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Welcome

Sharing the love
Hello all and welcome to the latest issue of Business &
Management magazine. I’m not sure whether we’re at plan A,
B or maybe even C in the COVID-19 winter plan, but the goal
for BAM remains the same – provide the best value for our
members to progress in their careers.
This month’s cover story (page 16) is one I hope you all
enjoy, about the sharing economy, which is proliferating in
many areas of our lives. From spare rooms on Airbnb, cars on
Uber and skills via Airtasker, there is now much more scope to
utilise our spare assets to gain additional income. I am a big
fan of the sharing economy. There is less wastage and creation
in the system, sellers gain income and buyers get a cheaper
price. Perfect. Did you know, for example, that the average drill
is only used for around 12 minutes in its lifetime? Why invest
in a new one when you can borrow it? I’d love to get your
thoughts on the feature.
The sharing economy has, of course, been born out of
innovation, and our feature on page 27 details how to build an
innovative team. Innovation breeds success, as the old saying
goes, and you can learn all about how to embed that in your
workplace. Continuing on the theme of change, our features
on family-run businesses (page 22) and dynamic capacity (page
24) efficiently summarise getting the most from these areas.
As many of you may know by now, the Business and
Management membership proposition as we know it is not
continuing into 2022. Therefore, this magazine, our special
reports, webinars and events will no longer run. However, you
can continue to enjoy high-quality ICAEW content targeted to
business members through the communities offering, which
will be enhanced next year. I hope to see many of you
continuing to engage with ICAEW into 2022 and beyond.
Dipak Vashi
Technical Manager
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News and events

In the know
Stay up to date with recent developments from
the Business and Management Faculty and beyond

Around the ICAEW
FSF webinar series

GETTY IMAGES

World news
Breaking down barriers
The global cost of mental ill health is
estimated to be $2.5trn and is projected
to grow over the next two decades.
When it comes to the workplace,
much work has been done to help
organisations create supportive and
positive cultures, but people with
mental illness still cite stigma as a
major barrier to seeking treatment.
As part of his qualification to become
a chartered psychologist, chartered
accountant Andy Salkeld (See Opinion,
page 7) recently conducted a research
study among professional services
organisations on the issue of stigma.
His findings revealed that within
these firms, perceived stigma towards a
person with a mental illness diagnosis
is significantly greater than the actual
stigma towards them.
However, when presented with
statements about stigma towards people
with mental ill health within their
organisations, employees generally
disagreed with them – a positive result
that reinforces the work carried out to
create more caring workplaces.
It is important, says Salkeld, “to
demonstrate that people with mental
illness can succeed in organisations,
and to show acceptance and
normalisation of discussing and
promoting mental health”.
Broken the Stigma? is available at
tinyurl.com/BAM-BreakingStigma
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Ethnicity pay reporting debate
There are continuing calls for
mandatory reporting of ethnicity
pay-level data after a slow response
from the UK’s major companies.
The Chartered Institute of Personnel
and Development says that the progress
is slow and inconsistent. So far, only
13 of the FTSE 100 companies have
reported hard data. Large employers
are already required to publish gender
pay gap figures.
MPs are considering whether
ethnicity pay reporting should be
mandatory after 130,000 people called
for it in a petition. A governmentcommissioned review in 2017 of race in
the workforce called for legislation
requiring ethnicity data by salary band.
But the government has had concerns
about the legalities of such a move.
In April, the Commission on Race and
Ethnic Disparities suggested reporting
be voluntary only.

The ICAEW Financial Services
Faculty ran six hour-long webinars
throughout September and
October that followed the themes
of science, data, risk, reporting
and assurance. These enabled the
audience to treat the series as an
introduction to environmental,
social and governance (ESG)
principles and requirements, and
appreciate all the challenges of
meeting them.
The following webinars are
now available on demand.
The science behind climate
change, net-zero transition
and planetary health, and its
implications to FS organisations
Data: Are we at peak complexity?
Data: In practice
Risk: How does climate risk
ﬁt into ﬁrms’ overall risk
management? How do we
turn the project into business
as usual?
Reporting: Does reporting
satisfy investor expectation?
How do we achieve consistent
and comparable reporting?
Assurance: The assurance of
reported ESG information.
For more information and for
the links to the recordings, visit
tinyurl.com/BAM-FSFWebinars

Green anger at UK-Australia deal
The UK government is under fire for
removing climate target details from a
trade deal with Australia.
Green campaigners say the Paris
climate agreement’s goals to limit global
heating to 2°C above pre-industrial
levels, with an aspiration of 1.5°C, are
missing. Only a commitment to the
agreement remains.
Removing temperature commitments
“rips the heart out of what the agreement
stands for”, says Greenpeace UK.
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News and events

Events

Tax news in brief
Stepping up compliance action

How to increase budgetary impact
without spending more money
16 November 2021, 10:00-11:00

Dr Richard Russill and Nick Wildgoose
explore key procurement practices for
getting maximum value and reliability
from your suppliers.

Practical Excel tips
7 December, 10:00-11:00

Excel guru John Tennent will share his
up-to-date and ingenious tips on how
to make the most of the powerful tool.
Learn skills to save you time dealing
with the most common problems.

Missed a webinar? Catch up in your own time, with recordings from the webinar library.
All webinars and events are free for faculty members. Visit icaew.com/bamwebinars

Financial reporting
Streamlined reporting of energy
and carbon
The Financial Reporting Council (FRC)
has published the findings of its review
of reporting on emissions, energy
consumption and related matters under
the new Streamlined Energy and Carbon
Reporting (SECR) rules, which came
into effect from 1 April 2019.
The industry regulator says
companies need to do more to make
disclosures relating to carbon emissions
and energy consumption both
understandable and relevant to users,
according to a review of reporting on
emissions and energy consumption
across a sample of 27 entities, with a
bias towards those expected to generate
significant emissions.
While the sample of reports largely
complied with the minimum statutory
disclosure requirements for emissions
and energy consumption, the review
highlighted the need to better integrate
these disclosures with narrative
reporting on climate change, especially
any emission-reduction targets.
The FRC also called for clearer
explanations of how information is
calculated, which operations and
emissions are included in their
reported numbers, and the level of
third-party assurance obtained over
the information. In particular, it was
not always clear which entities were
included in groups’ SECR disclosures.
Although all entities in their sample
disclosed their emissions and the
majority disclosed their energy use,
more needs to be done to make these
disclosures understandable, such as
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information about the methodologies
that are used.
However, the FRC said it was pleased
to see examples of emerging good
practice, with several reports going
above and beyond the mandatory
disclosure requirements. These
included disclosure of Scope 3
emissions, information about the
use of renewable energy and reporting
of both location-based and marketbased emissions.
Although many of the reports
disclosed emissions reduction targets
or an intention to set targets, the
FRC said it was encouraged to see
that some had explained net zero or
other emission-reduction
commitments and strategies, and
included more specific details on
pathways and interim targets.
ICAEW’s Carbon and Energy
reporting page provides an overview
of reporting requirements and links to
relevant resources.
Read more from the Financial Reporting
Faculty at icaew.com/frf

Normal service resumes

The process for registering as
self-employed has been restored
to its pre-COVID-19 rules.
The Department for Work and
Pensions suspended face-to-face
interviews as a pandemic measure,
but now HMRC advises that all new
applicants should again use form
CWF1 to register as self-employed.
Any taxpayer who registered
using the temporary SA1 form
process during the pandemic
should now contact the national
insurance helpline to arrange
collection of class 2 insurance
contributions. See tinyurl.com/
BAM-SEReg
Support schemes phased out

A number of pandemic-related
support packages for businesses
and individuals were altered or
came to an end on 30 September.
These include the government’s
Coronavirus Job Retention Scheme
(furlough), the Self-Employment
Income Support Scheme, reduced
stamp duty land tax for England and
Northern Ireland, the Sick Pay Rebate
Scheme, a reduced rate of VAT for the
hospitality industry, and the £20-a-week
universal credit increase.
Deadlines for outstanding claims
have been set. See tinyurl.com/
BAM-CovSchemes
Read more from the Tax Faculty weekly
newswire. Visit icaew.com/insights/
tax-news
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60-minute webinars

A sample group from the 100,000
businesses that have not yet signed
up to the Making Tax Digital for VAT
process will have found the online
facility closed to them for the JuneAugust ﬁling round, which was due
by 7 October.
HMRC will trial a stepped-up action
approach involving 800 of the 10% of
businesses that have not complied.
This sample has been randomly
chosen and HRMC will assess the
impact of the closure before
extending it to other businesses.
MTD VAT is mandatory for
businesses with taxable turnover
of more than £85,000. For more
details, see tinyurl.com/BAMOnlineVAT

Opinion

able to seek accommodations within the
workplace. Many people ﬁnd that the
anticipated and perceived stigma can be
worse than actually living with a mental
illness. Treatments have improved
enormously over recent decades, but
those who may beneﬁt from them
choose not to seek them out, for fear of
what it might mean in their workplace.

Andy Salkeld
Chartered Accountant, Chartered
Psychologist and author of Life is a
Four-Letter Word (Practical Inspiration
Publishing, £14.99)

Targeting affective prejudice

‘Many people find
that the anticipated
and perceived stigma
can be worse than
actually living with
a mental illness’

W

hile a very clear, very serious
pandemic has changed our
world, a more subtle and
potentially longer-lasting pandemic has
been taking place alongside it – mental
illness, which has been brought to the
forefront of discussions over the past year.
I have spent this period working towards
becoming one of only a few people in
the UK who are a joint chartered
accountant and chartered psychologist,
and have just concluded a research
project into the stigma of mental illness
within professional services organisations
(see page 5). I believe mental health is
important to us and our businesses.

