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Introduction

The Greater Birmingham Chambers of Commerce (GBCC) is a 
not-for-dividend business membership and business support 
organisation. Founded in 1813, today’s Chamber exists to connect, 
support and grow local businesses in the Greater Birmingham area. 

Between the 26th February and 23rd March 2018, the Greater 
Birmingham Chambers of Commerce delivered the 2018 Growth 
Through People campaign. The campaign aimed to help businesses 
boost productivity through investing in leadership and people 
management skills.

The campaign focused on:

  Educating businesses about the latest thought leadership 
developments, skills and techniques associated with 
leadership and people management.

  Gaining insight from and research into businesses’ views 
on investment in leadership and people management skills 
in their organisations and what could be done to facilitate 
greater investment.

Participants in 17 different campaign events, seminars and 
workshops took part in discussions and were invited to complete an 
online survey.

This document explores the outcomes of this campaign, what 
we learned about leadership and people management skills in 
organisations and recommendations for stakeholders.
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Foreword: Greater Birmingham 
Chambers of Commerce

Few things impact business growth as much as the ways in which an 
organisation leads and manages its people. Far too often in the UK 
we view leadership and people management as innate skills that ‘you 
are either good at or you’re not’. In practice, like anything else, we 
can all benefit from the right training and support to hone technique 
and improve our ability. For organisations, investing in these skills can 
directly improve business performance. For policy makers, there is an 
opportunity to raise productivity across the nation.

In Greater Birmingham we have a strong and growing network of 
policy makers, educators and practitioners actively engaged in 
this space. Through Growth Through People we at the GBCC feel 
privileged to have worked with many of them.  

Thanks to the incredible response we have received from the business 
community in terms of contributors, supporters and sponsors and 
feedback from delegates I can confirm that the Growth Through 
People Campaign will return in 2019. Until then, we will use the 
findings of our 2018 campaign summarised here in this report to 
continue to drive debate and encourage greater engagement with this 
agenda. 

Henrietta Brealey
Director of Policy & Strategic Relationships
Greater Birmingham Chambers of Commerce

...we can all 
benefit from  
the right 
training and 
support to hone 
technique and 
improve ability...



Sponsor Foreword:  
South & City College Birmingham

We are living, working and trading in a period of unprecedented 
environmental change, which is having a real impact on our 
organisations, whatever the sector. It is the strategic vision of our 
leaders and the skills of our managers that will determine our 
future success in these trying times. We cannot leave this to chance 
if we want to succeed. The Chamber campaign endorses this view 
and tells us that there is an appetite for positive action - be it in the 
form of networking events covering key issues through to access to 
meaningful development activity. 

Here at South and City College Birmingham we have been 
working hard with the business community and The Chartered 
Management Institute to ensure our leadership and management 
courses reflect the very latest research and are delivered flexibly, 
with a focus on work based projects to improve key performance 
indicators. We now look forward to continuing to work closely with 
the Chamber to place Leadership and Management at the centre 
of the productivity debate and to put an end to the days of ‘The 
Accidental Manager’.

Mike Hopkins
Principal
South & City College Birmingham

It is the strategic 
vision of our 
leaders and 
the skills of our 
managers that 
will determine our 
future success...
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17 Events 450 Delegates 50  Campaign partners: 
sponsors, guest speakers, 
venue hosts, bloggers

4 Themed weeks:

•   26th February – 2nd March: Growth Through Responsible 
Leadership Week, in partnership with the West Midlands Combined 
Authority

•   5th March – 9th March: Growth Through Attracting and Retaining 
Talent Week, sponsored by Aston University

•   12th March – 16th March: Growth Through Workplace Environment 
Week, sponsored by South & City College Birmingham

•   19th March – 23rd March: Growth Through Unlocking Potential 
Week, sponsored by Curium Solutions
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Growth Through People Campaign 
2018 Outcomes

“Now that I am aware of 
the campaign I cannot 
wait for the next ones 
- keep up the great 
work you are a fantastic 
network to be involved 
with - I have learnt so 
many new skills and met 
new contacts and leads 
through the networking” 
A senior manager 
from a large public 
or voluntary sector 
organisation

