel. FM
Environmental shall strive to create and foster
a corporate culture that embraces change,
demands excellence, continuously innovates,
and inspires through action”

Performance Management:
The culture in FM Environmental is one where
information is freely shared. The open plan
office and regular meetings help to foster this
collaborative culture. There is a strong team
ethos and each department/manager has a
target, which are monitored weekly. Good use
is made of ISO9000 to ensure customer
satisfaction and continuous improvement.
Kevin is quite happy to delegate responsibilities
for performance to the various departmental
managers.

To assist performance improvement FM
Environmental is currently involved in a
Knowledge Transfer Programme with Queens
University looking at advanced technologies.

Corporate Responsibility:
FM Environmental shows a huge commitment
to its employees and to the local community.
There is tangible evidence of giving something
back including involvement in the Princes
Trust, local charities and the local enterprise
agency. Given the markets in which it
operates FM Environmental has placed
considerable emphasis on the relationship it
builds with partners, particularly getting to
know the culture of the people you are
working with. The warning is get close but 
not too close. The approach is ‘think locally,
act globally’. 

Entrepreneurial Success:
In simple terms FM Environmental spends
considerable time fostering good relations 
with its partners, suppliers and customers. 
This may involve innovative products or
programmes to improve processes and
practices. Through his approach Kevin
Fitzpatrick has encouraged his staff to:

“Do the simple things right…better.”

Top Tips to reach ‘The Next Level’
• Plan for succession well in advance
• Strike the right balance between ‘gut

reaction’ and measured approach to
decision-making

• Get to know your customers, their values
and their culture

• Get your people to work with you not for
you

• Keep your partners close but not too close
• It is more cost effective to look after

existing staff than to find new ones
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Introduction:
Meteor Electrical Limited is Ireland's largest
independent electrical wholesaler. Based in
Cookstown, Co Tyrone and in operation for
some 15 years, Meteor supplies high quality
electrical products to commercial and
domestic customers, from architects to
facilities managers, engineers to electricians.

The company operates a call centre based
purchasing and delivery service and launched
its on-line order service in 2005. Operating
from one site (with in excess of 160,000
square feet) the company premises house call
centre, warehouse and dispatch facilities. The
9,000 pallet automated warehouse employs
state of the art picking and packing
technology enabling the processing of
thousands of customer orders daily.

Business Strategy:
Meteor operates a ‘next day delivery’ service
throughout Ireland. Orders received up to 9pm
have a guaranteed delivery time of 12.30pm
the next day. Meteor’s business strategy has
been to build market share through planned
increases in sales targets and reduced costs.
As Managing Director, John Conway says:

“We've a clear focus on where we want to
go…reaching a turnover of £100m over the
next four years”.

The company's strategy for sales growth has
seen daily sales targets rise from £45k per day
in 2002 to £125k per day at present and is
planned to reach £200k per day by October
2006. John stresses:

“This is what we do, we grow. The target is
never wrong…We just have to be good
enough to hit it.”

Achieving 100% order fulfilment is a key
objective with investment in streamlined
processes and new technology used to
achieve cost reduction. Meteor's strategy for
new market development has seen entry into
England and Scotland this year. With a
guaranteed next day delivery for orders placed
before 4pm, the company are recruiting another
50 staff to cope with expanded business.

People Management:
Meteor currently employs 150 staff with
planned recruitment of another fifty underway.

Warehouse staff, call centre and driver/
dispatch are the three key elements of the
company. 

Commitment to equality of opportunity 
and cultural diversity is evident within the
organisation. A shortage of skilled staff locally
prompted Meteor to recruit a number of
migrant workers from Eastern Europe to the
warehouse. Company assistance in securing
accommodation and settling in to the local
community has been an extended dimension
to company induction processes. 

A flat organisational structure, open
communication and personal approach of
managers have worked well in settling the 
new staff into the organisation. 

Leadership and Management
Strategy:
Meteor's management style reflects the
corporate business strategy of a flat structure
with few layers and seamless processes.
Managers (including the Managing Director)
are on first name terms with all employees.
Cost reduction through improved business
processes is an explicit management
responsibility. Managers are recruited with
particular skills to add to the team (including 
a Six Sigma Black Belt). They are encouraged
to be innovative and to operate in an
environment of managed risk taking. John
Conway is quite clear about the competition:

“Competition here is from the front wall to
the back wall. Our only real competitors are
ourselves.”