Breaking barriers
Our minds work in tandem with our
bodies, not in isolation. The more we
perpetuate the notion of them being
separate, the harder it becomes to help
people struggling with either. While not
a psychiatric diagnosis, stress is a normal
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part of life and it is interwoven with our
immune system. Acute and/or prolonged
exposure to stress has been shown, in
some cases, to cause mental illness and
it is often present together with anxiety
and depression. If, as either an employee
or an employer, you recognise that stress
could be part of your workplace, you
need to accept the importance of mental
health to your organisation.
The stigma of mental illness within
organisations is one of the largest barriers
to seeking help. But this stigma is more
than what is experienced – it also includes
what is perceived and anticipated.
There are still employment contracts
containing terms of dismissal for “being
of unsound mind”. This creates fear, as
employees worry about losing their
livelihoods for any mental illness, no
matter how common. This fear expands
to encompass the attribution of negative
performance, as people feel they may
not be treated equally or may not be

My study found that being diagnosed
with a common mental health condition
did not signiﬁcantly inﬂuence stigma
attached to that individual. Nor did it
inﬂuence the perception of stigma from
others within the organisation towards
that individual. However, that person’s
perceived stigma was signiﬁcantly
greater. In effect, we believe things are
worse than they really are. The study also
showed this stigma was primarily driven
by affective prejudice – the negative view
of someone with a mental illness.
And yet the interventions many
businesses implement – mental health
ﬁrst-aid training, educational resources,
etc – all primarily target cognitive
stereotyping and not affective prejudice.
Should businesses want to target
affective prejudice, a solution would be
meeting and promoting people who
have had or are experiencing mental ill
health. This normalises and promotes
more positive attitudes towards mental
illness, resulting in greater acceptance.
Better yet, have these meetings with
people within the organisation, or
organisation/culture adjacent, as these
build on our social and cultural identity,
perpetuating long-lasting positive beliefs
about mental illness.
The task of organising mental health
interventions within businesses often
falls to human resources (HR). I feel it’s
time to split the HR function in two. The
more traditional function protects the
business from the people, through
employment contracts, training,
regulation and so on. The newer function
would protect the people from the
business, focusing on mental health,
motivation, coaching and development.
I believe businesses owe a duty of care
to their people and their mental health.
One of the best ways to support them is
with in-house occupational psychologists
who understand the people and the
businesses, facilitating symbiosis and
growth. I have positioned myself as best
I can to provide this to the organisations
I hold in such high regard, and welcome
a discussion with anyone interested.
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A climate
for change
COP26 is almost upon us and, as the
climate crisis deepens, we look at
desired and expected outcomes

I

n 2012, Peter Bakker, CEO of the World Business Council
for Sustainable Development, told the Rio+20 UN
conference that “accountants will save the world” from
climate change. He was one of the first people to highlight
how real change would come from reconfiguring the millions
of decisions managers in business, NGOs and the public sector
make every day. His words seemed outlandish then, but in
2021 we inhabit an environment where environmental, social
and governance (ESG) is well and truly on every board agenda.
From 31 October to 12 November, the 26th UN Climate
Change Conference (COP26) will take place in Glasgow. The
197 parties (196 countries, plus the EU) will work towards
the goals of the Paris Agreement and the UN Framework
Convention on Climate Change.
At 2015’s COP21 in Paris, every country agreed to work to
limit global warming to well below 2°C and aim for 1.5°C, to
adapt to the impacts of a changing climate and to make money
available to deliver on these targets. The commitments made,
however, will not come close to achieving the 1.5°C target, so
this year’s plans need to be even more ambitious.
COP26 has four goals:
• secure global net zero by mid-century and keep 1.5°C
within reach;
• adapt to protect communities and natural habitats;
• mobilise finance; and
• work together to deliver.
The UN’s Intergovernmental Panel on Climate Change
published its Sixth Assessment Report in August. This
provided new estimates of the chances of crossing the 1.5°C
level in the next decades and found that unless there are
immediate, rapid and large-scale reductions in emissions,
limiting warming to close to 1.5°C or even 2°C will be beyond
reach. Failing to hit these targets will bring about many
changes in our weather and ecosystems, including:
• more intense rainfall and associated flooding, as well as
more intense drought;
• continued sea-level rise, contributing to more frequent
and severe coastal flooding and coastal erosion;
• melting of glaciers and ice sheets, and loss of summer
Arctic sea ice; and
• more frequent marine heatwaves, ocean acidification,
and reduced oxygen levels.
Alok Sharma MP, COP President Designate, says: “COP26
needs to be decisive. Whether future generations look back
at this time with admiration or despair depends entirely on
our ability to seize this moment. Let’s seize it together.”
We asked a selection of experts about their hopes and
expectations for COP26.
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Richard Spencer, Director of Thought
Leadership and Head of Sustainability, ICAEW
The people who say this is our last big chance are
probably right. Where the voluntary commitments
are now is not going to get us to 2°C, never mind
1.5°C. We’ve got to do two things to achieve the
first COP26 goal: up the ambition, and close the
gap between the ambition and the commitment.
For me, the big news in the IPCC report wasn’t
that we would probably hit 2°C warming by 2100,
but the certainty with which this was said. The other
big news was that the dramatic weather events we
are seeing – fires across Europe and North America,
floods in China, plagues of mice in Australia – are
connected to human-driven climate change and
they are only going to get worse and more
frequent. The consequences of the damage we
have done are with us now; they aren’t speculation
about what the future might hold.
For ICAEW members, and all business owners,
the question is what does this mean for your
company, not in 10 years, but this year and next?
How will you build resilience into your operations?
This is, of course, all about adaptation – the
second goal of COP26 – and plays out in a very
localised way. It reaches beyond business and is a
major issue for the public sector making housing
fit for purpose and ensuring transport systems can
cope with extreme heat. Globally, adaptation is
important for wealthy nations in helping investment
and financing adaptation in island states and Africa.
Adaptation is important for fairness globally.
This is a big opportunity for the professions as a
whole. There is an incredible agency that each one
holds. Accountants, through information, create
the understanding of the world that decisions are
based on and by building into that information our
impact on the world, they can drive positive action.
As auditors, we can hold people responsible for
their actions. Other professions will have their own
story. How powerful would it be if we acted in
concert – accountants, scientists, engineers, lawyers,
architects – to demonstrate our social value?
There is a lot riding on COP26 and reason to be
positive: the new US administration buys into this;
global consensus around the need for a fair, green
recovery; the EU and the green deal; commitment
at G20 for mandatory climate-related financial
disclosure. We need to move from ambition to
action. We can’t afford to let this chance pass us by.
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Sustainability

David Logan, Co-founder of
Corporate Citizenship and author
of Companies for Good: Living
with Modern Capitalism (Panoma
Press, £14.99)

Andrew Griffith MP, UK Net Zero
Business Champion
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Our global leaders have a really
important role – we want them to
form ambitions that will save our
planet. But underpinning that is the
confidence and ambition of the
business community – businesses that
are going to take us on the transition
to decarbonise the economy.
In my new role as the Net Zero
Business Champion, I spend every day
talking and working with businesses,
and hearing about the innovations
they are bringing forward. The building
sector has CO2nstructZero, where it is
looking at new materials and new
techniques, and creating completely
new, different standards of building
science. In aviation, it was thought
there was no way to reduce the carbon
footprint other than to simply stop
flying, but the industry is now looking
at new forms of energy and new ways

of driving efficiency. I think the same
is true across every domain.
We’ve really got a chance to lead
on this agenda, to make sure business
owners, founders and entrepreneurs
understand its importance, not just
for the planet, but also for the
sustainability of their businesses.
The decarbonised economy needs
measurement, data and common
standards. That’s what we’re good at.
An excellent place to start is always
to lead by example. ICAEW member
firms can get involved via the 1,000
Chartered Accountants initiative (see
tinyurl.com/BAM-1000ChartAcc). I’m
confident we will hit our 2050 net-zero
targets because of the problemsolving power of business. Given the
importance of their role, I would go so
far as to say we are not going to be
able to make the changes that are so
crucial for people, society, business
and our whole planet without
chartered accountants.

John Grant, author of Greener
Marketing (Wiley, £14.99)

Tanuvi Ethunandan, CEO and
Co-Founder, Data Duopoly

The success (or failure) of UN
COP conferences has proved
pivotal in setting the agenda.
Many businesses now have
‘science-based targets’ in line
with the Paris Agreement.
I hope Glasgow will also be
seen as a landmark conference.
According to a survey by
HSBC, 73% of UK businesses
plan to introduce net-zero CO2
targets. I hope the Race to Zero
movement will benefit from
this increased public attention
and government commitment,
and accelerate the efforts.

The key thing we are interested
in seeing at COP26 is a shift in
government policy that favours
sustainable and environmentally
friendly economic growth.
Investment in technology that
reduces wasted resources needs to
be at the forefront of the agenda.
Support for SMEs to work in
‘greener’ office spaces or adopt
hybrid working policies needs to be
encouraged, to reduce emissions
and congestion while commuting.
With the increasing adoption of
hybrid working, we hope that the
talent pool will increase and help us
drive sustainable business growth.
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It is widely acknowledged that
corporate responsibility has three
main arenas: the economic, such
as the payment of fair taxes and
wages; the social, providing good
jobs and community contributions;
and, especially since the 1980s,
the environmental. The latter is
fundamentally different to the
other two. So long as there are
people, there will be arguments
about what is fair and just in
business behaviour, but
environmental issues have a
scientific base that cannot be
argued about or transgressed.
Once a species is extinct, it is
extinct; if the climate gets more
than 2°C hotter, there will be
irreversible changes to our world.
That’s why COP26 needs to help
business develop an agenda for
change, with performance metrics
clearly identified.
Business is the major force for
global growth. With our surging
human population to provide for,
it needs to be on board with change
in respect of carbon production and
other environmental impacts such
as species loss. No single company
can address these problems alone
– they are just not equipped to do
so. Consequently, it is a totally
appropriate role for governments,
through means such as COP26,
to set the framework that helps
companies rapidly achieve
environmental responsibility.
Humanity needs them to do so.
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William Hughes, Sustainablility
Services Lead, Mazars

Neil Gaught, strategy adviser,
author of CORE: The Playbook
(Renegade Assembly
Publishing, £16.99) and
founder of Single Organizing
Idea (soi.org)
I have four wishes for COP26:
• businesses will get the
message that they need
to transition quickly;
• they will start paying attention
to Gen Z and accelerate
millennials and Gen Z where
they influence strategies;
• businesses will understand
that with a sustainable
future come wonderful
opportunities; and
• a global carbon tax will
be introduced.
We’ve had decades of
businesses ticking boxes and
complying with corporate
social responsibility. It has
had little impact. A change of
mindset is required. Businesses
must stop organising solely
around the short-term pursuit
of financial outcomes and
instead organise themselves
around a sustainable idea that
will ensure all the actions and
decisions of the business are
guided by a concept that
benefits all stakeholders.
Instead of a piecemeal
approach to sustainability,
businesses need to identify,
define and then align ALL of
their actions and activities
with a sustainable Single
Organizing Idea (SOI) that
ensures they are economically
and societally fit for the future.
The right SOI, set at the
core of the business, will ensure
the delivery of the long-term
economic, societal, human and
environmental outcomes, and
meet fast-growing concerns.
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With COP26 in Glasgow, the
focus on the UK’s commitment
to achieve net-zero emissions
by 2050 is taking centre stage.
There can be no doubt that
all businesses will be affected
by the transition to net zero.
Adopting a net-zero strategy
will ensure that businesses
remain relevant. It is therefore
important to stay ahead of the
curve, putting a plan in place
now. Mazars has experts to
support companies in
understanding the complexities
of the net-zero commitment
and ensure that a strategic
plan is tailored to business
activities and operations.
Increasingly, stakeholders
such as customers, suppliers
and employees are making
decisions that are linked
to sustainability.
The time for action is now,
and this was highlighted
succinctly by the IPCC’s
recently released Sixth
Assessment Report.