“Great that Chambers 
are distinguishing 
themselves through 
having such great 
quality debates and 
conversations such  
as leadership in 
today’s society” 
A delegate from  
a micro business

“I will certainly be 
speaking with our HR 
director regarding 
the events and asking 
them to attend. It was 
a really useful.”  
A middle level 
manager from a 
mid-sized tourism 
or hospitality sector 
business

“Fabulous series of 
events, professionally 
run with engaging 
speakers, 
congratulations”  
A CEO of a micro 
professional services 
sector business

Based on feedback from c.100 delegates:

9/10   
learned 
something 
new that they 
intended to  
apply in their 
own organisation

95%   
would be 
likely to attend 
future Growth 
Through 
People events

93%   
felt the 
event they 
attended 
met their 
expectations 

Net Promoter Score: 64



Growth Through People Campaign 2018 
Outcomes

What Growth Through People delegates learned:

What Growth Through People delegates would like us  
to explore further in future:

We had a wide variety of qualitative responses, the most frequently recurring themes were:

•  Change management
•  Managing “up” or influencing leaders
•  Developing leadership skills
•  Employee engagement or motivation
•   Best practice on work experience, graduate placements or apprenticeships
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Leadership and mentoring tips

My company needs to get involved 
with employee engagement

New techniques of how to become more 
influential and become the “go-to” person

Assisted with my leadership style and 
motivation for delivering to a wider team 

Ways to move conservation 
forward without causing 

additional friction

Helped to keep front of  
mind the importance of 

responsible leadership no matter 
what your sector The idea of basing your personal brand 

on ‘what people say about you when 
you’re not in the room’, and trying to 

find out what that is.

Having clarity of purpose 
and values is essential to 

enable responsible leadership. 
Leadership can be nurtured and 

developed in any role.

Leadership can be at 
any level. Be yourself.

Diversity isn’t just about 
actual people, it is also 

about thoughts
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Businesses’ Views on Leadership  
& People Management Skills

Recommendations for Employers:

1.  Have a plan on investing in leadership and people management 
skills in your organisation, and communicate it.

2.  Explore a variety of different types of training and support – there 
are options to suit all budgets.

3.  Reinforce the long term benefit to your organisation of investing in 
the right training over the short-term cost to staff time.

Recommendations for Stakeholders: 

1.  Investment in people management and leadership skills should be 
considered a key part of the productivity agenda.

2.  Work with established business networks, such as Chambers of 
Commerce, on influencing businesses on this agenda.

3.  Be mindful that many smaller organisations do not have dedicated 
HR resource when designing interventions and policy in this space.

 
Findings:

1.  Respondents believe that investment in leadership & people 
management skills has a positive impact on an organisation’s 
productivity.

2.  A significant proportion of respondents do not believe that their 
organisations have a clear strategy or programme of support 
on providing leadership and people management training to 
employees.

3.  Respondents’ organisations are most likely to provide internally or 
informally sourced training on leadership and people management 
skills.

4.  Respondents vary significantly on who is responsible for securing 
leadership & people management related training in their 
organisations.

5.  Respondents frequently cited “word of mouth” recommendations 
and business networks such as Chambers of Commerce and CIPD 
as sources of information on reliable training providers.

6.  Respondents most frequently cited lack of staff time as a barrier 
preventing their organisation from investing in leadership and or 
people management training.

7.  Respondents most frequently cited easier access to reliable 
information on high quality training providers and information 
on the types of training available or most relevant for their needs 
as interventions that would help them increase investment in 
leadership and people management skills. However, a significant 
proportion did not know what would incentivise greater 
investment.

Executive  
Summary:

All delegates participating 
in Growth Through People 
Campaign 2018 events 
were invited to take part 
in a short survey asking 
their views on leadership 
and people management 
related practice in their 
own organisations. From 
our analysis of their 
responses we identified 
the following: 
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Businesses’ Views on Leadership  
& People Management Skills

Almost one third 
of respondents 
highlighted a 
lack of financial 
resources as a 
barrier to increasing 
investment in 
training.