John is undoubtedly an inspirational leader
within the organisation, describing his
contribution as:

2.3 METEOR ELECTRICAL
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“Working on the business not in the
business”

A defined objective within the management
team in driving business success has been to
develop a system which delivers the lowest
cost route from factory to end user. In doing
this, Meteor apply significant influence to their
suppliers in developing packages to meet
customer needs. 

Performance Management:
Aggressive sales targets and delivery
commitments are the major systems for
performance management within Meteor. 
In addition, a system of six-monthly staff
appraisals, are currently being introduced.
With daily sales figures analysed at 9pm
nightly, management information is current,
accurate and timely in monitoring progress
and identifying areas for attention.

Employee involvement and empowerment 
to address performance issues is evident 
within Meteor. For example, the process 
of promoting a staff member to the post of
supervisor involved significant discussion on
making sure the staff member would be happy
to revert to a team member role if the post
proved unsuccessful. John Conway
recognises:

“We can’t afford to lose good staff just to
save face.”

Corporate Responsibility:
Meteor is very much involved in local
community development and plays an active
part in supporting local schools’ business
education programmes. In addition, the
company sponsors (and has a key role in
organising) the Circuit of Ireland Rally. Other
sponsorship schemes include the recent 
UEFA ‘under 19’ European Championships. 

Wider corporate social issues are also
apparent within Meteor. In 1998 the company
raised funding, managed and delivered a
refurbishment project for a children's
orphanage in Romania. The MD, amongst
others, played a major role in making this a
reality.

Entrepreneurial Success:
Meteor is an example of entrepreneurial drive,
commitment to excellence and resulting
business success. John Conway, in leading
the organisation, demonstrates energy,
enthusiasm and an ability to clearly articulate
and impart a vision for success across the
entire team. John describes himself as lucky
but qualifies the statement by saying:

“Good luck is about recognising
opportunities.”

That said, Meteor's continuing success is
heavily dependent on the entrepreneurial
competence and drive of the MD. In taking 
the organisation to the 'Next level' or the level
after that John Conway will certainly be a hard
act to follow.

Top Tips to reach ‘The Next Level’
• Set your targets high

• Take time to work ‘on the business’

• Look at ways to motivate people

• Recruit people with the right work ethic

• Work on risk reduction principles

• People at the top are more dangerous than
people at the bottom

• Let your people know where you want to
go
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Introduction:
The McAvoy Group is Northern Ireland’s
largest portable building manufacturer with a
customer base extending to Ireland, Great
Britain and Romania. A family-run business
that has retained the traditional family values
of customer service and attention to detail, 
the group is now one of the leading forces in
the design, manufacture and erection of
prefabricated, modular timber and steel-
framed modular buildings.

The McAvoy Group is led by Managing
Director, Orla Corr a family member. An
accountant by profession, Orla joined the
company 10 years ago and has led the
change management process in repositioning
the company to meet current market
demands. Says Orla:

“When I joined the company we had a £2.5
million turnover and thirty five staff. We now
employ 230 staff and have a turnover
exceeding £20 million.”

Business Strategy:
Orla’s ten year history with the McAvoy 
group has seen four key phases of business
strategy. An initial 3 to 5 year strategy was
developed to deliver a systematic approach to
production resulting in a widening portfolio of
products from mobile classrooms to hire fleet.
An acquisition and growth strategy over the
following two years saw the buying of
Greenline and development of Laganside
Engineering within the group resulting in a
realignment of production processes. With 
an aggressive strategy for growth over the 
last three years, innovation, research and
development are current key priorities 
within the group. At the same time a heavy
concentration on people capability has
assisted the group to move from a ‘tender
based’ approach to a more ‘customer
focused’ organisation. 

People Management:
Orla’s vision for the McAvoy required
significant changes to how the company was
structured and managed. Restructuring of the
management board, including the recruitment
of an external Chairman, Bill McGinnis, 
was matched with changes to the senior
management team to include both Production
Director and Finance Director. On the ‘shop

floor’ standardisation of pay structures across
the four companies in the group was required
to streamline organisational efficiency. Other
efficiency measures included establishing four
clear business units, each geared around one
product and with responsibility for production,
sales and costing. According to Orla:

“A lot of families’ lives are affected by the
success or otherwise of the McAvoy group.”