Suzanne Baxter, former
Group Finance Director,
Mitie plc and now Portfolio
Non-Executive Director and
board adviser
As business professionals, it is
first nature for us to view the
outcomes of COP26 through
the lens of the organisations we
run and advise. However, we
are increasingly aware that
climate change is having a
severe impact on global
communities, which is intricately
connected with matters of
equality and human rights. As
early as 2010, the parties to the
UN Framework Convention on
Climate Change recognised the
link between climate change
and human rights, including the
right to health, housing, food,
water and, in extreme cases, life.
Human rights were included
in the preamble to the Paris
COP21 agreement, but have
been diluted. The COP26
conference is a real opportunity
for all participants to deliver
on the commitments ratified
in Paris, putting people at the
heart of their thinking and
strengthening climate-related
human rights pledges.

Mike Power, Professor of
Accounting, London School
of Economics, Chairman and
Non-Executive Director of
St James’s Place International
plc and Non-Executive Director
of RIT Capital Partners
I am hoping, as many people are,
that very difficult decisions will not
be pushed into the future and that
a consensus for action will emerge from COP26 over and above national
politics. Very soon, we all must bite the bullet and curtail the freedoms we
have become used to in the West: we must fly less, buy electric cars, ditch
gas boilers, eat sustainably and consume energy in a different way.
Business can play its part in these changes and there is reason to be
optimistic about technology developments. But government must lead
and set a framework for the next decades. It would be morally wrong to
leave this up to our children’s children, but it will not be at all easy. Many
decades of liberal assumptions about markets and society will have to
shift. I remain optimistic because COVID-19 has shifted mindsets to some
degree and the reality of climate change can no longer be credibly denied.
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Make way…
…for the ACA! ICAEW’s
high-level qualiﬁcation
ticks all the right boxes,
but some organisations
are unsure whether to
offer it. We bust the myths
to help you decide

W

hen it comes to
deciding which finance
and accounting
qualification to offer within your
organisation, there are many
factors to consider, particularly
around balancing the needs of your
staff and the business overall.
ICAEW’s highly regarded ACA
qualification has been designed to
suit management accountants and
those in commercial finance roles,
as well as those in regulatory and
compliance positions.
Its syllabus ensures that it is
one of the leading professional
qualifications globally,
encompasses commercial and
technical accounting, and develops
the essential analytical, businesspartnering and problem-solving
skills that are required to be a
well-rounded finance professional.
If you’ve ever wondered if the
ACA is right for your business,
then read on as we bust some of
the myths around ACA training.
Together with flexible work
experience, modular-style learning
and exams, and a globally
connected membership body, why
choose any other qualification?
To find out more about offering
ICAEW training within your
organisation and the benefits,
visit icaew.com/answerisaca and
register your interest to speak to
one of our regional managers.
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The trainees in our
business are in the management
accounting team, so I’m not sure
they need the ACA qualiﬁcation

MYTH:

ACA students must
be graduates

MYTH:

BUSTED: There are ﬁve main
routes to the ACA qualiﬁcation.
Students can be school-leavers,
career changers, apprentices
or graduates. Graduates do
not need to have a relevant
degree to study the ACA.
There is also a fast-track route
for those progressing from
the Association of Accounting
Technicians, meaning they can
qualify in as little as two years.

BUSTED: The qualiﬁcation has
a well-rounded syllabus that
equips management accountants
with skills in analytics, forecasting,
performance management
and so much more. They will
also be able to consider internal
controls and regulatory
accounting requirements to really
add value to your business.

Training is only
available in blocks, requiring
lots of time out of the ofﬁce

MYTH:

I trained in practice
and my business doesn’t have
the breadth of work to support
an ACA trainee

MYTH:

BUSTED: ICAEW training is
the qualiﬁcation of choice for
organisations of all sizes, across
all sectors. Work experience
can be in one or more areas of
ﬁnance and doesn’t need to
include audit.

BUSTED: Training is ﬂexible
and can be adapted to both
the student’s and organisation’s
needs. Tuition is available in the
classroom, online or as a blend
of the two.

We can’t train because
there is no qualiﬁed ACA in
our business

MYTH:

It’s expensive to
offer training for the ACA
qualiﬁcation in my organisation

MYTH:

BUSTED: ACA training is
competitive, delivers value
for money and can be funded
by the government through
the Level 7 Accountancy
Professional Apprenticeship
programme. Whether you are
a levy or non-levy paying
organisation, there are funding
options available to you.

BUSTED: Qualiﬁed accountants
with other professional bodies
and Chartered Tax Advisers
can support ACA students
throughout their training.
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Excelling no longer?
Often seen as the default software for accounting, Excel
may have met its match with the arrival of new services.
Michelle Perry looks at how the newcomers match up

N

ews of a major IT failure
hit the headlines in autumn
2020, when the use of Excel
spreadsheets in the UK’s Test and
Trace system left almost 16,000
COVID-19 cases unreported. The
public shock was almost palpable.
And yet the ubiquitous nature
of Excel means it is estimated that
more than 750 million people
worldwide still reportedly use the
spreadsheets (Microsoft doesn’t
separate Excel from its Office Suite
when providing user statistics).
So, has Excel had its day or is
it knocked unfairly? And what
are the alternatives?
For many small businesses and
accountancy firms, Excel remains
an essential piece of kit in their
toolbox. But as an organisation
grows, cloud-based Software as a
Service (SaaS) products may provide
a robust alternative to Excel.
SaaS products are widely
available via a web browser or an
app. Their functionality and ease
of use have developed considerably
in recent years. SaaS products are
typically subscription services
on a pay-as-you-go basis that
are scalable and flexible. Their
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proponents argue that downsides
of spreadsheets include poor
functionality in interpreting data
and the need for manual data entry,
potentially leading to human error.
A 2020 QuickBooks survey
found that business owners
‘strongly recommend’ using
automated software for expense
tracking, invoicing and payroll,
underlining the importance of
cash-flow management. On
average, one in 10 said they waited
too long to automate systems and
invested in software too late.
Forecasting
Financial forecasting and planning
apps are abundantly available with
varying degrees of functionality;
some of the most well known are
Fathom, Spotlight Reporting and

‘On average, one in 10
business owners said they
waited too long to automate
systems and invested in
software too late‘

Futrli. According to Xero, a cloudbased accounting software platform
that integrates these apps into its
system: “Fathom is ideal for leading
advisory teams, automating
workflows and providing
unprecedented efficiency.”
Built by accountants, Spotlight
Reporting is one of Xero’s top
reporting and cash-flow forecasting
apps. It is reportedly the preferred
choice of the Big Four and larger
accounting firms.
Futrli’s Predict is a hybrid
forecasting tool that connects
with the online ecosystems of both
Xero and QuickBooks. It offers
three-way, short-term forecasting,
which incorporates cash flow,
profit and loss, and balance sheets
to provide predictions.
Tools of the trade
Aside from the above products,
Della Hudson, business coach and
chartered accountant, says that she
has recently been researching Float
and Fluidity as SaaS products for
short-term forecasting.
Float is a cash-flow forecasting
and scenario planning tool;
Fluidity is an automated cash-flow
management tool. Both connect
with Xero and QuickBooks
platforms. Float also connects with
customer cloud accounting software
FreeAgent (which you can get free if
you have a business current account
with NatWest, Royal Bank of
Scotland, Ulster Bank NI or Mettle).
Yet, despite claims of functionality,
availability and ease of use, take-up
is slow among accounting firms
and small businesses.
David Gormer, a chartered
accountant and founder of Square
Mile Accounting, which works with
tech and SMEs, says some SaaS
products still have work to do.
“We’ve tried as many of the SaaS
products out there as possible on
such things as cash flow, balance
sheet and profit-and-loss forecasting
for our clients. For instance, the
Xero ecosystem has hundreds of
apps and overall is hugely valuable
for scaling a practice, but many
have more emphasis on looking
nice than having good functionality.
“The forecasting apps are fine if
you have a really straightforward
business model, such as ordering
and selling widgets online. But as
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soon as the business model gets a
bit more complicated or multiple
key performance indicators (KPIs)
are involved, it takes far less time to
create and iterate a model in Excel
than the SaaS packages we’ve used,
such as Futrli,” he says.
“For complex business models,
often the functionality is just not
available in the SaaS packages or,
where it is, the process of iterating
it is too time consuming,” he adds.
The decision for many firms and
SMEs lies in the cost of some SaaS
products compared with Excel. But
it’s not just the cost of the software
– the time involved in training,
both finance teams and the wider
business, is also a factor.
Aaron Townsend, head of finance
at Habito, an online mortgage
broker and lender, says he’s
searched the market to see what’s
available for the small but fastgrowing business, but he found
that Excel remains the best tool
currently for the broker in terms
of financial planning and analysis.
“For small businesses, Excel is a
very inexpensive and extremely
powerful tool,” he says.
Excel gets Gormer’s backing, too.
“For most SMEs, a robustly created
Excel model is fast, flexible,
economical and is going to give
forecasts with the best insights, as
it is tailored to their business.”
As Microsoft’s CEO Satya
Nadella once said, the company
may be more renowned for the
Xbox, but it is Excel that most
people should recognise it for.
Business intelligence
Habito has, however, invested in
add-on business intelligence
software that integrates with Excel.
It began using Looker, a data analytics
start-up bought by Google in
February 2020 for $2.6bn, when the
online broker had around 20 staff.
Looker combines financial and
non-financial data into one place
visualised through a dashboard, is
cheaper than many SaaS products
and, crucially for Habito, integrates
with Excel spreadsheets.
“Instead of the finance and
commercial teams having to send
lots of spreadsheets to heads of
departments, we can show them
the Looker dashboard. It gives
everyone a central place to look at
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KPIs and you can limit access. It
also allows different departments
to slice and dice their KPIs,”
Townsend says.
He adds that as Habito has
grown to employing around 150
people, Looker has “grown with
us and got better and better”.
Increasingly, Townsend notes,
job descriptions for finance
positions, particularly financial
planning and analysis roles, request
experience of Looker or Tableau,
which is Looker’s main competitor.
Spread the knowledge
One potential obstacle for small,
fast-growing businesses wedded
to Excel is their reliance on a single
expert. Gormer says the challenge
for accountancy practices is in
creating Excel models to “a high,
well-documented standard, so when
your Excel wizard disappears, the
model can still be well maintained”.
However, this risk is easy to
overcome once you recognise it,
by ensuring that you train more
than one person in Excel modelling
and management.
Gormer says: “SaaS is great for
big firms with lots of clients in a