Recommendations for Employers:

1.  Have a plan on investing in leadership and people management 
skills in your organisation, and communicate it.

Respondents taking part in our research were crystal clear: they 
believe that investment in leadership and people management 
skills have a positive impact on productivity at an organisation level 
(98%). This is echoed in a variety of research, literature reviews and 
studies12345. According to research from the CMI; organisations with 
effective management and leadership development programmes have 
on average 23% better results and are 32% more productive6. 

However, despite the benefits, almost one third of respondents did 
not believe their organisation had a clear strategy on investment in 
leadership and people management skills and a significant majority 
(86%) were unaware of approximately how much their organisation 
invests in these skills each year. 

Programmes and strategies should of course be proportionate to 
and relevant for the business in question (see recommendation 
2). Effective communication is a key part of building employee 
engagement (another enabler of productivity growth connected with 
effective leadership and management)7 and ensuring that staff are 
aware of the opportunities open to them and the investment being 
made in them by their employer. 

2.  Explore a variety of different types of training and support – 
there are options to suit all budgets.

Respondents highlighted the wide variety of types of training and 
support available in their organisation on leadership and people 
management related skills. These ranged from informal or “on the job” 
training, shadowing and mentoring to formal in-house or externally 
delivered training. Almost one third of respondents highlighted a lack 
of financial resources as a barrier to increasing investment in training.
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Businesses’ Views on Leadership  
& People Management Skills

It is crucial that 
businesses 
consider the 
mid to long 
term benefits of 
upskilling their 
staff...

However, as these results indicate, investing in leadership and people 
management skills does not have to be financially expensive. While 
investing significantly in high quality training matched to employee 
needs may be the objective for some, it may not feasible for all 
businesses or those making the initial case for greater investment. 
Recent research from CIPD has highlighted the challenges SMEs in 
particular face in investing significantly in financial terms in training 
and development4. Some of the training and support highlighted by 
our respondents such as internally delivered training, shadowing and 
mentoring can be achieved at relatively low cost. There are also a 
number of organisations who offer free or low cost “taster sessions” or 
training on a wide variety of topics – the GBCC’s own Growth Through 
People campaign being a case in point.

There is no “one-size fits all” approach on investing in leadership and 
people management related training and support. Evaluation is key for 
organisations looking to identify what works best for them, their staff 
and organisation’s culture2.

3.  Reinforce the long term benefit to your organisation of investing 
in the right training over the short-term cost to staff time.

While lack of budget was an issue for a significant proportion 
of respondents, the most frequently cited barrier to increasing 
investment in leadership and people management training was lack of 
staff time (41%). 

While a member of staff being absent from the business for a short 
period of time while undertaking training does represent a short 
term cost, as recommendation 1 illustrates; the long term benefit 
of investing in the right training is clear. It is crucial that businesses 
consider the mid to long term benefits of upskilling their staff, 
enabling them to become more efficient and productive in their work, 
over any immediate issues caused by short term absence from the 
workplace. Communicating this approach with staff and front line 
managers in particular is crucial.



Businesses’ Views on Leadership  
& People Management Skills
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Our respondents 
overwhelmingly 
see a clear link 
between investment 
in leadership 
and people 
management skills 
and... productivity. 

Recommendations for Stakeholders:

1.  Investment in people management and leadership skills should 
be considered a key part of the productivity agenda.

Lack of appropriate investment in management skills is a common 
critique of UK firms and has been cited as one of the contributors to 
the UK’s “productivity gap” with other comparable OECD nations.

Our respondents overwhelmingly see a clear link between investment 
in leadership and people management skills and improved 
organisation level productivity. Leading figures such as Sir Charlie 
Mayfield of the Government’s Productivity & Leadership Group have 
argued strongly for the importance of leadership and investing in 
management practices as a whole1. CMI report that poor management 
is estimated ‘to cost the UK £84bn in lost productivity a year – £9bn 
more than the £75bn that the Institute for Fiscal Studies has estimated 
could be lost every year by 2030 if the UK left the single market’6 and 
that ‘effective MLD (management and leadership development) can 
have an overall impact on organisational performance of 23 per cent’3.