Six monthly appraisals, factory staff meetings
on a six weekly basis (led by plant managers),
development of a company intranet facility 
and periodic ‘talks to the nation’ meetings
with the MD are all used to ensure effective
communication across the organisation. As a
result, staff retention is no longer an issue and
the organisation achieved IiP in 2005.

In June 2005, prompted by local skills
shortages, the McAvoy group recruited 45
Polish migrant workers to the organisation. 
A customised induction programme was
developed including support in securing
housing, banking facilities and even mobile
phones for contact with families back home.
To support the programme a full time
translator was also recruited. Successful
completion of a three month training period
resulted in staff moving onto the same pay
rates as existing experienced operatives.

Leadership and Management
Strategy:
In identifying that change was required at all
levels of the organisation, Orla was keen to
exploit all available avenues of assistance.
Invest Northern Ireland’s ‘Company
Development Programme’ provided assistance
for organisational training and development 
at operative/supervisor level to achieve
appropriate NVQ qualifications. However Orla
was keen to point out:

2.4 THE McAVOY GROUP
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“That wasn’t the end of it…we needed to
develop our middle managers also.”

As such a comprehensive training programme,
that included delegation, communication,
performance management and presentation
skills, was put in place.

Ongoing business improvement is a priority 
in the organisation and in addition to staff
development programmes a cross functional
business development team was established.
Representative of all key production areas, the
team meets on a monthly basis.  

Performance Management:
Continuous improvement is a given within the
McAvoy group. In establishing the new
Laganside plant at Lisburn, time and money
was spent in ensuring that assembly line
production would be as seamless and cost
effective as possible. The process involved
developing a simulation programme to test
and reshape the assembly line capability
before going into production. At a cost of
£25k, the investment proved worthwhile in
identifying and eliminating costly bottle necks.

Managing effective performance is key to the
success of McAvoy’s: 

”We needed to make everyone responsible for
their part – not just the accountants.”

Measures were introduced to every aspect of
the production process and a programme of
training for managers in the usage of Balanced
Scorecard methodology in business planning
was developed. As a result, corporate, unit
and function scorecards are in place with
appropriate objectives and measures against
each using a traffic light system to monitor
and report progress. Other innovations include
the appointment of an ‘E Business’ Manager
to oversee a project on ‘management
information’ and an ‘online ordering facility’. 

The company’s Journey to Excellence J2X
programme seeks to harness ideas from the
shop floor in improving business processes.
Members of the management team act as
facilitators in leading improvement groups 
with a six week turn-around target to develop
individual projects. Suggestion boxes and 
an Improvement Champion from the senior
management team supports the facilitators in
identifying and leading improvement projects.

Corporate Responsibility:
The McAvoy group is very much a part of the
local community providing sponsorship of the

local theatre, Moy GAA club and Dungannon
Rugby club. Participation and support for local
school’s ‘Business Education Initiatives’ is also
provided. 

Entrepreneurial Success:
A systematic approach to business
improvement is clearly evident within The
McAvoy Group. Strategic development,
including a restructured Management Board,
investment in developing capability and
capacity of staff and streamlined production
processes have all played an important part 
in integrating the key elements of business
success. Orla Corr displays a measured, well
planned leadership approach, determined 
to make best use of available tools,
methodologies and support packages in 
re-orientating and repositioning the group to
meet market demands. As Orla points out:

“Success breeds success. The family
approach to work ethic and a valued family
name is important. Our people take great
pride in a job well done.”

Top Tips to reach ‘The Next Level’
• Produce your business plan in-house and

involve your people in its development
• Show persistence
• Know your strengths and look at ways of

improving your weaknesses
• Use the quality standards for continuous

improvement
• Treat your people with honesty, respect

and trust
• Involve and empower your people through

continuous improvement programmes 
• Align yourself with outsiders who can add

value to the business
• Select support from people whose vision

and values align with your own
• Invest in research and development as a

form of learning
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Introduction:
The Powerhouse Clothing Company started in
1994, growing out of a shared passion in
rowing of its two owners, Garth Young and
Alison Law, who saw a niche market
opportunity to establish themselves as a
supplier of quality rowing clothing for clubs,
colleges, universities and schools. The
company initially established a manufacturing
base in Hillsborough, subsequently relocating
to Irvinestown in 2003, whilst retaining the
former premises as its trading base. It now
also supplies a number of other sports
including Triathlon, Hockey, Athletics, Rugby
and Cycling. The owners manage up to 10
staff and suppliers in separate locations
across the UK, with plans underway for 
global expansion.