similar market and large resources
to create a standard package for
them. Maybe also for smaller
practices with a tight niche market
with a well-understood business
model. Most accountants have a
range of clients in different sectors,
so one-size-fits-all does not work
for them.”
How can SaaS product providers
encourage greater adoption among
SMEs and small accounting firms?
Some suggest providers could
increase adoption by making the
products look more similar to
Excel so it would involve less
training, and perhaps consider the
price. Not all subscription models’
pricing is transparent, which can
sometimes lead to overspending
when you need customisation or
other extra tweaks to the products.
Excel hasn’t yet been usurped
by upstart SaaS tools and maybe
never will, but it’s clear that many
businesses and firms are now
migrating to at least one other
advanced analytics tool, even if
they continue to use Excel. Perhaps
the future remains a combination
of both, particularly for small firms
and businesses.
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Levelling the playing ﬁeld
Hybrid or remote working models offer a prime opportunity
to make the workplace more inclusive for both disabled and
non-disabled employees, says Chris Dyer

A

s many have discovered during
the COVID-19 pandemic,
adopting a remote work model
offers employers a greatly increased
talent pool to draw from, and that’s a
significant advantage in today’s ultracompetitive labour market.
For those with disabilities, virtual
work has the potential to diminish and
even eliminate in-office barriers such
as wheelchair access and transport
challenges. However, in practice the
story is not so positive.
Dr Paula Holland, Senior Lecturer at
the Health Research faculty of Lancaster
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University, cites evidence that the
disability employment gap – the
difference between the proportion of
disabled and non-disabled people in
employment – widened during the
pandemic, from 28.1 percentage points
in 2019 to more than 30 in 2021. Part
of the issue, she argues, is that disabled
people are overrepresented both in jobs
that do not lend themselves to remote
work and in sectors of the economy
hardest hit by recession.
According to the Trades Union
Congress (TUC), there are three main
challenges to closing the disability

employment gap. The first is the fact
that a higher proportion of disabled
people work part-time compared with
non-disabled people, and part-time
work tends to pay less. Second, disabled
people are over-represented in lower
paying jobs and under-represented in
managerial positions. Third, disabled
people may leave education earlier than
non-disabled people.
The TUC notes, however, that even
when qualification levels are comparable,
there is still a big pay gap: in 2019
disabled people earned, on average,
£3,000 per year less than non-disabled
workers, and in 2020 the gap widened
to £3,822 less per year.
Compounding the issue, disabled
people are more likely to have underlying
medical conditions that put them at
higher risk of more severe outcomes if
they catch COVID-19. A disability may
also make it more difficult to practice
social distancing, wear a mask or wash
hands regularly. This means employers
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‘The most important
thing is to ensure your
own culture welcomes
and encourages
disabled employees’
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may be reluctant to hire disabled
candidates or to assign important
projects to them. Co-workers may fear
their disabled colleagues are potential
carriers. Unfortunately, COVID-19 can
exacerbate existing prejudice.
Opportunities all round
When you employ disabled people, you
give them the same opportunity to earn
and be self-sufficient that non-disabled
people enjoy. This not only reduces the
number of people who may seek public
assistance, but also enhances disabled
people’s dignity and self-respect.
This effort is justified simply because
it is the right thing to do, but there are
also advantages for your business.
The cost of making many reasonable
accommodations could qualify for
tax relief as a business expense. In
addition, if you provide a disabled
employee with equipment or services
(such as large-print documents or a
wheelchair), you’ll have no reporting
requirements, tax or National
Insurance contributions to pay (see
tinyurl.com/BAM-DisTaxRelief).
According to CIPD, a registered
charity with a Royal Charter, people
want to work for employers with
good employment practices. Robust
diversity and inclusion (D&I)
programmes will help you attract
talent from both the disabled and
non-disabled communities.
Your company’s reputation is
enhanced by corporate responsibility
policies that promote D&I. You’ve
probably heard of the Purple Pound,
which refers to the spending power
of disabled households. Just as
you don’t want to overlook those
households as consumers, you don’t
want to miss out on the talent and
unique perspectives that disabled
people can bring to your organisation.
Neurodiverse candidates can be very
attractive as employees. According to
disabled-world.com, neurodiversity is
“an approach to learning and disability
that argues diverse neurological
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conditions are the result of normal
variations in the human genome”.
Such conditions include autism,
ADHD and dyslexia. AutismSpeaks.
org says that many employers don’t
realise people with autism, for
example, can have “intense attention
to detail, commitment to quality and
consistency, creative and ‘out-ofthe-box’ thinking, the ability to excel
in repetitive tasks, lower turnover
rates, honesty and loyalty”. Both
these organisations offer resources
to help employers and employees.
Perhaps the most important thing you
can do to support greater participation
of disabled people in the workforce is
to ensure that your own culture
welcomes, embraces and encourages
disabled employees. Your leadership
team must make a public and authentic
commitment both to recruiting disabled
people and to providing the necessary
accommodations. In addition, you can:
help disabled employees find
support, such as Access to Work
grants (tinyurl.com/BAM-GovAccess), the Work and Health
Programme (tinyurl.com/BAM-GovWorkHealth) and other resources; and
implement the Disability Confident
scheme, specifically designed to help
employers make the most of the
talents of disabled employees
(tinyurl.com/BAM-Gov-DisCon).
The home advantage
According to the Family Resources
Survey 2021 from the Department for
Work and Pensions (tinyurl.com/
BAM-DWP-Family), the three most
commonly reported categories of
impairment were mobility, stamina
(breathing or fatigue) and mental
health. Other categories in the survey
include dexterity, memory, hearing,
vision, learning and social/behavioural.
Mobility impairment, reported by
almost 50% of respondents, is
particularly challenging for in-office
work, starting with the difficulty of
actually getting to the work site. But it
is one of the easier impairments to
overcome in the remote model.
Stamina impairment can be caused
by a variety of conditions. Solutions
are varied and specific to the cause,
but range from wheelchairs to antifatigue matting to flexible schedules.
Remote models are highly amenable
to flexible scheduling, and it may
be easier for an employee who has
stamina impairment to have a highly

customised workspace at home than
in the office.
Mental health impairment includes
depression, anxiety, stress and other
issues. According to the Mental Health
Foundation, reasonable accommodations
for this impairment include adapting
the employee’s work schedule to allow
for medication side effects and enabling
the employee to work from home.
Remote, but in touch
Employers are required to provide
reasonable workplace accommodation
for different needs. If the workplace is
now a home office, “reasonable
accommodation” may cover different
provisions. However, you should work
to set up every one of your remote
employees for success, and needs may
vary from individual to individual,
regardless of protected characteristics.
Be prepared to make reasonable
investments in home office facilities. In
addition, you should be proactive about
checking on the well-being of all your
employees. Your benefits should include
wellness programmes that can connect
employees to a variety of resources.
You need to interact with remote
employees in a different way to those
who are on-site. However, to promote
a positive culture you should also
focus on common ground, and on
minimising the differentiation. You
definitely don’t want to create any kind
of ‘us and them’ dynamic.
This is where your company’s mission
and vision come in. If everyone
embraces your shared mission and
vision, then it shouldn’t matter much
where each team member works. To
be proactive, organise meetings in a
way that ensures remote participants
have the same opportunity to participate
as those in the office: make sure the
meeting facilitator is assertive enough
to solicit input from remote participants,
or have everyone join ‘remotely’, so that
even on-site employees dial in from
their desks, rather than gathering in a
conference room.
Success in remote or hybrid models
– for disabled and non-disabled
employees alike – requires careful
thought, planning and execution. It’s
an investment in time and effort, but
it’s one that can pay off.
Chris Dyer, founder and CEO of
PeopleG2 and co-author of Remote
Work: Redesign Processes, Practices and
Strategies to Engage a Remote Workforce
(Kogan Page, £22.99)
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Share dealing
An increasing variety of goods and services can be hired through
sharing platforms. The beneﬁts are obvious, but rental resources
also come with responsibilities, says David Adams
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other businesses, the people who work for them,
society, or the environment? The development of
these platforms is certainly enabling and inspiring
entrepreneurship, but is it also exploiting workers
and contributing to over-consumption and waste?
Juliet Eccleston is CEO and founder of
AnyGood?, a sharing economy platform providing
employers with personally recommended
candidates for specific jobs. She is also chair of
Sharing Economy UK, the trade body for sharing
platforms, which now operates as a council within
the Confederation of British Industry. She believes
sharing economy businesses can deliver multiple
social, environmental and economic benefits.
“Often, sharing economy businesses are born
out of a desire for change,” she says. “That may
mean a change that leads to a more efficient
process, environmental change, or social change.
Many of our platforms have links to the circular
economy, highlighting a desire to make better use
of resources.”
A force for good
As examples of the good that such businesses can
do, she cites services that enable sharing of car
parking spaces (for instance, mobypark in France,
the Netherlands and Belgium); and platforms that
seek to boost sustainbability, such as By Rotation.
Then there’s PiggyBee, which links travellers to
people who want goods delivered to the traveller’s
destination, so reducing the frequency and
demand for international freight journeys.
For Arun Sundararajan, Harold Price Professor
of Entrepreneurship at New York University and
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W

e have been taught since childhood that
a willingness to share is a good thing.
However, until relatively recently
sharing was an unusual business strategy. But the
internet – arguably the ultimate shared resource
– has changed all that. New technologies have
enabled the development of ‘sharing economy’
business: online platform-based organisations that
allow end users to participate in shared business
activities, to share the use of assets and to share
in the benefits generated through this activity.
A precise definition of a sharing economy
business is difficult to pin down, but generally
they use online platforms and apps to make
resources created or owned by some platform
users available to other platform users. Many
sharing economy businesses claim they perform
specific functions in a ‘better’ way than previously
possible, usually by making it easier for end users
to use a service and/or to access a broader range of
assets than would be available otherwise. Some also
claim to deliver environmental or social benefits.
The sharing economy includes not-for-profit
businesses and organisations (see box, page 21),
but this article is focused primarily on profitseeking concerns. These include, for example,
transport services such as Uber or BlaBlaCar;
food delivery platforms like Deliveroo and Just
Eat; accommodation services, such as Airbnb or
Vrbo; or clothing rental businesses such as By
Rotation and Bundlee.
Some have caused significant, headline-grabbing
market disruption. But what further effects are they
and their business models having on economies,