The Government has touched on exploring investment in leadership 
and management skills as means of boosting productivity through the 
Industrial Strategy. At the 2016 Autumn Statement, the Government 
announced £13m funding over 3 years to support the Government’s 
Productivity & Leadership Group (PLG) and establishment of “Be The 
Business” (a primarily digital portal aimed at spreading best practice 
in business – including on management practice). The PLG are also 
developing a 12 month “Productivity Through People” programme 
aimed at sharing best practice between large employers and SMEs in 
their supply chain8. However, it currently forms only a small part of the 
overall narrative, strategy and investment to date.

2.  Work with established business networks, such as Chambers of 
Commerce, on influencing businesses on this agenda.

In essence, networks – work. While 45% of respondents cited 
internet search engines as a source of information on reliable training 
providers, almost half of respondents reported relying on word of 
mouth recommendations. Over two fifths identified the Chamber of 
Commerce (42%) and CIPD (43%) as sources of information.  
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Businesses’ Views on Leadership  
& People Management Skills

...the UK falls 
behind other 
nations in 
terms of the 
dissemination and 
implementation  
of best practice.

Other research has identified that the UK falls behind other nations 
in terms of the dissemination and implementation of best practice1.  
When looking to disseminate new ideas or publicise initiatives and 
programmes, working with established business networks with real 
links to local employers is key. CIPD also cite the importance of the 
participation of partners, who are engaged and well embedded in the 
local community, in the success (or otherwise) of engaging businesses 
in a recent pilot programme4. While there can be a reliance on digital 
solutions to engaging stakeholders, traditional trusted networks 
are still a highly effective means of genuinely engaging employers. 
Meaningful partnership with key local stakeholders is important to 
effective dissemination of ideas and influence. 

3.  Be mindful that many smaller organisations do not have 
dedicated HR resource when designing interventions and policy 
in this space. 

SMEs make up the vast majority of British businesses. They account 
for 99.9% of businesses; they employ 60% of the population and 
are responsible for 51% of private sector turnover10. They are vitally 
significant to the UK economy.

28% of respondents do not have a member of staff in their 
organisation whose primary role is to provide HR/personnel 
related services. 100% of those were from firms with fewer than 
250 employees. The high proportion of SME firms that do not have 
dedicated HR or personnel support has been explored more fully 
in CIPD research which suggests that organisations typically start 
employing an HR professional when the have 80-100 employees 
plus9. CIPD’s literature review of the subject goes on to characterise 
SMEs’ relationships with HR as (generally speaking) one of ‘limited 
resources…lack of expertise…preference for informality’ and ‘less 
‘strategic’ and more ‘reactive’’4.

As a consequence, we would encourage policy makers and 
stakeholders to be mindful of this lack of resource when designing 
legislation, systems, programmes of support and initiatives in this 
space. We would encourage them to check whether administration 
and implementation of their proposals pass “the SME test” – whether 
a director with limited prior experience of the topic in question can 
find out what they need to know and complete or implement what 
they need to deliver quickly and efficiently without needing additional 
support. This includes consideration of the language and terminology 
utilised, ensuring that communications aimed at influencing businesses 
are expressed in terms used in the day to day lexicon of businesses, 
not policy makers. 



Businesses’ Views on Leadership  
& People Management Skills

Findings:

1.  Respondents believe that investment in leadership & people 
management skills has a positive impact on an organisation’s 
productivity.

98% of respondents believed that investing in improving leadership 
skills has a positive impact on an organisation’s productivity. 98% 
believed that investing in improving people management skills has 
a positive impact on an organisation’s productivity. The remainder 
in both cases selected “don’t know”. Not one respondent believed 
that it would have a negative impact or no impact at all.

2.  A significant proportion of respondents do not believe that 
their organisations have a clear strategy or programme of 
support on providing leadership and people management 
training to employees.

55% of respondents did report that their organisation does have 
a clear strategy or programme of support on providing leadership 
and people management training to employees. However nearly 
one in three (32%) stated that their organisation didn’t have a clear 
strategy in place, with 13% answering that they didn’t know.

The significant majority (86%) of respondents did not know 
approximately how much their organisation invests in leadership 
and/or people management training each year (either financially 
or in staff hours). Only 14% of those surveyed were aware of how 
much their organisation invests.

3.  Respondents’ organisations are most likely to provide 
internally or informally sourced training on leadership and 
people management skills.