Business Strategy:
The Powerhouse reputation is based on
quality, efficient service, reliability and prompt
delivery. The initial marketing campaign was
“you train 2 hours per day, 7 days per week,
aiming to be the best, you deserve the best”
and they set out to achieve this through
introducing innovative and improved products
and services. This overall aim has brought a
sense of direction to everything the company
has done and has facilitated it in setting and
achieving measurable targets for various
aspects of their business. From the beginning
the owners showed passion and were clear
about the uniqueness of the product and the
customer. In terms of their market and
customers, the company has expanded from
a niche provider in one product in the local
market (rowing) to a national and UK market
with product diversification targeting other
sports. Powerhouse is currently planning to
move up a gear to the global market place
and this will require a new business strategy
and a change in organisational structure. 

People Management:
The company employs a small staff team and
believes that if you want staff to deliver the
best, you should aim to keep staff highly
motivated. Their approach to manufacturing,
which involves staff in making the whole
finished product, is designed to achieve 
this. Staff report back with pride seeing a
sportsman in Fermanagh wearing a garment
they have made.

The company have already faced major issues
with staff retention which led to the relocation
of their manufacturing base to Irvinestown; 
this was a strategic decision to move from a
locality which has the lowest unemployment 
in N.Ireland to an area where unemployed
‘stitchers’ were in plentiful supply.

The company also recognises that having
good and well trained staff is vital to the
success of the business. A major component
of staff induction is instilling the company’s
values in customer care; this has been
reinforced by the owners’ commitment to
rolling up their sleeves, or more accurately,
getting on the sewing machine as required.  

Leadership and Management
Strategy:
Powerhouse’s management style impresses
as ‘hands-on & forward-looking’ and involves
taking planned risks in order to succeed.
Alison and Garth demonstrate different yet
complementary leadership styles, Alison 
taking a more measured approach to 
Garth’s natural tendency for risk taking. 
The company’s growth strategy means that
their days of simply managing an in house
functional team will be replaced with the
requirement to manage complex relationships
such as outsourcing. In order to enhance
their own business skills, they have
established a strategic alliance with a mentor
who has global experience in clothing
manufacturing to support their growth
strategy development.

The growth of the company currently has
created an opportunity for taking on a new
Management position. Powerhouse are more
concerned about the manager sharing their
passion in the product and having the ability
to motivate staff rather than formal

2.4 POWERHOUSE
CLOTHING COMPANY
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management qualifications. Garth feels that,
provided the right characteristics are there,
Powerhouse will be able to build on the
required management competences through
coaching and mentoring as part of the
Manager’s induction and training.

Performance Measurement:
Although Powerhouse does not have any
formally accredited quality systems, their
approach to manufacturing is underpinned by
a systematic process which is designed to
make sure they can deliver the product in the
most efficient and effective way that wins the
trust of suppliers and customers.

They attend Trade shows regularly to keep
themselves informed of new fabrics and
competitor products and maintain networks
with Textile Associations.

Powerhouse have experienced considerable
growth over the years but as Garth noticed
from the figures that the organisation had
plateaued: 

“We experienced 5 years growth...then no real
progression…18 months ago we looked at
where we wanted to go”. They realised it was
time to “concentrate on making the next leap.”

Garth and Alison accepted that a change of
approach was required because what they
were doing was “more concerned with making
clothes…than making the business work”

The challenge remains to “work out how we
can do things better.”

Corporate Responsibility:
Successful businesses will do more than just
supply goods and services; they will make a
contribution to the communities in which they
work. Powerhouse have maintained a
manufacturing base in Northern Ireland

against the commercial tide, supporting the
local economy through employment. All the
products are manufactured in Northern Ireland
and Powerhouse Clothing Company supports
the NI economy by providing both full and 
part time employment for local people.
Powerhouse Clothing Company strive to be
kind to the environment where possible by
reducing the amount of waste that is created,
and are committed to cutting back on paper 
in the office and manufacturing processes. 
Its Fermanagh base is linked to the social
economy and it has a waste management
policy designed to be environmentally friendly.
It invests both time and money back into
rowing, as well as supporting a nominated
charity, Action Cancer. 