The sharing economy
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Clothing retailers are
forming collaborations
with rental services

The growth in ridesharing schemes would
not be possible without
online platforms

author of the book The Sharing Economy, it is the
redefinition of responsibilities for and ownership
of the processes involved in delivering goods or
services that is the most important difference
between business models in the sharing economy
and those used by conventional businesses.
“The sharing economy redefines who owns
what and who is responsible for what between
the business – now often a platform – and an
individual who is now not an employee, but
somewhere between an independent contractor
and a small business owner,” he explains. He calls
this business model “crowd-based capitalism”,
based on “the observation that platforms were
allowing individuals to run tiny businesses and
enabling them to reshape economies.
“I think [the effect of the sharing economy on
the wider economy] is getting more significant
each year, and the pandemic has exacerbated that,”
he says. “The sharing economy as a business model
has really only been present for less than a decade,
but for many of the world’s largest companies in a
given sector, it is unclear to them whether their
prior business model is going to survive.”
Let’s work together
Eccleston highlights some more benign impacts
on existing businesses. “We find that as the
ecosystem grows and evolves, both kinds of
businesses can form part of it,” she says. “There’s
a lot of cooperation and collaboration.”
As an example, she cites how her own business
works closely with recruitment companies. She
points out that the sharing economy can also help
create commercial opportunities for other
businesses. For instance, major clothing retailers
have now formed partnerships with rental
services, and IKEA has begun to buy back and
resell its furniture.
Sundararajan believes that the sharing economy
creates opportunities for entrepreneurs who can

What’s next for the sharing economy?
We will undoubtedly witness the
emergence of many more new business
ideas based on sharing economy
principles during the next few years.
Both new and existing platforms will
probably try to find more ways to
monetise the vast quantities of user
behaviour data they gather.
They may also be keen to use
technologies such as artificial
intelligence, blockchain and virtual or
augmented reality to enhance their
services – particularly in a world where
the presence of COVID-19 seems likely
to continue encouraging even more
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time spent online, for work and leisure.
The drive towards sustainability and
net zero is likely to be of growing
importance to both individuals and
organisations in the near future. So we
may see the development of more
energy-sharing services, building on
progress made by projects such as
Brooklyn Microgrid in the US, enabling
households and businesses to improve
energy efficiency.
It’s also possible to see how platforms
such as TaskRabbit, for example, which
can be used to access a wide range of
jobs you need doing or want to do, from

handyman work to delivery, logistics,
personal administration and event
organisation, could be extended to
offer more B2B services.
“As the sharing economy matures,
there will be a growth of B2B sharing
platforms, which will result in the ability
to rapidly scale the industry,” says
Juliet Eccleston, CEO and founder of
AnyGood?. “With this maturity will come
continued innovation, not only through
combining new technologies with
sharing platforms, but also [through]
collaboration of forward-thinking
[businesses] with sharing platforms.”
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use online platforms to reach larger audiences,
such as small food businesses that sell goods
online. It means entrepreneurs can now create
new ‘restaurants’ that are really just kitchens
producing food for delivery.
“The scale at which you can run a business
like that has become a lot smaller,” he says. “You
just need to rent some space and create a brand
and you’re in business, without having to put in
the capital and risk associated with starting a
conventional restaurant. I’m seeing an explosion
of entrepreneurship in the food space. We will
start to see that innovation in other sectors
touched by the sharing economy.”
Responsibility and risk
But sharing economy businesses have also
had negative impacts. In some cities, the use
of lift-sharing services has been blamed for an
increase in traffic congestion and reduced use
of public transport. Airbnb has been blamed for
swiftly rising property prices in some cities,
making certain areas unaffordable for local
people, particularly where professional ‘hosts’
buy up multiple properties.
There has also been a small number of
horrifying stories illustrating the risks that can
be created when a company delegates aspects of
responsibility for the safety of its service users to
external, non-professional people. In particular,
Airbnb has suffered some reputational damage
as a consequence of guests being robbed or even
subjected to sexual assault at properties where
security has been compromised by previous
guests or other individuals.
Some sharing economy businesses have also
been criticised for their treatment of the people
who work for them. Workers have sometimes
found themselves in very insecure, intermittent
employment, where their earnings fluctuate
dramatically and they are treated as self-employed
contractors, rather than employees, so cannot
access basic benefits such as sick pay, paid holiday
or pension contributions.
In April 2021, Deliveroo’s debut on the London
Stock Exchange was marred by more than 200
Deliveroo delivery riders joining a demonstration
in central London to protest at their treatment by
the company. Yet a long-running legal campaign
they are fighting has so far failed to win the
concessions they seek: in June 2021 the Court
of Appeal unanimously ruled that Deliveroo
riders should be regarded as being self-employed.
The value of Deliveroo shares jumped by 9%
following the ruling.
By contrast, in February 2021, the UK Supreme
Court ruled that Uber drivers should be treated as
workers, not self-employed contractors, meaning
they should be paid at least the minimum wage
plus holiday pay; and can ask the company to
make pension contributions. In March, Uber
responded by announcing changes to working
conditions for its drivers, but its interpretation
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‘One of my biggest concerns
about how the sharing
economy is seen by society
is that it leaves the labour
market ripe for exploitation.
The problem needs to be
addressed at policy level’
of the Supreme Court’s ruling and the way it is
calculating back pay being awarded to drivers have
been questioned and criticised by unions, drivers
and the lawyers representing them.
Steven Kane Curtis, an academic researcher
currently based in Sweden who helps businesses
implement sustainable business models, has
studied the sharing economy for some years.
He believes that the treatment of employees
represents a major practical and reputational
problem for these businesses.
“It’s one of my biggest concerns about how the
sharing economy is seen by society,” he says. “It
leaves the labour market ripe for exploitation. The
problem needs to be addressed at policy level.”
But he also thinks that in the age of social
media and public awareness of and concern
about companies working to deliver social or
environmental improvements, users of these
platforms could have a significant influence on
Despite a long legal
campaign, Deliveroo’s
riders are denied the
rights of employees
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regulation or legislation to control such
businesses, as well as the ability to set public
expectations for their behaviour.
Some sharing economy businesses have tried
to tap into disquiet among the public (including
potential workers) in order to create commercial
opportunities. For example, another ride-sharing
service in the US, Juno, had a policy of only taking
a 10% commission from its drivers, compared
to the 25% taken by Uber, and actually offered
drivers a choice between being self-employed
contractors or employees. (The service was
acquired by another ride-sharing company, Gett,
in 2017, but was then declared bankrupt in 2019.)
Lyft, operating in the US and Canada, takes a
lower commission (20%) than Uber; and both
firms now offer drivers a wider range of rewards
and benefits including shopping cashback offers
(Lyft) and access to health insurance and gym
membership (Uber).
“There’s obviously a challenge around platforms
providing flexibility for people working on them,
but it being less secure in terms of benefits,”
Eccleston explains. “But from speaking to a lot of
platforms, it seems that the people working for
them are looking for flexible work. We need to
make sure that it’s fair both for the person earning
money and for the platform.”
Reduce, reuse, recycle
The claim that sharing economy businesses can
generate environmental benefits is often based
on the premise that they are introducing the
possibility of reusing existing assets. Some
sharing economy businesses are also designed to
address environmental issues directly, by reducing
waste, or improving the efficiency of energy use.
Eccleston believes the changes driven by the
sharing economy in sectors such as fashion have
been positive, by changing expectations about the
reuse and recycling of resources (about time, too
– according to the Waste and Resources Action
Programme, every year Britons throw away about
£140m of wearable clothing.)
But it is fair to say that sharing economy
business models have a mixed environmental record.
As Kane Curtis points out, car-sharing schemes
can lead to people making journeys by car that
might otherwise have been made on foot or by

‘In order to achieve the
sustainability potential that
the sharing economy could
offer, you need to make sure
that the business models
enable access to an existing
stock of shared goods’
20

Airbnb allows
homeowners to earn
extra income, but
may push up property
prices, too

public transport. Then there’s the food delivery
services, which may use single-use plastics
instead of recyclable or reusable packaging.
Any platform that entails the creation of new
assets, such as bicycles for a bike-sharing scheme,
involves an extra environmental cost. There is also
some anecdotal evidence that the success of
platforms enabling people to offer their own
belongings for hire can encourage consumption
of goods to be used for those purposes.
The success of accommodation services such as
Airbnb might mean that fewer new hotels are built
– and hotels can be environmental disaster zones,
swallowing huge amounts of energy and water –
but the chance to find cheap accommodation
easily may also incentivise some journeys that
might not have been made otherwise.
“In order to achieve the sustainability potential
that the sharing economy could offer, you need
to make sure these business models enable access
to an existing stock of shared goods,” says Kane
Curtis. “The sharing economy is not positive,
from a sustainability point of view, unless it is a
genuinely two-sided market that leverages the
idling capacity of an existing stock of goods and
strives not to encourage more consumption.”
He believes discussion of this subject should
encourage business leaders, entrepreneurs,
policymakers and the rest of us to think more
carefully about the impacts any business can have
on economies, individuals, societies and the
environment. “Consumers, business leaders and
policymakers need to be involved in a discussion
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of how we design an economy that works for
citizens, the environment and the economy,” he
says. “At the moment, we’re prioritising one of
those more than the others.”
He also reiterates his belief that pressure from
consumers and other service users to change
practices in the sharing economy could have a big
impact on setting expectations for the conduct of
all businesses in relation to each other, end users,
society in general and the environment.
“I don’t want to place the responsibility to act
on to consumers,” he says, “but I think they don’t
realise often enough the huge potential they have
to influence business models.”