The majority of delegates (56%) answered that their organisation 
provides informal or “on the job” training and formal training 
delivered in house (51%). Nearly half (47%) of those surveyed 
said that their company provides mentoring and shadowing, in 
comparison to 35% who said that their organisation provided 
formal training delivered by an external provider. Less than 1 
in 5 (14%) stated that their organisation does not provide any 
leadership and/or people management related training. 12% 
reported not knowing if their organisation provides any form of 
leadership and management training.    

98% believed 
that investing in 
improving people 
management skills 
has a positive 
impact on an 
organisation’s 
productivity.
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Businesses’ Views on Leadership  
& People Management Skills

4.  Respondents vary significantly on who is responsible for 
securing leadership & people management related training in 
their organisations.

34% answered that HR or Personnel were responsible for securing 
leadership and people management training for employees in their 
organisation. 36% stated that directors/the leadership team were 
responsible, 11% stated that individual managers were responsible 
for securing leadership and people management training. 6% 
said that there was no one in their organisation responsible 
for leadership and people management training. A number of 
respondents (13%) selected ‘Other’.

72% stated that their organisation does have a member of staff 
whose primary role is to provide HR & personnel services. 28% 
reported that their company did not have a member of staff 
responsible for HR & personnel.  Among those respondents who 
do not have any members of staff whose primary role is to provide 
HR& personnel services, two in five (40%) respondents reported 
that a single director or senior manager was responsible for 
providing HR/personnel related activity in their organisation. 40% 
answered that their HR related activity was handled by several 
directors or senior managers. Very few respondents (7%) said 
that their company outsourced their HR activity to an external 
organisation.

5.  Respondents frequently cited “word of mouth” 
recommendations and business networks such as Chambers 
of Commerce and CIPD as sources of information on reliable 
training providers. 

45% responded that they would rely on word of mouth 
recommendations to find information on reliable training providers 
for leadership and people management training. 45% selected 
‘internet search engine’, 43% selected the Chartered Institute 
of Personal Development and 42% selected the Chamber of 
Commerce. 21% would use ‘Leadership Management International’ 
and only 9% would use a formal procurement process or 
framework.  13% of respondents did not know where they would go 
to find information on reliable training providers for leadership and 
people management training. 11% of respondents used alternatives 
such as: Acas, company staff and previous suppliers.  

28% reported 
that their 
company did 
not have a 
member of staff 
responsible for 
HR & personnel



Businesses’ Views on Leadership  
& People Management Skills

6.  Respondents most frequently cited lack of staff time as 
a barrier preventing their organisation from investing in 
leadership and or people management training.

Nearly one in three (31%) felt that their organisation did not have 
the budget to be able to increase investment in leadership and/
or people management skills. More than 2 in 5 (41%) reported 
that their staff didn’t have the time, 18% cited a ‘lack of interest 
from senior leadership’ and 20% referred to ‘uncertainty over the 
added value to the organisation of investing’. 16% highlighted 
‘uncertainty over what training is needed’ and 12% were concerned 
about the quality of external providers. Other concerns include 
a lack of interest from managers (6%) and a lack of interest from 
other colleagues (4%). 14% of delegates answered that there are no 
barriers, with 10% giving other reasons.

7.  Respondents most frequently cited easier access to reliable 
information on high quality training providers and information 
on the types of training available or most relevant for 
their needs as interventions that would help them increase 
investment in leadership and people management skills. 
However, a significant proportion did not know what would 
incentivise greater investment.

Nearly 2 in 5 (39%) felt that if reliable information on the types 
of training required/available was made easier to access, their 
organisation would be more likely to invest in leadership and 
people management training. More than 1 in 3 (35%) would be 
incentivised if they had easier access to reliable information on 
high quality providers. 14% thought that their company would like 
to see greater flexibility on investing apprenticeship levy funds in 
other areas of workplace training. Only 6% cited other reasons with 
one respondent answering that there are no barriers to investment. 
A significant number of respondents (39%) did not know if any of 
these options would provide an incentive for their organisation to 
invest more.             
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Other concerns 
include a lack 
of interest from 
managers (6%) 
and a lack of 
interest from other 
colleagues (4%).