Powerhouse Clothing Company is a supporter
of Ireland Rowing and all its members and is
happy to have been supplier to all the National
Teams since 1994. Powerhouse is a good
model of a business that is serious about its
wider responsibilities.  

Entrepreneurial Success:
Powerhouse is a good example of
entrepreneurial success. Two rowers perceived
an opportunity, created an organisation to
pursue it, assembled the required resources,
implemented a practical plan, assumed the
risks and the rewards, and are now ready for
global expansion. The magic ingredient? In
addition to faith in the product, determination,
and hard work Garth advises

“Plan exactly what you want to do…do it…
believe and have confidence in your ability.”

Top Tips to reach ‘The Next Level’
• Build quality into production systems

• Know the market, know your customers
and show passion for the product

• Use complementary styles and
perspectives to make decisions for the
future

• When recruiting external help consider the
chemistry, look for congruence with your
vision, values and long term goals

• Seek mentorship from people who have
already gained experience and achieved
success

• Take time to work “on the business”, day
dream like Garth! 
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Introduction:
Connect Engineering, based in Bellaghy,
designs and manufactures excavator buckets
and attachments for the Plant and Quarry
Industry. The company was established in
April 2002 by Brigid Duggan and Conor
McGuckian and currently employs 15 staff.
The company Management Team comprises
of the Managing Director with a background in
Finance and Marketing and an Engineering
Director with a background in Mechanical
Engineering. In recent years they have been
joined by two managers, one in Production
and one in Finance. 

Connect manufacture 5 key products and its
main customers are located in the Irish
Republic and the UK with new export markets
being established in Holland and Scandinavia.
The company has won an impressive range of
quality awards for its product design and its
business development including Runner Up in
Shell Livewire Young Entrepreneur of the Year
Awards 2003, Product of Show Award at the
Construction Plant Show in Dublin 2003, 
Spirit of Enterprise Award in February 2004,
shortlisted in the Belfast Telegraph Northern
Ireland Business Awards 2004 in the category
of Best Small-Medium Sized Enterprise and
winners of The Ben Wilson Excel Management
Award 2005.

Business Strategy:
Connect began as a company with one
product and a single market but no formal
business strategy. During its first year of
operation, while one Director focused on
changing the product and bringing new
products to market, the other optimised the
opportunities presented by Invest NI and
undertook courses in various aspects of
business management (specifically enhancing
skills in strategic management, sales &
marketing, and Research and Development).
They participated in Invest NI’s “Going Dutch”
Programme which resulted in their introduction
into new export markets in Europe.

Since it’s early years Connect has utilised a
Business Advisor who has challenged the
development of a clear direction and plan for
the business. The Business Plan has directed
the company’s growth over the past 4 years 
to the current situation where they have 5
products and new export markets with

turnover rising from £65k in Year 1 to £1
million currently. A key ingredient of Connect’s
success has been the demonstrative
commitment to being customer focused,
designing and manufacturing goods to
exacting customer requirements. In line with
this, their current business strategy focuses 
on improving the quality of their product and
organic growth rather than looking at further
product or market diversification.

Leadership and Management
Strategy:
Within Connect there is a dogged
determination to achieve. Brigid and Conor
have shared their vision and have created a
clear direction for the future. A company
culture has been created where people are
enabled to fully contribute to the success of
the organisation. Recent appointments to 
the Senior Management Team have further
strengthened the capability to succeed.
The Production and Finance Managers were
externally recruited because the competencies
required were not available within the
company. Whilst opportunities for internal
promotion are always considered there are
occasions when the competencies aren’t
available in-house and Connect recruits
externally on the basis of business need. 

Managing Director Brigid Duggan is currently
participating in the Genus Performance
Leadership Programme. This already has had
major effect on creating a better future for the
business. She has also started to look outside
the business to examine practices, which will
help strengthen Connect’s long term future:

“Participation in Genus…listening to staff…
delegating more…taking their views into
consideration.”