Besides profit-seeking businesses, the
sharing economy includes not-for-profit
organisations that could be described as
the ‘real’ sharing economy.
Examples include Olio, an app that
allows people to share unwanted food with
others, with volunteers transporting the
items. A partnership with Tesco announced
in September 2020 has helped to drive
significant growth in use of the app, which
has risen from two million users worldwide
at the start of the COVID-19 crisis to more
than four million today.
The platform has also launched a new
service, Borrow, that allows people to
borrow low-value tools and other items
from each other. The same concept is
already used by the Dutch local lending/
sharing platform Peerby; examples are also
appearing in other countries.
Other services that could be classified as
‘real’ sharing economy entities include the
social enterprise Liftshare, which has been
running since 1998 and cites reducing
carbon emissions as one of its key aims; or
Freecycle, which reported a doubling in
posts advertising unwanted items during
the 2020 COVID-19 lockdowns, as people
sought both to clear out unwanted
belongings and to help meet others’ needs.
There has also been an increase in the
use of services such as Nextdoor and its
UK Help Map, in part as a means of sharing
resources for caring and support within
local communities.
It’s good to see that at least some of the
predictions for how the internet could act
as a unifying force in communities are finally
coming to pass.

Fair shares?
For Eccleston, the fundamental benefit of the
sharing economy is that it allows access to and use
of “resources that were previously unavailable or
too expensive. The sharing economy does promise
to deliver significant benefits,” she says, “but you
need to step up to deal with the challenges it
creates as things change.”
She is correct: the sharing economy is here
to stay and is likely to have both positive and
negative effects on your industry soon, if this
has not already happened. In the years ahead,
businesses, consumers and policymakers will all
share the task of ensuring that the economic,
social and environmental benefits of the sharing
economy will outweigh its costs. If they do, it will
be hard to argue against this form of sharing in
business being a good thing for all of us.
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We are family
Family businesses tend to be more
successful than other enterprises, but only
when succession between generations is
carefully managed. Paul Golden takes stock

F

amily-run businesses are the bedrock of our
economy. According to the IFB Research
Foundation’s report, The State of the Nation:
The UK Family Business Sector 2019-20, there are
more than five million such organisations employing
more than 14 million people – half of all private
sector employees. In 2018, they contributed
£657bn to the UK GDP – 31% of total GDP – and
paid £196bn in tax receipts – around a quarter of
the government’s total revenue. It’s no surprise
then that the Credit Suisse Family 1000: Post the
Pandemic report declared that family businesses
have been outperforming non-family concerns in
every sector (and across the world) since 2006.
“Better performance in family firms is often
due to factors around underlying purpose where
there is alignment of values, vision and desire
to be in business for the long term,” explains
Paul Andrews, managing director of Family
Business United.
Most recently, during the pandemic, the key
advantage has been that family businesses are often
able to make decisions more quickly, allowing them
to adapt rapidly to changing market conditions.
Some say that the disadvantage of such
operations is that once they are managed by a
generation that did not see the struggles of the
founder, they lose some of their additional
motivation and care for the business. But this is
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a simplistic view, according to Jessica Booz, family
business lawyer at VWV Solicitors. “A business
in its third generation of management is probably
at least 40 years old, which is a decent age,” she
says. “I would also question how we measure
survival. For example, a business that is sold to
non-family owners continues to be successful
even though it ceases to be a family business.”
Passing it on
However, succession planning remains an area
of concern. According to the 2019 STEP Global
Family Business Survey, more than two thirds
of global family businesses did not have a formal
succession plan.
Emma Rudge, a consultant at The Family
Business Consultancy, suggests that introducing
the next generation to the family business can
be done by way of family assemblies as well as
more formal programmes. “Either way, the family
may wish to include information about the
opportunities that exist now or in the future and
what is likely to be needed in terms of education
and experience,” she says.
A policy on employing family members should
answer questions such as:
In what circumstances may family members
apply for roles within the business?
In order to be chosen for a particular role,
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should a family member have ‘good enough’
qualifications, the same level of qualification as
a non-family applicant, or be more qualified?
What salary and benefits will apply?
The most important requirement is for everyone
in the family who has an involvement to be able to
talk freely to someone who listens, understands
and tests their thinking without an ulterior
motive, says Mark Bradford, a consultant at Family
Business Solutions.
He recommends separating ownership and
management to help each family member decide
which category they would prefer to be in.
“When it comes to management capability,
there needs to be an honest appraisal that gives
the senior generation confidence about
succession,” he says.
Having a clear policy on opportunities for
family members, the expectations placed on
the next generation and on the business, and
a clear selection process – perhaps laid down in
a family charter – are important elements in
avoiding conflict.
Russ Haworth, founder of Family Business
Partnership, observes that if members of the
next generation want to become the future
leaders of the concern, the family may decide
to introduce employment policies that clearly
outline the expectations and requirements for
that to happen.
This avoids the problems of some members
feeling trapped and wanting to pursue their own
career paths, and others having a passion for the
business but lacking the skills that someone from
outside might bring to the leadership role.
Working it out
Family business consultant Chris Dowling
suggests that rather than making an assumption
that the next generation will want to follow in
their parents’ footsteps (which is often the case),
successors should spend some time in other
businesses or activities to see the outside world
and test their suitability.
He also advocates the involvement of
non-family directors: “While the benefits of
shared family values and background can be
invaluable, working with an outsider will bring
extra breadth and scope.”
Bringing in an ‘outsider’ can seem daunting
to some families as they may feel scrutinised
and challenged about how things have been done
historically, adds Haworth. “This highlights the
importance of ensuring they bring in someone
who has worked with family businesses in the
past and understands family dynamics.”
Andrews concludes by referring to the
importance of defining responsibilities to
ensuring that any non-family members introduced
into key roles are provided with the necessary
authority to do the job that they have been
brought in to do. “Otherwise, they may not stay
on board for long,” he warns.
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Cutting it

Brothers Francis and
Nigel Dalton

Founded in 1901 by Arthur Lowe Dalton, Daltons
Wadkin distributes and manufactures industrial
machinery for processing materials, including solid
wood and wood-based panels, composites,
plastics, and non-ferrous metals.
Alex Dalton is the fourth generation of his family
to run the company. He joined the business in
2003 under his father Nigel and uncle Francis.
Following the death of Nigel in 2009, Alex ran the
company alongside his uncle until Francis passed
away in 2019.
“There was never any pressure to join the
business, but rather a general understanding
that the option was there,” he says. “I spent
several summers as a teenager working as a
workshop fitter to get a feel for the industry and,
after joining full time, I worked in the service
and sales departments to get an overview of the
company’s activities.”
Alex says it is important that the workforce
recognises any new family member has earned
the right to join the company rather than being
handed the position. New family recruits, he adds,
“should also spend as much time as possible
working alongside the previous generations to
gather knowledge”.
CASE STUDY

Catering for success

Philip Mayling

MKG Foods is a multi-temperature food service
supplier founded in 1950 by Lewis Mayling,
great-grandfather of current director Philip Mayling.
It supplies establishments across a variety of
sectors, including catering, education, restaurants,
sports clubs, care homes and pubs. Four members
of the family are involved within the business.
“It was never a given that we would be invited
to join the business, or indeed that we should want
to,” Philip says. “Too often, family business owners
can become obsessed with ensuring the business
passes through the generations. However, we
were always told that there was a bigger world
out there and that even if we ended up in the
business, we should look to find our own path to it.”
Before joining MKG, Philip completed a
multinational graduate scheme, which he says
gave him a greater understanding of how other
businesses operate.
When asked about the most important actions
to take to ensure a smooth transition between
generations, he admits that having no pressure
helps. “My brother and I had the luxury of time and
didn’t opt to join until later in our lives,” he says.
“It was many years before we achieved board
positions; before that we both worked for other
businesses to get real world experience. I think the
best approach is to look at a multi-year plan with
exposure to key departments.”
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Boldly go
Facing up to the rapidly unfolding cyber future and its
social implications is essential if UK productivity is to
break out of its slump, says Stephen Wyatt

T

he speed of business is
accelerating and it will continue
to do so, driven by competitive
forces and the pursuit of economic
growth, facilitated by new technologies
and working practices. As it increases,
so too do volatility and unpredictability:
contagions and innovations spread
quickly, enabled by interconnectivity
and the permeability of boundaries.
Disruptions are a characteristic of the
‘new normal’, as industry structures are
fluid and non-traditional competitors
arise unexpectedly and scale quickly.
Retrospectively, regulators seek to
respond to the actions of corporate
giants such as Facebook, Apple, Google,
Alibaba, Tesla and Uber, which are
shaping the dynamics of their market
spaces to their own advantage.
Undoubtedly, we are in the middle of
another Industrial Revolution, the fourth
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(4IR), characterised by possibilities
created through the interface of cyber
and human. Artificial intelligence,
machine learning, automation and
robotics, nanotech, biotech and
cryptocurrencies are transforming
businesses and lives – affecting not
only what we do and how we do it,
but also health management and
even longevity.
Where the third Industrial
Revolution saw the dislocation of
jobs caused by widespread application
of microprocessors, computing and
the internet, 4IR is facilitating
a profound rebalancing of societies
and nations. As in all industrial
upheavals, the front-running firms
and individuals create and capture
disproportionate amounts of value.
Then, it was Gates and Jobs; in the
second Industrial Revolution, Ford