Businesses’ Views on Leadership  
& People Management Skills

Background & Objectives of the Research:

Productivity, specifically, how to improve it in individual businesses, 
across the region and the nation is top of the agenda for many 
national and local Government stakeholders. Nationally, this is most 
clearly evident in the UK Government’s Industrial Strategy. Locally, 
the West Midlands Combined Authority’s Strategic Economic Plan 
focuses heavily on growing the region’s productivity. 

The Growth Through People campaign was proposed by the 
GBCC’s Chamber Council as part of the organisation’s response to 
the productivity agenda. Chamber Council is a group of elected 
representatives from the GBCC’s membership who act as a steering 
group for the Chambers’ policy activity. This research aimed to gain 
insight into:

It was our aim to gain greater insight into employers’ views on 
leadership and people management skills in their organisations. 
We will use this information to convene and inform employers and 
stakeholders. 
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Whether  
employers view 
investing in 
leadership and 
people management 
skills as means 
of increasing 
productivity. 

Who in 
organisations 
is responsible 
for investing 
in leadership 
and people 
management 
skills.

How employers 
are investing 
in leadership 
and people 
management 
skills.

What employers 
see as the 
barriers to 
investing in 
leadership 
and people 
management 
skills.



Businesses’ Views on Leadership  
& People Management Skills

Analysis & Reporting:

Methodology, Sample and Response Rate
This research was conducted via an electronic survey sent to all 
450 Growth Through People event delegates. This report provides 
the findings given by the total sample (business community 
delegates participating in events related to leadership and people 
management skills). Due to the nature of the sample surveyed and 
small sample size (100 responses) these results should be treated 
with caution. This report does not provide definitive conclusions 
but aims to explore key themes and suggest avenues for further 
consideration and research for both employers and stakeholders. 
  
Analysis of the findings in this report are based on all respondents 
less those who chose not to answer specific questions. Where 
figures do not sum to 100%, it is due either to rounding and/or 
participants being able to select multiple answers. 
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Businesses’ Views on Leadership  
& People Management Skills

Sample Profile

What is your organisation’s main business activity?
Business Activity % of Respondents
Production of raw materials  
(e.g. agriculture, fishing, mining, utility)  1%
Manufacture of electronic or IT goods  0%
Manufacture of other goods  7%
Construction  2%
Other manufacturing  8%
Transport and distribution  1%
Retailing/wholesaling  2%
Tourism/hotels/catering  1%
Professional services  31%
Marketing/media  1%
Consumer services 1%
Public or voluntary sector services  19%
Other services 6%
Cultural/creative 2%
Other  12%
N/A  4%

What size is your organisation?      
Organisation Size % of Respondents
Micro (1-9 employees) 23%
Small (10-49 employees) 14%
Mid Sized (50-249 employees) 20%
Large (250 employees +) 40%
N/A  2%

At what level are you currently working in your organisation?
Position % of Respondents
Entry level  7%
Intermediate or Experienced 24%
First Level Managers  8%
Middle Level Managers  19%
Senior Level Managers 21%
CEO or Director 16%
Not Applicable  5%



Businesses’ Views on Leadership  
& People Management Skills

Appendix:

1  How Good Is Your Business Really? Raising Our Ambitions for 
Business Performance, Sir Charlie Mayfield on behalf of the 
Productivity & Leadership Group, UKCES, 2016 https://www.
bethebusiness.com/wp-content/uploads/2018/04/how-good-is-
your-business-really.pdf 

2   Management Development, CIPD, 2018 https://www.cipd.co.uk/
knowledge/strategy/development/management-factsheet  

3   The Business Benefits of Management and Leadership 
Development: Executive Summary, CMI, 2012 http://www.
managers.org.uk/sites/default/files/u28/Business%20
Benefits%20MLD%20Exec%20Summary.pdf 

4  Building HR Capability in UK Small Firms, CIPD, 2017 https://
www.cipd.co.uk/knowledge/strategy/hr/hr-capability-small-firm 

5   Engaging for success: Enhancing Performance Through 
Employee Engagement, A report to Government by David 
MacLeod and Nita Clarke, 2009 http://engageforsuccess.org/
wp-content/uploads/2015/08/file52215.pdf 