2.4 CONNECT
ENGINEERING
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People Management:
Connect employs a staff of welders and
fabricators and supports an apprenticeship
scheme as part of their workforce planning
strategy, as well as encouraging staff training
and development both on and off the job. 
The company uses team working as an
organisational tool for involving all employees
in creating business success and profitability,
and for establishing an environment of
continuous improvement. Formal staff
meetings are held on a 6 weekly basis as 
part of the commitment to maintaining a work
environment in which people can have an
impact on decisions and actions that affect
their jobs.  

The company pursues external recognition 
for its achievements not only as a marketing 
tool but also as a means of recognising staff
achievements and capabilities. The owners
show a strong commitment to employee
involvement, involving staff in surveys, which
have led to ‘quick wins’ on the production
floor.

Performance Measurement:
Connect have developed systems in line with
ISO 9001:2000 to ensure consistency and
plans are well advanced in terms of relocating
to new premises to improve the efficiency of
their process management. The new premises
will accommodate under one roof, the stock
of raw materials and the manufacturing
process which are currently located across
two sites.  

The company place a high value on
benchmarking and use their customers, 
the Belfast Telegraph Business News, and
other companies on the Genus course, to do
boundary scanning as part of their business
planning.  

Corporate Responsibility:
Connect is a new and growing business and
their commitment to the community in which
they are located reflects this. The location 
of the business is of prime importance to
management and staff in that it supports the
local economy through employment. Connect
provides sponsorship for local sports and
primary school activities and 5 staff recently
climbed Ben Nevis for a fundraising event for
the Ulster Cancer Foundation. Future plans
include the implementation of eco-projects.

Entrepreneurial Success:
Connect owes its success to the
determination of its founders to turn a
challenging situation into a triumph. Its
success can be found in the chemistry of its
owners, one with product knowledge, the
other with business acumen, both ambitious
and career minded, both prepared to give it 
a go, but above all as Brigid says:

“Both committed to eat, sleep and live the
business”.

Top Tips to reach ‘The Next Level’
• Work hard and be restless for new ideas

for growth.
• Seek help when you need it
• Use the support mechanisms provided by

friends, family and the Statutory Agencies
• Have passion for your product and your

customers
• Listen to your employees, take their views

into consideration
• Use quality standards and awards, for

continuous improvement to move you to
“The Next Level”. 

• Use programmes like the Genus
Programme to share ideas for performance
improvement.
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IiP Indicators

1. A strategy for improving
the performance of the
organisation is clearly
defined and understood.

B1 Develop and implement operational
plans for your area of responsibility

B3 Develop a strategic business plan for
your organisation

B4 Put the strategic business plan into action

B11 Promote equality of opportunity and
diversity in your area of responsibility

B12 Promote equality of opportunity and
diversity in your organisation

C3 Encourage innovation in your organisation

C4 Lead Change

C5 Plan Change

C6 Implement Change

E6 Ensure Health & Safety requirements 
are met in your area of responsibility

E7 Ensure an effective organisational
approach to Health & Safety

• Setting challenging targets for self
and others

• Working on the business

• Using quality framework for
continued improvement

• Getting to know customers and
cultures

• Putting in place plans, systems 
and processes

• Aligning values and visions with
others

• Communicating with staff

2. Learning and
development is planned to
achieve the organisation’s
objectives 

B11 Promote equality of opportunity and
diversity in your area of responsibility

C1 Encourage Innovation in your team

C2 Encourage Innovation in your area of
responsibility

C3 Encourage innovation in your
organisation

C5 Plan Change

D4 Plan the workforce

D7 Provide learning opportunities for
colleagues

• Setting challenging targets for self
and others

• Maintaining Health & Safety and
conducive work environment

• Seeking advice, support and
challenge

• Accepting the challenges of others

• Putting in place plans, systems and
processes

• Learning from mistakes

• Communicating with staff

3. Strategies for managing
people are designed to
promote equality of
opportunity in the
development of the
organisation’s people 