October 2021 Business & Management

Dynamic capacity

GETTY IMAGES

and Carnegie; in the first, Cadbury
and Clark. Now, we have Bezos, Musk
and Jack Ma, among others.
Legitimacy vs complacency
The 4IR is about more than just
technology-driven change. In 2015,
the World Economic Forum
characterised it as “an opportunity to
help everyone, including leaders,
policy-makers and people from all
income groups and nations, to harness
converging technologies in order to
create an inclusive, human-centred
future. The real opportunity is to
look beyond technology, and find
ways to give the greatest number of
people the ability to positively
impact their families, organisations
and communities.”
A key feature of 4IR is the need
for a firm to establish and retain a
social legitimacy: the support of
customers; the ability to attract and
retain talent; the desirability for other
firms to partner or collaborate; the
goodwill of regulators; and a social
media reputation. The founding creed
of Google included the requirement
that the actions of the firm would ‘do
no harm’, while Unilever declared it
would halve its environmental impact
while doubling its size, and have a
positive impact on the lives of one
billion people.
Despite the clarity of the prize for
embracing the technologies and
leadership practices of 4IR, most
organisations and individuals continue
with more traditional approaches and
mindsets. This is not modern
Ludditism: recent research by Harvard
Business School found that most
employees are positively disposed to
retraining and upskilling, to have
increased relevance in the emergent
future of work. (In 2020, the World
Economic Forum’s report on future jobs
indicated that 50% of all workers in
OECD countries will need to reskill
before 2025.) The Harvard study also
found that those most resistant to
4IR are the more senior managers
and leaders – those for whom the
status quo is comfortable and mastery
of the new is daunting.
As Andy Grove, legendary CEO of
Intel, reflected in 1998: “Success breeds
complacency. Complacency breeds
failure. Only the paranoid survive.” The
fear of obsolescence is a powerful
motivator for workers whose economic
survival depends on maintaining
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‘Those most resistant to
4IR are the more senior
managers and leaders,
for whom the status quo
is comfortable’
market-relevant skills, hence the
upswing in enrolment on short courses
of in-career learning, particularly in
subjects such as data science and
business analytics. However, the
hesitance of the leadership means
labour productivity growth over the
past 15 years has stalled in the UK,
while countries such as Germany,
France and the US have steadily
moved ahead and are now about 30%
more productive.
The responsibility for leaning into
the changes of 4IR lies with UK
managers and leaders. However,
stakeholders must encourage, if not
demand, this transformation. A recent
study at Singapore Management
University found that the share price
of those corporations that had higher
than average application of the 4IR
management practices outperformed
their sector peers by an average of 30%,
whereas those with low application
of such practices underperformed
by around 15% (measured over five
years, 2014-2019).
Not only are the financial returns
superior, these firms also develop
and maintain the essential ‘social
licence to operate’, based on their
reputation for doing good – or at least
no harm – for society. Bezos may
complain to NASA about the award of
a $2.9bn contract to Elon Musk’s
SpaceX, but when he stepped away
from his trip to space in his rocket, he
controversially thanked the staff and
customers of Amazon for paying for it.
Meanwhile, Musk claims that his place
in the race for space is to push the
possibilities for mankind to live
off-world, as the sustainability of
this planet is challenged.
Full speed ahead
“What got you here won’t take you
there” is an expression coined by
leadership coach Marshall Goldsmith;
it rings particularly true for the
transition into 4IR. The management
practices and leadership mindsets
required for success in 4IR are not

the same as those that may have
been learned in business or at
business school.
Traditionally, the focus was on
the cost and availability of capital.
Companies were measured on their
capital efficiency, their weighted
average cost of capital, their liquidity
ratio and the ratio of share price to
earnings. In 4IR, particularly after
13-plus years of quantitative easing,
near-zero interest rates and central
banks around the world printing
money, capital is abundantly
available at very low cost. Firms such
as Apple and Microsoft have built up
enormous cash reserves, $195bn
and $135bn respectively, equivalent to
the annual GDP of nations such as
Hungary and Kuwait. This cash is
neither being paid out as dividends
nor being invested in the business; it
certainly diminishes an expectation
for capital efficiency.
In 4IR, the scarcest resource that
can most differentiate the performance
of an enterprise is talent, leadership
and management talent that can lean
into the dynamic 4IR and technical
talent to utilise new technologies to
competitive advantage. Traditional
management approaches emphasise
the benefit of careful analyses to
inform decisions, in order to optimise
operations and minimise risks.
Speed is as important as optimisation,
too. The fear of missing out needs to
match the fear of a misstep. Speed is
essential in the commercial launch
of a new offering, the adoption of a
new technology that transforms an
operation, in scaling sufficiently to
dominate a marketplace. The
innovative thought leader Clayton
Christensen aptly noted: “The way
the world is made we only have data
on the past, or at best the present, but
we have to take decisions on the
future.” A third area of significant
change for leaders in 4IR, therefore, is
how to lead.
Skills to succeed
Traditionally, leaders were expected
to take responsibility for the
outcomes and resources within
their remit: the model of ‘Command
and Control’. In 4IR, it is unlikely
that a leader will have within their
sphere of ‘control’ all the skills and
resources required. Leaders need to
look beyond to identify ways to access
resources beneficial to achieving
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Dynamic capacity

‘It may be that only the
paranoid survive, but
continuous evolution
and learning are skills
that must be mastered’
business goals: the model of ‘Connect
and Collaborate’.
Corporations that thrive in 4IR have
distinctive management and leadership
capabilities. Our research identified
three groupings of skills that are
critical to success.
1. Pursuit of audacious growth that
is purpose-led

The leadership must identify,
embrace and embed the pursuit of
a meaningful purpose throughout
the organisation. In the turbulence
of 4IR, the pursuit of purpose acts
as a stable ‘North Star’ to navigate
towards. It should energise
stakeholders and provide the
foundation for the social licence to
operate. There should be a high
sense of urgency and the expectation
to make a difference.
The broad cadre of managers should be
equipped and expected to engage in
identifying and overcoming seemingly
conflicting goals: looking at the
whole and seeking to ‘win together’.
The corporation must be continuously
evolving, not reliant on periodic
step-changes and never settling, as
managers and leaders continue to
explore what adjustments can be
made. Evolution should be adaptive,
driven both from within the
organisation and by the leadership.

an attitude of ‘show me, don’t just
tell me’.
To seize and replicate opportunities
and solutions across the organisation
– moving at pace, transferring
initiatives, actions and resources
where they can be leveraged to
good effect.
To reconfigure and reposition at
pace, incorporating the willingness
and ability to adjust the design of
processes, the organisation structure
and the expectations for what is
conducted in the firm or externally.
Being willing to choose duplication
where that will increase flexibility,
while continuously removing
complexity and pursuing simplicity.
3. Winning the 4IR talent race

Adopt a human-centred approach to
managing the workforce; fulfil the
duty of care towards staff. Facilitate
flexibility in working arrangements
and job design and be supportive in
managing the work-family boundary,
eg, the ‘right to switch off’ phones
outside work hours.
Be proactive in supporting and
creating opportunities to upskill
and reskill. Encourage on-demand
access to training for all staff, as well
as formal development pathways.
Create a culture that celebrates
learning and provides constructive,

development-orientated feedback.
Facilitate job mobility and career
acceleration as competencies increase.
Increase orientation towards teambased performance. Define an explicit
approach, ensuring everyone is trained
in the behaviours that support this.
Create a marketplace to match projects
and team members, encouraging
individuals to come forward for roles
and managers to nominate projects.
A leadership operating with a traditional
mindset and management practices
requires courage to migrate to those
required for success in 4IR. It may be
that ‘only the paranoid survive’, but
with the speed and consistency of
change that are characteristics of 4IR,
continuous evolution and learning are
skills that must be mastered.
Rather than fear, I prefer to focus on
the possibilities of moving into 4IR:
building on the past, not clinging to it;
having greater positive social impact;
inspiring stakeholders; and partnering
with the workforce so that we may all
(to borrow a phrase from Steve Jobs)
“make a ding in the universe”.
Stephen Wyatt, Professor of Strategy
and Leadership at the University of Bath,
author of Management and Leadership in
the 4th Industrial Revolution (Kogan Page,
£19.99), and a business consultant focused
on developing leaders and enabling
organisations in dynamic environments

2. Building a high level of dynamic
capacity. Dynamic capacity is the
ability of the organisation to adapt and
adjust in a timely and effective manner
as the unknown future unfolds. It is the
product of three sets of capabilities
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To sense and make sense of the
unfolding future. This requires
establishing an effective, outwardlooking sensory network, such as
individuals (employees and
externals) stationed across the
world being tasked with sharing
insights and ‘a-ha’s that they see,
in addition to their ‘day job’. There
should be an expectation for quick
experimentation to test ideas, with

October 2021 Business & Management

Innovative thinking

Keeping it fresh
Successful innovation requires
exemplary leadership, conﬁdent
teams, excellent communication
and time for strategic thinking.
Too much to ask? Siobhan
Soraghan shows how it’s done
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et’s start by defining innovation. Simply
put, it’s nothing but solving problems and
taking advantage of opportunities effectively.
However, in an organisational setting, it’s not just
about coming up with new and better ways of
operating, but also about adapting to, and even
anticipating, the change in your stakeholders’
needs. This can translate into changes in
products, processes, the whole organisational
model and even its raison d’être. In a world that’s
volatile, uncertain, complex and ambiguous
(VUCA), innovation is not an option – it’s
essential for survival.
Without innovation, any organisation is subject
to a natural phenomenon called strategic drift –
the gradual falling away from the initial match
with stakeholders’ needs. Even in a non-VUCA
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world there is natural evolution and change in
the external environment. Therefore, drift is
inevitable unless those running the organisation
and its teams keep very much in tune with what
is going on and respond with agility. For internal
service teams, this is just as relevant – ‘out there’
can simply mean other parts of the organisation.
In a stable market, innovation may mean doing
existing things faster and more cheaply. But this
can lead to ignorance of shifts in stakeholders’
appetites. Typically, when the gap becomes clear,
the reaction is to work harder doing the same
things with greater intensity, while expecting
different results.
What is really called for, at both a strategic level
and the operational team level, is the ability to
question what’s been held dear about the role of
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the team or organisation, asking John F Kennedystyle, “What do our stakeholders need from us
now?”, rather than “What do we need from our
stakeholders (so we can perfect doing our job the
way we’ve become used to doing it)?”. It’s about
seeing your own domain, whether that be the
whole organisation or your team, with fresh eyes
and reframing its strategic purpose.
It’s about recognising that historical ways of
doing things can become comfort traps. The many
processes designed to save time and make things
run slickly can, in time, begin to hold you down
like the many tiny ropes in Lilliput held down
Gulliver. Humans are creatures of habit, so it’s
natural for us to feel uncomfortable when familiar
rituals are changed. Established teams develop
norms, especially within large corporates, as they
have evolved over some time. As a team leader,
it helps to recognise that your people could
experience considerable discomfort when asked
to explore and adopt new methods.
You will be their champion when they are the
ones generating innovation and will be leading the
charge into the rest of the organisation. It’s your
job to minimise, where possible, any resistance
they may encounter.
To help with this, there is a positive process
to consider: design thinking (see below). This
iterative approach puts your ‘audience’ – that is,
your customers, clients and stakeholders – at the
centre of innovation. It means inviting them into
the room, so to speak, in order that they can be

1. Empathise

Learn about
the audience
for whom
you’re
designing

4. Prototype

Build a
representation
of one or more
of your ideas to
show others
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Design
thinking

3. Ideate

Brainstorm and
come up with
creative
solutions

asked about their needs and involved in the
process. This engagement is key. As the team
leader, your success in enticing these essential
people to participate in the process is a hugely
important part of enabling your team to succeed
in their efforts to innovate. It is an ongoing
journey – stakeholders are not always conscious
of their needs and can find it hard to express them
well, so be prepared for the possibility that your
initial ideas may not quite hit the mark. Pay great
attention to reactions, as therein can lie gold.
Patience and curiosity are key.