6   Leadership for Change: CMI’s Management Manifesto , CMI, 
2017 http://www.managers.org.uk/~/media/Files/PDF/CMI-
Management-Manifesto.pdf 

7   Understanding Employee Engagement Checklist, CM, 2015, 
https://www.managers.org.uk/~/media/Files/PDF/Checklists/
CHK-245-Understanding-employee-engagement.pdf 

8   Industrial Strategy: Building a Britain fit for the future, HM 
Government, 2017 https://assets.publishing.service.gov.uk/
government/uploads/system/uploads/attachment_data/
file/664563/industrial-strategy-white-paper-web-ready-version.
pdf 

9  Recruiting and developing talented people for SME growth, 
CIPD 2014 https://www.cipd.co.uk/knowledge/strategy/
resourcing/sme-growth-report#  

10  Business Statistics, House of Commons Library, 2017 http://
researchbriefings.files.parliament.uk/documents/SN06152/
SN06152.pdf   
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Thank You

Thank-you to all of those that participated in the 
2018 Growth Through People Campaign as guest 
speakers, bloggers, vloggers and venue hosts. 
Their organisations are listed below.

Acas
Aston University
Balfour Beatty Vinci (JV)
Birmingham Metropolitan College (Bmet)
Birmingham Mind
Chase de Vere
CIPD
CIPD Birmingham
CMI
Common Purpose
Creating Value with People
Creative Alliance
Curium Solutions
Cultiv8 Solutions
Deutsche bank
Engage for Success
FutureStory Consulting
GBS LEP
Hart Recruitment
Hays Recruitment
HSBC
JMR Sales & Consultancy
Leaders by Nature
Maximity
Millennium Point
Mitchells & Butlers
NEC Group
Nu_Leaf
One Million Mentors
Pinsent Masons
PKF Cooper Parry
Plum Personnel
RightTrack Learning
Robert Walters
RSM
Schofield & Associates
South and City College Birmingham (SCCB)
Squire Patton Boggs
St. Basils
Susan Long Associates
The Economist
The Wesleyan
The West Midlands Mayor
University of Birmingham
ValuingYOU
West Midlands Combined Authority (WMCA)
WMCA Leadership Commission
WMCA Mental Health Commission

With particular thanks to our 2018 campaign 
sponsors and official partner:

 
And to:

GBCC Chamber Council member Diane Rance for 
proposing this campaign and her proactive support 
and advocacy.

Emily Stubbs, Policy & Patron Advisor, GBCC for 
coordinating the successful 2018 Campaign.



Greater Birmingham Chambers of Commerce
Chamber House
75 Harborne Road
Edgbaston
Birmingham
B15 3DH

0845 603 6650 

www.greaterbirminghamchambers.com

@GrBhamChambers

Contact Us

Emily Stubbs - Policy & Patron Advisor

E.Stubbs@birmingham-chamber.com

About the Greater Birmingham  
Chambers of Commerce

The Greater Birmingham Chambers of Commerce 
(GBCC) is here to connect, support and grow local 
businesses. Accredited by the British Chambers, we 
have acted as the voice of local businesses since 
1813. Today’s Chamber has over 2,900 members 
across six geographical and four themed divisions. 
We offer a diverse range of membership and 
business support services. 

About Our Sponsor:  
South & City College Birmingham

South and City College Birmingham is one of 
the largest general further education colleges in 
the country following its merger with Bournville 
College in 2017. The College delivers a wide variety 
of vocational and academic courses to young 
people and adults and offers full-time and part 
time courses, Apprenticeships and university 
level courses.  The college has 8 campuses across 
Birmingham, all within easy access and with 
exceptional facilities.

We are committed to ensuring students have 
the relevant skills, qualifications and experience 
required for their future careers, whether that is to 
seek employment or continue their education at 
college or university.

The college is actively involved with local 
businesses and has excellent links with industry. 
Our expertise and resources are valued by leading 
employers, public sector organisations and small 
and micro businesses from all sectors who we 
work closely with to recruit, retrain and upskill their 
workforce.

E hello@sccb.ac.uk 
W www.sccb.ac.uk 
T 0121 694 5066 

The Growth Through People campaign will return 
in spring 2019, visit the GBCC website for the latest 
information.