B5 Provide leadership for your team

B8 Ensure compliance with legal,
regulatory, ethical and social requirements

B9 Develop the culture of your
organisation

B11 Promote equality of opportunity and
diversity in your area of responsibility

B12 Promote equality of opportunity and
diversity in your organisation

C1 Encourage Innovation in your team

• Maintaining Health & Safety and
conducive work environment

• Managing diversity

• Recruiting the right people

• Getting to know customers and
cultures

• Accepting the challenges of others

• Putting in place plans, systems and
processes

• Communicating with staff

Management Standards ‘Next Level’ Behaviours

APPENDICES

3.1 Mapping: Management Standards & IiP

3.0

Investors in People Mapping to Management Standards
In determining the Leadership and Management Capabilities of the senior managers from 
the six participating organisations PDQ Solutions identified a series of traits and behaviours
pertinent to taking the business to the next level. These have been mapped to the ‘Investors
in People Standard’ and the recently published ‘National Occupational Standards for
Management & Leadership’. As the following table demonstrates there is a very clear link
between IiP Standard, NOS Management & Leadership Standard and the behaviours 
required to take businesses to the next level.
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IiP Indicators Management Standards ‘Next Level’ Behaviours

5. Managers are effective in
leading, managing and
developing people 

B5 Provide leadership for your team

B6 Provide leadership in your area of
responsibility

B7 Provide leadership for your
organisation

B12 Promote equality of opportunity and
diversity in your organisation

C1 Encourage Innovation in your team

C2 Encourage Innovation in your area of
responsibility

C4 Lead Change

D1 Develop productive working
relationships with colleagues

D5 Allocate and check work in your team

D6 Allocate and monitor the progress
and quality of work in your area of
responsibility

D7 Provide learning opportunities for
colleagues

E6 Ensure Health & Safety requirements
are met in your area of responsibility

• Setting challenging targets for self
and others

• Recognising and rewarding people

• Maintaining Health & Safety and
conducive work environment

• Giving something back to the
community

• Managing diversity

• Seeking advice, support and
challenge

• Using quality framework for
continued improvement

• Empowering and involving people

• Getting to know customers and
cultures

• Accepting the challenges of others

• Putting in place plans, systems and
processes

• Aligning values and visions with
others

• Communicating with staff

4. The capabilities required
of managers to lead,
manage and develop people
effectively are clearly
defined and understood

A2 Manage your own resources and
professional development

A3 Develop your personal networks

B5 Provide leadership for your team

B6 Provide leadership in your area of
responsibility

B7 Provide leadership for your organisation

B9 Develop the culture of your
organisation

C4 Lead change

C5 Plan Change

C6 Implement change

D4 Plan the workforce

D6 Allocate and monitor the progress 
and quality of work in your area of
responsibility

D7 Provide learning opportunities for
colleagues

E5 Ensure your own actions reduce risks
to Health & Safety

E7 Ensure an effective organisational
approach to Health & Safety

C2 Encourage Innovation in your area of
responsibility

C3 Encourage innovation in your
organisation

D4 Plan the workforce

F7 Support customer service improvements

• Setting challenging targets for self
and others

• Recognising and rewarding people

• Maintaining Health & Safety and
conducive work environment

• Managing diversity

• Setting in place systems and
processes

• Using quality framework for
continued improvement

• Empowering and involving people

• Getting to know customers and
cultures

• Accepting the challenges of others

• Putting in place plans, systems 
and processes

• Aligning values and visions with
others

• Communicating with staff
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6. People’s contribution to
the organisation is
recognised and valued 

B5 Provide leadership for your team

C1 Encourage Innovation in your team

C2 Encourage Innovation in your area of
responsibility

C3 Encourage innovation in your
organisation

C4 Lead Change

C6 Implement Change

D1 Develop productive working
relationships with colleagues

D5 Allocate and check work in your team

D6 Allocate and monitor the progress and
quality of work in your area of
responsibility

D7 Provide learning opportunities for
colleagues 

• Recognising and rewarding people

• Maintaining Health & Safety and
conducive work environment

• Managing diversity

• Recruiting the right people

• Empowering and involving people

• Communicating with staff

7. People are encouraged to
take ownership and
responsibility by being
involved in decision-making

B11 Promote equality of opportunity and
diversity in your area of responsibility

B12 Promote equality of opportunity and
diversity in your organisation

C1 Encourage Innovation in your team

C2 Encourage Innovation in your area of
responsibility

C3 Encourage innovation in your
organisation 

C6 Implement Change

D6 Allocate and monitor the progress 
and quality of work in your area of
responsibility