2. Define

Construct a
point of view
that is based
on user needs
and insights

5. Test

Return to your
original user
group and test
your ideas for
feedback

Second that emotion
Much ‘emotional labour’ is involved in leading an
innovative team. You yourself need to be ahead of
the change curve, having effectively dealt with
your stress about important transitions. To lead
convincingly, you need to wholeheartedly believe
that the chosen route is possible. If you don’t,
your team will sense your anxiety, magnifying any
doubt or stress they may have. This very real
effect is known as emotional contagion.
You must, therefore, prioritise your well-being.
Know your emotional triggers and commit to
regulating their impact. We know that in stressful
times, threat activates our reptile brain, the
amygdala. Unfortunately, this is not conducive
to fresh thinking – the result is a knee-jerk
firefighting mechanism, essential for survival
in crisis.
To access our more sophisticated thinking
capabilities, we need to step back and attain some
degree of calm. When we develop the ability to
emotionally regulate, we can access our more
advanced capacity of thought, located in the
neocortex. We then have a much better chance
to see things from different perspectives, reframe
our issues and innovate more effectively.
Regular periods away from the pressures of
operational delivery allow valuable time to think
strategically. Achieving a good balance and rhythm
between operations and strategic thinking is a
crucial responsibility for leaders of innovative
teams. Key to this can be exercise, perhaps
meditation, regular conversations with a mentor
or coach, and quality down time.
Pick and choose
Another important role for the leader of
innovative teams is to forge relationships with
appropriate stakeholders – and to consciously and
diplomatically reduce time spent on those who are
no longer relevant. We naturally enjoy spending
time with people we like. Those relationships can
be hugely beneficial if they are key, but it’s also
important to be proactive, positive political actors.
In other words, however uncomfortable it may
feel, have the courage to lean into and leverage
those new connections that are crucial to helping
a team’s innovations gain purchase.
As a leader you’ll also need to nurture the
internal landscape within the team. Ideally, you
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Psychological safety

want the kind of diversity that optimises
innovation – a variety of cognitive styles and life
experiences. For example, you’ll need the ‘Steady
Eddies’ who build incrementally in a sure manner,
as well as the mavericks who think out of the box;
specialists as well as generalists; the ‘people’
people and those who are task-focused.
Hiring for this kind of diversity is essential,
as is implementing sound foundational
management practices, such as effective onboarding of new recruits, good skills development
plans, setting clear objectives, the provision of
ongoing feedback, and conducting regular
dialogue across the team.
For these practices to work well, psychological
safety is a must (see left). As a team leader, this is
largely down to you. Evidence shows it’s a key
determinant of a team’s capacity to innovate. No
pressure, then!

Curiosity is
Rules are

modelled and

flexible

encouraged

Communication

Mistakes are

is open

tolerated

Individual
difference is
appreciated

Risks are
taken

The Innovation Potential Grid
Get everything right and you should be
aiming for the top right section of the
Innovation Potential Grid (below) and
succeed in avoiding:
• the bottom left of the grid, where
potential stars are preoccupied by
the need for self-preservation;
• the top left, where you’d find contented,
perhaps insular guardians of the status
quo; and
• the bottom right, where potential is
constrained by distrust and energies
wasted on unhelpful competition.

L

Psychological safety
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Looking good
So what does all this look like if you’re doing it
well? You’ll be setting a clear context for the team
with a meaningful purpose that you have passion
for, translating the organisational strategy into
language they can understand and relate to. Their
failures will be seen as learning opportunities, and
unintentional mistakes will be blame-free.
You’ll demonstrate humility by inviting
participation, giving everyone a voice and actively
listening. Diversity of opinion will be encouraged,
and bad news shared as much as good. You’ll take
a systems-thinking approach to problems so that
complexity is not oversimplified – for example,
root causes behind symptoms will be explored,
assumptions surfaced and challenged by all
respectfully, and interdependencies between
issues explored. Successes will be clearly defined
and rewarded. Team members will be encouraged
to bring their whole selves to work. Importantly,
you will protect the team from external flak.
Needless to say, if you’re getting all this right,
you’re also building tremendous team resilience
(see ‘The Innovation Potential Grid’, left). You will
have a collaborative, innovative team that’s open
to newcomers, with the robustness to engage in
creative abrasion and the confidence to
experiment, fail and learn fast – ultimately
the sum will be greater than the parts.
Last but not least, you’ll have a mobilising
personal vision for your role that motivates you
to invest in healthy practices for regulating your
energy and emotional state. You’ll be enjoying the
journey and experiencing that, thankfully, good
vibes are just as contagious as bad!
Learn more from my webinar ‘Building an
Innovative Team’, available at tinyurl.com/
BAM-InnovTeam
Siobhan Soraghan BSc MBA, Founder and Director,
Active Insight (active-insight.com), and host of the
Innovation Network (the-innovation-network.com), a peer
learning community of thoughtful professionals, keen
to innovate products, processes and their organisation
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Listen…

Our regular roundup of the latest books, podcasts
and more on all aspects of business

Read...
The Art of Enough: 7 ways to build a balanced life and
a flourishing world by Becky Hall (Practical Inspiration
Publishing, £14.99)
Constantly striving to do the best and be the best? Driven to
achieve your goals? With motivational gurus urging us to realise
our full potential, it can seem that nothing short of perfection
will do. Add into that a pandemic and remote working, bringing
more multi-tasking and blurred work/life boundaries than ever,
and it’s no wonder leaders and managers can feel overwhelmed.
So, it’s just in time that coach and leadership consultant
Becky Hall has produced her guide to assessing priorities and
settling for enough. This is not, she stresses, a path to mediocrity;
rather, it’s all about balance. She identifies seven ‘arts’ – mindset,
permission, presence, boundaries, resource, growth and
connection – and demonstrates how to find a happy mid-point
between what she calls excess and scarcity. From imposter
syndrome to time management, responding to risk, learning to
say no (start writing ‘stop-doing’ lists rather than ‘to-do’ lists)
and living sustainably, she helps you to believe in your
capabilities, value what you have and stop wanting things just
because others have them. She even, controversially, challenges
the received wisdom that economies need to grow exponentially.
Dark Social: Understanding the Darker Side of Work,
Personality and Social Media by Ian MacRae (Bloomsbury
Business, £25)
There is usually, says work psychologist Ian MacRae, a “good
enough” level of one or more traits that make people competent
in a particular role, and more will not necessarily make them
better. Much of the book is taken up with a fascinating analysis
of personality types (more than you may imagine in a business
environment, including ‘wary’ and ‘eccentric’), and how they
tend to work with others. It then dives into how they may
behave when granted a degree of anonymity on social media.
These observations feed into company culture, too, and how to
manage it in an online environment.
MacRae tackles conspiracy theories and toxic digital leadership,
and asks why people follow destructive leaders. There are also
tips on ethical guidelines for online behaviour and how to reduce
or resist unwanted social influences, plus eye-popping case studies
on fake news, bullying and incompetence, including generous
extracts from studies on Donald Trump. It all amounts to a
fascinating handbook on emotional intelligence. One of the key
themes is that ‘work can get better’. If everyone who needs to acts
on the guidance in this book, there is a good chance that it will.
Also, says MacRae (with research to back it up), practice
doesn’t necessarily make perfect – while it may lead to a decent
skill, it won’t help you excel unless you have a natural gift.
He reminds us that while social media noise can be deafening,
don’t assume it’s representative of the whole population – 80%
of Tweets are generated by only 10% of Twitter users.
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Sparkle and Thrive
TechPixies aims to empower
women in their careers and
has won awards for its
courses. The weekly podcast,
Sparkle and Thrive, covers a
variety of topics, with a strong
emphasis on social media
and marketing, but also
covering topics such as
business transformation,
ﬁnding investment and
ensuring you are paid what
you’re worth. It’s aimed at
women returning to work
after a career break, but it’s a
useful source of information
and inspiration for anyone
who is looking to give their
career a boost.
techpixies.com/podcast
The Punk Rock HR Podcast
American host Laurie
Ruettimann’s aim is to “ﬁx
work”, and she’s well qualiﬁed
to do it. Having worked in –
and become disillusioned
with – HR, she took a move
sideways and now spends
her time giving keynote
speeches and running
corporate training and HR
transformation consultancy.
As she says: “I am dedicated
to the revolutionary and
long-overdue mission of
ﬁxing work by telling stories
and teaching leaders how
to create workplace cultures
that support, empower,
and engage workers
meaningfully.”
Her podcast is a series of
conversations with leading
ﬁgures in the world of work
and, while the style is
animated conversation,
diehard fans of The Clash
and The Damned may not
agree that it’s ‘punk rock’.
laurieruettimann.com/podcast
What’s your favourite
podcast? Do you have a
must-read blog or go-to guru
for inspirational videos? Share
your recommendations for
business and managementrelated content by emailing
dipak.vashi@icaew.com
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ICAEW
BUSINESS & MANAGEMENT FACULTY

Your Business and Management Faculty
is changing
From 1 January 2022 business content and support will be available to all ICAEW
members, at no extra cost.
• There will be no Business and Management Faculty membership renewal for 2022
• You can continue to receive business content by signing up to ICAEW Insights
through your preference centre – icaew.com/preferences
• Join one or more of our ICAEW Communities to access content relevant to your
area of specialism - icaew.com/communities
7RƓQGRXWPRUHYLVLWicaew.com/bamchange
METCAH20420

WORKING FROM

HOME

(EVEN WHEN YOU’RE NOT)

The cover we offer for your
second home is just as good
as your first. So rest assured,
with us, both homes and all
possessions are safe as houses.
Experts in home insurance.
ICAEW members save 12.5%*
Call 0800 840 2295 or visit
hiscox.co.uk/ICAEW

PLUS
RECEIVE A FREE
EUFY VIDEO DOORBELL
WORTH £179*

Hiscox Underwriting Ltd is authorised and regulated by the Financial Conduct Authority. *Terms and conditions may apply. Subject to underwriting criteria.
Telephone lines open Mon – Fri, 8:30am to 5:30pm (closed on Saturdays, Sundays and Bank Holidays). Visit hiscox.co.uk/ICAEW for more information.