D7 Provide learning opportunities for
colleagues 

E7 Ensure an effective organisational
approach to Health & Safety

F7 Support customer service
improvements

F8 Work with others to improve customer
service

F11 Manage the achievement of customer
satisfaction

F12 Improve organisational 

performance

• Setting challenging targets for self
and others

• Recognising and rewarding people

• Managing diversity

• Setting in place systems and
processes

• Seeking advice, support and
challenge

• Empowering and involving people

• Getting to know customers and
cultures

• Accepting the challenges of others

• Learning from mistakes

• Aligning values and visions with
others

• Communicating with staff

8. People learn and develop
effectively

B4 Put the strategic business plan into
action

B9 Develop the culture of your
organisation

B12 Promote equality of opportunity and
diversity in your organisation 

D5 Allocate and check work in your team

• Setting challenging targets for self
and others

• Maintaining Health & Safety and
conducive work environment

• Seeking advice, support and
challenge

• Getting to know customers and
cultures
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D6 Allocate and monitor the progress and
quality of work in your area of
responsibility

D7 Provide learning opportunities for
company

E6 Ensure Health & Safety requirements
are met in your area of responsibility

• Accepting the challenges of others

• Putting in place plans, systems and
processes

• Learning from mistakes

• Aligning values and visions with
others

• Communicating with staff

10. Improvements are
continually made to the way
people are managed and
developed 

E7 Ensure an effective organisational
approach to Health & Safety

F12 Improve organisational performance

• Setting challenging targets for self
and others

• Working on the business

• Managing diversity

• Seeking advice, support and
challenge

• Using quality framework for
continued improvement

• Putting in place plans, systems and
processes

• Learning from mistakes

• Aligning values and visions with
others

• Communicating with staff

9. Investment in people
improves the performance
of the organisation

B1 Develop and implement operational
plans for your area of responsibility

B4 Put the strategic business plan into
action

B8 Ensure compliance with legal,
regulatory, ethical and social requirements

B11 Promote equality of opportunity and
diversity in your area of responsibility

C4 Lead Change

C6 Implement Change

D2 Develop productive working
relationships with colleagues &
stakeholders.

E1 Manage a budget

E2 Manage finance for your area of
responsibility

F1 Manage a Product

F2 Manage a programme of
complementary projects

F3 Manage business processes

F6 Monitor and solve customer service
problems

F10 Develop a customer focused
organisation

F11 Manage the achievement of customer
satisfaction

• Setting challenging targets for self
and others

• Maintaining Health & Safety and
conducive work environment

• Managing diversity

• Seeking advice, support and
challenge

• Using quality framework for
continued improvement

• Learning from mistakes

• Communicating with staff
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Current MLN Research & Reports 

The following research material can be downloaded from www.mln.org.uk ➔ “Research
Studies” alternatively you can request a hard copy by contacting MLN directly. We are always
keen to hear the views of people across all sectors in Northern Ireland, as such please feel 
free to contact MLN with your thoughts and opinions on the material below (MLN contact 
details overleaf). 

Report 1 Helping Smaller Businesses Increase Productivity and Wealth; A review of 
the situation in the Private Sector with specific focus on SMEs, Executive
Summary, January 2005 (MLN)

Report 2 Management & Leadership Network Annual Report 2004-2005 (MLN)

Report 3 Recognising the Issues – Raising the Standard; A study of Management 
& Leadership Development involving IiP Practitioners and their experience
working with SMEs in Northern Ireland, February 2006 (MLN, DEL &
Whitewater Consulting)

Report 4 Leading…the way; Management & Leadership Development Strategy for
Northern Ireland Consultation Document – launched February 28th 2006 with
responses by May 12th 2006 (MLN, DEL, NICVA, LGSC, DFP & Invest NI)

Report 5 The Next Level; A case study research report accompanying the TV series,
March 2006 (MLN & PDQ Solutions)

Still to come…

Report 6 The How to Guide for Management & Leadership Development in Northern
Ireland (MLN & Anne McMurray Consulting)

Report 7 Leading…the way; A Management & Leadership Development Strategy 
for Northern Ireland, Strategy Document (MLN, DEL, NICVA, LGSC, DFP 
& Invest NI)
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The Management & Leadership Network

Website: www.mln.org.uk

MLN Development Zone: www.mln-dz.org.uk
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Boxmore Building, Hightown Industrial Estate, 
Newtownabbey, BT36 4EW

Tel: 028 9080 4201
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